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Abstract

This qualitative research concerns current adapeaéership challenges
confronting the Chinese church in China today. “ptilee leadership challenges” are
defined as situations requiring experimentation amfdreseeable alterations from
numerous places within the organization or comnyunibrder to discover lasting
solutions. Without this learning process—involviitanging thinking patterns, values,
and behaviors—people will not solve problems neargs® thrive in an ever-changing
environment.

China has quickly become a major world power assalt of its immense
economic success and government initiatives whittesl in the late 1970’s. Its
economic success has made a profound impact amesls of the country. Unfortunately,
as Chinese communities have modernized, Chineseladsihave failed to keep the pace.
After decades of isolation, Chinese churches, éalbeamong the younger leaders,
sense the urgency of re-engaging with the sodietihis change process, pastors are the
first to feel the pain and struggle, from both ith&de and the outside. Pastors are aware
of the changing status quo, but they feel powerdessaimless in addressing the needs
and cultural shifts of the people. They struggldetermine exactly what they should
prioritize and how to do it.

The purpose of this research was to identify hown&de pastors respond to
adaptive leadership challenges, in the hope ofiggian in-depth understanding of the
Chinese church today regarding its struggles aedsi€l'heir responses to challenges

were also analyzed in light of the pastors’ perignemperaments using the Myers-



Briggs Type Indicatdt. Starting from these research findings, Chineseathleaders
can redesign the church’s future development aadieleship training.

In this study, six top Chinese pastors’ leadershigllenges were identified via
the qualitative research involved Chinese pasidre.key challenges they face include
conflicts between and with coworkers, tensions ketwchurch group traditions and
modern day society, difficulty maintaining healtpgstoral inner being, conflicts between
ministry and family, lack of outward focus for tleat Commission and church planting,
and full-time ministers’ limited salary. Most ofdbe Chinese pastors’ leadership
challenges are church/ministry related; the othezgpersonal and family related.

The analysis brought to light common responsekdahallenges between the
pastors, despite their various situations. The éirea they all have in common is
consistent suffering. Regardless of their perstaaliministry styles, church position
rankings, and church style; the pastors in theyssudfer in their church work and in
their personal lives. The second common charatteisstheir faithful servanthood to
church and the Lord.

In attempting to identify the adaptive leaderstplienges of Chinese pastors
and how they have responded to their challengesnrstries and daily lives, four
patterns emerged. First, the pastors did not tergply theology to their thinking about
the challenges. In addition, their struggles wittei-personal conflicts were continuous,
their personality profiles predicted their limitezsponses to the challenges, and church
planting efforts solved some church group traditballenges.

The results of the literature research show thatdhinese pastors’ challenges are

not unique. The causes of their challenges anddhemon obstacles can be analyzed and



better understood in light of recent American lealdig and ministry research, especially
in regard to personality temperament. The findingi® can help further pastors’ abilities
to name and to resolve their future leadership taaphallenges.

The results of this study provide Chinese semisaiel theological schools rich
information to inform curriculum design for spirgluformation and problem solving
skills. Teachers and training institutions will thiee able to work more effectively with
Chinese pastors and leaders in the future. Thedenis may also help other teachers,
trainers, churches, denominations, and seminasigsgrove their leadership training
subjects and strategies by accounting for contéstaalarities to those of the Chinese
pastors in this study. Recommendations for praetiegoroposed at the end. In particular,
a two-year, eight-semester pastor training plaeégemmended as a framework of future

Chinese pastors’ leadership training and developmen

Vi
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Chapter One: Introduction

Pastor Chen oversees a denomination in east Chiveaoversees many pastors,
and each of those pastors oversees several fa@lmmisters. Pastor Chen reflected upon
her work, “I have taken many theological coursethapast twenty or more years. But
nothing had happened.” Her theological training matshelped her with leadership
challenges.

