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ABSTRACT

The purpose of this study was to explore how pasterving on bicultural
pastoral staff teams described effective team lshde practices in Korean American
churches with both Korean and English ministries.

This study utilized a qualitative design using sstnictured interviews with six
Reformed pastors from two Reformed denominations sdrved at least ten years on
bicultural pastoral staff teams in the Korean-Arm@ni church. The literature review and
analysis of the six interviews focused on three &eas to understand effective team
leadership practices: the core values of the teamvgonment, the emotional
intelligence and cultural intelligence of the leadrd his team.

This study concluded that the pastors’ self-awaseie relation to their
emotional intelligence and especially cultural iigence was essential to effective team
leadership practices in the Korean-American chugclbe self-awareness was cultivated
in the pastors’ own walks with the Lord and by thgrace-giving and truth-telling
community that kept them accountable regarding teadership practices. When the
pastors’ self-awareness was combined with theie gatues, which were shaped by their
theological commitment to the gospel and the paacdeunity of the church, it enabled

the pastors to lead their bicultural congregatieffisctively.
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CHAPTER ONE
INTRODUCTION
Korean American churches have experienced expahgnowth during the past

four decades. A conservative estimate indicate® tiee more than four thousand Korean
American churches today, approximately one Koreamigrant church for every 350
Korean American$.This remarkable growth, however, has been graglaai
increasingly overshadowed by another significamnamenon in the church—the “silent
exodus” of second-generation Korean Americans veleonsto be disappearing out the
back door of their parents’ churches on their wagdllege.

This phenomenon is called an “exodus” becauskeo$heer number of second-
generation Korean Americans that are leaving theath One study estimates that ninety
percent of post-college Korean Americans are ngdomttending churchlt is also
considered “silent” because the second-generat@xitss “often unnoticed or not given

serious attention within Korean churchésThis generation leaves their parents’ church

Y In Sil Seo, W| 330l m 3| B " Christian Today,
http://www.christiantoday.us/sub_read.html?uid=1®0%8ection=section12&section2= (accessed February
7,2012).

2 Karen J. Chai, "Beyond 'Strictness' to Distinatigss: Generational Transition in Korean
Protestant Churches," Korean Americans and Their Religions: Pilgrims avisionaries from a
Different Shoreed. Ho Youn Kwon, Kwang Chung Kim, and R. StepWéarner (University Park, PA:

The Pensnsylvania State University Press, 2001), 158
Ibid.



in silence because they have no power, no ideftitgt,no voice in regard to their
spiritual future’

Alarmed and concerned, a number of Korean Araarchurch leaders have
sought to understand the cause and the naturésdildnt exodus, while at the same time
being confronted with the “dilemmas of identity angssion: whether their principle role
is to serve new immigrants, to disciple an Amerizad next generation, to blend their
congregations into Christian America, or to mow&rtichurches into some yet
undiscovered form and function.”

To better understand the causes of generationélictamithin immigrant
churches and the varying responses by the first-sanond-generations, it is necessary to
understand the traditional role of the ethnic chudor the immigrant generation. Scholars
identify four distinct waves of Korean immigratitmthe United States. The first wave
primarily consisted of laborers seeking work onasygantations in Hawaii between
1903 and 1905.

Religion played an important role during theseyesthges of immigration, as
American companies urged Protestant missionari&®ira to recruit and persuade
Koreans to come and provide plantation labor. Assalt, the Protestant Christians were
among the first to immigrate to the United Stafidsey comprised approximately forty

percent of the first wave of the entire Korean imrant populatioff.According to

* Helen Lee and Ted Olsen, "Silent Exodus: Can e Bsian Church in America Reverse the
Flight of Its Next Generation?," Christianity Today
http://christianitytoday.com/ct/1996/august12/69®BmI?paging=off (accessed October 29, 2012);
Doreen Carvajal, "Trying to Halt the 'Silent Exojukos Angeles Time#lay 9, 1994.

® Lee and Olsen, "Silent Exodus: Can the East AGiaurch in America Reverse the Flight of Its
Next Generation?," n.p.

® David Yoo and Ruth H. Chun&eligion and Spirituality in Korean Americ@ihe Asian
American Experience (Urbana, IL: University ofrildiis Press, 2008), 3.



Sharon Kim, professor of sociology at Californiat8tUniversity, Fullerton, “The
churches functioned as quasi-governmental andralitenters; pastors possessed the
dual roles of community leaders and spiritual celos. In contrast to the Japanese and
Chinese immigrants in Hawaii, almost every Koraathie Hawaiian Islands eventually
came to be identified with the Christian faith.”

The first wave of immigration ended with the passafithe Immigration Acts of
1924 (also known as the National Origins Act), vihmgade immigration from Asia
illegal ® After World War 11, a small number of students grdfessionals (approximately
six thousand) were permitted to enter the UnitedeStbetween 1945 and 1965.
Students and their families were thus the mosblsegment of this second wave. In
addition, throughout and after the conclusion ef korean War (1950-1953), large
numbers of Korean wives of American servicemenwadorphans came to the United
States.

The third and largest wave of immigrants occurriéer ahe passage of the
Immigration Act of 1965, which removed the restuetand discriminatory measures of
the 1924 Immigration Act. According to Sharon Kiffihe year 1965 marked a true
watershed for Korean immigration because it wag tivén that significant numbers of

Korean immigrant families began to be able to inmatig. Today, post 1965 immigrants

" Sharon KimA Faith of Our Own: Second-Generation Spiritualityorean American Churches
(New Brunswick, NJ: Rutgers University Press, 202Q)

8 Sung-Il Steve Park, "Ministry in the Korean-AmeuicContext,” (Course Handout, Westminster
Seminary in California, Escondido, CA, January2®13), 5. According to Park, the first wave of Kame
immigration ended in 1905 with the passage of #pad-Korea Treaty of 1905. The treaty, which is als
known as the Eulsa Protective Treaty, or Japan-dBretectorate Treaty, deprived Korea of its ditm
sovereignty and made Korea a protectorate of Japan.

? Won Moo HurhThe Korean Americandhe New Americans (Westport, CT: Greenwood Press,
1998), 39.



and their families began to make up the overwhedmm@jority of the approximately 1.1
million Koreans in the United State¥”

The fourth and current wave began in the year 20@@0continues at the present
time. This wave has primarily consisted of nonimrraig residents such as students,
workers and visitors, who enter the United Stabesifseason. Total number of
permanent residents by 1999 was 775,646, and #rags annual nonimmigrant
entrances since 2000 is 791,049.

The church has been from the very first wave thetrimoportant social institution
for Korean immigrants in the United States. Won Mbaeh, professor of sociology at
Western lllinois University, and Kwang Chung Kimrpfessor of sociology and
anthropology at Western lllinois University, hav®®/n in their findings that an
estimated seventy to eighty percent of Korean imamtp are affiliated with Korean
churches (with roughly forty percent of Korean ingnaints converting post-
immigration). Hurh and Kim also explain the imparttgolitical, social, economic, and
spiritual functions that the churches perform ia Korean community?

The high post-immigration conversion rate amongedg&orChristians is largely
due to the prominent role of the Protestant chur¢he community, providing “not only
spiritual comfort, but worldly advice on every togiom paying traffic tickets to finding
a job or the best school. People could pray to @od,a mate, make business

connections, and read about a young member’s aooepto Harvard in the Sunday

0 Kim, A Faith of Our Own: Second-Generation SpiritualityKorean American Churchgeg2.

1 park, "Ministry in the Korean-American Context," 5

2\Won Moo Hurh and Kwang Chung Kir{prean Immigrants in America: A Structural Analysis
of Ethnic Confinement and Adhesive AdaptafRuatherford, NJ: Fairleigh Dickinson University984).



bulletin.”*® First-generation church’s growth and prominencthéncommunity bear a
testimony to its enduring and effective abilitynb@et a wide range of needs of a young
immigrant community. Carvajal explains:

Historically, the Korean church in the United Stateas something of a middle-

class immigrant ghetto, which in its early yearshia 1970s drew not only

Christians seeking refuge and support, but Budslhishgry to meet other

Koreans. So, baffled pastors could not understamgthis newest generation of

immigrants did not share the same yearning fodaaiiy**

Although these unique sociological functions weeeting the needs of first-
generation immigrants and even converting somehtisanity, they were nevertheless
an expression of a dysfunctional subculture, aéongrtb several second-generation
Korean American pastofs During the mid- to late-eighties, as second-gditera
Korean Americans were entering their adolescendevanalizing their discontent with
the immigrant churches, conflict and tension begesurface. Many sons and daughters
of first-generation immigrants felt that the immagt churches largely catered to the
needs of their parents’ generation and found “timemigrant churches irrelevant,
culturally stifling, and ill equipped to developetin spiritually for live in the multicultural
1990s.%°

Sharon Kim reveals that these second-generatioagfeAmericans often felt
that “they were being treated as second-classnsim the church because their needs

were consistently unmet and viewed as inferiohtise of the first generation’™As a

result they, especially the second-generation pgstewed the immigrant churches as

13 Carvajal, "Trying to Halt the 'Silent Exodus',pn.
14 [1i
Ibid.

15 Kim, A Faith of Our Own: Second-Generation SpiritualityKorean American Churcheg7.

16 | ee and Olsen, "Silent Exodus: Can the East AGiaurch in America Reverse the Flight of Its
Next Generation?," n.p.

" Kim, A Faith of Our Own: Second-Generation SpiritualityKorean American Churcheg26-
27.



“dysfunctional and hypocritical religious institatis that were modeling a negative
expression of Christian spirituality for second-getion Korean American® This
dysfunction is especially evident in continued bksbetween the generations over
issues involving cultural differences in the stgted philosophies of church leadership.
Sharon Kim also notes, “Several second-generatamed&h American pastors
expressed their belief that the immigrant churdbcsiture was dysfunctional because,
for the majority of Korean immigrants, the churembt just a religious organization but
is also the primary arena where their identities self-worth are established’Hurh
and Kim have documented this reality, finding ttiet church plays a compensatory role
in the lives of Korean male immigrants, for whondiiog a leadership position in the
church is positively correlated with mental heaftiirst-generation churches are seen as
places for gratifying their need for inclusion, g@nal significance, social status, respect,
power, and recognitioft.
Second-generation pastors also point to the highafachurch splits in the
Korean community as another evidence of dysfunatisnbculturé? “In Los Angeles,
Korean church splits have become so common that geccent of second-generation
church attendees have personally experiencedsitdaea in their lifetime? This
inability to resolve conflict, along with a Confaci-based perspective, false humility,

and shame-based approaches used to save facalemtibad as “four areas in particular

18 |bid.

19 bid.

%9 |bid.

L Ibid.

22 Eui Hang Shin and H. Park, "An Analysis of CauseSchisms in Ethnic Churches: The Case
of Korean-American ChurchesSociological Analysig49, no. 3 (1988).

% Kim, A Faith of Our Own: Second-Generation SpiritualityKorean American Churcheg8.



[that] can serve as stumbling blocks to the develam of healthy Asian American
churches and church leadef8.”

Sharon Kim observes another reality taking plackarean-American churches.
Not only were the second-generation youth leaviregyy thome churches, but the second-
generation pastors were also leaving. In Los Argalene, more than fifty-six new
second-generation churches have been establisliied past ten years, and these
churches are flourishinfg.Kim notes, “Immigration historians have depicted second-
generation as a transitional generation—on thelgteearch toward the inevitable
decline of ethnic identity and allegianc®.But her study suggests an alternative route.
She explains:

By harnessing religion and innovatively creatindphg religious

institutions, second-generation Korean Americaesaasertively defining

and shaping their own and religious futures. Ratihan assimilating into

mainstream churches or inheriting the churchebeaif immigrant parents,

second-generation pastors are creating their owndhird spaces—new

autonomous churches that are shaped by multipiessaf reference?.

Second-generation Korean Americans have respondibeése generational
conflicts by leaving the immigrant churches, anchebmes by planting a church of their
own. But others have decided to remain in the innamgchurches despite the tension,
and they continue worshipping in the same spiribaisehold. There is a lack of
literature on those who have decided to contineé@rsgthe immigrant church setting.

However, there is need for a study to understaeid thotivations for being committed to

a bicultural ministry and to explore how they hguesued it effectively.

% peter Cha, S. Steve Kang, and Helen Grewing Healthy Asian American Churches
(Downers Grove, IL: IVP Books, 2006), 61.
2: Kim, A Faith of Our Own: Second-Generation SpiritualityKorean American Churchg2-3.
Ibid., 3.
" Ibid.



PROBLEM STATEMENT

The available literature indicates that generaticteshes are common among
many immigrant churches in the United States. Whiége is literature available on the
second-generation’s “silent exodus” and “hybridgielus institutions,” there is a lack of
literature on another approach to addressing thergéonal conflict: Why some second-
generation Korean Americans have decided to coatmrshipping and serving in the
immigrant church context, where Korean Ministry (K&hd English Ministry (EM)
coexist side by side? These people did not lea@timigrant church. They did not start
a new church plant. They chose to remain and faegénerational tension.

Writers on this topic have noticed that the genenal tension in the Korean-
American churches was especially evident in theaties’ dysfunctional leadership
dynamics?® The researcher in this study will seek to undedstzow these leadership
dysfunctions are addressed as the pastors semibgoltural pastoral staff teams
describe effective team leadership practices.

PURPOSE STATEMENT

The purpose of this study was to explore how pasterving on bicultural

pastoral staff teams describe effective team ledilepractices in Korean American

churches with both Korean and English ministries.

2 Cha, Kang, and Le&rowing Healthy Asian American Church&obert D. Goette and Mae
Pyen Hong, "A Theological Reflection on the Cultufansions Between First-Century Hebraic and
Hellenistic Jewish Christians and Between Twent@émtury First- and Second-Generations Korean
American Christians," itkorean Americans and Their Religions: Pilgrims afdsionaries from a
Different Shoreed. Ho Youn Kwon, Kwang Chung Kim, and R. StepWéarner (University Park, PA:
The Pennsylvania State University Press, 2001);, KifRaith of Our Own: Second-Generation Spirituality
in Korean American ChurchgeMyungseon Oh, "Study on Appropriate LeadershitiePa for the Korean
Church in Postmodern EraJournal of Asian MissioB, no. 1 (2003); Paul Tokunadayitation to Lead:
Guidance for Emerging Asian American Lead@swners Grove, IL: InterVarsity Press, 2003);nkte
Yep and Peter Ch&ollowing Jesus Without Dishonoring Your Parentsialh American Discipleship
(Downers Grove, IL: InterVarsity Press, 1998).



RESEARCH QUESTIONS
Three main areas that are central to team leageirstiide core values,
emotional intelligencé’ and cultural intelligencé: To that end, the following research
guestions guided this study:
1. How do the pastors describe effective leadershaptmes in developing
and maintaining the team’s core values?
2. How do the pastors describe effective leadershaptfes in managing
emotions in themselves?
3. How do the pastors describe effective leadershaptpes in responding to
the emotions of others?
4. How do the pastors describe effective leadershapties in leveraging
cultural differences?
SIGNIFICANCE OF THE STUDY
In order to understand the intergenerational chgs, the researcher aimed to

add to an ongoing dialogue by examining the fadfwas contribute to effective team

29 Aubrey Malphursyalues-Driven Leadership: Discovering and Develgpifour Core Values
for Ministry, 2nd ed. (Grand Rapids, MI: Baker Books, 2004j1 Blueddemanmn,eading Across Cultures:
Effective Ministry and Mission in the Global Chur@owners Grove, IL: IVP Academic, 2009).

30|, Melita Prati et al., "Emotional Intelligenceeadership Effectiveness, and Team Outcomes,"
The International Journal of Organizational Analy4il, no. 1 (2003); Karen A. Jehn and Elizabeth
Weldon, "Conflict Management in Bicultural Teamsulf@ral Dimensions and Synergistic Problem
Solving," Knowledge@Wharton, http://knowledge.whbartipenn.edu/papers/621.pdf (accessed August 8,
2012); Daniel Golemargmotional IntelligencelOth anniversary trade pbk. ed. (New York: Bantam
Books, 2005); Daniel Goleman, Richard E. Boyataig] Annie McKeePrimal Leadership: Realizing the
Power of Emotional Intelligend@oston: Harvard Business School Press, 2002)idD&@woleman,

Working with Emotional Intelligenc@New York: Bantam Books, 1998).

31 Soon Ang and Linn Van Dynéjandbook of Cultural Intelligence: Theory, Measugst and
Applications(Armonk, NY: M.E. Sharpe, 2008); P. Christopherl&ga Soon Ang, and Joo-Seng T&Q:
Developing Cultural Intelligence at Wo(ktanford, CA: Stanford Business Books, 2006); D&\
Livermore,Cultural Intelligence: Improving Your CQ to Enga@eir Multicultural World Youth, Family,
and Culture Series (Grand Rapids, MI: Baker Acade2009); David A. Livermore,eading with
Cultural Intelligence: The New Secret to Sucddssw York: American Management Association, 2010);
David A. Livermore,The Cultural Intelligence Difference: Master theeO8kill You Can't Do Without in
Today's Global EconomNew York: American Management Association, 2011).
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ministry. The researcher hoped to enable both tMepKstors and the EM pastors to
serve each other with greater understanding obésé practices for working together on
bicultural teams. This study may also provide goasafor the KM senior pastors as they
start their own EM in their churches or make imgnoent to their current EM. This
study may also provide guidance for the EM padbgrequipping them with better
understanding and knowledge of what is involvedffectively ministering in this
bicultural context.

In addition to benefitting pastors, this resear@ymrovide guidance for
congregations seeking to understand the intergeoeaadynamics and its implications
for the future of the Korean American church. Til@search may also help members of
the church to think about their present and futniaistry strategies, such as empowering
leadership and generational succession of leagherShis study may also raise issues and
best practices that would be instructive and eraming for ministers who desire to work
in bicultural teams in other diverse settings.

DEFINITION OF TERMS

Anxiety — “The emotional and physiological response toreahthat may be either real
or perceived.*

Anxiety, Acute — “The response we make to threat that is botharehtime-limited.

Anxiety, Chronic — “Our reaction to a perceived, imagined, or digtthreat that is not
time-limited.”*

Conflict — “A common symptom of anxiety in a system, in @/hpeople insist on their
way as the only way and clash with others takiregstime emotional stanc®.”

32 Jim Herrington, R. Robert Creech, and Trisha Tryllbe Leader's Journey: Accepting the Call
to Personal and Congregational Transformatidst ed. (San Francisco: Jossey-Bass, 2003), 169.
33 H
Ibid.
* Ibid.
% Ibid.
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CoreValues — Traits or qualities that one considers not yustthwhile; they represent
an individual’'s or organization’s highest priorgjedeeply held beliefs, and fundamental
driving forces. Core values define what the membé&es organization believe and how
they want the organization resonating with and ajipg to employees and the external
world.

Cultural Intelligence — The capacity to interpret and respond to unfamdultural
signals in an appropriate manner.

Differentiation of Self — “A person’s capacity to remain true to his or penciples, to
be thoughtful rather than reactive, while remairgngptionally connected to others who
are important to him or hef®

Emotional Intelligence — “Reflects the ability to read and understancthn social
contexts, to detect the nuances of emotional @astiand to utilize such knowledge to
influence others through emotional regulation amltiol. As such, it represents a critical
import%;n competency for effective leadership arairt performance in organizations
today.’

English Ministry (EM) — This is a second-generation English-speakingmod
congregants in the Korean American church.

Ethnic Attachment — The extent to which members of an ethnic groepcatturally,
socially, and psychologically integrated to theiogp>®

Ethnic Solidarity — The degree to which members use ethnic colleetotions to protect
their common interests.

Generational Scale— These are numbers ranging from 1.0 to 2.0 daaephe person
generation-wise in relationship to others in hisier immigrant group. For example, 1.5
is a term used to describe people who arrivederlils. as children and adolescents.
Unlike their first-generation (1.0) parents or set@eneration (2.0) U.S.-born siblings,
their identity is split. They are American in mangys, sometimes in most, but not
entirely.

Korean Ministry (KM) — This is a first-generation Korean-speaking grotip
congregants in the Korean American church.

36 [hi
Ibid.
37 Prati et al., "Emotional Intelligence, LeadersBifectiveness, and Team Outcomes," 21.
% pyong Gap MinAsian Americans: Contemporary Trends and Iss8ed ed. (Thousand Oaks,
CA: Pine Forge Press, 2006), 244.
% Ibid.
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Multigenerational Process — “How a level of emotional maturity and ways of
responding to anxiety are transmitted from one g&iun to the next*

Pastoral Staff Team — The ordained church staff members responsibl&aling,
overseeing, and resourcing a church’s programsmstry that have specifically adopted
a team approach to ministry.

Power Distance— “The extent to which the less powerful membermsititution and
organization within a country expect and accept ploaver is distributed unequally®

Second-Gener ation — Korean American children who are American-barparents who
were born in Korea or who immigrated during theirlg childhood.

Systems Thinking — “The capacity to see the whole and the partssofstem
simultaneously, noticing the contribution made bglreperson and the effect of each
upon the other. This includes the ability to redagrihe symptoms of increasing anxiety
and to note the part one plays in the system'dirac’ *?

Team — A manageable group of people who have develagsinmon group culture as
they collaborate in a ministry focused on pursiamgmmon vision or purpose for which
they share mutual accountability.

Team Dynamics — The relational and interpersonal behavioraldsrihat encourage and
shape the connections of individuals towards collative work that produces results
greater than the sum of individuals working aloneaccommon project.

Time Capsule — Phenomena where the organizational culture isd@tuck in a past era
while the society whole has moved forward.

0 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persana
Congregational Transformatiori71.

“1 Geert H. Hofstede, Gert Jan Hofstede, and Micktigkov, Cultures and Organizations:
Software of the Mind: Intercultural Cooperation atsl Importance for SurvivaBrd ed. (New York:
McGraw-Hill, 2010), 46.

2 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persana
Congregational Transformatiori71.



CHAPTER TWO
LITERATURE REVIEW

The purpose of this study was to explore how pasterving in bicultural
pastoral staff teams describe effective team leshg@ipractices in Korean American
churches with both Korean and English ministrigse Ppurpose of understanding the
experiences of those who have engaged in the midetadership of bicultural, pastoral
staff-teams is to obtain principles needed to itatd thriving bicultural team leadership
in current and future local Korean American congtems. Little has been written that
addresses effective bicultural pastoral staff tégadership in the churches, and still less
has been discussed to specifically address cukimchleadership challenges that often
emerge in Korean American churches. However, weaseundance of literature on
effective team leadership in secular organizatiarisch addresses well-defined
benchmarks used to evaluate team leadership efeetss. Before reviewing the
literature, the study will trace the biblical fowattbn of leadership required for an
effective intergenerational transition.

BIBLICAL/THEOLOGICAL FRAMEWORK

Understanding tension between generations indhtemporary ethnic church
has presented a difficult challenge for many ye@mhflicts have stemmed from
differing worldviews and miscommunication, ofteisu#ing in bitter divisions,
confusion, resentment, and broken relationshipag@mgations usually seek biblical

answers to problems, but it is easy for them tarmgssGod's word does not speak to the

13
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contemporary issue of addressing tensions betwesthdnd second-generation Koreans
(or any other ethnic group) in the chuféh.

Peter Cha, professor of pastoral theology at firiavangelical Divinity School,
observes in response to the “silent exodus” trattbncerned leaders of the church have
sought to develop a new ministry paradigm for thieging generation. For the most
part, however, these attempts have remained agatic level of ‘how to’s,’ trying out
various programs and ministry models popularizegregominately white, mainstream
evangelical institutions?* Instead of developing new pragmatic programs aodats to
address ministry challenges, Cha makes a caserious theological reflection that does
not ignore the cultural context in which ministakés place. Cha plainly states:

One of the urgent tasks facing today’s second-geioer Korean-

American church is to engage in serious theologefiction that would,

in turn, shape its emerging ecclesiastical idertitgt ministry. In order to

begin this process, however, the church mustdastfully exegete the

particular context in which it is located, idenirfg and wrestling with the

unique needs and challenges its members are fdemm@ny theology that

aims to serve the church effectively, it must noiyde shaped by

Scripture but must also be informed by the livedexience of the people

of that community of faitt

This section presents a biblical/theological framek for grasping the complex
cultural and intergenerational tensions in the ietbhurch. In particular, it examines how
an apostolic “team” was able to navigate throughdta of generational and cultural

tensions, as the gospel was moving from Jerusaledea, Samaria, and to the ends of

the earth. As insightfully suggested in the artlmyeRobert Goette and Mae Pyen Hong,

3 Goette and Hong, "A Theological Reflection on €gdtural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians."

4 DJ Chung and Timothy Tsengpnversations: Asian American Evangelical Theolsgie
Formation(Washington, DC: L2 Foundations, 2006), 3.

*® |bid., 3-4.
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this section “examines the early church in the bofokcts, drawing parallels between
the tensions between Hebraic and Hellenistic Je®@lslistians in the first century and
the contemporary tensions between first- and segendration Koreans in the United
States.*® The book of Acts documents multicultural exper&s)avhich provide
significant insight into “the interplay between ¢arage, culture, and faith.” This carries
important implications for contemporary faith amtéergenerational relationships.

Goette and Hong show that “by understanding predaptensions in the Korean
church in light of biblical narratives, those innisitry can receive directions, purpose,
and encouragement while wrestling with difficulttowal issues.*” They maintain that
with greater intergenerational understanding atfesseareness, first-generation leaders
will gain a vision for the next generation’s deyaieent from a cultural and church
perspective. The 1?6and second-generation leaders will have a betigenstanding of
their roles as bridge-builders similar to AposteuP “Despite tensions and frustrations
between the groups, the emphasis for all partipsfiseverance, conciliation, and mutual
effort to work through these tensions togetHér.”

Acts 6:1 introduces two different groups of Jew@iristians: the Hebraic and the
Hellenistic Jews? In general, the Hebraic Jews spoke mainly Araraaitwere born in

Jerusalem or Judea. Culture and religion were isiplesto separate for the Hebraic

“6 Goette and Hong, "A Theological Reflection on €gdtural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians," 115.

*"|bid., 116.

8 1.5 is a term used to describe people who ariivélde U.S. as children and adolescents. Unlike
their first-generation (1.0) parents or second-gatien (2.0) U.S.-born siblings, their identitysglit. They
are American in many ways, sometimes in most, btientirely.

“9 Goette and Hong, "A Theological Reflection on €édtural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians," 116.

0 Acts 6:1
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Jews. Being Jewish was as much about followingehegious law as it was about
conforming to cultural norms. On the other hand|éestic Jews spoke mainly Greek,
the lingua franca of the Roman Empire, and formkvbd outside of Judea and
Galilee® Consequently, Hellenistic Jews adopted the cultnfiaences and
perspectives of the Greeks. Although they assisdlatto their new host culture and
quickly established themselves in the new soclggllenistic Jews maintained strong
roots in Jerusalem by making the pilgrimages telmgte the Jewish festivals.

While the Hellenistic Jews stayed close to thdigi®us heritage, living in the
Roman Empire allowed them to develop relationshils other ethnic groups. Some
God-fearing Gentiles even worshiped with the Hedien Jews in their synagogues.
Hebraic Jews, however, did not associate with taeti@s. Although the Hebraic Jews
and the Hellenistic Jews were ethnically the sah®y spoke different languages and
followed different cultures.

Paul embodied elements of both Hebraic and Hetienladaism. Although he
was Hellenistic by birth? he appears to have spoken Hebrew and Aramaicae HdHe
was sent to Jerusalem at an early age to study Gatealiel. According to Goette and
Hong, “Paul’s hybrid background made him a primedidate for what Christians think
of as God’s plan for taking the gospel to the He#iic Jews and then to Gentile$.”

The book of Acts records a major shift in the Hebdawish mindset. The shift is

evident in various linguistic, diaconal, and radigs tensions mentioned in Acts.

°L Acts 2:5; 8-11

%2 Acts 22:3

%3 Philippians 3:5

¥ Goette and Hong, "A Theological Reflection on €dtural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians," 117.



17

According to Goette and Hong, “because of the dbfiie cultural backgrounds between
the Hebraic and Hellenistic Jews, language diffeesrcreated significant tensions within
the early church. An important biblical basis féfirening cultural and language
differences appears in Acts 2.During Pentecost, when God’s gift of the Holy 8pir
manifested itself through tongues of fire, the gbdspas communicated in the native
languages of the Hellenistic Jews thus legitimizimgjr languages. God’s Spirit brought
the gospel to the people in a form that each gtogerstood. And as a result the
Hellenistic Jews could no longer be considereduiistically inferior for not speaking
Aramaic.

Not only was there linguistic strife but also@baal tension in Acts 6:1-7 over
the care of destitute widowS Hebraic widows received care, while Hellenisticlas
were neglected. This disagreement may have sterfnroredseveral different factors,
such as inadequate understanding and communicazitibe needs. Acts 6:5 describes the
resolution of the issue by appointing spiritual lieeistic leaders to oversee the ministry
to neglected widows'

Acts 10 demonstrates another significant shifhimiebraic Jewish mindset.
Peter, the leader of the Hebraic Jews, was call€hesarea to preach the gospel to
Cornelius, a God-fearing Gentile. “Peter realizeat 1God was affirming his acceptance
of the Gentiles even without their adoption of dleevish law.?® The Hebraic Jews

criticized Peter for eating and fellowshipping withcircumcised Gentiles and he had to

* |bid.

% Acts 6:1-7

>’ Acts 6:5

*8 Goette and Hong, "A Theological Reflection on @dtural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians," 118.
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defend his action and explain how God intendedtera the salvation to the Gentiles
even though they did not follow the Hebraic B Through Cornelius’s salvation, God
illustrated that culture was subordinate to fafth.”

Despite his realization of God’s larger plan fovieg Gentiles, Peter himself
struggled with the distinction between culture &uth. In Galatians 2:11-16, Peter
visited the church in Antioch, where he ate witl @entile Christian$: But when the
Hebraic Jews arrived from Jerusalem, Peter atea@bafrom the Gentiles. Paul
confronted Peter about his hypocrisy and openlgtised him for failing to embrace all
believers equally, even if they did not follow Jslwicustoms.

This religious tension over the distinction betweatural adherence to the
Jewish law and faith continued as ministry to tlemtdes grew. Acts 15 shows that the
Hebraic Jewish Christians in Jerusalem still didfabtly grasp the theological
implications of this distinction as they insistéat their Gentile brethren must be
circumcised and keep the Mosaic Law. Paul explaihatdGod did not require
circumcision or other acts of the law as preretessor evidence of salvati6hHe
clarified that the law’s purpose was to exposeasid point to faith in Jesus ChrfdtHe
argued that because no one can fulfill the lavih fea Christ was the only way for anyone
to achieve true righteousness. The obedience tdetvesh laws was no longer a

necessary requirement for salvation. This revohaig concept that salvation could be

% Acts 11:17-18

0 Goette and Hong, "A Theological Reflection on €gdtural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians," 118.

®1 Galatians 2:11-16

2 Romans 3:20-30; Galatians 5:2-6

3 Romans 7:7-11; Galatians 3:19-25
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achieved outside the realm of Jewish culture wag dificult for the Hebraic Jews to
embrace.

Ultimately, at the Council of Jerusalem in A.D. 4% Hebraic Jewish Christians
did not require the Gentiles to adhere to the Reter reminded the council that God had
demonstrated his acceptance of the Gentiles thrthegbonversions of Cornelius and his
family and associates. He then explained, “thahfiaa Christ—not a cultural ritual—was
the means by which God purified hearts and savenh {fAActs 15:9, 11). Rather than
being the sole means to an end (faith), they raezedrthat the Law and Hebraic culture
was a burden to which the Hebraic Jewish Christinesiselves could not even
adhere.®

However, the issue of holding Hellenistic Jewishi§ifans to the law remained
unresolved. Although the Gentiles were not requicefdbllow Jewish culture and still
have faith, the Hebraic Jews still expected thdenedtic Jews to maintain strict
adherence to the law, which was viewed as an iat@grt of the culture. Abandoning
the law was similar to “abolishing their ethnicdigy.”®® In particular, the Hebraic Jews
were angry with Paul (Acts 21:20-21) for “leadig tHellenistic Jews away from the
culture because they made major cultural conces£f8iwhat the Hebraic Jews did not
understand was that the Hellenistic Jews:

...saw the fulfillment of the law in Christ. They braced the same

“liberty” or “freedom” from the Law as the GentileBhey freely adapted

to whatever cultural environment they had to ineorid more effectively
share the gospel (1 Corinthians 9:20-23). In siiatl defused the

% Goette and Hong, "A Theological Reflection on €dtural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians," 119.

65 H

Ibid.

% Ibid.
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tensions while in Jerusalem and exemplified hisdoem to adapt to any
culture by participating in a traditional Jewistusil *’

A significant blow to the Hebraic Jewish Christiaagherence to the law occurred in
A.D. 70 when the temple was destroyed. They coaltbnger offer sacrifices and fulfill
many other requirements of the law.

Goette and Hong contended that the linguisticahal, and religious tensions
between the Hebraic Jewish Christians and the histle Jewish Christians:

...illlustrate the significant role of culture in tpeactice of faith. Culture is

the lens through which spiritual principles aresipreted and put into

practice. From a biblical perspective, culturalildereveals man’s

inability to live up to them, which ultimately reas his need for Jesus

Christ. Jesus continuously made the distinctiowben faith and the Law

(John 5:37-47), and taught that the Law alwaystedito him®®

Paul stressed this distinction between culturefaitd. He explained that the
believers did not have to fulfill the law in orderbe saved because Christ ultimately
fulfilled the law. At the same time, Paul demon&da‘how culture can be a fluid
medium through which to communicate faith (1 Cdmians 9:19-23)” as he was able to
adapt to Jewish culture among the Jews and to lBeniiure among the Gentil€%.
“Culture (that is, the Law) played a subservier to faith. While Paul maintained an
appreciation for his cultural heritage (Romans 3 Philippians 3:5-6), he shunned
ethnocentrism .

The principles for understanding the distincti@tvizeen culture and faith provide

the biblical framework for intergenerational coafi in the Korean American church.

The tensions between the Hebraic and HellenistigsheChristians necessitated a

57 |bid., 119-120.
%8 |bid., 120.

% hid.

0 bid.
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ministry paradigm shift. “Rather than viewing thellénistic Jewish Christians as
deviant from Hebraic culture and faith, the HebtBwish Christians needed to see the
Hellenistic Jewish Christians in a completely difiet light. They had to view them as
separate entity, legitimate in its own culture &mbuage and valid in its own faith, with
tremendous potential for being the bridge to offeaple groups™ Goette and Hong
draw parallels to the first-generation Korean Armani church which “often adheres to a
strict ethnic culture as important component offtith and ethnic identity,” and must
view the second-generation Koreans in a compleliffigrent light as legitimate and
valid in their own right with tremendous potentialshape the future of the Korean
American churcH?

Goette and Hong say, “Understandably, much ofiteegeneration’s tenacity in
adhering to its native culture stems from a paipflltical history that now causes it to
resist any implication of cultural loss. But theri€an America church'’s insistence upon
language retention and obedience to cultural rahesexpectations must be
reconsidered™ Paul stressed that being Jewish was not a mdtterftaral adherencé
Rather, one must have the same faith as that aih#&on regardless of one’s adherence to
the culture’® In like fashion, language retention and cultudtierence without
transference of faith in Christ would be detrimétdesecond-generation Korean

Americans. “Too often U.S.-born Korean Americangehbeen alienated by the Korean

church, which places a premium on cultural traresfee because they have been unable

1 bid., 121.

2 |pid.

™ |bid.

" Romans 2:28-29
" Romans 4:12, 16
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to meet the expectations of an unfamiliar culture & identify with a faith expressed
through that culture’ Similar to what happened at Pentecost, the segendration
Korean American needs to hear the gospel in tiart” language.

Second-generation Korean Americans need to cardkzé their ministry to
reach the second-generation and many other Enggisaking people. This ministry
contextualization draws criticism that is not mulifierent from what Paul faced from
the Hebraic Jews: “betrayal of mother culture, coompse of faith, and abandonment of
tradition.”” Contextualization has allowed second-generatiore&o Americans to reach
out to their generation and many other English-sipggpeople despite these challenges.
Goette and Hong write:

Once the spiritual legacy of faith has been passedhere is an even
higher calling to become multilingual and multicwtl. Language and
culture not only become a bridge to cross generagaps within one’s
own ethnic group, but become bridges to variousradinguage and
culture groups (1 Corinthians 9:20-23). Even if seeond generation
never achieves the same kind of multiculturalisat #aul achieved, the
loose adherence to the mother culture does nossagly sacrifice its
ethnic identity. God will use each first- and sest@eneration Korean
American to fulfill his purposes to reach all ethgroups (Matthew
28:18-19).

Neither generation can claim sole jurisdiction o&ed’s plan for the
Korean ethnic group. As in the early church, Gdtedassome Jews to
ministry to among Jews—for example, Peter—and stonmeinistry
among more diverse people groups—for example, @albtians 2:7-8).
A narrower generational and ethnic calling andaaby multiethnic
calling both must be viewed in the larger contebdavancing the gospel.
Obeying God'’s plan for expanding the kingdom—antianparticular
culture—must be the ultimate priority of both geatEms’®

® Goette and Hong, "A Theological Reflection on @édtural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians," 121.
7 i
Ibid.
8 bid., 121-122.
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First- and second-generation Koreans will contittuexperience tensions
comparable to the Hebraic and Hellenistic Jewishs@ins’ cultural struggles. While
the early church could not easily resolve its qalttension in their generation, the
Korean American church, especially its leadersimipst maintain a biblical
understanding of culture and faith to perseverettogr and build bridges across all
generations and to all people.

FAMILY SYSTEMS THEORY

The Korean American church faces challenges wiere are no readily
available adaptive remedies. Cha argues that miosstny models developed to address
the intergenerational issues are rigidly pragmeatid lack contextualization and
theological deptff® Ronald Heifetz, Alexander Grashow, and Marty Linsk
Cambridge Leadership Associates note:

The most common cause of failure in leadershipasiyced by treating

adaptive challenges as if they were technical prokl What's the

difference? While technical problems may be vempplex and critically
important (like replacing a faulty heart valve dhgricardiac surgery), they
have known solutions that can be implemented byeatiknow-how.

They can be resolved through the application dfi@untiative expertise and

through the organization’s current structures, pduces, and ways of

doing things. Adaptive challenge can only be adsrdshrough changes

in people’s priorities, beliefs, habits, and loyedt Making progress

requires going beyond any authoritative expertisaobilize discovery,

shedding certain entrenched ways, tolerating logsdggenerating the

new capacity to thrive aneff.

In their bookThe Leader’s Journey: Accepting the Call to Pers@mal Congregational

Transformation Jim Herrington, R. Robert Creech, and Trisha diagffer another

9 Chung and Tsen@onversations: Asian American Evangelical TheolsgieFormation 3.

8 Ronald A. Heifetz, Alexander Grashow, and Martingky, The Practice of Adaptive
Leadership: Tools and Tactics for Changing Your &rvigation and the Worl@Boston: Harvard Business
Press, 2009), 19.
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explanation for the weakness of the pragmatic,rieah approach to ministry problem-
solving. They observe:

Most efforts to address the crises faced by theopglscommunity are
built on the assumption that information alone piceEs solutions to these
challenges. Consequently, a pastor may go to cemferafter conference,
filling notebooks with the latest information fratme most recent highly
successful leader. But without a clear perspedivéhe nature of the
system he or she is a part of, the pastor retusnmseho the demands of
life and ministry unchanget.

This different way of thinking about leadershipased on Bowen Family
Systems Theory (systems theory hereafter), which is

...a theory of human behavior that views the fam#lyaa emotional unit
and uses systems thinking to describe the comptexactions in the unit.
It is the nature of a family that its members atemsely connected
emotionally. Often people feel distant or discorteddrom their families,
but this is more feeling than fact. Family memlsarprofoundly affect
each other's thoughts, feelings, and actions tluditein seems as if people
are living under the same “emotional skin.” Pecgaicit each other's
attention, approval, and support and react to etfedr's needs,
expectations, and distress. The connectednes®aativity make the
functioning of family members interdependent. Aradp@in one person's
functioning is predictably followed by reciprocdlanges in the
functioning of others. Families differ somewhathie degree of
interdependence, but it is always present to sargeee®

When the proper understanding of the systems ytis@pplied to the life of the
congregation, it enables the church leaders tooagprproblems from a holistic
perspective instead of the limited technical, pragonapproach. Herrington, Creech, and
Taylor explain, “The gravitational pull of relatiship has its effect on the behavior and

response of each person in the group; the behammbresponse of each person affects

81 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persana
Congregational Transformatigmnv.

82 Bowen Center for the Study of the Family, "Boweredry," Bowen Center for the Study of the
Family, http://www.thebowencenter.org/pages/theory.hf@acessed October 23, 2012), n.p.
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the emotional gravity of the systeff? Understanding this fact furnishes a helpful
perspective as one attempts to lead a congregdtmosay that one is part of a living
system is to say that there are forces at worktthascend a naive focus on the cause of
a problem (as though any one individual can beléabas “the problem”). In a living
system, whenever a problem is chronic, just abeety®ne has a part in keeping it
going®

According to Heifetz, Grashow and Linsky, one maestvare of “analyzing
problems by personalizing them (‘If only Joe wdsaler...”) or attributing the situation
to interpersonal conflict (‘Sally and Bill don'tltaborate very well because their work
styles are so at odds’)” because “this tenden@nodbscures a deeper, more systemic
(and perhaps more threatening) understanding dithation.® The authors
recommend diagnosing and acting on the systemway &f countering the
personalization of problems, the very thing thatess theory does. The diagnosis of the
system provides understanding of “the underlyinge@onflicts embedded in the
strategy of the organization or community, what esse interests benefited from the
status quo, and the political dynamics that botbt kieeir organizations in their current
equilibrium and offered some potential for catatggchange %

Systems theory is also helpful as it provides extnfior understanding and
diagnosing intergenerational dynamics in the Kor&arerican church. Noting typical

Asian American family dynamics, Helen Lee, consul@nd former director of Best

8 Herrington, Creech, and Tayldte Leader's Journey: Accepting the Call to Persand
Congregational TransformatiQrd1l.

 Ibid.

8 Heifetz, Grashow, and Linsky¥he Practice of Adaptive Leadership: Tools and iEador
Changing Your Organization and the Wqr&l

% Ibid., xii.
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Christian Workplace Institute, said, “Many in yoengenerations either immigrated
with their parents at a very early age or were othe United States, placing them in a
stressful bicultural context of balancing the aftafticting Asian parental and American
cultural influences® Paul Tokunaga, coordinator for Asian American stiigs with
InterVarsity Christian Fellowship, says being baian and American “means always
living with a built-in tension.® That built-in tension is due in large part to sgo
parental influences, as Tokunaga observed whilengra book on Asian American
experience:

An interesting phenomenon occurred as we begamgdind then
reading each other’s chapters: our parents keptgengeeverywhere!
Although we devote two chapters exclusively totretato our parents,
their influence showed up in almost every othemesse address. That's
because they are so important and integral to wdhane. On the one
hand, we have tried to honor them. On the othedhae also want to be
truthful about some of the pain we feel from bedng parent’s children
(recognizing, as well, that we have often causedhtigreat pain}’

Even the challenge of doing teamwork in the Afdamerican church cannot be
understood apart from the family dynamics. As Letes:

One challenge for Asian American church leadersidwver, is that either
they or those with whom they are working (lay leader fellow staff)
might not have had sufficient experience in higlaldy teams. For many
individuals the point at which they develop théistfand most basic
teamwork-related skills is in the family, but mafgian American
families do not operate with teamwork-like prineipl Instead of
practicing open conflict resolution, conflict isef avoided, and the
Confucian influence results in parents assertieg tuthority without
allowing much opportunity for teamwork and partigos “Younger
generations want to have some sense of team, éytithnot have the
tools to live that out,” says Soong-Chan Rah, sgméstor of Cambridge

87 Lee and Olsen, "Silent Exodus: Can the East ASkaurch in America Reverse the Flight of Its
Next Generation?," n.p.

8 yep and ChaFollowing Jesus Without Dishonoring Your Parentsiah American
Discipleship 11.

¥ bid., 11-12.
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Community Fellowship Church (Cambridge, Mass.). iil0some cases,

the immigrant-family experience meant an absengemoé#nting influence,

and a loss of a sense of family dynamics. Thisreaalt in people who

desire the community experience without a real tstdading of what it

means to get theré”

Systems theory dictates that in order to startes$ing issues in the organization,
the process begins with the leaders themselvetarts with leaders who are able to
“focus on managing [themselves] rather than oth&rblerrington, Creech, and Taylor
define an effective leader as “a person whothasapacity to know and do the right
things’. %2 They go on to explain that an effective leaderanstinds that he or she is
“part of a living human system of engagement atatiomship” and is able to navigate
the system wisely by “(1) learning toink differently about how people in a living
system affect each other, (2) learningbservehow anxiety holds chronic symptoms in
place and keeps people stuck in old roles, ante&Bhing tomanagetheir] own
anxiety.”®®

This effective leadership starts with the leadsel-awareness, which can be
nurtured and strengthened by the leaders’ “intimatiEtionship with God [which] is the
center of gravity that keeps [their] lives in balarwhen the pressures of the system
threaten to topple [them].” They note that a leadiansformational journey that starts
with self-awareness cannot be separated from krgp®d. John Calvin begins his

Institute by stating that without knowledge of séfiere is no knowledge of G84.

Graeme Goldsworthy, lecturer at Moore Theologiaallé€ge explains, “For Calvin our

% Cha, Kang, and Le&rowing Healthy Asian American Church&$-80.

1 Herrington, Creech, and Tayldte Leader's Journey: Accepting the Call to Persand
Congregational Transformatigmvi.

2 Ibid., xv.

% Ibid., xvii.

9 John Calvin)nstitutes of Christian Religigred. John T. McNeill, trans. Ford Lewis Battles, 2
vols. (Philadelphia: Westminster John Knox Pre8§0}, 1:35.
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knowledge of ourselves and of God is relationalAt.the heart of Calvin’s
understanding is the knowledge of God that is iglyawithin us. This makes it
inexcusable to fail to worship hini>

Anthony K. Tjan, CEO of the venture capital firmeCBall, explains why self-
awareness is a critical factor for effective leatigo:

In my experience — and in the research my co-astand | did for our

new bookHeart, Smarts, Guts, and Luek there isonequality that

trumps all, evident in virtually every great entr@peur, manager, and

leader. That quality iself-awar eness. The best thing leaders can to

improve their effectiveness is to become more awhawmhat motivates

them and their decision-making.

Without self-awareness, you cannot understand stwangths and

weakness, your “super powers” versus your “krygthit is self-

awareness that allows the best business-buildevaltothe tightrope of

leadership: projecting conviction while simultanslyuemaining humble

enough to be open to new ideas and opposing opnidre conviction

(and yes, often ego) that founders and CEOs nedtdo vision makes

them less than optimally wired for embracing vuailities or leading

with humility. All this makes self-awareness thaieh more essentiaf.
Tjan adds that self-awareness being indispensableddership success is not a new
insight but the challenge is how to become morkeaseare. He explains, “This is the
trinity of self-awareness: know thyself, improveggblf, and complement thyself. These
are common sense principles but are not necessaritynonly followed. Why? Because
people don't always commit to stand in the faceuth. Intellectual honesty, rigorous

commitment, and active truth-seeking sime qua norto any self-awareness process.”

% Graeme Goldsworthyospel-Centered Hermeneutics: Foundations and fpies of
Evangelical Biblical InterpretatiofDowners Grove, IL: IVP Academic, 2006), 186-187.
% Anthony K. Tjan, "How Leaders Become Self-AwardPBR Blog Network, entry posted July
19, 20129,7 http://blogs.hbr.org/tjan/2012/07/howdies-become-self-aware.html (accessed March 3,)2012
Ibid.
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Consequently, “the better [the leaders] understhadunctioning and
implications of a living system, the more effectivghey] undergo personal
transformation and learn to lead with integrit§ I 'eading others effectively depends on
transforming the self and “understanding how peapéeenmeshed in a living system
and how it affects both [the] congregation and [dalers] is vital to transformational
leadership. The reason for this is simpdadership always takes place in the context of a
living system, and the system plays by a set @frefisle rules *° Without understanding
systems theory, the leader can fail to see higoemotional interconnectedness within
the organization. Herrington, Creech, and Taylgl&ix:

Our culture’s focus on the autonomy of the indiabeasily blinds us to

the reality of our emotional connection to one Arotas human beings.

Although we believe we are acting autonomously nbsgte time, we are

far more often reacting to one another, almostnaosvely. We do not

even think about it; we just do it. We do it becaug live our entire lives

as part of living systemg?

According to Herrington, Creech, and Taylor, alevith continual development
of leader’s self-awareness, “intentionally fostgranlearning community is [another] key
element for a successful transformational journi&ylh our leadership culture, “learning
has become synonymous with possessing informatigivimg intellectual assent” which

is not “enough to produce behavioral change. Kngwfe correct answer is not the same

as doing the right thing:®?

% Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persand
Congregational TransformatiQr29.

% bid., 30.

199 pid.

191 |bid., 150; Cha, Kang, and LeBrowing Healthy Asian American ChurchiElse grace-giving
and truth-telling learning community is also suggdsnGrowing Healthy Asian American Churcimder
the chapter headings, “Grace-Filled Households™“d@mdth-Embodying Households.”

192 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persand
Congregational Transformatiqori45.
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This “learning community that embraces the valdegrace giving and truth
telling”**®is possible because “the Christian faith boldlgl anunterculturally invites us
to live with transparency and authenticity in a commity of grace and truth (1 John 1:5-
7; James 5:16)'°*In this learning community that embraces “a cantins cycle of
information, practice, and reflectioff®, the leaders “learn to effectively speak the truth
in love (John 1:12-14; Ephesians 4:11-18fAnd as a result, “such a community is
most likely to foster change, allowing the leader $afety to reflect on the nature and
quality of his or her leadership® Helen Lee adds, “no future or potential Asian
American church leaders can afford to ignore theartance of strong preparation before
beginning their ministry. Good preparation entatltengthening four areas of self-
awareness: (1) understanding our own strengthsvaaéinesses, (2) understanding our
relationship with God, (3) understanding our relaships with others and (4)
understanding our particular ministry conteXt”

In considering the importance of leaders’ self-amass in the living system as
they effectively lead themselves, their teams &et tongregations, three areas of
literature have emerged. The first area deals @atk values, which will help the leaders

and their teams navigate the living system wisslihay learn to identify what causes

anxiety in the system and “to observe how anxietd$chronic symptoms in place and

193 |bid.

1% pid., 150.

1% pid., 145.

1%pjid., 150.

107 bid.

1% Helen Lee, "Preparing for Asian American Churcladiership: A Supplement to Growing
Healthy Asian American Churches," InterVarsity Brdstp://www.ivpress.com/title/exc/3325-extras.pdf
(accessed March 3, 2012). This is an unpublishet Bapplement made available for download by the
publisher.



31

keeps people stuck in old role€¥The second area focuses on emotional intelligence
and the third area deals with cultural intelligenelich both enable the leaders and their
teams to enhance their self-awareness in diffevags in order to learn how to “manage
[their] own anxiety.*'° These three areas combined could help the leadértheir
teams “to think differently about how people in\arlg system affect each other” and
then they will be able to minister more effectivedytheir congregatioh*
CORE VALUES

The exciting exponential growth the Korean Americaorch also introduced
growing pains of intergenerational tensions betwberfirst-generation and the second-
generation leaders. In addressing these confllatees Plueddemann, professor and chair
of mission and evangelism department at Trinityrigedical Divinity School, says,
“Church leaders must learn to cooperate with peaple have radically different
assumption about leadership. From a human perspettie hope for worldwide church
depends on effective multicultural leadershiff. According to Plueddemann, effective
multicultural leadership heavily rests on learningw skills and [being] willing discard
some of the style that made them so effective ingnaltural leadership** Acquiring
new necessary leadership skills will not be eagerGHofstede points out that

Learning to become an effective leader is likereay to play music:

besides talent, it demands persistence and thetopy to practice.

Effective monocultural leaders have learned to plag instrument; they

often have proven themselves by a strong drivegainck and firm
opinions. Leading in a multicultural and diverseiesnment is like

199 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persand
Congregational TransformatiQr29.

110 i
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playing several instruments. It partly calls foifeient attitudes and skills,
restraint in passing judgment and the ability wognize that familiar
tunes may have to be played differently. The verglitjes that make
someone an effective monocultural leader may make@hhim less
qualified for a multicultural environment?

On the other hand, Sung-Il Steve Park, profess@/estminster Theological
Seminary, notes, “A well-adjusted bicultural persavuld be a great candidate for global
leadership. The top quality leadership is defineth@ one who possess the ‘paradoxical
blend’ of personal humility and professional witt

The first set of literature focuses on the areattialeaders must be aware of in
order to lead effectively with self-awareness ia likiing system: core values. According
to Lyle Schaller, church consultant and author vhilee system is “the most important
single element of any corporate, congregationallemominational culture*®
According to Aubrey Malphurs, senior professor astral Ministries at Dallas
Seminary, “There are ten essential reasons thatvadues are so important to Christian
ministry:

1. Values determine ministry distinctives.

2. Values dictate personal involvement.

3. Values communicate what is important.

4. Values embrace positive change.

5. Values influence overall behavior.

6. Values inspire people to action.

7. Values enhance credible leadership

8. Values shape ministry character.

9
1

. Values contribute to ministry success.
0. Values affect strategic plannintg.”

4 Mary L. Connerley and Paul Pederskeeadership in a Diverse and Multicultural
Environment: Developing Awareness, Knowledge, aiits$Thousand Oaks, CA: Sage Publications,
2005), ix.

15 park, "Ministry in the Korean-American Context," 6

1% Malphurs,Values-Driven Leadership: Discovering and Develgpifour Core Values for
Ministry, 13.

" bid., 13-14.
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While it is understood that these core values atiea to understanding the
church’s unique ministry distinctives and philosgpthis is often not clearly articulated
by the churches themselves. One study notes thabetwo percent of pastoral
candidates or their prospective churches “did fe#rly communicate their core values
during the candidating process®In Korean immigrant churches, these core values ar
rarely articulated because they are “assumed, hjdsatle, and unspoken” due to the
church’s top-down, authoritarian, hierarchical stane*®

Many writers identify values that are unique tolegeneration, but very few note
the areas of similarity and/or overlap. Some ofvhkeies important to the first-generation
include high ethnic attachment and solidarity, hgereeity, monolingual culture,
hierarchy, and Confucian values such as filialypietspect for parents, family-
centeredness, emphasis on education, and strorigetioe2° Some values that second-
generation Korean Americans assign importancediode low ethnic attachment and
solidarity, marginality, and Western values suclegalitarianism and autonom3*
Hierarchy, community and family, education and aeghiment, conformity and humility,
and respect for tradition and elder are some o¥é#haes identified as those “that are held

in common by Asian American churches by virtuehef influence of Asian culturd®

118 30seph L. UmidiConfirming the Pastoral Call: A Guide to Matchingu@idates and
CongregationgGrand Rapids, MI: Kregel Publications, 2000), 36.

119 plueddemanri,eading Across Cultures: Effective Ministry and $itis in the Global Churgh
71; Oh, "Study on Appropriate Leadership Patterrtie Korean Church in Postmodern Era."

120 Min, Asian Americans: Contemporary Trends and IssGeette and Hong, "A Theological
Reflection on the Cultural Tensions Between FirstfDry Hebraic and Hellenistic Jewish Christiand an
Between Twentieth-Century First- and Second-GeiteraitKorean American Christians.”

121 pyong Gap MinThe Second Generation: Ethnic Identity Among Adiarericans Critical
Perspectives on Asian Pacific Americans Series f\WaCreek, CA.: AltaMira Press, 2002); Kir Faith
of Our Own: Second-Generation Spirituality in Kone&merican Churches

122 Cha, Kang, and Le&rowing Healthy Asian American Church&4-32.
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Tokunaga identifies the Asian American core valagSAsian DNA,” consisting
of five sense strands or coding strands composé&bofucianism, shame, suffering,
family and liminality. He explains the importanceumderstanding “Asian DNA”:

While they don’t predetermine who we are or whatwilebecome, our

fingerprints as Asian Americans carry enough sinlBlA molecules

with the same sense strands that pattern emergsotfacknowledge their

place in our life and come to terms with how theypact our spiritual life

would be to rob ourselves of going deeper with G3d.