Pastor Wang is a pastor in a Chinese house chuoeip ¢#15\)" in central China.
As a young generation pastor, his church groupgmized his outstanding work and
made him a core member of their top leadershiptoltethe researcher, “The number
one goal of my denomination is to find an effectivay to stop the bleeding.” The
“bleeding” refers to the church group’s shrinkimgngregation size and church numbers.
People, especially young people, have been ledusghurch group. The number of
church group churches declined from one thousaddaur hundred to one thousand by
the year 2011, whereas several years ago, mang&hi@hristians regarded Pastor
Wang's church group as a strong group. Anotherathgroup founder in central China
admires Pastor Wang's church group and calls at‘@deep and trunk is strong.” This
church group founder used a healthy tree as a imetap describe it. This church group

kept sending young people to a seminary in Begiren, one of the best house church

L HIFA in Chinese house church means a network of hduseltes under one top leaddg]EA” and the
denomination in the West have significant diffefidenominations in West are distinguished by thei
theological differences in conviction and practid@st the[4]F\ in China are not. They were developed
naturally under the political environment and gegdpy. The detail definition and the general strreetf a
typical #1BA can be found in the Definition of Terms at the ehthis chapter.



seminaries in China, over the past decade for ttesir pastor development. Nonetheless,
the church group today has difficulty reaching tmutinbelieving people in its community.
Evangelism was their strength in the past, butydday struggle with it. While the group
did not change during the past three decadesptsnunity changed dramatically. As a
result his group is in a panic mode and held esdiesetings, trying to find solutions for
its problems. Wang said that other groups, whickel@ose relationships with his group,
suffer from similar challenges.

Chinese house churches typically deal with suchieriges by offering endless,
classical theological training to church leaderd eoworkers. One pastor told the
researcher that he took a lot of theological cajraed he repeated some courses more
than once. Church leaders thought the theologiaadihg would solve their problems,
but the situation did not get better. Classic, ibgical courses alone cannot resolve these
church difficulties.

Due to the country’s unique political/cultural/gbus environment, pastors in
China face many adaptive leadership challengesz&oand Posner define “adaptive
challenges” as:

They require experiments, new discoveries, andsaajents from

numerous places in the organization or communitigh®\t learning new

ways- changing attitudes, values, and behavioeople cannot make the

adaptive leap necessary to thrive in a new enviemf...In order to

tackle adaptive challenge, people’s hearts and snieed to change, and

not just their preferences or routine behavfors.

Kouzes and Posner point out common leadershiperigak that Chinese churches face

today.

2 James M Kouzes and Barry Z. Posfidre Leadership Challend&an Francisco: John Wiley & Sons,
2007), 13.

3 Ibid., 60.



Chinese church groups run many Bible and theolbgiiaeing programs, called
“}iZ£ 9, or “theological schools*translated directly from the Chinese term. Chusche
established such training programs to train aneldgvtheir own church leaders and full
time ministers. These churches did not registar trening schools with the government
because the government prohibits such institutiarnside of the Three-Self Churgh.
There are eighteen legal seminaries and Bible $shlmughout Chind.The
government runs them through the Three-Self Chsyskem. Among the eighteen, one
is a national seminary, six are regional seminaeed the rest are provincial seminaries
and Bible schools. The great majority of Chinesesiians are members of the “Chinese

house churches.*Chinese house churches” are a religious movemiembregistered

* “Theological school” is theological training schi@d house church. Large church groups may havie the
own teachers and instructors. For small ones fhkitime teachers are not enough. They usuallyténv
guest teachers from outside to help them. Currioslin big church groups have similar courses as the
seminaries in the West. Library resources are sc&tudents spend significant time in reading Baalidy
besides theological courses.

®“The Three-Self Patriotic Movemerit([ % [®iz3)), colloquially = [ #74:, the Three-Self Church) or
TSPM is a Protestant church in the People's RepuobIChina. The three principles of self-governance
self-support (i.e., financial independence fronefgners) and self-propagation (i.e., indigenoussioisary
work) were first articulated by Henry Venn, Geneatretary of the Church Missionary Society from
1841-73, and Rufus Anderson, foreign secretarh®fAmerican Board of Commissioners for Foreign
Missions. In 1951 a Chinese Christian leader itatiahe Three-Self Patriotic Movement, which prosaot
a strategy of 'self-governance, self-support, atidpsopagation’ in order to remove foreign inflaes
from the Chinese churches and to assure the goestrimat the churches would be patriotic to thelpew
established People's Republic of China. "Three*$&H characteristically Chinese way of abbrewigti
"self-governance, self-support, self-propagatidmé& movement, in the eyes of critics, allowed the
government to infiltrate, subvert, and control moétorganized Christianity.”
(http://en.wikipedia.org/wiki/Three-Self_Patriotidlovement [accessed January 16, 2013]).