Malphurs echoes this sentiment by saying that ¢tre values of a Christian
ministry exist at a conscious or unconscious |&wald most ministry organizations hold
their values at an unconscious level, like hiddertivators'** Malphurs plainly states
that “it becomes the leaders’ responsibility tacdiger and communicate the values of
their churches” by moving values from the unconssito the conscious levEf
Identifying and clarifying the core values enalgaders to “essentially know why they
are doing what they are doing. If some people holckrtain unbiblical standards, they
will know what they are and have the opportunitghange them. If church leaders find
themselves in constant disagreement, they'll knoeeigely where the problems li&®

Identifying and clarifying shared core values woeafdpower the ministry leaders
to understand distinctives, communicate what iyr@aportant, determine what
changes will be helpful or harmful, inspire peodection and generate personal

involvement in the lives of the membéféIn a multicultural setting, holding on to the

core values is even more challenging as Plueddemiaserves, “Yet increased

123 Tokunagalnvitation to Lead: Guidance for Emerging Asian Aiten Leaders35.

124 Aubrey MalphursMinistry Nuts and Bolts: What They Don't Teach Bestn Seminary
(Grand Rapids, Ml: Kregel Publications, 1997), 26.
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cooperation has potential for fresh tensions withenbody. High on the list of
misunderstanding is a clash of culturally diveessdership values and styles. As we
understand the cultural underpinnings that inflgeogr views of leadership we will be
able to work together with mutual respé¢t”

According to Heifetz, Grashow and Linsky, this cemion requires looking
backward and forward at the same time. They explain

To build a sustainable world in an era of profoeednomic and

environmental interdependence, each person, eactirgpeach

organization is challenged to sift through the wisdand know how of

their heritage, to take the best from their higrieave behind lessons

that no longer serve them, and innovate, not fangk's sake, but for the

sake of conserving and preserving the values amgetence they find

most essential and preciotfs.

It is vital for first-generation and second-genemapastors to work together as a
team because according to Heifetz, Grashow andy.iri$he answer cannot only come
from on high. The world needs distributed leadgrdf@cause the solutions to our
collective challenges must come from many placé$, people developing micro-
adaptions to all the different micro-environmenit$amnilies, neighborhoods and
organizations around the glob&®

The rest of this section of the literature reviadi@sses cultural values that

influence our view of leadership. Plueddemann asgtlethe world-wide body of Christ

128 plyeddemanri,eading Across Cultures: Effective Ministry and $itis in the Global Church
11-12.

129 Heifetz, Grashow, and Linskyhe Practice of Adaptive Leadership: Tools and iEadbr
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is to work together in harmony, a crossculturalersthnding and appreciation of

leadership differences is essentiaf-”

Plueddemann offers three guidelines that can leslplve leadership tensions in

multicultural teams. First, he encourages us tmuecour own unconscious cultural

values. “Since we seldom reflect on our underlyialyes, we assume everyone thinks

like we do. And we imagine that anyone who reasbifierently is incompetent, rude or

not raised ‘properly.**? Second, he urges us to discover the cultural sadfiethers and

“realize that others also hold values they naiassume to be universal. Most likely

people are not trying to be rude when they do shitifferently from you.**?

Lastly, he advises us to look for biblical leadgogbrinciples in all of scripture

because “it's easy to find verses to prove anyestylleadership.” Plueddemann

continues:

We are all attracted unknowingly to parts of Seniptthat are most in line
with our subconscious cultural values. We don'tscausly try to proof-
text Bible verses, but often we do. For instancanyrBible teachers use
Nehemiah as an ideal model of leadership. Somexmkenlg for biblical
proof for extreme authoritarian leadership couldtguiNehemiah when he
said, “I rebuked them and called curses down omthdeat some of
them and pulled out their hair” (Neh. 13:25). Oa dther hand, a person
with egalitarian leadership values might quoteapestle Paul, “I will
boast all the more gladly about my weaknesses. .igliteh weaknesses,
in insults, in hardships, in persecutions, in diffties. For when | am
weak, then | am strong” (2 Cor. 12:9-10). Both autiarian and
egalitarian cultures can find biblical evidence tfogir opposing leadership
values.

Biblical principles of leadership need to come frthra whole of Scripture.
Leaders in multicultural situations have the oppoity to explore
Scripture from the perspective of the other culté®we study the whole

17.
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of Scripture we will find examples of leadershipgues that support

differing views. We then seek a synthesis of pptes rather than a proof-

text of examples. Implicit biblical principles aeenbedded behind explicit

Bible stories. One universal biblical principlethat leaders should love

and care for those whom they lead. Jesus commargiediove our

neighbors as ourselvé¥

All this is a reminder that “the biblical textiisspired by God and is without
error, but my interpretation is not. Biblical priples of leadership are always hypotheses
rather than inerrant truth. We will always see ibddlprinciples of Scripture through the
eyeglasses of our cultur&® John Stott writes, “Our model of leadership i®nfshaped
more by culture than by Christ. Yet many culturaldels of leadership are incompatible
with the servant imagery taught and exhibited keyltbrd Jesus*®®

“Cultural values relating to leadership are sulsctous assumptions about how
people think about power, handle ambiguity, primividualism, achieve status or plan
for the future.*®*’ Plueddemann shares this observation from his e

The greatest difficulties in multicultural leadeshrise from tension

growing out of internal values. These values asei@&d, hidden, subtle

and unspoken. Internal values about leadershipecsusnany

misunderstandings because they are below the suN&ust of us don’t

think about them. We often assume that everyoneihatar values and

are surprised when differences become the causexaips and

tensions-®

Aspects of the cultural values consist of contpgtyer distance,

individualism/collectivism, and ambiguity. The fifacet of the cultural values, context,

has to do with “the degree of sensitivity to wisahappening around them—their

**1bid., 64-65.

%5 bid., 67.
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context. Some cultures encourage people to tunsely to innuendoes of meaning
occurring all around them, subtle though these beayOther cultures predispose people
to be divorced from their physical context and maeeply connected to the world of
ideas.™*

In the high-context cultures, a premium is placadharmonious relationships
where the group is more valued than the individcabperation is preferred over
competition, and quality time is treasured morentaecomplishing a quantitative task.
Individuals in the high-context cultures often stsihange.

On the other hand, people in low-context cultdessl to think in concepts,
principles, abstractions, and theories. Their timgkranscends the present situations and
is not confined to the immediate context at handhé low-context cultures where
communication is not subtle but direct, accomphighprecise goals is more important
than building relationships, time is measured amntjty, not a quality, individuality and
competition are valued, and change is usually asengood thin{*°

Understanding cultural values related to contédtlg insights on our subject but
“in reality people don't fit neatly into simple eajories.*** Therefore, it is important to
avoid stereotypes. However, research by Edwardall, &h anthropologist and cross-
cultural researcher, indicates that culture tendavor one contextual value over the
other’*? Mary Connerley, professor of management at ViegPolytechnic Institute and
State University, and Paul Pedersen, professorigmmert Syracuse University, affirm

this assessment:

%9bid., 78.

19bid., 78-79.

“bid., 80.
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In high-context cultures, such as China, Koreaadaprance, Greece, and

many Arab countries, what is unsaid but underst@sdes more weight

that what is actually written down or said...In lowntext cultures, such

as the American, Scandinavian, German, and Swiegptus is on the

specifics of what is written or said, and trusgjaned through legal

agreements. Handshakes, while often given, arsuffitient to establish

a contractual agreement, and personal relationsieipact from

business??

According to Plueddemann, “Tension and confusievben the cultures arises
in the hidden messages enfolded in the context-tawext communication can seem
cold and uncaring to people in high-context cuyend high-context communication
can see baffling or even dishonest to idea-oriepgsple.*** Understanding the
contextual values of the cultures can also helpserve honor (versus causing shame)—
one of the most important cultural values in a kightext society...Direct
communication seems to be the proper way of hagdlamflict in a low-context culture,
but it can bring shame in a high-context culturewtcontext culture tend to speak truth
directly rather than seeking to protect relatiopshin high-context cultures, truth is
spoken in much more subtle forms, seeking above @iteserve relationships. Often an
advocate or intermediary is used instead of dealiregtly one-on-one. This tends to
soften the interaction in a way that protects efethip.™*®

The challenge for many second-generation EM pasaised in low-context
culture is recognizing the non-verbal, spatial, phgsical cues of high-context Korean

culture and then responding appropriately. YoungkHong, professor at SolBridge

International School of Business, and Christopheek] professor of organizational

143 Connerley and Pedersdreadership in a Diverse and Multicultural EnvironmteDeveloping
Awareness, Knowledge, and SKkil3.

144 plueddemanri,eading Across Cultures: Effective Ministry and $itis in the Global Church
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behavior at the Marriott School of Business Managetat Brigham Young University,
explain:

Indirect communication tends to be preferred oweriooral or written

statements of the fact of position. People are eepeto be sensitive in

observing facial and body expressions as well gsipal positioning of
individuals in a group or work setting. Disagreetrsrould be carefully

and cautiously expressed so as not to damageahe“6f others and hurt

their feelings, especially in public settings. “Fdceading” unch’ibog),

observing facial expression to discover unspokefirfgs kibun), is

necessary for maintaining harmonious interpersaeiationships and

solving problems effectively (Kim 1975§°

According to Park,Kibun which literally means mood, is a much more coiec
inner climate of a person or even a sixth sense!<kbundictates and justifies the
person’s behavior. Damaging on&ibunis a reason enough for severe retaliation. It is
often noted that Koreans often relykibunor the instinct to make decisions rather than
thorough research or thinking througt”

The second aspect of the cultural values invobeeger distance, which has to do
with how each society deals with inequality, infhge, and status. High-power-distance
cultures “assume a large status gap between thiosdénawe power and those who don't.
In these cultures, both leaders and followers asst power gap is natural and
good.™® Low-power-distance cultures on the other handueaésser power distance

and seek to minimize status symbols and inequalite@ween peoplé*® Plueddemann

explain:

148 young Hack Song and Christopher B. Meek, "The Ioopé Culture on the Management
Values and Beliefs of Korean Firmgg@urnal of Comparative International Manageménno. 1 (1998):
n.p.

147 park, "Ministry in the Korean-American Context," 3
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In high-power-distance cultures both leaders atidi@rs assume that the
leader has more authority, respect and status dgmboe leader has the
right to make unilateral decisions that will be pb@ without question. In
these societies, employees do not question managedents do not
challenge teachers, and children obey parentsher etders without
guestion. The opposite is true in low-power-distaogltures. Children
expect parents to give them a rationale for thegiglons. Employees are
invited to give suggestions to management, andh&zaare glad when
students raise difficult questions.

Formal authority tends to be centralized in highvppdistance societies.
Bosses are not questioned, and decisions are coiceitesh from the top.
For a leader in a high-power-distance culture tothe advice of a
subordinate could signal that the boss doesn't kmmwto lead.

Leaders in low-power-distance cultures prefer ssatiative, participative
or democratic decision-making style. Power is daled to team members
or to subcommittees. In very low-power-distancauwrels, subordinates
would expect to vote on each significant decision.

In high-power-distance cultures, people assumetlieat leaders will have

special privileges such as their own parking spa@arner office, finer

clothes, a private dining room, a much higher sadaad maybe a

chauffeured car. None of this will be expectedeaiders in low-power-

distance cultures and, in fact, would irritate emypes.>°

While generalizations oversimplify, Hofstede’seasch showed that Asian
countries generally recorded relatively high podistance while the United States
tended toward low power-distante.The Hofstede study found South Korea's power
distance to be medium high while in the GLOBE st&adyith Korea scored very high in
power distancé>? Plueddemann cites Confucianism as one of the draiers that

influences the high power-distance culture of leskip**

%9 pid. 95.
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Myungseon Oh, pastor at Yoido Full Gospel Chuatéop attributes

Confucianism, Korea’s experiences under militagtatorship, and modern

industrialization as influences on Korea's auttaiitn leadership-culture and normis.

Oh explains that Confucianism, introduced durirg Y Dynasty (1392-1920), has since

taken root in every aspect of Korean society:

equal ability and talent,

...iIs mainly governed by hierarchy. The distinctiveacteristic of
Confucianism is patriarchy: the idea that youndenudd give precedence
to the elder, of placing greater importance onrrtian the ruled, and that
a man is better than a woman. Due to such inflient€onfucianism,
Koreans tend to define all human relationshipgims of superior versus
subordinate, the ruler versus the ruled, includjegder and age. Such
authoritarian persuasion permeates throughoutatiety. It particularly
manifests in organizations in the following waysreigning over people,
in being conscious of special authority, in abughag authority, in
obeying blindly, and ett®

Because “Confucianism does not view human beiagsdependent beings of

all human relationshgre seen as vertical...The observance

of proper roles and relationship is still considetiee defining point of a moral

society.™® On the other hand, Hofstede and the GLOBE stusty port findings of

strong, positive correlations between high-powstatice and the frequency of

corruption. The researchers of the GLOBE observe:

One element of high power distance is clearly dystional as it preempts
the society from questioning, learning, and adapéis there is little
opportunity for debate and voicing of divergentwse Asking questions
may be interpreted and regarded as criticizingldanohing, and therefore
may be prohibited. In contrast, within the low-peowiéstance cultures of
the West, the flexible distribution of power is exfed to facilitate

136.
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entrepreneurial innovation, to allow broader pgstton in education,
and to constrain the abuse of power and corrupfitins

Plueddemann believes that researchers in the GLSDRE revealed their bias in
their report above but, at the same time, he s@ fact that every country studied
desired less power distance, and that countridshigth-power-distance are beginning to
change, suggests that high-power-distance is pagiymptom of a dysfunctional
society.°®

The power distance has implications for understanthe leadership dynamic
between the first- and the second-generation Karesspecially when deep
misunderstandings occur as a high power distaragpgn the congregation seeks
partnership with the low power distance group i $ame church and vice versa.
Plueddemann writes, “Yet the more multicultural them, the greater the probability for
misunderstandings about leadership and the gréregtereed for patient, humble
understanding about power distance in leadersffp.”

Third aspect of the cultural values is individaai/collectivism, which asks:
“Does the community exist to meet the needs ofiddils, or should individuals seek to
foster the good of the group?* Cofounder and director at Trompenaars Hampden-

Turner Fons Trompenaars and Trompenaars HampderefTigsearch associate Charles

Hampden-Turner defines “individualism as a primiermation to the self, and

15" House and Global Leadership and Organizationahféien Effectiveness Research Program,
Culture, Leadership, and Organizations: The GLOBEI® of 62 Societie$59.
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communitarianism as a prime orientation to commuaigyand objectives* “The
individualist culture sees the individuals as ‘@ra&’ and improvements to communal
arrangements as the means to achieve it. The coitanan culture sees the group as its
end and improvements to individual capacities ameans to that end® “While cultures
are mixture of both, they tend to place a stromgephasis on one or the othéf*

Trompenaars and Hampden-Turner find, though tndysof thirty thousand
managers in forty countries, that countries in Asiad toward the collectivistic value of
working together. Hofstede notes, “The vast majasftpeople in our world live in
societies in which the interest of the group prisvaver the interest of the individual. We
will call these societies collectivist®® Hofstede adds, “A minority of people in our
world live in societies in which the interests loétindividual prevails over the interest of
the group, societies that we will call individuali$®® The study by Hofstede places the
United States high on individualism. In relationgpbwer-distance, Hofstede reports,
“Large power-distance countries are also likelpéomore collectivist, and small power-
distance countries to be more individualiSt.”

Korea is a collectivistic society where “progréessachieved through the unified
efforts of the group. The talented and aggressid&zidual who cannot subordinate

personal interests to the collective cause is et accepted because he or she breaks the

152 Fons Trompenaars and Charles Hampden-TuRiding the Waves of Culture: Understanding
Diversity in Global Businesé@New York: McGraw-Hill, 2011), 50.
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harmony of the group. Such a person is considarenitcast or misfit**® Due largely to

Confucian influence, which “views each individualamember of a group, not as an

independent autonomous being,” “individual actians evaluated by their contribution

to the interest of the group and to group harmdf$Plueddemann explains:

Because harmony is important in collectivistic otds, shame, or the
show of public displeasure, is a powerful motivdtorproper behavior.
On the other hand, “Individualist societies haverbdescribed as guilt
cultures: persons who infringe upon the rules cfety will often feel
guilty, ridden by an individually developed consae that functions as a
private inner pilot.” Hofstede writes that sham@ublic and guilt is
private. Shame results when members of the sokrety that a person
has gone against the standards of the communitgresk guilt results
when an individual does not live up to internahpiples. The threat of
losing face through public humiliation is a powérhwotivator in a shame-
oriented, collectivistic society. Gaining face public honor, is also
important in a collectivistic society. Personafsekpect is the driving
force in a guilt-oriented individualistic socie't{f’

Song and Meek explain how harmony even affects tgamics:

Koreans believe that societal stability is esséftiasurvival and
progress. Ideally stability should be maintainewtigh harmonious social
relations and not external force. If there is algrcondition which
virtually all Koreans value, it is harmony in sdaielations. A well-known
popular proverb says, “Only if a family works tolget in harmony can it
succeed.” The emphasis on maintaining “harmony'tresits with
individual-oriented Western society, which emphasizompetition.
Harmony is not sameness, although it does requireetsal adherence to
agreed-upon rules of social etiquette and morahtenh Uniqueness and
differences in ability, talent, and perspective azeepted as natural, but
they must be balanced against group needs to atrifiel A superior is
not greater than the subordinate, but hale a “wbkotgal unit” that
requires cooperation from each and reciprocity betwthe two. Both
sides suffer if one grows to overwhelm and domirnia¢eother. For
Koreans, therefore, it is a challenge to achieterdependence through

158 Song and Meek, "The Impact of Culture on the Managnt Values and Beliefs of Korean
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the actualization of integrative emotions held @amenon among group
members because idiosyncratic emotions are noessimie’’*

Lastly, ambiguity (uncertainty avoidance) is apexs of cultural values that
pertains to “the extent to which the members difiltuce feel threatened by ambiguous or
unknown situations. This feeling is, among othéndh, expressed through nervous stress
and in a need for predictability: a need for writend unwritten rules-*? Plueddemann
explains, “People living in societies with a lowei@nce for ambiguity (high uncertainty
avoidance) desire to minimize insecurity by havpogjcies, time tables and detail
planning. Those living in societies with high t@ace for ambiguity (low uncertainty
avoidance) tend to live more in the preséftMofstede finds that societies with a strong
desire to avoid uncertainty also experience hidgnezls of anxiety whereas societies with
a high tolerance for ambiguity accept uncertairstya@ormal aspect of living, experience
less stress, show less aggression and have addaxrdy life, with less respect for
laws "

The core values and cultural values play a laegéip shaping the organizational
culture of the church. Edgar H. Schein, professth@MIT’s Sloan School of
Management, offers a helpful, though general, defimthat organizational culture: “The
culture of a group can now be defined as a patieshared basic assumptions learned by

a group as it solved its problem of external adapéind internal integration, which has

171 Song and Meek, "The Impact of Culture on the Managnt Values and Beliefs of Korean
Firms," n.p.

172 Hofstede, Hofstede, and Minko@ultures and Organizations: Software of the Mind:
Intercultural Cooperation and Its Importance forr@iwal, 167.

173 plueddemanri,eading Across Cultures: Effective Ministry and $itis in the Global Church
129.

17 Hofstede, Hofstede, and Minka@ultures and Organizations: Software of the Mind:
Intercultural Cooperation and Its Importance forrSival, 176.
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worked well enough to be considered valid and gfoee, to be taught to new members
as the correct way to perceive, think, and feeelation to those problems’™

Another way to define organizational culture ifeodéd by Terrence E. Deal,
professor at Vanderbilt University and Allan A. Kesdy, management consultant, as
simply “the way we do things around hefé®*The way we do things around here” is an
important saying because even if the organizatiag not have all its values articulated
on paper, its members will let you know what thgamization is all about.

The KM and EM need each other. Both have perspescthat can help shape the
future of the Korean American church. “Being awafeultural difference is a valuable
first step for the leader working between two adtu The second step is to seek to
integrate the strengths of high- and low-contexties.™’’ Plueddemann explains how
the integration would work:

The pilgrim leadéelf’® challenges high-context people to work toward a

more definite “faith picture” of results, and encages the low-context

leader to be more open to unexpected outcomesr Bleeawill seek to

sharpen the strategic focus of high-context leadengde helping low-
context team members to appreciate insights fromstimctive analysis

175 Edgar H. ScheimQrganizational Culture and Leadershigth ed., The Jossey-Bass Business &
Management Series (San Francisco: Jossey-Bass), 24810

178 Terrence E. Deal and Allan A. Kenne@grporate Cultures: The Rites and Rituals of
Corporate Life(Reading, MA: Addison-Wesley Pub. Co., 1982), Phé& way we do things around here” is
very similar to what professor Daniel Kim of Covah@heological Seminary calls “time capsule
phenomena,” where the organizational culture isksim a particular era while the society whole has
moved forward.

177 plueddemanri,eading Across Cultures: Effective Ministry and $itis in the Global Church
199.

178 |bid., 189-191. Pilgrim leaders, in contrast totéay leaders (low-context paradigm with a low
tolerance for ambiguity) and wildflower leadersgiticontext paradigm with a high tolerance for
ambiguity), “tolerate ambiguity and focus on théalding serendipitous opportunities that God briimig
view. Because they have a sense of direction,dheyetter able to decide if an event is an unfigldi
opportunity or a sidetracking interruption. Thegrt surprised by difficulty and uncertainty becatisey
are motivated in their service by a vision of tiregklom. They depend on the help of other pilgrimshay
come to know and trust the map of the Word of God.”
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of the situation, and help high-context team memb&appreciate

insights from a more objective analysis of theatittn!"®

According to Plueddemann, “The development ofrpiigparadigm helps bridge
the strength of both low-context and high-contextures while minimizing the
weaknesses of the two extremes. As such, it igputg@aradigm for crosscultural
leadership.” KM and EM leaders will then also “neéedake the time to build mutual
understanding and appreciation of each others\aimn toward events and ideas. If
they don't, the [congregation] will likely fall apa..If two can work together, the
different values will complement each other to thailstrong and more
effective...ministry.*° This cooperation will require leaders to be “flebei, able to shift
their leadership approach according to expectatdtise situation. They must not only
be proficient in several leadership models, buttralso learn to work comfortablynder
leaders with very different cultural expectatiofigallowers.”?*

The KM and EM also need to investigate scriptogether. Plueddemann
suggests, “Where clear biblical principles contcadultural values, the Bible takes
precedence, but where the Bible leaves room faitfiity, the cultural values of the
local host culture should normally prevail. Otherds, the local culture should benefit

from leadership insights brought by those of othétures.®* This will require both the

KM and EM to determine together who will be thedblsost culture in a given situation.

179bid., 199.
180 pid., 89.
181 pid., 152.
1821pid., 89.
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EMOTIONAL INTELLIGENCE

The second area of literature explores emotiortalligence as one of the vital
ministry skills for improving leader’s self-awaresseas he leads himself, his team and his
congregatiort®® Herrington, Creech, and Taylor write:

According to systems theory, two variables workandem in every

emotional system, governing its function. Ontéhis level of emotional

maturity of the people in the system and of their leadprghparticular.

The other ighe level of anxiety and tensitmwhich the system is subject.

The greater the level of emotional maturity in ateyn, the better

equipped it is to handle a spike in the level ofiaty when one comes.

The higher the level of emotional maturity, the éwthe level of constant

and chronic anxiety?*

Emotional intelligence is one tool that helps ldeder be more self-aware of his
emotions and that of the system, enabling him tarbeffective leader. According to
Prati:

Emotional intelligence reflects the ability to remad understand others in

social contexts, to detect the nuances of emoti@aaitions, and to utilize

such knowledge to influence others through emotitegulation and

control. As such, it represents a critically imaott competency for

effective leadership and team performance in omgaitins today®°

Prati also notes that the business organizatioa‘sformation “from rational
machine to dynamic and increasingly unpredictabj@iism has forced managers to
transform the actual structure of traditional, &rehical management into a flattened and

flexible structure with interactive, interdependerd creative proces$®® This

metamorphosis of the business organization regleeskers to take on new roles of

183 Bob BurnsPastors Summit: Sustaining Fruitful Minist®t. Louis: Covenant Theological
Seminary, 2010), 25. According to Bob Burns, “Erapél and cultural intelligence are so closely aigin
that we must consider them as one theme. Yet terstahd how they impact pastoral life,” they were
examined separately for this dissertation.

184 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persand
Congregational TransformatiQr3.

1:2 Prati et al., "Emotional Intelligence, Leaderskffectiveness, and Team Outcomes," 21.

Ibid.
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facilitating, coordinating, and orchestrating therkwbehavior of others in order for the
organization to gain and maintain its competitidgantage. Prati identifies social
effectiveness skills as crucial to a leader’s penince and effectivene&¥.Prati argues,
“Emotional intelligence has emerged as one of thetmotable social effectiveness
constructs, and...it is a foundational element ofiéeship effectiveness®®

Emotional intelligence criteria are relevant to ersdanding the effectiveness of
the bicultural pastoral staff team leadership pecast as KM-EM churches are constantly
navigating between the first-generation’s hierazahstructure and the second-
generation’slatter and democratic structure. Pastoral staffrtenembers need to work
effectively together to navigate through these tifferent organizational structures.
Prati states:

As a whole, effective work teams have been desg@secommunicative,

cohesive, innovative, and grounded with individeng@mber support. The

literature on emotional intelligence has proposed individuals

described as possessing a high level of emotiotgligence reflect

characteristics that can fulfill these qualittés.

Daniel Goleman, Co-director for the ConsortiumRasearch on Emotional
Intelligence in Organization at Rutgers UniversRychard, Boyatzis, professor at Case
Western Reserve University Weatherhead School efagament, and Annie McKee,
adjunct professor at University of Pennsylvaniadbede School of Education, argue,

“The fundamental task of leaders...is to prime gaealifg in those they lead. That

occurs when a leader createsonance-a reservoir of positivity that frees the best in

187 bid., 22.
188 |pid.
189 pid.
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people. At its root, then, the primal job of leatep is emotional**° They explain, “In
such grave crisis, all eyes turn to the leadeefotional guidance. Because the leader’s
way of seeing things has special weight, leadersagea meaning for a group, offering a
way to interpret or make sense of, and so reactienadly to, a given situation*
Goleman, Boyatzis, and McKee also note the beneffitssn emotional intelligence leader
at home, which is relevant to understanding theathas a living system:

And then what if we brought these qualities homeuobmarriages,

families, children, and communities? Very often whee work with

leaders to help them cultivate a greater rangeeptidin emotional

intelligence competencies, they tell us that thgoffeor them has been

not just in their work as leaders, but in theirgoeral and family lives as

well. They find themselves bringing home heighteles@ls of self-

awareness and empathic understanding, self-mastayattuned

relationships>?

According to Goleman, Boyatzis, and McKee, thelér&s foremost task is
“driving the collective emotions in a positive dit®n and clearing the smog created by
the toxic emotions®®® The authors note that this leader's emotional diit is primal
but vital to an organization’s success. “Whetheoaganization withers or flourishes
depends to a remarkable extent on the leader<tafémess in this primal emotional
dimension.*®* They continue:

Quite simply, in any human group the leader hasimabpower to sway

everyone's emotions. If people's emotions are gliiveard the range of

enthusiasm, performance can soar; if people avemtoward rancor and
anxiety, they will be thrown off stride. This indites another important

aspect of primal leadership: Its effects extendobeyensuring that a job is
well done. Followers also look to a leader for suige emotional

199 Goleman, Boyatzis, and McKeRrimal Leadership: Realizing the Power of Emotional
Intelligence ix.

9% bid., xii.

192 pid., xiii.

93 pid., 5.

9% bid., 6.
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connection for empathy. All leadership includes gtiimal dimension, for
better or for worse. When leaders drive emotiorstpely...they bring
out everyone's best. We call this effessonancé®

Goleman, Boyatzis, and McKee says that “The kégparse, to making primal

leadership work to everyone’s advantage lies irléhdership competencieserhotional

intelligence how leaders handle themselves and their relatipri$®® This concept of

emotional intelligence shares similarities to tbaeept of self-differentiation in the

systems theory. Herrington, Creech, and Taylorarpl

Differentiation deals with the effort to define @edf, to control oneself, to
become a more responsible person, and to perngtoth be themselves
as well. Differentiation is the ability to remaiormected in relationship to
significant people in our lives and yet not have @actions and behavior
determined by thertt”

According to a Yale University School of Managemsiudy, upbeat moods

influences how effectively people work by boostthgir cooperation, fairness, and

business performanc& According to Goleman, Boyatzis, and McKee, thelés

upbeat mood or emotional intelligence is a faataieam’s effectiveness. They note:

...the more open leaders are—how well they express dlvn
enthusiasm, for example—the more readily otherkfegl that same
contagious passion.

Leaders with that kind of talent are emotional netgnpeople naturally
gravitate to them. If you think about leaders witthom people most want
to work in an organization, they probably have #ibdity to exude upbeat
feelings. It's one reason emotionally intelligemddlers attract talented
people—for the pleasure of working in their preser@onversely, leaders
who emit the negative register—who are irritabbeichy, domineering,
cold—repel people. No one wants to work for a ghouResearch has

19 pid., 5.
1% bid., 6.
197 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persand

Congregational Transformatiqri8.

198 Research on Managing Groups and Teaets Margaret A. Neale, Elizabeth A. Mannix, and

Deborah H. Gruenfeld, vol. 1 (Greenwich, CT: JA¢$% Inc., 1998).
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proven it: Optimistic, enthusiastic leaders morsilgaetain their people
compared with those bosses who tend toward negaiieels: >

Goleman, Boyatzis, and McKee stress the importahgeod moods on good
teamwork as they report, “The percentage of timepfeefeel positive emotions at work
turns out to be one of the strongest predictosatisfaction, and therefore, for instance,
of how likely employees are to quit® They explain, “Good moods prove especially
important when it comes to teams: The ability ¢ader to pitch a group into an
enthusiastic, cooperative mood can determine @¢sess. On the other hand, when
emotional conflicts in a group bleed attention andrgy from their shared tasks, a
group’s performance will suffer®:

Goleman, Boyatzis, and McKee explain further, “Biage emotions—especially
chronic anger, anxiety, or sense of futility—powadf disrupt work, hijacking attention
from the task at hand...Distress not only erodes abafiilities, but also makes people
less emotionally intelligent. People who are upsete trouble reading emotions
accurately in other people—decreasing the mostlskdl needed for empathy and, as a
result, impairing their social skill$* Thus, emotional intelligence is especially
important in the team context as Goleman, Boyaszid, McKee note:

The “group 1Q,” then—the sum total of every persdiest talents

contributed at full force—depends on the group'stenal intelligence,

as shown in its harmony. A leader skilled in caliediion can keep

cooperation high and thus ensure that the groggisions will be worth

the effort of meeting. Such leaders know how t@beé the group's focus
on the task at hand with its attention to the quali members’

19 Goleman, Boyatzis, and McKeRtimal Leadership: Realizing the Power of Emotional
Intelligence 11-12.

*Dpid., 14.

201 |pid.

2 bid., 13.
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relationships. They naturally create a friendly éfliéctive climate that
lifts everyone's spirit&>

How does emotional intelligence enable leadefsreate a friendly but effect
climate that lifts everyone’s spirits™? AccordingGoleman, Boyatzis, and McKee,
“Each of the four domains of emotional intelligereself-awareness, self-management,
social awareness, and relationship management—eaaddgial set of skills for resonant
leadership.?°* According to the authors, emotionally intelligézadership starts with
self-awareness: a leader cannot manage his onfaioms well if he or she has little or
no awareness of them, and is less able to unddrdtam in others. And if he or she is
out of touch with his or her emotions, this wileeely diminish his or her ability to
handle relationships. “In short, self-awarenesdifates both empathy and self-
management, and these two, in combination, alldacg¥e relationship
management®®®

Self-awareness allows the leader to take the steptof being empathetic (social-
awareness) with his team by saying or doing wregtjgropriate, “whether that means
calming fears, assuaging anger or joining in gqudts. This attunement also lets a
leader sense the shared values and priorities#maguide the groug’™®

Finally, once leaders understand their own visiot @alues and can

perceive the emotions of the group, their relatigmsnanagement skill

can catalyze resonance. To guide the emotionaldbaegroup, however,

leaders must first have a sure sense of their ometébn and priorities—
which brings us back again to the importance dtashrenes$®’

203 |pid., 15.
204 pid., 30.
205 |pid.
206 |hig.
27 pid., 31.
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Michael Breen notes that the Koreans “are natuhservative and yet have an
ability to absorb differences. The stereotypicatdém is a materialistic shaman-
Confucian-Buddhist-Christiar?® While most scholars attribute Confucianism totze t
main shaping influence on Korean worldview and ala@lations, Song and Meek also
identify shamanism, Buddhism and Taoism as maftuénces>’° They note the
shamanistic influence on emotion in the Koreanetgci

The glue which binds vertical relations togetheKarean society is
“human feeling” (njung in Korean ninjo in Japanese, anenin Chinese).
Korea’s shamanist heritage promotes a non-ratiamalemotional view of
the world. Along with trust, warm feelings of uniiypd empathy between
group members (whether it is a relationship of twa large department
or division) are believed necessary to maintaindgmeman relationships
and build satisfactory social interactions.

Injung refers to feeling that occur (sic) spontaneousby,from formal
obligationm (sic) between peope (sic), especiallyartical relations (Doi
1981; Lee 1983)njung is stronger among members of a “ingroup” such
as family, relatives, alumni, and people from thme hometown or
company that the members of the “outgroup”. “Injuagginally denoting
feelings between parent and child and betweemgibl{see Doi, 1967 and
1981), expands beyond the family to encompass|setsions between
friends and associates in formal organizationsctimemunity and society
at large, creating a sense of unity and intima¢wyslinjung occurs
primarily in relations based upon mutual dependéreferred to as
oongsokor origwangin Korean,amaein Japanese)njung therefore plays
a critical role in maintaining smooth human relation vertically
structured Korean society’

This understanding ahjung or lack thereof, which is similar to self-awares@s
emotional intelligence, can have tremendous impboa for team dynamics as Song and

Meek explain:

208 Michael BreenThe Koreans: Who They Are, What They Want, Whesie Fature Lies 1st
St. Martin's Griffin ed. (New York: Thomas Dunneds, 2004), 7.

209 50ng and Meek, "The Impact of Culture on the Managnt Values and Beliefs of Korean
Firms," n.p.

210 pid.
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People who can bring such feelings into an orgaioizaend to be valued
higher than people who can adroitly and logicadiive problems but
cannot gain the loyalty and friendship of superipeers, and

subordinates. People withjung are sensitive to others’ feelings and quick
to extend socio-emotional and even material sugpastifferers.

Superiors are especially obligated to track theirosdinates’ hidden
feelings of discontent. Impersonality is not welemhby Koreans. When
people fail to demonstratejung appropriately, their humanity and
trustworthiness come under suspicion. A group mermpbeceived as
withoutinjung may be isolated from the groap.

Park points out, “The influence of shamanism igegimnemely significant factor in
all aspects of Korean life. It operates with notithasis mindset. It exhorts life lived
with full exertion of energy®? In relation to the emotions, “in shamanism, thieneo
absolute rules, and even moral judgment becomesttemof emotional hurt in relational
term. The negative emotions must be appeased ar tochvoid damage. [Even the] dead
are considered to share the same feeling and passithe living.?*®

Koreans are deeply emotional people. Their relahgs are driven by emotional
values. Koreans do not hide emotions but oftenesgthem publicly. Therefore they
seem very “fractious and argumentativ&. Even the Korean language itself is very
emotive with many shades of meanfigAccording to Park:

Han, which is a sublimated feeling of sorrow, rage hatplessness, came

to play an important part in the society of Conéuncconformity (your

desire to seconded by the collective demands) aridus experiences of

suffering.Hanis said to have become the collective nationakerpce

due to three great national trauma of the twengetitury: (1) the

occupation of Korea by the Japanese, (2) the Kovéan and (3) the

experience of dehumanizing poverty and demoratinadis a
consequencé™®

2 |bid.
212 park, "Ministry in the Korean-American Context," 2
23pid., 3.
214 Breen,The Koreans: Who They Are, What They Want, Whesi Future Lies 34.
215 park, "Ministry in the Korean-American Context," 2
216 ||;
Ibid.
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CULTURAL INTELLIGENCE

The third area of literature focuses on culturéliigence as a vital aspect of
ministry for enhancing a leader’s self-awarenedsealeads himself, his team and his
congregation. P. Christopher Earley, dean and eb&iniversity of Connecticut School
of Business, Soon Ang, chair and executive direatdhe Center for Leadership and
Cultural Intelligence at the Nanyang Business Sthaa Joo-Seng Tan, associate
professor of Management at Nanyang Business Scivat, “Simply stated, cultural
intelligence refers to a manager’s capability tagdo new cultural environments-*

David Livermore, executive director of the Globa&arning Center writes,
“Nearly 90 percent of leading executives from sigtght countries named cross-cultural
leadership as the top management challenge farekiecentury.®'® Cultural intelligence
is indispensable for leadership development bectngskeaders need to understand that
“leadership behaviors that are effective in onéuralare not necessarily effective in
others. While some leadership qualities or prastioay be universal, other leadership
qualities, styles, and principles are situatiomal aulture specific?™®

Cultural intelligence provides new insight into #aial skills and mental
frameworks that enable people to bridge the culdifierences. KM and EM pastors
must employ this ability to successfully adapt mdamiliar cultural settings to maintain
an effective and enduring bicultural pastoral stedfm. KM pastors must gain a better

understanding of cultures outside their monolinduddble in order to lead and minister

to the next generations. EM pastors must also @aetter understanding of the very

27 Earley, Ang, and TarGQ: Developing Cultural Intelligence at Worki.
28| jvermore,Leading with Cultural Intelligence: The New SedmeSuccessl2.
29 Earley, Ang, and TarGQ: Developing Cultural Intelligence at Work75.
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unique KM culture, which is vastly different frometir own, in order to work effectively
with the older leadership. Both need to be awat@eif own respective self-concepts
and the impact they have on intercultural intecangi

This study’s examination of generational leaderslyipamics using a framework
of cultural intelligence will also helps improveagtability and flexibility at an individual
and team level, to enable a person to understaideniown thought in cultural
situations, expand one’s ability to strategicaltiyk through cultural nuances and
idiosyncrasies, allow for cultivation of positivatiher than negative emotions and
feelings related to new cultural situations, arghtify habitual patterns that create
barriers to successfully work with cultures diffieréhan one’s owA?°

Earley, Ang, and Tan explain:

As organizations extend their reach beyond natiboahdaries, leaders of

global organizations need to deal with greaterrditgin terms of

workforce, consumers, legal systems, and institadierameworks. A

deep understanding of cultures around the worldtes imperative for

effective leadership. We believe that effectivellya are those who adapt

their leadership styles to the norms and culturei®br her followers. To

do that, leaders must first learn their own cultanarkers—markers that

characterize their own leadership behaviors andsgt each of the six

stages of leadership. They must then learn to maekéir leadership styles

and behaviors to fit to the culture of those theylaading®?*

These cultural markers include: time horizon, daéon, power distance, tempo

and punctuality, work and personal time boundanesjvational needs for achievement,

affliction, and society, and contextt€.And they are similar to Plueddemann’s aspects of

220 Goette and Hong, "A Theological Reflection on €étural Tensions Between First-Century
Hebraic and Hellenistic Jewish Christians and Betw&wentieth-Century First- and Second-Generations
Korean American Christians."

2! Earley, Ang, and TarGQ: Developing Cultural Intelligence at Work85.

22 |bid., 185-198.
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the cultural values mentioned above (context, palisance, individualism/collectivism,
and ambiguity).

Earley, Ang, and Tan’s orientation, which dealdwmite emphasis cultures “place
on financial profits and shareholder returff$,ivould fall under Plueddemann’s
individualism/collectivism category. All the issuegarding time including time horizon
(short- versus long-term focus), tempo and punitjy@nd personal time boundaries
were discussed above in relation to Plueddemarmtegt category. Earley, Ang, and
Tan discuss motivational needs for achievemerlictdin and, society in terms of
individualism/collectivism category, which is thanse category used by Plueddemann.

According to Earley, Ang and Tan, “A key challerfgeing modern organizations
is how best to use and integrate the various ®lerught forth by members coming
from diverse backgrounds and experien@@The question we want to explore in this
section is “what role might CQ play in helping uglerstand why some people seem
much more capable than others of integrating thegrests with those of other
people??®
“People working in multinational or multiculturadams (ones made up of people
coming from different countries or ethnic or cuétlibackgrounds) must rely on their own
personal sense identity as an anchor in dealirty etiters.??° So working on a

multicultural team means understanding and ideingfglifferences and similarities in

relation to other members. “Having high CQ is catito identifying similarities among

223 |pid., 186.
224 |pid., 150.
225 |pid.
228 |pid.
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team members because it reflects our ability tcetstdnd these nuances of self-

image.??’

Since a highly diverse workforce means that marssitde identities exist for
team members, Earley, Ang and Tan write:

Agreement among team members regarding persomdltides of great
consequence to what unfolds over the life spantedm. Many
management scientists suggest that establishingé¢héties of others in a
situation is necessary prerequisite to getting velmke and that
establishing roles and personal identities is ticatifeature of effective
multinational teams. Team members who share conpaspective
achieve better performance because of their mtrustl and their positive
feelings about one anoth&f,

Lee explains why Asian American churches are motamgard team ministry:

Healthy Asian American churches recognize that rsoideprevious
generations emphasizing hierarchy and authoritde@tership do not
work well in the current context of post-first-geaton Asian American
living in a postmodern society. As a result thesegregations have
chosen instead to create more communal modelsdéiship that
resonate with Asian American cultural tendencieset as with current
thinking on organizational behavior. The old addg® heads are better
than one” succinctly explains the value of teanas tork well together:
the synergies that result from high-quality parshgr outweigh what one
person can do alone. But there are caveats tadtgeaof which Asian
American churches need to be aware. One is the wornere—heads
have to be in alignment with and trusting of onethar to ensure that
synergy does occif®

Earley, Ang, and Tan report:

Team members who are similar to one another oéipart stronger
affinity for their team than do dissimilar team mesrs. Attitude
similarity and demographic similarity are generglbgsitively related to
group cohesiveness. People on team who share sbait&grounds such
as age, gender, or occupational background are oftee satisfied and

27 bid., 151.
228 |hid.
229 Cha, Kang, and Le&rowing Healthy Asian American Churchés.
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have lower absenteeism than those with dissimdakfrounds, and their
teams have lower turnover™®

The challenge bicultural pastoral staff team m Korean American church faces
is overcoming numerous dissimilarities between a $@vlior pastor and an EM pastor
including but not limited to those mentioned abdresearch suggests that these
dissimilarities or “cultural diversity generatefsgjnflicts, which in turn reduces the ability
of a group to maintain itself over time and to pdevsatisfying experiences for its
members.*! Even George Cladis, executive pastor of Libertyi€hes observes, “A
church team cannot function well when all the memlol® not subscribe to the same
philosophy of ministry. This is one of the mostises problems teams fac&®

According to Earley, Ang, and Tan, some researdmisspecific positive effects
of team diversity on performance. One study firkdd both diversity of education and
diversity of work function were positively relatéalinnovation. The need for
ecclesiastical innovation for the church’s futureuld be one reason for the necessity of
maintaining an effective bicultural pastoral stafim in the Korean American church.
Another study found that when top management teamdiverse in their backgrounds,
education, and company tenure, they showed a gmeateensity to take action. But
compared to similar teams, diverse teams were ‘&latheir actions and responses and
less likely than similar teams to respond to coritqest initiatives.?3

To foster the development of cultural intelligenEeyley, Ang, and Tan present a

five-component developmental model known by themgm PRISM, which stands for:

20 Earley, Ang, and TarGQ: Developing Cultural Intelligence at Work56.
231 |
Ibid.
%32 George Cladid,eading the Team-Based Church: How Pastors and €h8taffs Can Grow
Together Into a Powerful Fellowship of Leadetst ed. (San Francisco: Jossey-Bass, 1999), 26.
#3Earley, Ang, and TarGQ: Developing Cultural Intelligence at Work56.
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* Preparing your mindhow you acquire knowledge and how you think)
Goal: acquiring the rules or cultural knowledge éffective adaptation to
different cultures.

» Reviewing and learnin¢how you think about your thinking; how you
plan, monitor, and review; and how you learn). Gkabwing how and
when to reconfigure the rules for effective adaptato different cultures.

* Identifying your strengths and weaknes@e®wing your strengths and
weaknesses by having your CQ profiled—e.g., areweak or strong in
cultural strategic thinking, motivation, and/or lgfor?). Goal: increasing
self-awareness of your CQ and developing a roadfordpaining and
development to enhance effective adaptation temdifft cultures.

* Setting goals and targefknowing what you want to achieve and
exerting energy and drive to achieve your goalstargets). Goal:
establishing th&ocusfor effective adaptation to different cultures.

* Mobilizing your resourcegdisplaying appropriate behaviors and actions
for adapting to different cultures). Goal: abilityuse appropriate
behaviors and actions, or repertoires, for effeciidaptation to different

cultures®*

Earley, Ang, and Tan say that development of caltuntelligence starts with
self-awareness, which “is placed at the centeth&hif] developmental model, as this is
the very first step that must be performed.” Usamgexample of “the person, who is

culturally myopic, who fails to pay attention teetperspectives and worldviews of other

1235

even to permit them to permeate his or her wayeaidy™” they explained the

importance of self-awareness:

Culturally limited thinkers are also categorizedresctive or passive
thinkers. They are unaware of how they think, aexde they are unable
to use appropriate strategies and skills to regogblems they experience
in a different culture. They also rarely monitorregulate their thinking.
They may also exhibit low capacities for self-mornitg and self-
awarenes$®®

24 pid., 37.
25 |pid., 52-53.
28 |pid., 53.
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SUMMARY

This review has covers three primary areas ofditee. The first area of literature
deals with core values and cultural values. By mstdeding these values and their
effects on the living system of the Korean Americhnorch, the bicultural pastoral staff
team can effectively respond and lead with the gmpeite emotions and actions to what
causes anxiety within the living system.

The second area of literature focuses on emotiatelligence, which enables the
bicultural pastoral staff to enhance their emoti@edf-awareness. This enhanced
emotional self-awareness helps them manage theiraowiety, which in turn makes it
possible for them to build an effective and ematibncalm team within the anxious
living system.

The third area deals with cultural intelligence jethlets the leader and his or her
team to improve its cultural self-awareness. Bygenore culturally aware, the
bicultural pastoral staff team is able to navigatd start thinking differently about the
living system to order to address the issues falgotl first- and second-generation
Koreans.

This review reveals a number of insights. Therevasible and invisible
differences between the two generations of Korea@ins.two generations represent
almost polarizing opposites schemas at times caimggrore values and cultural values,
greatly affecting the Korean American church’s kEatlip style and philosophy of
ministry. Some congregants have responded to difters by leaving the church all
together. Others have planted churches. But sowe feanained in a bicultural Korean

American church environment and are effectivelyisgreach other.
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However, it is clear that no one has addressee tissaes from the perspective of
systems theory in the Korean American church. Thezehe purpose of this study is to
explore how pastors serving on bicultural paststaif teams describe effective team
leadership practices in Korean American churchhs.assumption in this study is that
learning takes place in the context of ministryefiiore, we will utilize a qualitative

study to understand the experiences of pastors tinem perspectives.



CHAPTER THREE
PROJECT METHODOLOGY
DESIGN OF THE STUDY

The purpose of this study was to explore how pasterving on bicultural
pastoral staff teams describe effective team ledilepractices in Korean American
churches. The assumption of this study was thatilegtakes place in the context of
ministry. Therefore, a qualitative study was uélizto understand the experiences of
pastors from their point of view.

This study utilized a qualitative research framewin Qualitative Research: A
Guide to Design and Implementatj@haran B. Merriam said, “Qualitative researchers
are interested in understanding the meaning pd@ple constructed, that is, how people
make sense of their world and the experience thgg in the world >’

Merriam identifies four key characteristics of fadive research. First, the key
concern is “understanding the phenomenon of intéres the participants’ perspectives,
not the researcher's® Secondly, the researcher is “the primary instrunoédata
collection and analysis® Thirdly, “another important characteristic of dtegtive
research is that the process is inductive; thaesearchers gather data to build concepts,

hypotheses, or theories rather than deductivetintehypotheses®® Lastly, “the

27 Sharan B. MerrianQualitative Research: A Guide to Design and Impletatéon, The Jossey-
Bass Higher and Adult Education Series (San Fraaci¥ossey-Bass, 2009), 15.

> bid., 14.

239 bid., 15.

249 pid.
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product of a qualitative inquiry is richly descnp. Words and pictures rather than
numbers are used to convey what the researchéedmagd about a phenomendf”
Through qualitative research methods, one is @blac¢hieve an understanding of how
people make sense out of their lives, delineat@tbeess (rather than the outcome or
products) of meaning-making, and describe how mewmpérpret what they
experience #4?

While quantitative research is able to identifygkatrends, it is not suited for
discovering the details lying beneath those tre@islitative research, on the other hand,
is designed to “gain an in-depth understandingnefdituation and meaning for those
involved.”?* This matched well with an exploration of how pastserving on bicultural
pastoral staff teams describe effective team ledilepractices in Korean American
churches. Qualitative research enabled the ressmat@lalig to a much greater depth
beyond the level of actions and behaviors, tohleeghts and motivations of individuals.
Gathering this level of data was essential torteégarch project.

PARTICIPANT SAMPLE SELECTION

In order to find interview subjects, the followingteria were used: pastors who
had at least ten years of ministry experiencebicaltural context, who were serving in a
reformed ministry context, and who were membermsithier the PCA Korean Southwest
Presbytery (PCA KSWP) or Southern California Préstyy(SCP) of the Korean

American Presbyterian Church (KAPC).

24 |pid., 16.
242 |pid., 17.
28 pid., 19.
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The intent was to select six men from similar tbgical backgrounds,
geographical locations, and cultural contexts,flmrm different churches. This list of
criteria provided an opportunity for the researdoeiocus on the best practices for
working together in bicultural teams. The study \Wasted to the bicultural pastoral staff
team instead of the whole congregation because “yAnwdo life within the team will be
a reflection of how it is done within the churc{®

Six pastors were interviewed. The pastors weretsldrom the PCA KSWP and
KAPC SCP because their geographical boundariesdedLos Angeles County, Orange
County, and San Diego County. Los Angeles is hanthe largest population of Korean
immigrants in the United States. According to theted States Census from the year
2000, there are approximately two hundred and fiftousand Koreans residing in Los
Angeles and Orange Counties. Since the 1990 Cetimupppulation has grown by
thirty-four percent in Los Angeles County and sittyee percent in Orange County.

DATA COLLECTION AND ANALYSIS

In order to explore how pastors serving on bicaltpastoral staff teams describe
effective team leadership practices in Korean Aoagrichurches, qualitative research
methodology holds decided advantages over othearels methods. Since the researcher
is the primary instrument for data collection amdlgsis, the study was flexible and
emergent, thus enabling the researcher to dis@anunderstand the motivations,
thoughts, and behaviors that underlie a partiquiacess. This was ideal for exploring

how pastors described what is effective team lesdmiigiin a bicultural staff team setting.

%44 Cha, Kang, and Le&rowing Healthy Asian American Church@s.
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It also allowed the researcher to follow whereitiierview leads and explore new areas
that the pastors raise, even if the researchenbafibreseen then.

Before the interviews began, the researcher hetd iegerview subject fill out a
consent form in compliance with the research gindslat Covenant Theological
Seminary. The interviews took about an hour to @ur fand a half, depending on how
much time the interview subject had available. THmguage used in the interview was
English.

The interviews followed a semi-structured fornfg.Merriam states, “This
format allows the researcher to respond to theito at hand, to the emerging
worldview of the respondents, and to new ideashertapic.”?* The open-ended nature
of the interview questions allowed the interviewemteract freely with each
interviewee, exploring complex issues deeply anthaoughly as desired.

All the interviews were conducted in person armbrded to preserve the data for
crosschecking and further analysis. These inteiwiere transcribed, and the researcher
analyzed and interpreted the transcripts usinghateat comparative method of analysis.
As Merriam explains, “The constant comparative rodtfof data analysis] involves
comparing one segment of data with another to dhter similarities and difference$*

RESEARCHER POSITION

In qualitative studies, the researcher servelaprimary instrument for data
collection and analysis. This means that all oket@ras and analyses in the study are
filtered through the researcher’s perspective aldes. Therefore, it is important for the

researcher to employ critical self-reflection tentify and disclose potential sources of

245 Merriam, Qualitative Research: A Guide to Design and Impletaigon, 90.
24 bid., 30.
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biases, assumptions, worldviews, theoretical caiggort, and other connections to this
study that may impact the investigation.

During his eighteen years of ministry, the researdas had the privilege of
serving for twelve years as an EM pastor and ydutttor in Korean American
churches. Since 2007, he has served at varioug wéfidrmed churches as a consultant
and an associate pastor. For the present timeadeeimoved himself from the Korean
American church due to the hurt that he has sudféam difficult generational
leadership conflicts. He honestly admits that thessve years in the Korean American
churches were very difficult for him.

Yet despite all the hardship and pain, espectaliyng his time as a revitalization
consultant at a dying eighty year-old, white refedhthurch, he felt that there has always
been hope for the Korean American church, destsitglaring generational conflicts and
tensions. Jesus Christ is the source of hope fehalches. Christ, who will not let the
gates of hell prevail against the church, will dedier to continue persevering through
all the ages.

STUDY LIMITATIONS

Due to limited time and resources, only six pastegse interviewed for this
study, and participants were limited to those saywn the PCA KSWP or KAPC SCP.
Pastors in the PCA and KAPC are all male, thus omen were interviewed. In addition,
this was a best practices qualitative researcteptropnly pastors who had served more
than ten years on bicultural pastoral staff teanthé Korean American church qualified
for this study. These pastors were identified tigtoteview of their ministry history from

PCA KSWP and KAPC SCP pastoral directories.



CHAPTER FOUR

FINDINGS

The purpose of this study was to explore how pasterving on bicultural

pastoral staff teams describe effective team lesilepractices in Korean American

churches with both Korean and English ministriesoider to research this subject, there

are three areas that were important to understhad:ore values of the team’s

environment and the emotional intelligence anducaltintelligence of the leader and his

team. Accordingly, the four research questions glnéded this study were:

1.

How do the pastors describe effective leaderstaptfmes in developing
and maintaining the team’s core values?

How do the pastors describe effective leadershaptfmes in managing
emotions in themselves?

How do the pastors describe effective leadershaptfmes in responding to
the emotions of others?

How do the pastors describe effective leadershaptimes in leveraging
cultural differences?

While their names have been changed in orderdtegtrtheir identities, the six

research participants will be briefly introducedslimportant to understand the

ministerial context of each research participanihsd his comments can be more

accurately understood. This will allow comparistm&e made between those serving in

similar contexts and contrasts between those sgimidiffering contexts.
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Understanding the various ministry contexts ofrésearch participants will also
define the frame of reference for this study, whielps to determine the applicability to
the reader. For some readers, the pool of resgarticipants will seem narrower and
thus applicable to a small group of pastors. Acewlg, each research participant will be
described in terms of their church context andrtk®&-EM arrangement.

Robert Godfrey, senior pastor of Highland PresiigeChurch, primarily ministers
to the first-generation Koreans. He has servetierbicultural context for almost thirty
years. He considers himself to be 1.2 as he exqdaiitm more Korean [culture-wise].
But the way | think is more Americanized.” In 204#s church has taken “a very big
step ... to grant autonomy to [their] English minysgo they can get permission from the
presbytery to become a mission church.” Godfreyarp that they desired to separate
their EM:

Because it is not easy. | don’t know if it is pdsior not but it is not easy

to have both languages in one congregation. Soét®r to separate our

EM as they grow, now they get matured, they neent twn church and

they have to set up their own leadership. So wimydoncerned the most

and the reason | hurried is they have very welpared leaders and they

need to set up their own session. So, | thouglae dmey build up their

own leadership, whether it's dependent or interddpat, you can’t make

them completely dependent on the KM.

When Godfrey was asked how he was able to makgENhautonomy a reality,
he answered:

Communicating with [the EM], speaking with them ardlorsing what

they believe. Sharing the vision. And the probahby greatest

contribution | was able to do was not just to cominate with EM but to

talk to KM leadership. So that’s the bridge, | tgbtj the best thing | can

do is not to change or to lead EM. I think it's @fitmy capacity. But what

| can do best is to share and to communicate withié&aders so that they
can have a different perspective.
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John Piper is a senior pastor of Bethlehem Presbyt Church who currently
ministers primarily to the first-generation KoreaWghen he started the ministry twenty
years ago, his initial focus was more on the segmmration Korean Americans as he
shared:

When | first started it, [Bethlehem Presbyteriarutch], my original
intention was to do an EM ministry in [the arealitBfter the first six
months, some of the KM members came and, to makoiig story short,
they asked if | could start a KM ministry for theamd so we began that
ministry. | was hesitant at first to do KM ministogcause | felt, boy, |
don’t understand the Korean culture enough, arldeatime | was in my
early thirties, so | wasn’t old enough. And manyany hindrances and
obstacles | saw. But then having done both, whedlly, really
appreciated was if | would have done [only] an EMiistry, [it would
have been] very limited in the range of age.

Piper considers himself to be 1.5 generation bechas’came here to the States
at twelve, so ever since junior high school [he] hasl all [his] studies here.” And
because of his bilingual ability, he would preatbath the KM and the EM worships in
their respective languages. Piper considered hischlto be “a little bit unusual” as he
explained:

Most of the time in our Korean American churcheiehe the States, you

have a different KM pastor and a different EM pas¥@u have two

pastors trying to lead. In our church obviouslwds the lone figurehead,

so | led and preached and taught both the EM andAiM so in that

respect we had a huge advantage over most of lilee iibrean churches.