® http://www.chinaconnection.org/Seminary1.htm

"«According to state statistics, there are apprataty 23.5 million members of officially recognized
churches, while China Aid, a Christian non-profiganization based in the United States claimsttieate

are as many as 130 million practicing Christian€lrina when members of house churches are included.
(https://en.wikipedia.org/w/index.php?title=Chinause_church&oldid=593846125, citing Nicola
Davison, “Chinese Christianity will not be crushedlhe GuardiarMay 25, 2011,
http://www.theguardian.com/commentisfree/belief/R@iay/24/chinese-christianity-underground.)



assemblies of Christians in Chifitlouse churches do not send their students to the
Three-self (legal) seminaries and Bible schoolabse house church members regard
these legal training institutions as liberal andriimodox. Moreover, the eighteen legal
training schools cannot meet the needs of Chinésistiains. Chinese house churches,
therefore, need to strengthen and reform theirltiggzal schools to help students with
leadership challenges. For the purposes of theedition, the term “Chinese church”
refers to “Chinese house church.”

The Chinese church has developed in many diffestaigies since the Communist
revolution in 1949. In each stage, the church fatifdrent challenges and difficulties.
Soon after the Communist revolution, and with thme political and cultural
background, churches were a special group of pdopilg on the same land with
everyone else. The church and the general popuoltmed similar challenges, but in
addition to an ordinary citizen’s challenges, Cimiss’ lives were even more difficult.

The church leaders stood on the front lines, fasimgense adversity.

8 “Chinese house churche$' 8 5 iz # &) are a religious movement of unregistered assesoli
Christians in the China, which operate indepergaritthe government run Three-Self Patriotic
Movement (TSPM). They are also known as the "Unaengd" Church or the "Unofficial" Church. They
are called "house churches" because as they addfinilly registered organizations, they cannot
independently own property and hence they meetisate houses, often in secret for fear of arrest o
imprisonment. The Chinese house church movememtiolged after 1949 as a result of the Communist
government policy which requires the registratibaloreligious organizations. This registrationipg
requires churches to become part of the TSPM, wia involve interference in the church's internal
affairs either by government officials or by TSPH#aals, who are approved by the Communist Pafty o
China's United Front Work Department. During thdt@al Revolution of 1966-76 all Christian worship
was forced underground, even the official churakere closed, and the house church movement was
solidified as an ongoing phenomenon. Because hotusehes operate outside government regulations and
restrictions, their members and leaders are fratyubarassed by local government officials. This
persecution may take the form of a prison sentesmrcamore commonly, reeducation through labor. Since
the 1990s there have been cases of increasingabtfierance in various regions of house churches.
Protestant house churches are indigenous to mdiithima and are usually not under foreign control;
some groups welcome help from abroad as longdse not compromise their independence.”
(http://en.wikipedia.org/wiki/Chinese_house_chufatcessed on 1-16-2013])

° Rachel Sing-Kiat Ting and Terri Watson, “Is Suiifiey Good? An Explorative Study on the Religious
Persecution among Chinese Pastaietirnal of Psychology and Theolo8¥, no. 3 (2007): 203