And so they always rallied around me and saw nteeakader. And so

I've always tried to instill in them that our chirevas always one church.

We were not two congregations, we were one chuiaistaring in two

different languages, only for the sake of convergeand comfortableness

and efficiency, never in principle.

Edmund Clowney is an education pastor at TrinigsByterian Church and has
served in the Korean American context for the fiisen years. On the generational

scale, Clowney considers himself to be 1.4. H&uisnit in both Korean and English,
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which enabled him to work closely with both the Kivid the EM. When asked about his
bicultural experience, Clowney said:

| worked mostly with, mainly with the children, yibi and young adults
but at the same time | had a very close relatignelith the parents’
generation, with the Korean congregation as wel).I$elt | like was the
bridge. ... I was kind of torn, because | understabdt each side was
saying, but | didn’t know how to satisfy them bofthat was my struggle.
It was very rewarding to be there, to be able tthieego-between and try
to help both sides understand each other, bueadme time it was very
difficult because either way. | myself was struggliwith that identity
crisis: “Am | more Korean? Am | American?” Whoseesido | want to be
on? Actually, 1 didn’t want to be on anyone’s sitlejanted to be in the
middle.

Clowney served under a KM senior pastor, whomdmsiclered to be a visionary
when it comes to doing bicultural ministry as helamned:

He was ... a revolutionary in the sense that | thiaekvas perhaps
thinking about a lot of stuff before ... the churalew, and the English-
speaking children grew up and they started ha\neg<M/EM issue. He
always was used to working with the young peoplenen Korea . . . he
was working with college students. So when he canfanerica he was
working with college students. So | think he wagats mindful of the
young people and where [they are] headed, evergthaufirst he worked
almost exclusively with Korean-speaking 1.5 genenadr close to second
generation Americans, he found more and more selgmmeration]
Korean Americans emerging. And he saw them haviffigulties with

the church because of these issues: issues withptrents, cultural
issues, even though he was very much first gewerdtle had the heart
[to] make things work and he kept trying.

The establishment of the EM at Trinity involvedlta of members, especially
elders/deacons [who] were willing to make sacr#it® make it happen ... It was their
own children. The EM [was not] just started andaating different people, it did
somewhat, but for a long time it was mainly, redflgir children, and they cared about
their children, and they tried to be a family chyrso they [were] willing to make some

sacrifices to make it happen.”
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When asked if his senior pastor's commitment teffective KM/EM
relationship was intentional, Clowney answered:

Yes and no. | think it was always on his mind. #sais focus, but at the
same time | think he felt in order to make thatpephe needed to grow
the first-generation congregation so that he walde the means and the
power to support the second generation. | don’iknmu could say that
was either part of his vision and method, or maybes his personal
ambition. | knew he was mindful of it always, ewdough at times it
didn’t seem like it because sometimes it did sakenthe KM came first
and the EM had to just support it so it could gr8ut in the area we were
in, children/youth program was very important wiadtnacting
congregants. | do believe in his heart it was Bgon the whole time.

Meredith Kline is an EM pastor of Christ Covenarggbyterian Church and has
served in the Korean American context for more tiwanty years. He considers himself
to be a 1.5 generation. While he is primarily respble for the EM, Kline is also heavily
involved with the Korean-speaking ministry “everyda4/7.” He described his current
ministry situation in this way:

| am the assistant pastor with the most senioiggiytrunder the senior
pastor, and I'm bilingual, and | also help out witle administration of the
pastoral staff and the pastoral staff meetingse\&oything that goes to
the pastoral staff, goes through me from the seyastor. I'm there more
than not. I'm at the church building more than otbastoral staff. So | see
the senior pastor ... every day that I'm at churthised to be that during
seminary it was just a weekend thing. But it's aldg/daily contact that |
come in contact with the senior pastor and witteothembers of the
session, other deacons and servants of the cheoatube I'm bilingual, |
was asked to do the morning prayer services. I'idpoong that anymore.
I've not been doing that for about several montlasked for a special
excuse so | could focus on the English worship stipi But because of
that exposure, | guess it gave me some authorigngrthe KM. But that
also entails closer contact and closer workingiaiahip. So, it's an
everyday phenomenon for me to have contact witlctifterrally oriented
ministry.
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Gresham Machen is an EM pastor of Orthodox Presiayt Church and has
served in the Korean American context for the pashty-five years. He considers
himself to be a 1.75 generation Korean and expiaine

Because even though I'm second generation, jubirtly, born and raised

here in the U.S. I've been around Koreans and ire&io ministry for so

long, | feel like | really understand the first geation mindset, and I'm

able to communicate with them well, so that | caderstand the way they

think and why they think the way they do.

Despite having an understanding relationship withKM, his ministry primarily has
been to the second generations due to his landunaigggion.

John Calvin is an EM pastor of Geneva Presbytetiaurch and has served in the
KM-EM context for more than ten years. He considédrenself to be of the 2.0
generation and focuses primarily on the EM.

Calvin has had two different experiences workinthwhe KM. At Zurich
Presbyterian Church, Calvin served under a micr@miaug, older KM senior pastor in
his late sixties who expected his staff to attesudlyamorning prayer meetings and staff
meetings that were “all done in Korean.” There alss a lot expected of the staff as
Calvin explained, “Even though as part timer, yon'tiget a Sunday off or anything.”
The ministry model was “about numbers, and progranusthings like that. It was kind
of more on the pragmatic side of things.”

At Geneva Presbyterian Church, Calvin’s experiemgeking with the “younger,
more Americanized” KM senior pastor “was very ogpmdt wasn’t micromanaged at

all.” “The senior pastor was very busy with trameli guest speaking, missions work, so

he didn’t really have time to micromanage thingthatchurch. So it was very hands off.”
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Even though the conversations with the senior pastoe conducted in English
at Geneva, “At least [at Zurich] there was moretaohwith the senior pastor, more face
time, and that kind of thing. Whereas [at Geneviag¢re it was more loose, there wasn't a
lot of dialogue going on between each other abdoaigbings on of the EM.”

The ministry at Geneva “was more of an intentigpab not combine on things”
between the KM and the EM.

I think, for example, like the joint services. éally just seemed like a KM
service that we were joining. And part of it istjtise sheer size—like the
KM, it is much bigger than us and we come in theard even though they
make concessions and try to translate ... the EM reesrjhst kind of feel
swallowed up? So it was never a service thatnkiiEM members
enjoyed and because there’s a disconnect in tefnetadionship with the
KM, it just felt a little forced

As a result, the EM has “been functioning indepaigidor [a] long [time]” from
the KM. Recently that functionality has becomealitg when the EM decided to be an
independent church plant of Geneva with the blgssaf the KM-dominated session.

Calvin explained the move:

But really, wanting to be independent was not sechmjbecause] the KM
is oppressive or they are holding us back. It wasinore we realize
we’re a separate congregation, everything is sepaaad any
congregation unto itself, ought to eventually heovappoint elders,
deacons. And if we have those in place, certairdyave to be a separate
church. That'’s the direction we were moving in, andhat’s a big part of
why. But there’s more to it. Like | said beforegtbession just didn’t have
time to talk about our issues and address theny Weee so busy with
their KM issues and it was kind of stalling our istry in various ways.
And we couldn’t participate in the process of élegtand ordaining
officers. We wouldn’t know who to nominate, we wada'k know who to
confirm and elect. And because of even our scheduieSundays,
attending congregational meetings—it just wasnigilale. And that's a
big part of church. And then there’s also a sensennfEM members could
get very discouraged if they're giving and servibgt the KM who's very
detached from us has the final say on all thesgythand we did also feel
like becoming independent would spur our membees eéwore so to
serve and give.
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In summary, all the research participants haveaat ten years of Reformed
ministry experience in a bicultural context, wituf having served more than twenty
years. Two participants primarily served the KMlaes senior pastors. Two participants
served both the KM and the EM. The remaining twonprily served the EM as EM
pastor.

CORE VALUES

When asked to describe effective team leadershigtipes in developing and
maintaining the team’s core values, EM pastor Madreswered:

| don’t think there was anything formal. | thinkdaeise there was a

general unity in theology and ministry goal buwésn’t explicitly stated.

We didn’t hammer out or talk about a vision for theirch or certain

theological conviction. But we were on the sameegpagerms of our

theology and ministry philosophy. And that was guaable just because

of where we graduated and by our own relationship.

The core values are rarely articulated in thegdarimmigrant churches because
they are “assumed, hidden, subtle, and unspokesmtalthe church’s top-down,
authoritarian, hierarchical structlf€.And just because the values are not articulated it
does not mean the values are not there. And thddervalues can found in
organizational culture, by examining “the way [thdg things around heré?® Daniel
Kim of Covenant Theological Seminary observed wieatalls “a time capsule
phenomena,” where the organizational culture isksi a particular era while the

society as a whole has moved forward, in the churdétorea. Interestingly when asked

about their time capsule experience, many respdsddéten answered by saying “that’s

%47 plyeddemanri,eading Across Cultures: Effective Ministry and $ilis in the Global Church
71; Oh, "Study on Appropriate Leadership Patterrtie Korean Church in Postmodern Era."
%8 Deal and Kennedyorporate Cultures: The Rites and Rituals of CogterLife 4.
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the way it was done in Korea” thus making the catinae between the time capsule
phenomena and organizational culture.
When asked if he has experienced the time capsalegmena in his ministry,
education pastor Clowney responded:
| believe so, not just the Korean church, but tloeg@n immigrant
community as a whole, because | see that. | haare lsew Korea has
changed. But a lot of the immigrant community iskveards because they
are living in the sixties or seventies or whendbey left Korea, but |
think that’s also reality as well. You change bynigethere but when
you're not there, you can't help it all you havehis memories, and time

just kind of stopped for you. | think the churclaes trying to adapt, but
it's slower. It's a good observation.

When Clowney was asked how he noticed the timeutaphenomena, he
replied, “You visit or you read about what's goioig in Korea's fast-paced, quickly
adapting society and in the past twenty, thirtyrgeahas gone through explosive
change.” But he mostly attributed the presencena tapsule phenomena in the church
to his senior pastor. He explained, “It was moreglose the Korean pastor | worked
under who left Korea in the seventies, | felt Jo¢ thurch], ‘this is not Korea today, this
is the seventies.’ It's slow change.”

When asked if the change between Korea today anHdhea that is pictured in
the Korean American church would bring about advettlationship with the EM, he
answered:

You change by what you see and what’'s happeninghdrgou. American

society has not been changing as quickly as Kaseaiety in the last

thirty years, and even if the Korean American chusanted to adapt

more quickly, they could not, they are here, ndarea. They can read

about it, but that doesn’'t mean they will changés & snapshot of that

time in history. They mean by “Korean way” is tHig/hen | left Korea,

this is how it was done.” It is much different ndwgwever, than they
remember. It would help, but this is the reality.
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When asked if he experienced the time capsule, &dop Machen also attributed
the phenomena to the KM leadership he worked withreplied:

| did. The style, the methodology was very stagrauat formulaic. My
understanding from what others would say is “Th#tsway it was done
in Korea.” And it became stuck with what they kné&w. | understand that
idea of time capsule more in their management stytetheir goals. But |
would say that didn’t stop them from being innovatil know that in
several ministries that | had been in, they welielgto jump on the
bandwagon of certain theological positions, cerpaiograms, music. They
were very open to whatever “worked” to get to tbalgSo again, time
capsule is more the management style and mentalrayhilosophy but
Koreans are very adaptable in the sense that tleeyeay willing to use
anything that would bring success. | saw a lotarf,conservative men be
very open to contemporary things, as long as thengwnder [their]
control and they went towards the goal that [theghted.

According to Clowney and Machen, despite the litrotas brought about by the
time capsule, the Korean first-generation was sesdpeing innovative, adaptable, and
pragmatic. Clowney added, “One thing | truly appexabout the Korean community,
especially from first-generation Korean Christiasgheir level of sacrifice, dedication,
commitment. That is something we need to hold oh to

EM pastor Kline, who also experienced the time abgppphenomena in his
ministry, argued that organizational culture of K@ean-American church should be
examined in light of the scriptures. He shared:

I might have mentioned we have now in our churciegicameras and
internet access: it's all modernized. But, the @hathere it’s still old is in
the minds of the leaders and those that are aldeuri congregation.
Retired elders, senior pastor, members of the@mgssidained deacons
that are beyond fifty-five, and other older membsrsur congregation.
They still have an “old” perspective of the wais done, and they
expect the same things from our church, withountakheir
presuppositions through Scripture, even to theisgective of what a
pastor should be and what an un-ordained direstsupposed to be. Even
their perspective of 6 AM morning worship serviceres from the desire
to maintain certain traditions.] Something abowt prerspective of pastors
and especially un-ordained directors and seminsuaaud those guys.
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Some of those didn’t get paid very much, they gotl pvith bags of rice
and all that stuff, but they did everything in tteurch because there was
no one else to do it. What's interesting is thaspective of a job
description is maintained here. Even yesterdayattheomeone say that
un-ordained directors should be doing everythingpahee that's what they
do, they apply that unquestionably. But in the Aicgr context, we see
them as part-time, weekend positions that don@wkrything, but only
educate the church. So that's one example of deat of time capsule
being maintained in our church. That adds to oltucal differences, and

I would definitely say that exists. It is true, and have to deal with it
everyday.

KM senior pastor Piper had a different take ontiime capsule phenomena when
he was asked if the Korean American church waskstupast:

| think, that assessment is somewhat true. Buy Itsaonly somewhat
because some of our Korean churches both in Kareaehl as here are
very progressive. But having said that, just likkihk if | could maybe,
not challenge, but | think present another angle American church
especially if you go to the South, you go to thelWst, those churches
are a not more progressive, they are clinging ¢ {past as dearly as
some of our Koreans, so | think we have that a wet just in the
Korean churches but the American churches as well.

Piper too attributed the time capsule phenomeniagtdirst-generation leadership
but also argued that with changing leadership leayais in the Korean-American church
that the phenomena is less and less a part oltinent organizational culture. Piper said:

And of course especially if the senior pastor, $thdwe older, more
comfortable with that Korean-ness, then certaingytwould adhere to
that and cling to it much more tighter. The lasemiy years, | think we
have moved away from that, far, far away and egfig@f course, most,
many of our now immigrant churches here in theeState no longer led
by the first generation of Koreans. But now, ttansitions to the 1.5, a lot
of my friends are now the senior pastors of thasgelr churches. That
would not describe them accurately because | tthiai are probably far
more closer to what | am than what was just desdrib

When asked to expand on this leadership shift ¢pgglace in the Korean

American church, Piper replied:
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Far more receptive, obviously, to the EM. Firsathfwe’re not just

bicultural, but also bilingual, we are able to conmicate with the EM far

easier than our predecessors, because for [thegd&neration] obviously

their inability to speak English was prohibitingthAnd so their approach

to the EM was hands off. They don’t understand Acaer culture,

Whereas from our end, we can communicate. We tgive them

freedom. Certainly we hope we aren’t micromanagind overshadowing

them. | think many of us have been educated irfsthtes, we

understand—not that we understand fully, but weeh@wobably a better

grasp of the education and the training that goesith our children. And

so that becomes not just the principle-orientedatsa experience, we can

reflect on our experiences.

The core values were not articulated within theg&or American churches in this
research but nonetheless the hidden values didlrhvemselves during the questions
about the church’s organizational culture. The pizgtional culture of the Korean
American church was clearly tied to the leadersiifhe first-generation KM senior
pastors. The research suggested that the timeleapgtp on the church’s organizational
culture was not as strong as it used to be in tdfgeean churches as more and more 1.5
KM senior pastors are taking over the leadershiye Keys to improvement in the
organizational culture were attributed to bettenomnication, understanding and
relationship between 1.5 KM pastors and secondfgéna EM pastors. This is all very
important but not as important as theological valag the congregation continues to
change generation-wise.

Since all of the interviewees were Reformed pastbese was one category of
values that was held consistently in their minitoyn start to finish: theological values.
Many of the participants were guided by their togatal convictions in navigating the
challenges of doing effective bicultural team mirnyisWhen asked what motivated him

to continue serving in the bicultural context déspie difficult experience, EM pastor

Kline replied:
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The continual reformation and revival of the secgederation, who do
not have their Korean cultural identity. They hadapted some things
from that but they’re mostly Americanized. And Iteaching the
Scriptures while also saying, “honor your fathed gour mother” which
has a parallel to the honorific society. Where¢heme parallels, | try to
say that, but as much as possible try to shiel¢¢tend generation and
correctly train them as to what is biblical in terof studying the Word, in
terms of church officers, and seeing their resgmlitsi. Training them,
hopefully they will become ordained elders and deadn the future so
they will be a true church that is more welcomiogl kinds of people
rather than just one kind of people.

There is a need to train by cultivating the spaitonaturity in his congregation, Kline
explained:

... starts with theology, which entails seeing tharch as the universal
church that's composed of many different kinds edple, different
languages, different colors. So | teach [that}figecondly, | say, “let’s
practice that.” So we tolerate and love an Afriéganerican woman that
comes to our church [or] a white man that comesutochurch. And we
tolerate other sinners that are KM and EM as vl so the maturity
that | try to cultivate is above [all], theologicahd also in terms of piety
in faith and practice always. | think [the] mostpartant element is
Christo-centricity in all things, not only in persad or family life, but also
in church life. Even though [the KM is] above usthing but Christ has
his hand in here, and that'’s the thing I'm tryiogcultivate more and
more.

Kline also cited God’s calling for another reasdny he remained in his difficult
bicultural setting as he explained that:

It's a grey area for me, whether | should pack g leave because of
[difficulty with the senior pastor] or continue ¢thip away, work at
chipping away until all these things are releasethfthe grip of the senior
pastor. It is very, very slow and we don’t know wid will allow us to
do next year. But | think this has allowed me tderstand, it has been
good because [it teaches me] humility. But aftehigayit gets old as well,
so on the side, | am looking for another call candly. As long as God
has been closing those doors on another call,feaigning into the
position that God has me here for some reason #matnot aware of at
this time. So | continue to chip away.
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Kline added that it was his pastoral community #rabled him to
continue ministering in the bicultural context ahds gave him the vision for his
calling as a 1.5 pastor in a Korean-American church

It is a personal and close relationship that | haitk other pastors in the

education department that has been very helpfillarhelping me to stay

and just continue to work. On the one hand | war¢ave, but on the

other hand if | leave what will happen to them. Wtith be there to shield

them and give them advice? They are always saf@igas soon as | go,

they will be leaving whether they have a call ot. #nd | don’t think they

are saying that to encourage me, but they areyraddmantly planning

that actually. That camaraderie, fellowship, frighig, praying for one

another helps, and more importantly, my calling@ds5 bicultural pastor

could mean that this what I'm supposed to do. @bitrcould provide a

context in which [the] next generation of pastarald know and grow

and be trained even better than | was and eahnigr kwas so that they

could lead the next generation of churches thabetter and are more

Christ-like and are more loving and more Reformed Rresbyterian and

truly look like that kind of model church.

For all the pastors interviewed, their theologicalues have ultimately enabled
them to sustain an effective ministry. And it wasit commitment to doing the gospel
ministry with the gospel behavior that enabled therave an effective bicultural team
ministry. For others, their pastoral calling anditttcommunity enabled them to continue
serving in a challenging intergenerational situatibhe values for effective bicultural
team ministry according to the interviewees wergpgband gospel behavior, respect,
humility, patience/perseverance, peace/unity, andly. Some of these values were
identified during the process of understanding Ipastors exercised their self-awareness,
emotionally and culturally as discussed in thedfelhg sections. In this research, it was
found that leaders’ self-awareness enhanced thiityao effectively apply these values

in their ministries as seen in the following sesti@mn emotional intelligence and cultural

intelligence.
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EMOTIONAL INTELLIGENCE

When asked to describe effective team leadershigtipes in managing emotions
in themselves, Piper as a KM pastor admitted tisatebationship with the EM pastors
“was very frustrating, in fact quite upsetting iatés” because he “did not quite
understand where they were coming from.” Interggyirthe frustration for Piper “wasn’t
an EM or KM thing, it was more of a personal deontas a pastor” issue as he
explained:

| felt they were very self-centered, too self-ceste The byproduct of that

was they were not willing to sacrifice for the gaafdhe church, for the

good of others. They were way too cutthroat in seahwhere to draw the

line, how much to serve what to do, what not toTdwey were very

calculating in terms of how much they served, kmgnivhere to draw the

line, to serve no more.

Piper goes on to say that:

One example would be one pastor will say that Imeskfor the church

forty hours and so he felt that was enough. Andisgministry,

obviously of course there’s always, there should bmit. But very

frustrating when people are not willing to go tixéra mile. The lay-

people, the lay-leaders especially, after workingua forty-fifty hours in

their own field will still come in church and seraaother about twenty

whatever hours. And so as a pastor, not just bedsais a senior pastor,

but as a pastor | feel our position should be, haikl be serving, | don’t

want to say we should match their hours, but iuthbe no less than

them since we are caring for their souls. And st'shwhy | felt frustrated

sometimes when they would just cut off and sawidoing enough.”

Piper shared that he dealt with the frustratioritbyng to reason with [the EM
pastors] on a common sense level” but admittedit@&think(s] they saw it a little
differently.” Piper’s frustration with his EM pastwas over the perspective of seeing
their calling as a job as opposed to seeing itlds-bong calling. It can be argued that
differences in perspective come from differencethencultural values. Education pastor

Clowney observed that the second generations haeged away from some of those
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things from the first generation” such as “levebkatrifice, dedication, commitment.” He
argued that the second generation “need][s] to tildo those values and “learn from
our parents’ generation.”

In retrospect Piper reflected, “but | think as t glder, |1 began to have the
humility and the willingness to hear more from jfoeinger pastors, EM pastor.” Piper
shared one particular experience:

Whereas the two [EM pastors], we had an opportunigpend long hours
into the night, which was unusual. Normally thaesio't happen, but
because we did that, | was able to just listeraftamg time and hear their
pain, hear their struggles, hear their vision andtfation and
discouragements as well. It was from the 1.5 gdiomawho felt the
frustration with the second generation. | heardr thestration towards us.
Some | felt were legit, others I'm sure | didn'tljuagree, but nonetheless,
the frustrations were real. And so | was tryindpgéoopen to that and hear.

This experience also demonstrated the importahtteedeaders’ self-awareness,
which was developed through relationships. Pipes well aware of what he understood
and what he did not by spending time with his fellmastors. Piper also shared another
challenge he faced dealing with the EM leadership:

I don’t know how often, but for example when we araking a decision
in the leadership, when we have both the KM and &h, our EM, at
least one of our deacons, was extremely—I don’ttssynegatively, but
for lack of better term—calculating, they were orgationally well-
versed and understood the numbers well and somehsA at times if it
didn’t make sense to him, he would try to stop wkier we are going.
Whereas with the KM, they will go a little more Wwithe flow. And if it is
the direction of the church leadership, they willtb submit, not
necessarily get it. And so, some of our KM leadkds’'t understand that
our young EM leader would be so bold as to stofdltve of the meeting
and the flow of the church’s direction, just be@hbs didn't get it. They
felt that was quite abrasive of him. Vice versacaidrse.

Piper was then asked how he dealt with the sitoatmal he replied:

If I could, if I knew those concerns before the tiregg then obviously |
would meet with whoever had the struggle, whethkeiKM or EM. And
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I will try to hear them out and explain to thembest as | could what they
were not seeing, because usually the KM or the Elhgone else,
including myself, we have our own perceptions, @un perspective, and
we don’t always see from the other side.

Then Piper further expanded on what he did to déhlthe conflict between the
KM and EM leadership:

And so, when our EM deacon would directly challerade our KM
leaders then, who were much older, found it vesyliting. And so |
needed to soothe both of them. First whoever wadted, | would tell
them, tell the KM, “Please, don’t hear his abrupgias a challenge to
your character or intentions. The reason why laskéng is because he
doesn't get it and wants answers. So his intensigot to insult you. So
first of all, you need not get insulted.” So | neddo soothe the KM
people. And vice versa.

After that | need to come back and answer the tpresttat the EM leader
had, hopefully to his understanding. And aftervéaxplained, then | will
have to explain one more thing to him and saygtlig why you would
ask your questions, but you do also have to unalesthe same questions
can be asked differently, a little more respegffuNot as a challenge, not
everything has to be a challenge. You don’t alwaae to throw a
roadblock to stop a car. You could just say, “Cask a question?”
Instead of abruptly interrupting and say, “I dogét that.” Why would
you do that? That tone, even if the words are carvell be inappropriate.
You understand that. The scripture is always taglldhout honoring the
elders. It speaks about reconciling. It speaks abeing humble. And this
obviously doesn't help that.”

In the situation above, Piper demonstrates the itapoe of the leaders’ self-
awareness by understanding his and his leaderabddj@s and limitations and by using
that knowledge to resolve the tensions. That conication would at times require
humility and willingness to hear the other partg @inen be willing to reason with them.

Also, through this open line of communication teader sometimes needs to
make others aware of their own actions in love tamith by even explaining to them how
their actions are harmful to the relation with ttkeer generation. This self-awareness did

not come to Piper overnight as he spent a loineé tileveloping relationship with his
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leaders, which provides the basis for having amdipe of communication with the
other party. He explained:

And so hopefully, | think, over the years, as wetgeknow each other
better, the leadership, and also as | get to kremh endividual
personality, | would have to spend a lot of timyiously, before and
after the meeting, to soothe out the wrinkles tisaw in the meeting or
maybe afterwards. And thankfully, for the most panny ministry,
they'’re very receptive to my leading and so, andaafrse, | know my
members well enough to know who will do what. Awd slid a lot of the
work, pre-work, which obviously helped. And thehcourse, if | knew
certain things will be difficult for this persorhen I'll come to them and
say, “This is what I'm going to present and I’'m gkaith you presenting
your thoughts. Please, I'm not trying to muffle yawice here. Speak
your peace. However, learn to speak it in suchyativat is also pleasant
for others to hear, so that they will not be ugfseyour questions. Then,
obviously, we don’t get any conversation going. fEfeno peace there, so
you don’t want to just throw a bomb to kill a flgp you? And that's what
| feel sometimes happens when you speak, and sbetarourage you,
brother? Think through these things. You bring yown thoughts; you
make your own decisions. So | won’'t make them fau.yYou got your
own mind. However, when and if you disagree, thhmough what you
will say. And say it in a tone that will make théher people want to hear
your question rather than be upset at your mamesikich actually is
very un-Christ like.”

When asked if it was difficult to get the KM toysélLet’s learn something from
the EM.” Piper replied, “No, because if you takeagwtheir emotion of being insulted by
the younger man, if you could help them get ovat,tthen they saw a lot of wonderful
qualities of our EM.”

EM pastor Calvin on the other hand dealt with thatson by getting together with
other pastors in the church. He said, “We meet lydek prayer, we share about
ministry struggles as well as just our personal dihd things like that and we do that
regularly and that’s a place where we can talk abaufrustrations but also pray for

each other so I think that's helpful too.”
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The first part of the research question on ematiartelligence dealt with how the
leaders managed their own emotions. The followawisn will deal with the second half
of the research question, which dealt with howl#laglers managed other people’s
emotions. When asked to describe effective teadelship practices in responding to
the emotions of others, EM pastor Machen respomazddulously, “Emotion?” He did
not know what to make of the question. Then whewae asked about experiencing
sense of anxiety in the ministry and he answer@d)y as a result of the different goals:
if things were not going well, if kids were not g fun but emotions otherwise didn’t
come up. Our relationship wasn’t based on emotiand,it didn’t have a lot to do with
emotions. In my relationships, we generally likedteother very much, we were very
fond of each other, and there was a sense of cainfarcording to the literature review
Korean people are emotional people and to hear dtashy, “it didn’t have a lot to do
with emotion” seems contradictory. In the intervig\@motions were not at the forefront
of the discussion on effective team leadershipoectiuse they were not important but
because the cultural issues often overshadowed thesther words, emotional issues
were tied up with the cultural issues.

As we will see with the following examples, theamnal issues that the leaders
were dealing with are seen as sub issues of tlyeblgcultural issues. When asked to
describe effective team leadership practices ipaeging to the emotions of others, EM
pastor Calvin shared what his pastoral responibilas toward his EM congregation
when they got frustrated with the KM:

| try to help the congregation understand wherekibiean ministry is
coming from. | also remind them also how much tihé ill supports us,

nonetheless. Whether it’s just giving us the sghaewe need, the
freedom or having supported us over so many yéas so, | always
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make it a point to remind our congregation how minehKM is
supportive of us. And there’s been times where attenwhat the
congregation is frustrated. For me personally,jits like I'm under
authority under the session. | got to roll withlitan’t act like ’'m my
own church. For the longest time we were just thernistry, so we're
under the session. We got to honor and submit &t Wiey decide. So
even thought there’s been frustration—and the tierigxpress it, and
then | submit nonetheless, in the end.

Calvin addressed the frustration of his congregatwbile at the same time being
well aware of his place in the Presbyterian politythe same way, EM pastor Machen
dealt with misunderstanding and difficulty by buifey the EM congregation from the
KM congregation while maintaining the unity and theace of the church as he
explained:

Because a lot of it had to come through me, so wieceived it would be
able to explain it and say, “This is the contextrevén. This is what the
KM desires.” Sometimes | wouldn’t even say thatould say, “Look, the
church wants to do this.” And so | would eitheregimy support to it in a
certain way or give my support to it as best | do@ut | think if | were to
make my criticism so loud and clear to my congriegatl would be
attacking the unity of the church, so | didn't fgelvas my place to cause
my congregation to question the first generatiot lscome angry. So |
just tried to be a buffer as much as | could. Thvesee times | couldn’t
because there were things the first generatiothditwere very directly
related or they stepped in and one of the eldedsssanething to the
congregation, so in that sense | couldn’t do amgthAnd | just had to try
to tell my congregation to be as patient as possiht assure them that
we’ll work it out somehow. And | tried to meet withat elder or pastor
and tried to work it out.

EM pastor Kline shared that part of his pastagaponsibility is shielding his
congregation when necessary from the intergenatmonflict. But the shielding does
not mean covering up the leadership dysfunctioastingregation already sees. He said:

No, | tell them that that is true, that what hessisecorrect. There is

dysfunction here. There is dysfunction everywh@&heere is problem with

the senior pastor. There are problems with otiére.session is weak and

in many cases it demonstrates cowardice. If he weagldress moral
issues in the senior pastor and others in the egagjon, | would tell him
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that is all true. But what can we do in the chusel,can pray for those

people, understand that we also are sinners andabeontinue to

maintain our piety and our commitment to the churebause Christ is the

head of the church.

On the other hand, when asked about defendingehisrspastor to the
congregation in the honorific culture, Kline replie

Yes, | do. Although the hierarchical nature of oliarch polity structure

and the honor of the Korean culture that contirtodsed into that, either

that has proved difficulties for me, my theologlystene to protect the

community and peace of the church, even if thatnaé@eaceably

withdraw. So what that means is in the contexhefdifficulty, | do not

speak behind the senior pastor’s back, nor dotbtdenigrate his

authority or paint him as someone that is bad) bytto encourage the

church to pray for him and to work with him andctmtinue to suffer

along with others, because of Christ. So in thaecam | shielding the

senior pastor, in many occasions, | do.

For some respondents, emotional aspect of leagensts evident while it was
not in others. The reason for the disparity caattiéuted to the cultural issues
overshadowing and enveloping the emotional issues though the cultural issues may
bring about the emotional issues. It was stateterliterature review that emotional
intelligence and cultural intelligence are very i&mt*° but in the Korean American
church context cultural issues have overwhelmingidated the emotional issues.

KM pastors have dealt with the frustration concegrthe EM pastors and leaders
by dialoguing and by trying to understand theirspectives. This effort to understand the
other party required humility and the willingnesshear and learn from the other side
which all starts with the leader own self-awarenesth the realization that “we don’t

always see from the other side.” KM pastors wheehavested time into building the

relationship with their EM pastors and leadersanle to have a truth-telling and grace-

249 Burns,Pastors Summit: Sustaining Fruitful Ministi35.
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giving relationship with their team members. Theastors find themselves being a go-
between EM pastor and KM congregation as theyotigsobthe the potentially explosive
situation. Then the pastors would often use thdirmperiod to have a “teaching
moment” dialogue with their EM pastors.

Pastors are also involved in managing the emotiotiseir congregants because
the members themselves are not isolated from thegenerational issues in the church.
EM pastors have often found themselves shieldieg M congregation from the
difficulties in the church, while emphasizing thespiive qualities of being in a bicultural
relationship with the KM.

Ultimately, the pastors were guided by their thgadal convictions to do a
gospel-centered ministry, where the proper theolegy taught and gospel behavior was
practiced. For other pastors, they were able tp kleeir emotions in check because of
their commitment to the unity of the church andPtesbyterian form of church
government. They were willing to peaceably submmitthe sake of protecting the
community and peace of the church.

CULTURAL INTELLIGENCE

This section will present the interview findings e culture issues in the Korean
American church. When asked to describe effeceaentleadership practices in
leveraging cultural differences, education pastom@ey answered:

Teaching humility, sacrifice, perseverance. Thisiss one example of

conflict. In all aspects of our lives there areftiots but we don’t give up.

If we are standing for the right things, then wa’tigive up. It is the body

of Christ, and we continue to persevere and wéothe sacrificial and

humble to deal with those who do not see eye-to{eyen in

monocultural, monolingual churches there will alwée conflict, in

every family and in every organization. Hopefullyill not last forever.
We are going through a stage of immigration, withrenobvious first
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generation and second-generation divisions. Evéntu&-generation
persons, who are more bicultural and bilingual| taike over. | think
that's the way ahead.

When asked the same question about leadershipgasm leveraging cultural
differences, Piper said:

Whereas my job [as the KM senior pastor] was taseethe whole
church. And so, when | would be teaching to the KMpuld often
present to them the EM side. And vice versa, wh&ad teaching the EM
about the whole church, I would often present &rttihe KM side. Now
interestingly enough, they both always thought $ wa the other side.
Because for me, my job was, | felt, the KM undeostthe KM problem,
they didn’t always get the EM, the younger, metyalbo | was trying to
be their advocate. And vice versa, when | was dpgakith the EM, their
congregation and their leadership, I tried to repn¢ the KM side and
they often felt that well, | was too old for thehunderstood the KM side
far too better, better than the EM. While that rbaytrue, my intention
was always to give them the other side and sottier gide always
thought that | was on the other side.

When asked how he was able to help the congregatiertome the differences,
Piper said, “I've always tried to help them focus@hrist. They are not the reason why
we do things. The second generation, or the ndtdrey that's not what good
Christianity. Church is about Christ. We exist hesmof Christ.” And then he shared:

Now I'll give you a great example. One of our mings one of our KM, in
fact, our most senior KM—he was an elder—the otdgein our church
at the time, got in a car accident, he and his.v#ifed his wife had a cast
and couldn’t cook, and so you understand, that heasegoing to suffer.
Mom can’t cook—they’re not going to be eating! A@iht, and of course,
the elder also had a lot of bruises because boté e car accident. |
called not only the KM to be hospitable to them aadre them, to pray
for them and also cook for them. | called not athiy KM, but | also did
that for the EM. And many of our EM went over teithhome with food.
In fact | also had a Chinese member who spoke rmed¢oobviously and |
encourage all of our EM, when you go visit that ilggreven though he’s
older—in our hierarchical culture, subordinatesndb pray for the elders.
But that was a great teaching moment for me. 8tithem, “Hey, this is
not about subordinates. Yes, he’s an elder ancheeld be respectful. So
don’t stand over him and try to pray over him. lyayir hand over him.
None of that’s foolish, disrespectful, disgustinggs. None of that.
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Humbly ask a brother who is suffering. Go therédtp and in Christ
intercede for him.” And so many of our, not just KMut also our EM
went over to that house bringing food and when gey them, they
stayed, talked with them, prayed for them. | atsiructed the elder,
“Humbly accept all their prayers. Don’t think besawou are an elder
you don’t receive prayers. This is a moment whed @a&s humbled you.
You need to accept.” And obviously he humbly didttAnd so some of
our EM members, including our Chinese member, weat there, prayed
for them in English. Of course the KM elder didaitderstand very much,
but I told them, “Hey, Christ understands. Herghiis spirit, his role is to
pray for a suffering brother, which you are. Yoaleris to gladly accept
and understand that even though you don’t alwagerstand what he
said in English, our Heavenly Father understodadriyou.”

And so that actually, that incident was a huge ap@or for us of ministry
where our KM, actually many of them told me, foe first time in their
life, they saw and they had an EM member come tavérem and pray
for them which they never seen in any other chungtich they never
experience themselves. And so for them to expesiémat, not only that
elder, but to see the whole KM ministry see thahmEM side, they
realize, yes, they are just younger, but we'rerpad in Christ. And so
those were really some, a few incidents that Ikhire Lord provided
where we were able to open hearts and open doardifferent ways that
perhaps other churches might not always have theramity.

What was interesting about my interview with KMsp Piper was that while he
was discussing the obvious cultural differencesvben the KM and the EM, he would at
the same time dismiss the cultural issues as noglb@portant, it is as if he is creating
an either culture or theology dichotomy rather thaaing it is both culture and theology.
When asked to explain why, Piper answered:

Yeah, but again, I'm unusual in that respect trdri’t count culture too

great of an issue anyway. | think a lot of peopbkethis huge issue

about KM and EM differences and culture. | thinkrnare some

noticeable things, but to me they are not as bith@sin issue, the Gospel

issue, and the personality of each person.

When asked about the key to sustaining an effebimdtural ministry, all the

participants stated that leader’s self-awarenessanamportant factor as Piper

explained:
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I think ... the willingness to learn from each otherunderstand, because
| think there is a lot of misunderstanding and miszived conceptions
about what the other culture is like. We all have stereotypes and biases
and at times we are not willing to learn and grawd ahange. The main
thrust is | think the willingness for the other g@n to understand, to hear
from the other.

According to Piper, it is important for the leadehbe “willing to learn and grow
and change” and that requires the willingnessdamlas well as the willingness to
understand one another. This learning and undelistgyPiper shares, involves:

Firstly, a lot of reflection, because | realizedemh was younger, | made
mistakes. | realized younger means a little morgtake prone so | need to
give them a little more space and room for thetmédke mistakes and to
grow. Secondly, | did realize that | didn’t alwaysderstand where they
were coming from, and so my desire to learn whg there and what they
were going through. Usually | don’t have an oppoitiuto speak with an
EM pastor and speak for an extended period andtsol that was
probably one of the reasons why | didn’t understiduedn as well, and
them me as well.

When asked how he developed self-awareness iedulets, Piper answered:

| was driving once on a freeway and | saw this washd statement. It
said, “Mistakes should not be your undertakerhdwsd be your teacher.”
And that stuck with me. | read that about twentgirgeago, and | said,
“Yeah, yeah. We make mistakes.” Everybody makesakes, myself
included. It is how they react after the mistakgijol is the most
important part. And once they make a mistake,af/tfe willing to
confess, acknowledge, repent, and then learn tw fyom it, | say they
are more godly than ever. Praise the Lord for tBat.if they are not
willing, then we [have] issues.

Along with self-awareness, doing effective bicuduministry requires much
humility, sacrifice, and perseverance from the &gadThis process requires making
mistakes and learning from them, even repentirmnefs sins. Piper as a KM pastor
shared that he himself even repented of his owsiiblicly before his congregation,

which is a rare occurrence in a Confucian cultiM. pastor Machen concurred that
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admission of mistake from the KM senior pastor ‘algudoesn’t happen. If it does, it's
extraordinary.”

There’s a stereotype, at least there’s a sayirtgstirae of our pastors
don't like to acknowledge or admit our mistakesezsglly in the
hierarchical issue. That’s so difficult and soihthin that respect | come
up a little differently than some of our Korean oas because in front of
the congregation, in front of my own leaders, Idadmitted my mistakes
and told them, “I'm sorry, | did wrong. This is wrg and | repent before
you.” | publicly sinned and therefore | need to[ckpent] publicly. | take
those principles seriously. And so | try to implernghem in my own life
and | have made that confession to my own stafftamdy own leaders.
“Look, at that time this was the way | thought, botv | see that was
completely wrong, so | need to confess before youwrong. Will you
accept my apology?” And then they're given an oppaty. And | think
because I've led by example, many of our leadeve léso learned to do
that.

On the other hand, when asked about the self-awsseasf the first generation
leadership, EM pastor Machen replied, “They doa¥dnmuch self-awareness. They just
know the way they think and they act the way thregk. | don’t want to say they're
insensitive, but maybe they just don’t have timéiok about the other side. What | find
about first generation mindset is they have a gadlthey go towards that goal and do
what they can to accomplish that goal and theyémy Yocused in on that.” When asked
about the KM'’s goal, Machen replied:

Whatever it may be in ministry context, it couldtbegrow the church or

have a wonderful program. They will go towards thaal with all their

effort, and try to make that goal as much as pésstHand that’s their

focus. So they don’t have time to figure out “h@athis person going to

take it if | ask them to do something toward thaalg’ They're just trying

to get to that goal, so they'll tell you “I needhevith this, do this,” so

their mindset is that they're focused on that gbaky’re not self-aware in

the sense that they're trying to be sensitive Huay get there, they just

want to get there.

When asked about how he addressed the lack oda@lfeness among the

leadership in the church, EM pastor Kline shared there were four things in particular
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that helped him to maintain his self-awarenesssé&Hour things were the Word, his
pastoral community, KM leadership lack of self-agregss and his family. He said:

That's a very good question, and a difficult quastio answer, cause
there’s not one or two elements in my life thabhsider “these things are
the ones that are helping me to be self-aware obwysins, of my own
pride.” | can name a few, of course the Word Ittryeach and preach, and
the pastors that | lead and try to train, our fil&mp and camaraderie
helps me with that.

And another interesting factor that helps me tedléaware of my own
faults and my sin is the senior pastor himself attéer members of the
leadership of KM themselves. | realize their sinkds and | wonder, why
are they not able to be so self-aware, why is melltb his own faults? In
fact, | think that’s the thing from the elder | eowith, is that others are
the hypocrites. Looking at him and seeing how Inedse and more a
hypocrite and looking at others from the KM. Saymdpy is the senior
pastor so not self-aware?” And it's hard to anstlat question, and
there’s not one answer. But what's helpful for mé¢hiat his lack of self-
awareness actually helps me to be self-aware afwmypride.

And my wife especially helps me to maintain my hlitpnand my

perspective. My parents [help me] as well. I've wnahem to tell their

friends who are pastors “you are the greatest’t @blds to their pride. |

know my mom has told me to be the humblest, puesgellence in your

understanding of the word, but in terms of humijlgyrsue humility. Just

be the most humble person in the church. And $eol tay to think from

that perspective.

Doing effective bicultural ministry required thaietleaders lead with self-
awareness. Kline was helped in his self-awarengs®ing in the Word through various
ministry settings. His self-awareness was also &epbuntable by his truth-telling and
grace giving-community that consisted of his fellpastors, wife, and parents. As
mentioned above, even seeing his senior pastaksdbself-awareness has kept Kline
well aware of his own sin.

When asked about his ability to communicate welhwhe KM, Machen replied,

“[the] key is understanding social structure. $ohere’s an older person, naturally you



97

show respect to them and deference to them in tefroginion and leadership.” He
explained further:

Social structure is very important in Korean saciet. So you're always
having to be sensitive to those levels of socielyave to always be
careful to place myself where | belong in thatisgitso if there’s an older
Korean pastor or younger one, if there’s one whotwe [a particular]
seminary or some other seminary before or afterlmeuld know, after
finding out that info, | would know how to behave.

Clowney shared the same position as Machen asdhe sa

Well, for example, Korean culture has to be morgspd down. That age
matters. They expect younger people to listenéo #iders. It's more of
an age that they factor over position. You may&# pastor, but if
you're younger, both the pastor and the elderserkiM side are going to
expect you to listen to them because you're youngeat's one example.
The fact that they're younger. And then on the Edlé sthey feel like if
they're a pastor, they should be treated like émel they get frustrated
because they're not heard and they have to go althgvhat the KM
decides to do. And I think one of the first thirigat they need to have is
an attitude of humility and love for the churche ttongregation. Like
some of the younger second-generation pastorsyhayto work with

the Korean church, but they're very eager, and’'teggpung pastors, they
have a lot of ideas and vision and things that’teeghallenged to do. But
then they sometimes end up butting heads with tiesile because
sometimes the KM side doesn’t think or understanske it the same
way.

EM pastor Calvin also agreed as he said that lhe&stor “has to have a healthy
sense of submission and recognizing authority osgrastor and the session.” And when
asked if the submission was cultural, Calvin replie

Submission comes from Scripture so he has to rézednat if he’s in an
EM that's under a KM, he’s got to be ok with thatteority, to disagree
and not have it go his way, and he needs to beitbkthat. | would say
that he needs to also recognize the strength&k&.aNe can often look
and be self-righteous and judge. But there araicettings that the KM
does that are fantastic and that are much beterttre EM and | would
encourage him to see that so that he would givenarediate respect to
those that he serves under in the KM.
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When asked about the key to having a good relstiipnvith the KM senior
pastor, Calvin also mentioned the importance ofjiusitrespect but mutual respect, “I
think he at least had a certain degree of respeché and because | felt that respect |
could give him respect and so, | think the respeatg mutual was big. Again, | don’t
know exactly why he gave me that respect, but lhkhbad it. And I'm so thankful for
that.”

When Calvin was asked if he had any major conffietsonality clash, or friction
in the meeting with the KM leadership, he said, iSTWwill surprise you, but no, not
really. If anything minor feelings of disappointntém a decision or some frustration.”
Then when he was asked why, he replied:

I think again the mutual respect. | think the sempiastors, they are pulling

for me, but they also have to make decisions tieataar and that involve

the need to take into consideration the whole sodpiee church. And that

might mean something that’s not good for us. | jastize there are

certain situations where they’re just going to havenake a tough

decision and I just got to roll with it.

Calvin shared what it was like to receive respexh both KM senior pastors he
served under, first at Zurich Presbyterian Church:

So when | moved to my new church, my former sepastor from

[Zurich Presbyterian Church], he actually reachetto me and offered to

support me if I did a church plant. He offered aport me for three years

and | think it was something like $50,000 each ye#uich is no small

amount. And he said, “If you want to do this, Slipport you.” And that

was just one of the ways in which | had a sensehthd&ad confidence in

me. He respected me, he valued me as a pastoespett goes a long

way for men, for pastors.

And then he shared his experience of receivingaesgt Geneva Presbyterian Church:

So not only did | feel it just at a personal lewestaff meetings or one on

ones, but also we would share the pulpit. He wpuédch Easter or

something. He’'d let me preach Christmas. And tlaesdike big services,
this is where your Sunday service is the biggest yet he would
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encourage me and allow me to preach. And, yeaballytmy former
senior pastor’s last Sunday, | had the privileggiving the farewell, the
good-bye sermon and it was a real privilege andhtimdo that. And in a
lot of cases, churches, Korean churches woulda& gito their EM pastor
to do a very meaningful and significant service likat! And yet, | had
that opportunity and so | felt a lot of respecttinse ways.

Machen pointed out that experiences like thataf/@’'s receiving mutual
respect was atypical one when ask about the EMbzastruggle with Korean social
structure:

I think it's something they know to some degred, itisl not something
that either actively they want to follow or theynee to the point where
they really have learned to do that. They mighseat) but not know that
that’'s what/how they’re supposed to behave ingketing. And |
understand ‘cause second generation were raidbeé states where you
earn respect, you're not just given respect rigidgyawithout proving
yourself to be respectable. But in Korean socigby, begin with respect
for the person, and then if they begin to discrdd#inselves, you begin to
respect them less and less. But you begin withextsjather than a level
playing field.

When asked about why he was effective in leadoth the KM and the EM, KM
pastor Piper answered that earning respect wasmggrtant. He explained:

| think, as our EM members began to grow both ia aigd in experience
and also in their spiritual maturity, | think | hmearned their respect, and
so as | reflect back, some of my EM leaders inbaginning were not so
submissive, so to speak, or respectful. They watutdé@ more of an
egalitarian culture, but I think my experience, pogition, and my
teaching, | would like to think I did not forceah them but eventually in
time, because | earned their respect, | know mgit I'm thinking of one
specific deacon who over the years as he stayegtand longer and
grew, his mannerisms toward me | could see completenderful
changes. No longer challenging and refuting asithéndhe beginning
when he came to our church, but far more respeatfdlsubmissive and
even when we disagree, he had the manner of doingspectfully with
humility.
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EM pastor Machen pointed out there is also a fageng aspect of
communication as well:

| would say that's the key, but language also, eetfplly being able to
speak in a way that puts the other person, if tieeyfder than you, puts
them in a position of non-embarrassment. You haveetable to say
things in a way that gives them the choice or gibesn the option of
answering a certain way, or gives them an out, atovaover themselves.
So you don’t want to say things directly that wotdcce them to say
something embarrassing or admit some sort of errdirectly say, “Oh,
you're right, I'm sorry.” That usually doesn’t hagm If it does, it's
extraordinary.

If someone older than you in Korean society or stigiand you sense
something wrong, or you know something is wrongl wou question,
even your questioning has to be very humble. Soagtu “Is this so, |
thought it was this?” When you put it that waygiies them the option of
explaining what they meant by it. But if you didgciccuse, they will
automatically see you as a very rambunctious, liebs| disrespectful
person, and from there the relationship begingtdatself in a negative
way. In order to restore that relationship to alexf mutual respect, or at
least respect from that first generation pastou, iyeed to display further
deeper humbling, in order to regain it.

What they call “credit.” I've heard that word “cri€dused a lot among

first generation. They'll say, “Oh, you have adbtcredit” meaning they

give you some credit in terms of relationship dmelytsee you in a more

positive light. So when they say, “Oh, you havaldfeghat means they

like you and respect you.

Machen added that along with having credit, shgvayalty was just as
important. When asked how loyalty was demonstrdtedeplied, “Sticking with the
pastor for a while, listening to what he says, ddfieg him to someone who questions
him in the ministry—you showodi by doing that. You show it in your denomination if
you come to the meetings. You could have gone straexelse, and yet you stayed.
That'soodi—faithfulness or loyalty. And that takes time tovdl®p, but once someone

uses that word for you, it means a lot.” Macheo aldded another necessary trait in a

bicultural context:
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Patience, | would say, in order to really surviyey have to have
patience. You have to be able to see the longpiotgre rather than the
small picture. You have to be able to step backsayd“Is this that
important to fight over?” And also my belief thhtrtgs will work out in
the end, that the Lord will work things out in tiied, and might not work
out the way | think it's going to work out, but sehrow it works out.
There have been situations where | thought, “Ob,ithgoing to falil
miserably.” Because the first generation wanteddértain way but it
turned out really good. Everybody was happy, it eé¢essed time, and
people were challenged. | thought it was goingatbriiserably, but it
didn’t, so | found out through many experiences likat that | might think
I’'m right, but there might be some good in whattheedoing, and it
might. God can use it, too. | learned to be patieat way.

Machen went on to explain how he acquired thid,skithink | was taught that
not directly but indirectly through observation thgticing things and experimentation,
too. When | saw what others did and | copied, énsed to go well, so | just continued to
do it.” In particular, he shared that he learneduabhe cultural interactions from his
father:

His teaching of that for me was more reactionaoywken | made a
mistake, he would say, “Oh, you don’t do that” Broh’t say that to” so
and so. | remember one time | went to the doctifise, and | had a cast
on my knee, and our doctor was a Caucasian dastdrmy father knew
him from years back. We went there to get my céistad the doctor
said, “Do you want to keep the cast?” and | thimkak a freshman in high
school or something and | said, “No, are you craayf®l my father looked
at me and said, “You don't tell a doctor, ‘Are youazy?'” And | said,
“Oh, sorry” and my doctor said, “Oh, it's ok,” aihé was Caucasian so he
understood it was just a phrase | was saying, lyufather thought it was
very disrespectful. He said, “You don't talk to @ctbr that way” so | said,
“Sorry, sorry, sorry.” So | learned here and thetrere | would make
mistakes and he would correct me. But in minigtngt never happened.
No one directly told me that. Actually, | probatarned by making the
mistake, then telling my father what happened,taed my father saying,
“You don’t do that.” So if | was in a situation \wih the ministry and
something happened and | sensed something wadke diitstrange or
maybe | made a mistake, | would tell my father hadvould say, “No,
you don’t do that” and | learned that way.
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Part of developing the skill is being able to makstakes and learn from them in
a supportive, loving community. This is a difficodtality in the KM-EM setting, as KM
senior pastors are often found too busy to evefagxphy he is doing what he is doing
let alone develop relationship with his subordisateability to clearly communicate has
contributed to misunderstanding in and weakeninglationships.

When asked about cultural misunderstanding, edutaistor Clowney said that
the problem was due to different style of commuticabetween the KM and the EM.

He explained:

| think the second generation expects more concr@tenunication. The
KM would say something, and then the EM would expleat thing to
change its course then the KM would change it'sdhaind say something
else and expect the other side to understand. Aen&M side would be
very upset about it saying, “But that’s not whataggeed upon” and the
KM would think, “Well, that's how it is” and the Eldide would not think
that way.

This difficulty has only increased the sentimerattthe KM were dysfunctional
as Clowney explained:

| did see that a lot. | think the American cultutegy are better at working
at committees, sticking to schedules, working Ipyaam whereas the KM
side sometimes just culturally may be a little mlexible” to use a
positive term and adapting to differing situatioasd also, again, like if
the senior pastor makes a last minute decisiohaoge things, they'll
scramble, work extra hard over time to make thimgigpen, whereas |
think the EM side would have a hard time adaptmthat and maybe
expecting and demanding that people would do #ad.the EM pastors
would have a hard time convincing their people akenthe change, even
if they understood.

Clowney added that communication difficulty hasyomhhanced cultural
difficulty when asked about face saving. He exm@din
| think face-saving is very important. The EM pastbave some

knowledge of that and try to honor that, but thayénsome difficultly
with it, because communication is both ways. The &itie doesn’t expect
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it to be direct. | think it's kind of like the wayalluded to earlier, the KM
communicate not very directly, and expect the tiste to understand their
intentions and what they mean by it and follow gldout then the EM
side will say sometimes, “That isn’'t exactly whauysaid earlier. If this
was the way you wanted it, why didn’t you ask usgléat this way so we
could get it done?” And they take it as disorgatiirg making last minute
changes that they don’t know how to communicate.

When asked how the situation was resolved, Clovamsyvered:

Frankly, a lot of times it wasn’t done very wetlwas just asking the EM
side to understand and also just helping them uatech as | could to
help them out and get the work done. And speakmtieir behalf with
the KM side, | found myself constantly working baakd forth to help the
sides to understand one another. That was the thmagnto make it easier
for both sides to understand. Frankly, it was diffi, and | struggled with
it, and I'm not sure how well | did it. You can tty explain but it was
really difficult.

When Clowney was asked how he persevered throwgstithiggle, he responded:

| believe that Christ is head of the church. Somes it was frustrating
and sometimes it was a struggle, but | believe ®as working through
that church and these struggles and that somehavasi®eing honored.
We're just two different groups of people, and #&sahard, but | knew they
were both trying. | believe that even though peshap weren't doing it
very well, God was being honored in the fact thatwere trying to be a
church because church should be across many ditfendtures and
generations. I'm not saying church should be oiftereuchurch. In this
situation, because the parents and children weossdifferent culture
and language, it was the best situation to workl kamake a church
come together. | believe it was God'’s desire, skeyp working and kept

trying.
When asked about his experience working in theltial context, EM pastor
Kline responded:

Very difficult. | guess as | imagine if there were cultural aspects to my
context, maybe there still would have been stylidifficulty. Leadership
style differences and theological differences betw#he senior pastor and
the staff. But what's unique about my situatiothiat beyond the
theological and leadership style differences. Thease the cultural
difference that in many cases profoundly aggravttedheological
differences and the differences in style of ledders
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Kline’s answer is a reminder that leadership ig/\arallenging in the bicultural
setting because the leader has to deal with ciltheological and leadership issues. He
then went on to explain how pastors with same tigtoal training and background can
have a vastly different ministry because of thaltwal background:

| work with pastors that graduated from the senyithat | went to, and
they listened to the same professors and had the sgams. But what
they would do—and as they came out—even beforeaneadnto the
practice of ministry, they had a lack of understagdnd it seemed that
they didn’t understand what reformed ministry iseformed polity is.
What they would do is say, “Well, | learned allghineological stuff, now
I’m going to do my ministry in a Korean way, a tgal way that Korean
churches have been run and the typical way thagédopastors have
preached and taught.”

Kline explains the issues:

So their focus is on adaptation, in my opinionligihg things here and
there that they learned at seminary, in their fiesterational context, and
minister in their own style and in the style tHay saw as they were
growing up in those churches as they saw their eswmor pastors do it.
So, basically it’s kind of that they learn theolamyd try to adapt that to
the context that they're going into and the contkat they are from as
well. | saw that as a tremendous problem that taersed issues between
them and others who were trying to learn as best ¢n and apply the
word as it is.

During the interviews when asked about the timesapphenomena, the first-
generation was seen as being innovative, adaptatdepragmatic. Education pastor
Clowney added, “One thing | truly appreciate altbetKorean community, especially
from first-generation Korean Christians, is thewel of sacrifice, dedication,
commitment.” KM pastor Piper explained that thetfgeneration’s positive traits were
also their disadvantages because they did notthauwheological understanding:

The gospel is the central focus. Scripture is wherestand on. But how

we apply it is obviously different. With a Korearst generation

mentality, | remember even when | was young, oargepastors, our
older pastors, used to tell us, “just believe.” 8times the Scripture was
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too difficult to comprehend and so they really eaghe and try to drive
on us, “do it!” “Serving—you don’t always have taderstand; when you
serve, maybe you get it later,” and so they wouidedthat home. And so,
I think, as a fruit or product of that, many of d{orean first generation
congregations, churches, are very driven by saerify serving and I'm
sure you have witnessed that Koreans are very\maiag. Unfortunately
sometimes to their detriment, they don’t alwaysearathnd who it is
they’re serving, why it is that they're servingwhd is they should be
serving. They were just told, “Just do it!” and yhéid that obediently.

KM pastor Godfrey expressed his concerns that thred&h American churches
are currently suffering the consequence of doifyl ministry as instead of
theological ministry:

The churches, no matter what, the culture is s@itapt, but the real
issue to the Korean church or even EM. | thinkrérad issue is basic and
gospel-centered because we are culturally veryitsendecause of that
sensitivity, we are more tempted to lose that hakat principal thing: the
gospel. So, because | have seen churches morerced@bout how they
will survive, they rarely talked about the gospéy prayer is that next
generation after | retire will one day serve whitae gospel truly can show
the power for making all race and cultures one.ihgwne another and
serving. | think that's the dream and vision that see.

When asked about how he would advise future EMopagho never served in the
bicultural context, Kline noted “the problem withet second-generation pastor is that
they have the same problem a the first-generatistop.” Kline explained:

They all say they are Reformed, they all say theyRaesbyterian, and
they all say they are Christ-centered. But theytdmactice it. Neither the
first-generation KM nor the second-generation pastoat | know of.
They are better trained theologically, they knoeaitetically what
Presbyterianism is, they know what it means togrézhrist even better
than the first-generation pastors, who preach nsbiclly. When things
go wrong and they don’t get what they want, thesg pack up and leave.
After being at a church for one or two, max thygsgrs. And that’s really
sad. My message to the first-generation pastor avbealexactly the same
as to the second-generation pastor. Know the Wiwvedch Christ, and be
like Christ—know what that means, practice it, dgust tell people about
it. And if Christ wants you to be patient, be patielhat could mean
many, many years. And you'll grow tremendously tiglo it. And your
call is not to accomplish a certain agenda, caosé&eg not perfect. | think
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that’s the wrong perception that the second-geiloergiastors have, that
all the conflict and all the cultural context isngeated by the first
generation pastors. Yeah, there’s some truth to bl if that's the case
then the second-generation pastors have to ddiftesent way in order to
minister to the English speaking members of thegoegation that are
there - they cannot abandon them.

When asked if there was any future hope where tédl be truly effective KM
and EM pastoral leadership teamwork that can tiglyabove the culture, Kline
answered:

| see that in some churches that are right nowwerPCA, so it's possible.

But that entails not the EM pastor influencing Kid pastor, but the KM

understanding all of this and implementing it. Kid pastor

understanding theology. What it means to be Chestered. What it

means to unify the church while amongst diverdinat it means to make

sure that church is not culturally oriented, likening Korean language

schools and things like that. But the senior pashalerstanding the only

part of culture that needs to be part of is heaveulture. And when that

is done, then the trickle-down effect will takegdal think that is

absolutely possible. But it all is in the handshef KM pastor.

The chapter examined how six Reformed pastorsrsgoa bicultural pastoral
staff teams describe effective team leadershiptipecin Korean-American churches
with both Korean and English ministries. A companel contrast method was used to
analyze the interview data with the four reseanglstjon topics in view. The next
chapter is devoted to consolidating the reseanah the literary research in chapter two

and the pastor interviews that were compared anttasted in chapter four to reveal

common themes, after which the researcher will ntakeluding recommendations.



CHAPTER FIVE
DISCUSSIONS AND RECOMMENDATIONS

The purpose of this study was to explore how pasterving on bicultural
pastoral staff teams describe effective team ledilepractices in Korean-American
churches with both Korean and English ministrigse Ppurpose of understanding the
experiences of those who have engaged in effebiotdtural pastoral staff team
leadership was to obtain principles needed toifatel effective bicultural team
leadership in current and future local Korean Aweaticongregations. Little has been
written that specifically addressed effective bictdl pastoral staff team leadership in the
churches, and still less has been written to addresh challenges in Korean American
churches. However, there was a wealth of literaburéne topic of effective team
leadership in secular organizations. A large bdditerature also addressed the
benchmarks used to evaluate team leadership efeetss.

This study sought to fill this gap in resourceglgviding insights on how
pastors described effective team leadership pexctit Korean-American churches with
both Korean and English ministries. As the literatteview and the interview findings
demonstrated pastors serving in the biculturalrgetced a number of challenges in
doing effective team leadership. This leaderstspeswvas crucial for sustaining an
effective bicultural pastoral staff team in the Ean American church. This study was

guided by the following four research questions:
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1. How do the pastors describe effective leadershaptimes in developing
and maintaining the team’s core values?

2. How do the pastors describe effective leadershaptfes in managing
emotions in themselves?

3. How do the pastors describe effective leadershaptpes in responding to
the emotions of others?

4. How do the pastors describe effective leadershaptfmes in leveraging

cultural differences?

First, the current literature on core values, eord@l intelligence and cultural
intelligence was reviewed for insights into theserfresearch questions. Then interviews
guided by these four questions were conducted sustipastors who have at least ten
years of ministry experience in a bicultural conteho were serving in a Reformed
ministry context, and who were members of eitherREA Korean Southwest Presbytery
(PCA KSWP) or Southern California Presbytery (SGRhe Korean American
Presbyterian Church (KAPC). Their answer to the fegearch questions were analyzed
and presented in chapter four. This chapter bringslata from the literature review
together with the findings of the last chapteriidey to draw conclusions and make
recommendations.

CONCLUSIONS

This research examined the leaders’ self-awaranas#ation to the core values,
emotional intelligence, and cultural intelligend@ée core values allowed for examination
of the leaders’ self-awareness in relation to tbein values and those of their teams and

their organizations. The emotional intelligencewakd for examination of leaders’ self-
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awareness in relation to their emotions and théseelr teams and their congregations.
The cultural intelligence allowed for examinatiditiee leader’s self-awareness in
relation to how they interacted with others in @etdse cultural setting.

In the bicultural team setting, the pastors weramtbconstantly dealing with not
only their own but also their leadership team amlgcegation’s self-awareness as well
and sometimes all at once. Family Systems Theomnas us that when one examines
the bicultural setting in which the ministry tak@ace, the leaders are not alone. They are
part of the “complex [emotional] interactions” wiitrthe living systent>° Therefore the
leaders and their self-awareness cannot be segdrate those of their leadership team
and their congregation. Systems theory also statgdn order to start addressing the
issues in the organization, the process beganthatheaders themselves. Organizational
and leadership transformations starts with leadéis are able to “focus on managing
[themselves] rather than otherS®

After comparing the literature review with the intiew analysis, it was the
conclusion of the researcher that doing effecticelhural team ministry can be
understood in conjunction with the development accbuntability of the leaders’ self-
awareness. It was no surprise that the leadersstiiees were the main component in
sustaining effective bicultural team leadershipthia literature review, the leaders’
ability to navigate the systems went hand in haitt the development and

accountability of their self-awareness. In additialhthe interview participants stated

9 Bowen Center for the Study of the Family, "Boweredry," n.p.
%! Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persana
Congregational Transformatigmvi.
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that leaders’ self-awareness was an important factsustaining effective bicultural
team ministry.

It can be argued that these two areas—developmera@ountability of the
leaders’ self-awareness—are essentially the basnponents of an effective bicultural
team ministry in the Korean-American church. Inesrtb do effective bicultural team
ministry, the leaders must be leaders who continaigvelop their own self-awareness.
This development involved knowing themselves, imprg themselves and
complementing themselves. With the awareness ofstrengths and weakness, the
leaders will be better able to know what improvetibay need to make in order to be a
better leader and a better team member. The hettisrstanding of their place in the
team allows the leaders to know how to use thdraseareness to complement other
team members.

Another important aspect of doing effective bictddiuteam ministry involved the
leaders’ self-awareness accountability. Becauséetuers cannot always see clearly
their own weakness, a truth-telling and grace-gj\aommunity played an important role
in helping leaders to grow in their self-awarenag&eeping them accountable. As
indicated by the interview findings, KM and EM parstwho were engaged in effective
bicultural ministry were the one who were engagedrgoing dialogues with the other
pastors, being willing to be vulnerable and opehedaring from the other side in love
and truth. For these interviewees, fellow pastoesevtheir truth-telling and grace-giving
accountability partners. For the EM pastors, thegred that in addition to the pastoral
accountability group that their own family has atten served as a truth-telling and

grace giving-community. Some of the EM interviewaentioned that they learned how
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to interact with the other generation at churclapglying what they learned at home
with their family.

The leaders’ self awareness is very important &migating the complex systems
created by the intergenerational tensions and ictsfh the Korean American church.
The literature review points out that Korea is ghhpower distance culture clearly
influenced by Confucianism. And “the totality oigfConfucian grip upon the Korean
society extends even to the churéf This Confucian grip can especially be seen in the
way the pastors are treated like god because wfgheposed heavenly origin and
authority, often obeyed without question. The GLO&&dy reminds us that, “One
element of high power distance is clearly dysfuomi as it preempts the society from
guestioning, learning, and adapting as thereiifl@ dpportunity for debate and voicing
of divergent views. Asking questions may be intetpd and regarded as criticizing and
blaming, and therefore may be prohibitéd'In other words, Confucian culture like
Korea is not known nurturing the leaders’ self-aavass.

For those EM pastors who worked with 1.0 generafibhsenior pastors, they
expressed that their KM counterpart did not denratestself-awareness at all in their
leadership. But according to the some KM pastties same could be said about some
EM pastors having difficult time being aware oftauél situation. The issue was not that
the EM pastors lacked knowledge of cultural valoeisthat they were not effective at

putting their knowledge into proper course of acfior the particular cultural moment.

%2 0h, "Study on Appropriate Leadership Pattern fier korean Church in Postmodern Era,"134.
%3 House and Global Leadership and Organizationahféienh Effectiveness Research Program,
Culture, Leadership, and Organizations: The GLOB&I® of 62 Societie$59.
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Others have noted that with gradual changing ofjtrerds with 1.5 generation
KM senior pastors replacing 1.0 generation KM sepastors in larger Korean American
churches, the senior pastor’s lack of self-awarergebeginning to be less of an issue.
But nonetheless the leaders’ self-awarenessetilams a very crucial issue for doing
effective bicultural team ministry in the Korean Arncan church. The following sections
will discuss the leaders’ self-awareness in retatmthe research areas: core values,
emotional intelligence and cultural intelligence.

CORE VALUES

Core values were examined to discover the pringipkeded to facilitate thriving
bicultural team leadership in the Korean Americharches. Core values are important
because “adaptive challenges can only be addressgtinchanges in people’s priorities,
beliefs, and loyalties?®* This required that the leaders discover and utatedsvhat
their ministry’s actual and aspirational values ev@rhe identification of those values
will then enable the leaders to make a bold decigibether to shed certain entrenched
ways, tolerate losses and generate the new capadhyive anew>>

But the knowledge of the core values alone doegruatuce solution to these
adaptive challenges. In our leadership culturgrieng has become synonymous with
possessing information or giving intellectual agseiich is not “enough to produce
behavioral change. Knowing the correct answer ighmsame as doing the right

thing.”**® This research has affirmed that knowing and deirgtwo different things. It is

24 Heifetz, Grashow, and Linsk¥he Practice of Adaptive Leadership: Tools and iEador
Changing Your Organization and the Wqrl®.

23 |pid.

%8 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persana
Congregational Transformatiqori45.
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one thing to recognize the values that need tdhbaged but all together a different and
difficult matter to internalize and adapt them.

In order to start internalizing those values, gslers need to have was a clear
perspective on the nature of the systems thatdheypart of. “To say that one is part of a
living system is to say that there are forces akwat transcend a naive focus on the
cause of the problenf> Without the understanding of the living systene kaders can
misdiagnose the problem and obscure “a deeper, systemic (and perhaps more
threatening) understanding of the situatié¥.The diagnosis of the systems provides
understanding of the underlying values conflictdedded in the Korean American
churches. In order for the leaders to serve effelstiin the bicultural setting, they must
understand the “assumed, hidden, subtle, and uaspakiltural values of the Korean
first-generation culturé&®

The core values that were identified during therditure review were not readily
articulated during the interview process. It wakyavhen the interviewees were asked
about the time capsule phenomena did they verloblimassumed, unspoken
organizational values. The research revealed tieaditganizational values of the Korean
American church were clearly tied to the leadergfifhe first-generation KM senior
pastors. And those values were identified as faliowovative, adaptable, pragmatic,

sacrificial, and dedication.

257 1hi
Ibid., 31.
%8 Heifetz, Grashow, and Linsk¥he Practice of Adaptive Leadership: Tools and iEador
Changing Your Organization and the Wqr&l
%9 plyeddemanri,eading Across Cultures: Effective Ministry and $ilis in the Global Church
71.
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These core values that have served the immigramtieas well from the start of
their history were starting to cause serious rafgsion as some interviewees expressed
concerns that many KM congregations are curreattinfy serious theological identity
crisis. These congregations are coming to reatinatiat they cannot continue to do
pragmatic, sociological ministry because the imatign landscape has change. The
churches are no longer the only sociological endiyto living in America. The
immigrants now have many places to go for helpdy @al help the church alone can
truly offer is the gospel. In order for the Koreamerican church to be the light in this
dark world, they need to return to their biblicallmg and pursue Christ-centered, gospel
ministry.

As larger Korean American churches were going tgindeadership transitions,
there is evidence that the churches are returoinigeir biblical roots as they embrace the
newer values in the process. According to the wtgrees, those values were identified
as follow: gospel and gospel behavior, respect,ilitynpatience/perseverance,
peace/unity, and family. These mixed values of libggoand culture were also the core
values for effective bicultural team ministry iretKorean American church with both
Korean and English ministries.

Since the values of the Korean American churchas the beginning were
primarily set by the leadership of the KM seniosfoas, the key question was how can
the EM pastors minister effectively in the bicu#fucontext. What was hopeful is that as
more and more 1.5 KM pastors are taking over taddeship of the churches, there will
be many dialogues between KM and EM leadershipik&itheir 1.0 generation

counterparts, 1.5 KM pastors are better able tonsonicate with the EM pastors in same
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language and are better equipped to understargkttumd generation’s culture. Better
communication and better understanding contributeetter relationship.

The dialogue between KM and EM pastors is very ingmt because the effective
bicultural ministry requires the leaders “to siftaugh the wisdom and know how of their
heritage, to take the best from their historieayéebehind lessons that no longer serve
them, and innovate, not for change's sake, buhfsake of conserving and preserving
the values and competence they find most essemibprecious®

One reason why the KM congregations are strugglirig their ecclesiastical
identity is because they are unwilling to dialoguith the EM congregation. For a long
time, the KM congregations were able exist whikgsting assimilation due to continual
influx of immigrants. With the shift in the immigran landscape during the current
fourth wave, KM congregations are now forced teefdee harsh reality of needing to
learn how to adapt and assimilate to the culturesral them or gradually cease to be a
non-factor in reaching the community, let alonartbesn. KM would not have struggled
so much with their identity and strategy if theyrevevilling to dialogue with the EM and
seek their advice and wisdom. KM has to realizelEddiership and congregations have
been wrestling and engaged in adaptation and dationiissues for a long time. EM’s
experience may prove to be very valuable to KM.

On the other hand, according the to the literatewéew, dialoging about the core
values can help the leadership team to addresgitbielem of external adaptation and

internal integration” issues in the organizatiéHsBut unfortunately, the dialogue

%0 Heifetz, Grashow, and Linsk¥he Practice of Adaptive Leadership: Tools and iEador
Changing Your Organization and the Waqrld
%1 5cheinOrganizational Culture and Leadershig5
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between KM and EM is very rare. The dialogue isallgumore of a monologue from top
down. Therefore EM pastors may have to approachithdtural ministry like a
missionary, who needs to learn the culture andtaatagordingly. The key for EM pastors
is to adapt without losing their theological auttigity and identity. When their
authenticity is lost or compromised, the biculturahistry that is already challenging
becomes even more so. This is where emotionaliggate and cultural intelligence
come in to enhance the leaders’ self-awarenesstmalding them to lead the
congregations.

EMOTIONAL INTELLIGENCE AND CULTURAL INTELLIGENCE

Emotional intelligence and cultural intelligencern® also examined to discover
the principles needed to facilitate thriving bicu#ll team leadership in the Korean
American church. Emotional intelligence dealt wviltle leaders’ ability to manage their
emotions and to react appropriately to the emotadrathers. Cultural intelligence dealt
with the leaders’ ability to adapt to new cultuealvironments.

According to the literature, they “are so closdigraed” that they can be
considered as one therfféIn this research, emotional intelligence and caltu
intelligence especially overlapped in the areaeatlers’ self-awareness. They are being
considered together in this section because dtin@gnterviews the emotions were not at
the forefront of the discussion on effective teaadership not because they were not
important but because the cultural issues have oftershadowed them. In other words,
emotional issues were tied up with the culturaléss The emotional issues leaders dealt

with were seen as sub issues of the larger biallissues.

%2 Burns,Pastors Summit: Sustaining Fruitful Ministi35.
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The following section will discuss the emotiondkiigence and cultural
intelligence in light of leaders’ self-awarenesstasy response to the challenges in the
bicultural setting. This study identified that tleaders’ self-awareness was the key to
navigating those challenges and thus also thedkeping effective bicultural team
ministry. Both the literature review and the infew findings demonstrate that pastors
serving in the bicultural setting face a numbecludllenges in doing effective team
ministry: cultural challenges, leadership challesygad theological challenges. These
challenges are also areas that KM and EM leadersted to have a frank heart to heart
dialogue about.

CULTURAL CHALLENGES

The literature review and the interview findinggpart the idea that the cultural
challenges faced by the leaders doing biculturaistry can be appropriately remedied
with the two components, the development and adebility of the leaders’ self
awareness. Self-awareness aided the leaders iessittty communication and structural
barriers that arose in the bicultural setting.

Communication barrier was one of the cultural @rades that the leaders dealt
with on frequent basis. For those leaders who able to speak both Korean and
English have some advantage in doing biculturalisti;m Even the EM pastors, who
occasionally preached during the KM prayer meetiveye given more respect and
spiritual authority from the KM congregation if thevere able to preach in Korean.

One advantage that the KM pastors who spoke batjukges had was that they
are able to communicate the same core values kodooigregations. Unfortunately

speaking the language alone does not allow thestsdd overcome cultural differences
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and difficulties. Even when the translation wasvited, it was not enough to overcome
the cultural disconnect between EM and KM. And lbseathe same message was given
to two different congregations in their respectaeguages, it does not mean the message
was received in the same manner, let alone appligte same way. Some pastors have
admitted that it would be better to do separatestriinbecause overcoming the language
barrier was not enough to overcome the culturdlehges in the Korean American

church.

The one benefit of speaking the language was tlesigibled relationship
building. Those EM pastors who were able to speailen had a better working
relationship with the KM leaders and members. Gnatiner hand, the inability to speak
the language proved to be a great hindrance teetagonship building. This was
especially true for the EM pastors who worked uri€irpastors who did not speak
English. Instead of having a dialogue, there wasmaologue “all done in Korean”
whenever the meeting was conducted. In that stinatvith KM senior pastors being too
busy with their own ministry that they have no tiare no consideration for the EM
further hindered the relationship between the KM #e EM pastors.

This lack of relationship and consideration carblaened on the KM pastors’
inability to communicate with the EM pastors. Aseault, many KM pastors have hands
off approach to EM. KM pastors did not understdmel American culture nor understand
the younger generation, let alone speak the largguiygs is why many EM pastors felt
that their KM counterpart had no self-awarenegbéir leadership. In order to have self-
awareness, the leaders have to have the undersgataiorder to have the

understanding, the leaders have to have a dialogua monologue with each other.
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Those ministries doing effective bicultural minmyshave their leaders engaged in
dialogue thus fostering better self-awareness artieergselves. These leaders through
the dialogue have gained a better understanditigeofiselves, their teams, and their
particular ministry context.

This research found that the understanding of theiistry context has allowed
leaders to effectively lead and “communicate” eifehey don’t speak the language. As
EM pastor Machen, who does not speak Korean, shatduilding a long-term
relationship with the KM was the key to overcomthg communication barrier for him.
Machen understood that his cultural self-awarem@ssmore important than being able
to speak the language as he shared the importdspeaking with respect, humility, and
face-saving in mind. The cultural self-awarenessss found to be helpful to the pastors
in a bicultural setting in responding appropriatelyhe structural barrier they faced on
regular basis.

Structural barrier was another cultural challertgd the leaders faced in the
bicultural team setting. When asked about doingo#iffe bicultural team ministry, EM
pastor Machen replied that the “key is understagpdorial structure. So, if there’s an
older person, naturally you show respect to thechdmierence to them in terms of
opinion and leadership. So when you're in a situathere there’s someone older than
you, obviously then you naturally first assumedaition of humility and submission
before that other person.” Machen added that th#esige it “to be sensitive to those
levels of society” and “always be careful to pléaeeself] where [one] belongs in the

setting.”
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Education pastor Clowney shared that structuraidranas caused frustration for
the EM pastors he has worked with. He explainedu‘¥hay be an EM pastor but if
you're younger, both the pastor and the elder$erkiM side are going to expect you to
listen to them because you're younger.” As a reBll pastors got “frustrated because
they’re not heard and they have to go along witatwhe KM decides to do.” EM pastors
believe that since “they’re a pastor, they shoddrbated like one.”

According to the EM interviewees, it was assumimg position of humility and
submission that helped them to have a good rekttiprwith the KM. Even
communication with the KM needs to be done with hityrand respect in mind as
Machen points out the importance of face-saving:

| would say that’s the key, but language also, eetplly being able to

speak in a way that puts the other person, if tieegfder than you, puts

them in a position of non-embarrassment. You haveetable to say

things in a way that gives them the choice or gihesn the option of

answering a certain way, or gives them an out, atovaover themselves.

So you don’t want to say things directly that wotddce them to say

something embarrassing or admit some sort of errdirectly say, “Oh,

you're right, I'm sorry.” That usually doesn’t hagp If it does, it's

extraordinary.

What Machen shared here can also be applied foréwous section on
overcoming the communication barrier. Having s@laeeness, especially cultural
intelligence, enabled the pastors in the bicultaedling to effectively navigate both
communication and structural barriers they faced oagular basis. In this research it
was found that three components of the leaderkasedreness need to be strengthen for

effective leadership in the bicultural team mirys{l) understanding our own strengths

and weaknesses, (2) understanding our relationghipsthers, and (3) understanding
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our particular ministry context> When the leaders are well aware of their own giien
and weaknesses and with that awareness buildarthips with their team members and
congregation members, the leaders will be havegi@ater understanding of their
ministry context and serve more effectively.

In particular it would be helpful if the leaders\gag in a bicultural setting would
take the time to learn more about the cultural @slcontext, power distance,
individualism/collectivism, and ambiguity. For expl®, this research found that the
challenge for many second-generation EM pastosedain low-context culture is
recognizing the non-verbal, spatial, and physioaiscof high-context Korean culture and
then responding appropriately.

The development and the accountability of the lesidelf-awareness should
ideally take place during the dialogue between Kid EM leadership. The dialogue can
start with discussions about the core values ag bihanch out into the implementation
of those core values. Through the discussion atheutore values, the leaders can also
talk about the various challenges and developegiied for overcoming them. The next
section will examine how the leaders’ self-awarengas also the key to overcoming
leadership challenges in bicultural setting.

LEADERSHIP CHALLENGES

The literature review and the interview findinggpart the idea that the

leadership challenges faced by the leaders domgtbral ministry can be appropriately

remedied with the two components, the developmetiteacountability of the leaders’

%3 ee, "Preparing for Asian American Church LeadigrshA Supplement to Growing Healthy
Asian American Churches," n.p.
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self awareness. In particular, pastors in the hical setting faced challenges of
managing people and conflict.

People management was one of the leadership chafiehat KM senior pastor
Piper faced in doing bicultural ministry. When bangregation objected to doing
bicultural activities in the church, Piper wouldeantionally instill in his members over
and over again that they are “one church” and ‘fangly.” When asked what was the
message he conveyed to his church, he said, $twse church and your discomfort will
not override [it]. In fact, if you are a memberafr church you need to embrace that and
to learn to work with that, not complain, but fititht as an encouragement.”

According to the literature review, “adaptive clkalje can only be addressed
through changes in people’s priorities, beliefgitsa and loyalties?®* Changing
people’s values can be very challenging becausethalues are “assumed, hidden,
subtle, and unspoken” due to the Korean Americamatts top-down, authoritarian,
hierarchical structur® EM pastor Machen expressed that sentiment whesdaathout
the Korean-American church’s core values:

| don’t think there was anything formal. | thinkdaeise there was a

general unity in theology and ministry goal gengraut it wasn’t

explicitly stated. We didn’t hammer out or talk aba vision for the

church or certain theological conviction about aerthings. But we were

on the same page in terms of our theology and tmynihilosophy. And

that was recognizable just because of where weugtad and by our own
relationship.

%4 Heifetz, Grashow, and Linsk¥he Practice of Adaptive Leadership: Tools and iEador
Changing Your Organization and the Wqrl®.

%% plyeddemanri,eading Across Cultures: Effective Ministry and $ilis in the Global Church
71; Oh, "Study on Appropriate Leadership Patterrtie Korean Church in Postmodern Era."
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It is “the leaders’ responsibility to discover asmmmunicate the values of their
churches” by moving values from the unconsciouigoconscious levéf® Education
pastor Clowney confirmed that his KM senior pagtatision for second generation did
not always translate into reality for the EM. H&ds& knew [KM senior pastor] was
mindful of [second generations] always, even thoaigtimes it didn’t seem like it
because sometimes it did seem like the KM camedird the EM had to just support it
so it could grow.” EM Pastor Calvin added that is éxperience, “[KM] session just
didn't have time to talk about our issues and additeem. They were so busy with their
KM issues and it was kind of stalling our ministmyarious ways.” As a result, “EM
members could get very discouraged if they're gjvamd serving. But the KM who’s
very detached from us has the final say on allehkgs and we did also feel like
become independent would spur our members even sodeserve and give.”

What is needed for effective bicultural ministryfas the KM pastors and EM
pastors to spend more time getting to know eacérahd develop relationships. And out
of that relationship foster a mutual respect ar@peoation to build an effective bicultural
ministry. This cooperation requires looking backavand forward at the same time as
Heifetz, Grashow, and Linsky explain:

To build a sustainable world in an era of profoeednomic and

environmental interdependence, each person, eactirgpeach

organization is challenged to sift through the wisdand know how of

their heritage, to take the best from their hig®rieave behind lessons

that no longer serve them, and innovate| ot change's sake, but for the

sake of conserving and preserving the values angbetence they find
most essential and preciotié.

266 Malphurs,Ministry Nuts and Bolts: What They Don't Teach Bestn Seminary?26.
%7 Heifetz, Grashow, and Linsk¥he Practice of Adaptive Leadership: Tools and iEador
Changing Your Organization and the Wqrld
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Yes, itis true that it starts with one self-awkzr@der to make a different in the
living systems. It would certainly be more effeetiv both KM and EM were both
equally engaged but that is usually not the case vital for first-generation and second-
generation pastors to work together as a team beacording to Heifetz, Grashow and
Linsky, “the answer cannot only come from on highe world needs distributed
leadership because the solutions to our collectinadlenges must come from many
places.? ® This research found that it was usually one siogle-handedly trying the
address the systems.

EM pastors have tried to manage their own congi@gyatfrustration by helping
them “understand where the Korean ministry is cgnfitom.” Calvin added that he
“also remind them also how much the KM still sugpes nonetheless. Whether it’s just
giving us the space that we need, the freedomongadupported us over so many years.
And so, | always make it a point to remind our aaggtion how much the KM is
supportive of us. And there have been times whenmatter what the congregation is
frustrated.” Machen added that he would remincdEiNscongregation, “This is the
context we’re in. This is what the KM desires.”

EM pastors like Machen did not only try to keep BEM'’s frustration in check by
reminding the EM members of the KM’s positive gties but also refused to add to the
frustration by being critical of the KM. Machen éained, “I think if | were to make my
criticism so loud and clear to my congregationolnd be attacking the unity of the
church, so | didn’t feel it was my place to causeaongregation to question the first

generation and become angry. So | just tried ta beffer as much as | could.” EM

%8 |bid., 3.
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pastor Kline gave another reason why he too “[tiedjive [the EM members] the
positive spin on [what’s going on in the churchjtsey don’t react against that and leave.
So they are more prone to do that because theywhmen exposed to it in previous
churches and they are very, very weary of it ary tho not like it.”

Kline also appealed to the unity of the church whis members had issues with
KM senior pastor’s dysfunctional leadership. Hels&iny theology tells me to protect
the community and peace of the church, even ifrifedns | peaceably withdraw. So
what that means is in the context of the difficultgo not speak behind the senior
pastor’s back, nor do | try to denigrate his autlyar paint him as someone that is bad,
but I try to encourage the church to pray for hmd & work with him and to continue to
suffer along with others, because of Christ.”

Conflict management was another challenge pashcesifin doing bicultural
ministry. Conflict management is closely relateghémple management and they do
overlap at times. The difference between peopleagament and conflict management is
timing. People management involves managing pespbgectations, frustrations, and
concerns before they become a more serious prabigncould lead to potential conflict
in the church. Conflict management on the othedhaas to do with managing the
situation after the conflict has occurred.

This research found that leaders’ self-awarenesgedlan important role in
conflict management. When he was asked how he wéhltonflicts in the church, Piper
replied, “If I could, if | knew those concerns bedfdhe meeting, then obviously | would
meet with whoever had the struggle, whether it Med¢ EM. And | will try to hear them

out and explain to them as best as | could whatwere not seeing, because usually the
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KM or the EM or anyone else, including myself, wvaa/@ our own perceptions, our own
perspective, and we don’t always see from the tiuky.”

Then Piper went on to explain how he dealt withdbeflict by addressing the
parties’ self-awareness. First, he would let bokh &d EM sides know that he
understood where each side was coming from thusdstmating his self-awareness in
the particular situation. Second, Piper would expla each side where the other side
was coming from thus increasing the self-awarenéhbss parties. Third, he would then
explain to the both sides the better way of intiangowith each other based on the better
self-awareness of the other party involved andptiréicular context.

In the situation above, Piper demonstrates th@rtapce of the leaders’ self-
awareness by understanding his and his leaderabddes and limitations and by using
that knowledge to resolve the tensions. That comecation would at times require
humility and willingness to hear the other partg éinen be willing to reason with them.
Sometimes the leader needs to make others awé#neiobwn actions in love and truth
by even explaining to them how their actions haerbharmful in the relation with the
other generation. This self-awareness did not conf®per overnight as he spent a lot of
time developing relationship with his leaders, vihpzovides the basis for having an
open line of communication with the other party. shared:

And so hopefully, | think, over the years, as wetgdknow each other

better, the leadership, and also as | got to kin@artdividual person of

each, | would have to spend a lot of time, obvipuséfore and after the

meeting, to soothe out the wrinkles that | sawhmmeeting or maybe

afterwards. And thankfully, for the most part in mynistry, they're very
receptive to my leading and so, and of coursegirkkmy members well

enough to know who will do what. And so | did a édtthe work, pre-
work, which obviously helped.
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The leadership challenges in the bicultural contexte remedied by the
leaders’ self-awareness. The leaders need to detlea self-awareness by
understanding themselves, understanding the pdogyenvere ministering to, and
understanding the particular context they wereisgrv

In most cases, the interviewees for this researgeneral have a good
working relationship with their counterparts. Tleason for the good working
relationship was that the leaders have invested iimo developing their
relationship with the fellow leaders and congregatnembers. Through these
relationships, effective leaders were able to beerself-aware and appropriately
handle the leadership challenges.

It was also seen that the leaders’ theological mbiovn about maintaining
the peace and unity of the church played a larlgeinchelping the leaders wisely
manage the conflict. The leaders’ awareness of toee values also assisted
them in dealing with the leadership challengesrmbéng the leaders to address
the situations without compromising their own idgnin the process.
THEOLOGICAL CHALLENGES

The literature review and the interview findinggpart the idea that the
theological challenges faced by the leaders doiagjtoral ministry can also be
appropriately remedied with the two components diielopment and accountability of
the leaders’ self awareness. The leaders’ self@vems played an important role in
helping leaders wisely apply the scriptures forgheicular situation especially when

they were also in tune with the emotional and caltaspects of the issues.
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Bicultural ministry is perplexing enough becauséhef cultural challenges. But
when those cultural challenges are combined wibdeship and theological challenges,
bicultural ministry’s difficulty is taken to the weleft. When asked about his experience
working in the bicultural context, EM pastor Kliaeswered:

Very difficult. | guess as | imagine if there were cultural aspects to my

context, maybe there still would have been stylidifficulty. Leadership

style differences and theological differences betw#he senior pastor and

the staff. But what's unique about my situatiothiat beyond the

theological and leadership style differences. Theae the cultural

difference that in many cases profoundly aggravttedheological

differences and the differences in style of ledders

If there were challenges that need to be in theffont of the doing
effective bicultural team ministry in the Korean Ancan church, it would be the
theological challenges. Unfortunately the theolabissues, which are very
important as articulated in the Biblical/TheologiEaamework section earlier in
chapter two, has largely been neglected becausereain American church’s
preoccupation with the cultural issues. Even thdéeship challenges cannot be
understood apart from the cultural challenges bee#he reality is that “our
model of leadership is often shaped more by cuthaa by Christ?*° This
section will cover two theological challenges wigtentified during the research:
the need for theological ministry and the needfieological training.

EM pastor Kline argued that there were aspeckooéan American church’s
organizational culture which are applied “unquestigly” that need to be addressed by

“taking their presuppositions through Scripturedh@& examples of those issues included

early morning prayer meetings and treatmentioflosanim(intern). But the bigger issue

29 gtott, Basic Christian Leadership: Biblical Models of Cbhr Gospel, and Ministryl13.
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according to Kline was pastors graduating fromRleéormed seminary doing cultural
ministry instead of biblical ministry. He shared:

| work with pastors that graduated from the senyithat | went to, and

they listened to the same professors and had the saams. But what

they would do and as they came out even beforeaweegnto the practice

of ministry they had a lack of understanding arskgmed that they didn’t

understand what reformed ministry is or reformelitypcs. What they

would do is say “Well, | learned all this theologlistuff, now I'm going

to do my ministry in a Korean way, a typical wagttKorean churches

have been run and the typical way that Korean pasiave preached and

taught.”

The issue here once again was the disconnect betmesving and doing as
mentioned in the core values section above indmégpter. One challenge in doing an
effective bicultural ministry in the Korean Americaontext was the development of the
future spiritual leaders. Many Korean pastors aloogt EM pastors only have
knowledge of the ministry model they have grownaugh, which was first-generation
ministry lead by first-generation KM pastors. Theicches are so set in their ways that it
is very difficult to break the culture and let adoreplace it with the more biblical one. As
a result, pastors were found focusing on adaptation

Another theological challenge in the bicultural ot is the need for theological
training of God’s people. The pastors need to takdead in changing the organizational
culture theologically. That organizational changarwt take place apart from the
theological training of God’s people. EM pastorridiexplains:

It starts with theology, which entails seeing therch as the universal

church that's composed of many different kinds ebgle, different

languages, different colors. So | teach them fBstondarily, | say, “Let’s

practice that.” So we tolerate and love an Afriéanerican woman that

comes to our church, a white man that comes telourch. And we

tolerate other sinners that are KM and EM as wealtl so the maturity

that | try to cultivate is all of the above: thegical and also in terms of
piety in faith and practice always. | think whaalig most important is the
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element of progress is Christo-centricity in alhths, not only in personal
or family life, but also in church life. Even thduthey are above us,
nothing but Christ has his hand in here, and thh&ghing I'm trying to
cultivate more and more.

When asked what made him persevere during the ypdug years of doing
bicultural ministry, he replies:

The continual reformation and continual revivattod second generation,

who are not as culturally oriented in terms of hguiheir cultural identity

as Korean. They have adapted some things fronbtitahey’re mostly

Americanized. And I'm teaching the Scriptures whilso saying, “honor

your father and your mother” which has a parablethie honorific society.

Where there are parallels, | try to say that, Isutnach as possible try to

shield the second generation and correctly traamths to what is biblical

in terms of studying the Word, in terms of churéticers, and seeing their

responsibility. Training them, hopefully they wié ordained elders and

deacons in the future so they will be a true chtinel is more welcoming

to all kinds of people rather than just one kinghebple.

What needed to be done for the continual reformadind continual
revival of the Korean American church was for thaders to start dialoguing
about these challenges. As for addressing theabgiallenges, this starts with
the leaders and their self-awareness before Gad.r&search did not focus on
the leaders’ self-awareness before God due tceesarch area limitation. As
there is a need for continual dialogue betweerkiieand EM leadership to bring
about effective bicultural ministry, there is aa@er need for the leader to have a
“dialogue” with God as the leaders wrestle togetigea team with cultural,
leadership, and theological issues.

RECOMMENDATIONS

Most efforts to address the crises faced by theopglscommunity are

built on the assumption that information alone picEs solutions to these

challenges. Consequently, a pastor may go to cemferafter conference,

filling notebooks with the latest information fratme most recent highly
successful leader. But without a clear perspedivéhe nature of the
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system he or she is a part of, the pastor retwneho the demands of
life and ministry unchanged?

All pastors interviewed for this study were not fian with systems theory and
its application for addressing the adaptive chgksnin the church. Most of their
seminary trainings primarily focused on exegetibablogy, systematic theology,
biblical theology, historical theology, and praalitheology, which left them with little
time to learn about pastoring within the complexp&onal, living systems of the church.
Because the seminaries are so focused on creasipgcalist in the Word, they have
defaulted in creating a pastor who can shepheftimihe complex systems. The
seminaries are creating technical experts whoaaght to provide a technical solution to
complex adaptive challenges in the church.

Unfortunately as quoted above, this pattern of ¢p&achnical experts continues
after the seminary as pastors attend one confeadtereanother without ever learning to
understand that church is living systems. Whaeeded is a learning community that
embraces “a continuous cycle of information, pagtand reflectiorf”* that would
equip the pastors to be better at shepherdingomigregation in the midst of the systems.

This learning community can be implemented in alleburch starting with the
pastoral staff team and then maybe even eventoidlych out to the lay leadéers.
Learning community at the presbytery level showddatbnsidered as a way of providing

ongoing training opportunities pastors servingtimeo churches. These groups would

279 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persana
Congregational Transformatigmnv.

" bid., 145.

%2 please see Appendix A for Grace and Truth Leagef@aining curriculum.
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serve a truth telling and grace giving communigttivould aid the leaders in
development and accountability of their self-awasn
DEVELOPMENT

According to Plueddemann, effective multicultueddership heavily rests on
learning “new skills and [being] willing discardree of the style that made them so
effective in monocultural leadership’® Acquiring new necessary leadership skills will
not be easy as Geert Hofstede points out thatriiegito become an effective leader is
like learning to play music: besides talent, it éewhs persistence and the opportunity to
practice. Effective monocultural leaders have ledrto play one instrument; they often
have proven themselves by a strong drive and qandkfirm opinions. Leading in a
multicultural and diverse environment is like plagyiseveral instruments. It partly calls
for different attitudes and skills, restraint inrspang judgment and the ability to recognize
that familiar tunes may have to be played diffdserithe very qualities that make
someone an effective monocultural leader may make@hhim less qualified for a
multicultural environment®*

Herrington, Creech, and Taylor define an effecleagler as “a person who has
the capacity to know and do the right thirig& They go on to explain that an effective
leader understands that he or she is “part ofiagiiuman system of engagement and
relationship” and is able to navigate the systeseliby “(1) learning tehink

differently about how people in a living systemeatfeach other, (2) learningabserve

273 plyeddemanri,eading Across Cultures: Effective Ministry and $ilis in the Global Church
11.

274 Connerley and Pedersdreadership in a Diverse and Multicultural EnvironmieDeveloping
Awareness, Knowledge, and Skills

27 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persana
Congregational Transformatigmnv.
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how anxiety holds chronic symptoms in place ang&geeople stuck in old roles, and (3)
learning tomanaggtheir] own anxiety.?’® This effective leadership starts with the
leader’s self-awareness, which can be nurturecstiredgthened by the leaders’ “intimate
relationship with God [which] is the center of gitgthat keeps [their] lives in balance
when the pressures of the system threaten to tihyn].” They note that a leader’s
transformational journey that starts with self-agvaass cannot be separated from
knowing God. John Calvin begins his Institute atisg that without knowledge of self
there is no knowledge of G4’

Helen Lee adds, “no future or potential Asian Aroani church leaders can afford
to ignore the importance of strong preparation teeb®ginning their ministry. Good
preparation entails strengthening four areas dfasehreness: (1) understanding our own
strengths and weaknesses, (2) understanding atioreship with God, (3) understanding
our relationships with others and (4) understandimgparticular ministry context”
These are the areas that leaders should focusvetogeng in themselves and their team.
ACCOUNTABILITY

According to Herrington, Creech, and Taylor, alevith continual development
of leader’s self-awareness, “intentionally fostgranlearning community is [another] key
element for a successful transformational jourrféYlh our leadership culture, “learning
has become synonymous with possessing informatigiving intellectual assent” which

is not “enough to produce behavioral change. Kngwfe correct answer is not the same

27% |bid.

277 Calvin, Institutes of Christian Religiqri.:35.

78| ee, "Preparing for Asian American Church LeadigrshA Supplement to Growing Healthy
Asian American Churches," n.p.

279 Herrington, Creech, and Tayldrhe Leader's Journey: Accepting the Call to Persana
Congregational Transformatigri50.
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as doing the right thing?® This “learning community that embraces the vakfegrace
giving and truth telling®®* is possible because “the Christian faith boldlgi an
counterculturally invites us to live with transpacg and authenticity in a community of
grace and truth (1 John 1:5-7; James 5:3&)Ih this learning community that embraces

“a continuous cycle of information, practice, aeflection’?®?

process, the leaders “learn
to effectively speak the truth in love (John 1:¥2-Ephesians 4:11-16§** And as a
result, “such a community is most likely to fostliange, allowing the leader the safety
to reflect on the nature and quality of his or leedership 2%

EM pastor Kline was helped by “personal and cledationship that [he had]
with other pastors in the education departmenthhatbeen very helpful in helping [him]
to stay and just continue to work.” In particulaaimaraderie, fellowship, friendship,
praying for one another” and his pastoral calliagdnenabled him to continue serving in
the bicultural setting. Interestingly, Kline shatédt that his calling may be to lead a
grace and truth community for the future EM pastors

My calling as a 1.5 bicultural pastor could meaat this what I'm

supposed to do. So that it could provide a contexthich next generation

of pastors could know and grow and be trained éetter than | was and

earlier than | was so that they could lead the gereration of churches

that are better and are more Christ-like and anenowing and more

Reformed and Presbyterian and truly look like #iatl of model church.

So in the sense of call, of made to who | am, arwharing that to this
call.

280 |pid., 145.
281 |pid.
282 |pid., 150.
283 |pid., 145.
284 pid., 150.
285 |hid.
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KM pastor Piper has also experienced that gracdrattdcommunity:

Whereas the two [EM pastors], we had an opportunigpend long hours

into the night, which was unusual. Normally thaesio't happen, but

because we did that, | was able to just listeraftamg time and hear their

pain, hear their struggles, hear their vision andtfation and

discouragements as well. It was from the 1.5 gdiomawho felt the

frustration with the second generation. | heardr tiestration towards us.

Some | felt were legit, others I'm sure | didn’tljuagree, but nonetheless,

the frustrations were real. And so | was tryindpéoopen to that and hear.

FURTHER STUDY

After a decade-long hiatus, by God’s gracious mtence | returned to complete
my post-graduate studies at Covenant Theologicalas my desire to develop further
my ministry skill especially in the area of revitation. | was fascinated and encouraged
by what | learned and saw when | served as a fzatemn consultant at a declining
eighty years old white Reformed church. Not only dsee the power of God and his
gospel in revitalizing the church, | also had atfltand opportunity to see application
some of the best works on revitalization in acfigh.

So with the consultant hat on, | wanted to exartineeintergenerational issues of
the Korean American church and see if what | ledufn@m revitalization could offer
anything for further discussions. When my dissantatvas initially proposed, | used core

values, emotional intelligence and cultural inggice for my three research areas. Core

values category was chosen because the value sigstdra most important single

286 Mark DeverNine Marks of a Healthy ChurcRev. and expanded ed. (Wheaton, IL: Crossway
Books, 2000); Philip D. Douglas#/hat is Your Church's Personality?: Discovering aeleloping the
Ministry Style of Your Churc{Phillipsburg, NJ: P&R Pub., 2008); Donald J. MadNand Esther L. Meek,
The Practices of a Healthy Church: Biblical Straegyfor Vibrant Church Life and Ministr§Phillipsburg,
NJ: P&R Publishing, 1999); Tom J. Nettl&gady for Reformation: Bringing Authentic Reform to
Southern Baptist Churchéblashville, TN: Broadman & Holman Publishers, 200%arry L. Reeder and
David SwavelyFrom Embers to a Flame: How God Can Revitalize Ycelurch Rev. and expanded ed.
(Phillipsburg, NJ: P & R Publishing, 2008).
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element of any corporate, congregational, or denafitnal culture.®” Emotional
intelligence and cultural intelligence were chobenause they were the more current
standards for leadership.

About half way into my research | realized thatusyng these three research areas
that | was looking at the intergenerational tensismith a technical lens instead of an
adaptive one. | was introduced to systems theorypgumy final Doctor of Ministry
cohort and it was then | came to realize that teethisolutions offered for revitalization
were inadequate. They did not address the realaexed problems that were taking
place in the church, the adaptive challenges. Raglihat it was too late to redo the
three research areas, | was able to find the adagtigles between core values,
emotional intelligence, and cultural intelligengeliming them up with Bowen Family
Systems Theory. The connection was found in thie toideader’s self-awareness
mentioned in literature on the research areas ystdras theory.

In retrospect, for future research | would recomchnding research areas from
literature on systems theory alone. This will hile researcher to see more fully the
important implication that systems theory has fiarassing the adaptive challenges in
the organization’s systems and the role the legulays By focusing on the systems, |
would also recommend that the research examinetheweaders’ family dynamics is
correlated to their leadership dynamics in the chuburing my research | saw a glimpse
of how having a good intergenerational relationsttipome correlated positively to

having a good intergenerational relationship arcmuNegative correlation between the

27 Malphurs,Values-Driven Leadership: Discovering and Develgpifour Core Values for
Ministry, 13.
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intergenerational relationship at home and churab also observed during the
interviews as well.

I would also recommend limiting the research sulsjéz one generation instead
of interviewing multiple generations. Having dohéstresearch with six pastors with five
different generational scales (1.2, 1.4, 1.5 (2)512.0), it was very difficult to not only
extract the necessary data but also to categdréeze s well. What was an effective
leadership practice for one generation was notsseeiy so for the other generation
because the starting point for cultural interactias different for each generation.
Focusing on one generation would also allow theaesher to gather more in depth data
and thus be able to make recommendations that @me specific and practical for that
particular generation. Since | myself identify mangh the second-generation EM
pastors, | should have written from that perspectivriting from the second-generation
perspective would have also allowed me to indiyeatidress the issue of researcher’s
bias as well.

Lastly, | recommend further in depth study to exaarthe understanding of the
leaders’ relationship with God. Helen Lee listedrfareas of self-awareness there were
important to the leaders’ development: “(1) undmrding our own strengths and
weaknesses, (2) understanding our relationship @tti, (3) understanding our
relationships with others and (4) understandingpauticular ministry context?® Due to
the research limitation based on the research dreas not able to explore the leaders’

relationship with God. There were some mentionsia@md’s shaping influence in

28| ee, "Preparing for Asian American Church LeadigrshA Supplement to Growing Healthy
Asian American Churches," n.p.
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molding a leader into a humble, patient shepheiteasuffered for Christ’'s sake in the

difficult bicultural situation during some of thetéerviews.



APPENDIX A

GRACE AND TRUTH LEADERSHIP TRAINING®

Although God would occasionally anoint the inexpaded leader (such
as kings David and Josiah), for many other sigaifipeople in the Bible,
preministry preparation was critical. God oftenditiee earlier life
experiences of leaders to season, test and teachfth the particular role
that lay ahead. For Moses, for example, one cfifioat of preparation
was accepting and embracing his cultural heritageder to lead the
Israelites. And although we do not have extensifemation on Jesus’
life before his public ministry, we do know that waited to begin his
ministry until after he had “[grown] in wisdom asthture, and in favor
with God and men” (Luke 2:52 NIV) and endured eimptation in the
desert. The strength Jesus gained from rejectitapSaemptations no
doubt helped prepare him for the most arduous ehmécwould eventually
make: accepting God’s will for him to die on thess. In this case the
preparation had vital and eternal consequences.

The same holds true for the Asian American menvemtien who seek to
follow Gods call into church leadership. The conssge for poor
preparation is not just a dysfunctional church rggamization. Ultimately
the souls of men and women in these household®dfaEe at stake. As a
result, no future or potential Asian American chiuleaders can afford to
ignore the importance of strong preparation beb@ginning their
ministry. Good preparation entails strengthening freas of self-
awareness: (1) understanding our own strengthsvea#inesses, (2)
understanding our relationship with God, (3) untéerding our
relationships with others and (4) understandingpauticular ministry
context?®°

Purpose of the Course

1. To understand the context of the Korean immigrantdorth America.

2. To understand the historical process of the foromatif Christianity (with
emphasis on the Presbyterians) in Korea and thadtiresfeatures distinct to the
Korean Christianity

289 park, "Ministry in the Korean-American ContextdrBe of the ideas for Korean American
ministry training were taken from the class syllslior PT 516 taught at Westminster Seminary Calitor
by Dr. S. Steve Park.

290 ee, "Preparing for Asian American Church LeadigrshA Supplement to Growing Healthy
Asian American Churches."
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3. To explore ministry models that emerged in the fieastdecades in the Korean-
American context and to evaluate them in the lagjtReformed ecclesiology and
a concern for contextualization.

4. To consider some prospect of the Korean-Americanigtnies in the 2% century
in the light of some key issues facing the Koreanefican church.

5. To help the leaders develop their own self-awarebgsquipping them with the
knowledge of family systems, emotional intelligenaed cultural intelligence.

Method of the Course

1. Classes will be conducted by lectures and discnossio
2. There will be ministry evaluation time to examing theology and practice.

3. Each student is expected to complete the requeadimg for each week and
come prepared for an effective class discussion.

4. Leadership Assessments: Myer-Briggs Type Indic&trengthsFinder, Spiritual
Gifts

Course Subjects/Readings

Korean-American Ministry

1. Korea in Its Historical/Cultural Context
a. Michael Breen: “Society and Values”
b. Won-bok Rhie: Korea Unmasked: In Search of the @guthe Society
and the People

2. Distinctives of Korean Christianity
a. S. Steve Park: “The Power of the Gospel in Koré&8211912)
b. Donald N. ClarkChristianity in Modern Korea
c. Kelly H. Chong: “Agony in Prosperity: Conversiondathe Negotiation of
Patriarchy Among South Korean Evangelical Women

3. Korean Experiences in America
a. Harry H. L. Kitano and Roger Daniels: “The Koreans”
b. Bruce Cumings: “America’s Koreans”
c. Helen Zia: “Lost and Found in L.A.
d. K. W. Lee: “Urban Impressionist”

4. Korean First-Generation Church Issues
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Tong Sun Lim: “Revitalizing America”

Kwang Chung Kim and Shin Kim: “The Ethnic Roleskafrean
Immigrant Churches in the United States”

Myungseon Oh: “Study on Appropriate Leadershipd?atfor the Korean
Church in Postmodern Era”

5. Multi-Generational Ministry Issues

a.
b.

C.
d.
e.

Sang Hyun Lee: “Second Generation Ministry: Modagldission”
Anthony W. Alumkal: “Being Korean, Being ChristiaRarticularism and
Universalism in a Second-Generation Congregation”

Peter Cha, Paul Kim and Dihan Lee: “Multigeneragiddouseholds”
Danny Kwon: “Working with Parents in an Asian Angam Church”
Brian Gomes: “Bridging Relational Gaps”

6. Developing Healthy Korean-American Church

a.

b.

Sharon Kim:A Faith of Our Own: Second Generation Spirituaiity
Korean American Churches

Peter Cha, S. Steve Kang and Helen IG®wing Healthy Asian
American Churches

7. Additional Reading on Korean-American Experience

a.
b.
c.

d.

Angelo N. AnchetaRace, Rights, and the Asian American Experience
D. J. ChuangAsian American Youth Ministry

D. J. Chuang: Conversatiomssian American Evangelical Theologies in
Formation

Elaine H. EcklandKorean-American Evangelicals: New Models for Civic
Life

Young Lee HertigCultural Tug of War: The Korean Immigrant Family
and Church in Transition

K. Connie KangHome was the Land of Morning Calm

Elaine H. Kim and Eui-Young Y(East to America: Korean American
Life Stories

Jung Ha KimBridge-Makers and Cross-Bearers: Korean-American
Women and the Church

Rebecca KimGod's New Whiz Kids?

Harry H. L. Kitano and Roger Danielasian Americans: Emerging
Minorities

Ho-Youn Kwon:Korean Americans and their Religions: Pilgrims and
Missionaries from a Different Shore

Inn Sook Lee and Timothy D. SoAsian Americans and Christian
Ministry

. Jung Young LeeMarginality: The Key to Multicultural Theology

Sang Hyun Lee and John V. Mookorean American Ministry
Fumitaka MatsuokaDut of Silence: Emerging Theme in Asian American
Churches
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p. Su Yon Pak and Unzu Lee, Jung Ha Kim and Myundhdi: Singing the
Lord’s Song in a New Land: Korean American Pradioé Faith

S. Steve Park: “Ministry in the Korean-American God”

Ronald TakakiStrangers From a Different Shore

Jean Yu-Wen Shen Wu and Min Sogian American Studies: A Reader
Helen Zia:Asian American Dreams

Jeanette Yep and Peter CRallowing Jesus without Dishonoring Your
Parents

c~or-o

L eader ship

1. Adaptive Leadership
a. Ronald A. Heifetz, Alexander Grashow and Martindky: The Practice
of Adaptive Leadership: Tools and Tactics for Chaggrour
Organization and the World
b. Ronald A. Heifetz and Martin Linsky:eadership on the Line: Staying
Alive Through the Dangers of Leading
c. James M. Kouzes and Barry Z. Posridre Leadership Challenge

2. Systems Theory
a. Jim Herrington, R. Robert Creech and Trisha Taylbe Leader’s
Journey: Accepting the Call to Personal and Congtemal
Transformation
b. Donella H. MeadowsThinking in Systems: A Primer

3. Core Values/Cultural Values

a. Edward T. Hall:Beyond Culture

b. Jim Plueddemanrteading Across Cultures: Effective Ministry and
Mission in the Global Church

c. Geert H. Hofstede, Gert Jan Hofstede and Michaakbiv: Cultures and
Organizations: Software of the Mind

d. Aubrey MalphursNuts and Bolts: What They Don’t Teach Pastors in
Seminary

e. Aubrey MalphursValues-Driven Leadership: Discovering and
Developing Your Core Values for Ministry

4. Emotional Intelligence
a. Daniel GolemanEmotional Intelligence
b. Daniel GolemanSocial Intelligence
c. Daniel Goleman, Richard E. Boyatzis and Annie McKe&@mnal
Leadership: Realizing the Power of Emotional Ingelhce

5. Cultural Intelligence
a. Soon Ang and Linn Van Dynélandbook of Cultural Intelligence
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Mary L. Connerly and Paul Pederséeadership in a Diverse and

Multicultural Environment: Development Awarenesspitledge, and

Skills

P. Christopher Earley, Soon Ang and Joo-Seng Tgnh:Developing

Cultural Intelligence at Work

Soong-Chan RahlvMany Colors: Cultural Intelligence for a Changing

Church

e. David Livermore: Cultural Intelligencémproving Your CQ to Engage
Our Multicultural World

f. David Livermore:Leading with Cultural Intelligence

o

o

6. Team Ministry
a. George Cladisteading the Team-Based Church
b. Patrick LencioniThe Five Dysfunctions of a Team
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