The Chinese church shaped its pastoral leadershgdiiring this period of great
adversity. The famous Chinese economic reformestart the late 1970s and early 1980s
and has progressively developed since that time.lifdral Chinese translation of the
word “reform” is the “Reform and Opening Up°'The success of China’s economic
policies resulted in immense changes in Chinesetyo@s the Chinese term suggests,
Chinese churches started receiving informationregig from the outside world. With
this new knowledge, many Chinese Christians redlibat their belief systems and
church systems needed to change. Additionally, nmeny church leaders received
systematic theological training. Western teachadbsiastitutions offered much of this
training. During this time, God worked on his paat@ervants, in his time, through his
ways. These pastors testify to how God developeasts for his churches in the past
thirty years. God has worked unceasingly on hidavarission since the Fall, and he is
building his kingdom on earth, including China. Tdid is passing away, and the new is
coming. Pastors’ leadership adaptive challengesytditlinto God’s eternal plan, namely
his Great Commission. Ajith Fernando, a pastorao@bo Sri Lanka, rightly said, “The
New Testament is clear that those who work for &wll suffer because of their

works.™?!

2 The Reform and Opening Up is tBainese economic reforn(simplified Chineset #5717 literally
"Change, Reform, Open up) refers to the program of economic reforms cafl®dcialism with Chinese
characteristics" in the People's Republic of CHPRC) that was started in December 1978 by refasmis
within the Communist Party of China (CPC) led bynBeXiaoping.
(http://en.wikipedia.org/wiki/Chinese_economic_mfojaccessed April 17th, 2014]).

Ypjith Fernando, “To serve is to suffer: if the apesaul knew fatigue, anger, and anxiety in higistiy,
what makes us think we can avoid them in ouf3f¥istianity Todayb4, no. 8 (August 2010): 33.



Michael Wilson and Brad Hoffmann list seven foumnaias that govern long-term
ministry health*? Those seven foundations are intimacy, callingsstmanagement,
boundaries, re-creation, people skills, and leduleskills. Working for Christ leads to
many kinds of challenges. The Chinese church pa&ce challenges that are similar to
those faced in the rest of the world. The challecyees in part directly from the
Christian faith. Contemporary Chinese culture ahth€se church traditions add unique
elements to the challenges as well. In this stthiyyyesearcher investigated the adaptive
leadership challenges of pastors in China fromphbispective.

Problem and Purpose Statements

China has quickly become a major world power essalt of its immense
economic success and government initiatives. he@mic success has made a profound
impact in all areas of the country, including ads@snin living standards, infrastructure,
education (currently twenty four million collegaidents are enrolled in schobls
technology, science, art, literature, military, ustry, international affairs, and more.
Unfortunately, as Chinese communities have advar€eimhese churches have failed to
keep the pace. Churches, especially house churthes been operating behind closed
doors since the beginning, due to security concémmeigners often name these
churches the “underground churcftithe political environment contributed to this
isolation. After decades of isolation, Chinese chas, especially among the younger

leaders, sense the urgency of re-engaging witkvtrkel. In this changing process,

2 Michael Wilson and Brad HoffmanRreventing Ministry FailureA Shepherd Care Guide for Pastors,
Ministers and Other Caregivers (Downer Grove, ¥PIBooks, 2007), 25-31.

13 http://lwww.sundxs.com/baike/7566.html (accessedcMa24 2015).

14 Chinese churches do not call themselves “undengtehurch”. They call themselves “house church”.
This term “underground church” is known to the algsworld.



pastors are the first to feel the pain and struggben both the inside and the outside.
Pastors sense the changing status quo, but thieydeerless and aimless. They struggle
to determine exactly what they need to do and lulotit.

Pastors lead their churches and congregationg daitl they struggle with
leadership challenges all the time. Different pesstave different callings, gifts,
experiences, leadership responsibilities, and teampents, so their challenges and
struggles may not be exactly the same. Throughystgdheir leadership challenges, this
research can gain a basic understanding of theeS&ichurch today regarding its
struggles and needs. Starting from this understandhinese church leaders can
redesign the church'’s future development and tgini

The purpose of this research was to identify hown&de pastors respond to
adaptive leadership challenges.

Research Questions
In order to examine this concern, the following sftens were used to analyze the
interviews of twelve Chinese pastors:
1. What recent adaptive leadership challenges do Gaipastors face?
a. What types of challenges do the pastors encounter?
b. In what ways do the pastors’ temperaments contituthe challenges?
2. What strategies do pastors use to respond to addptidership challenges?
a. What factors contribute to the pastors’ choicestadtegies?
b. In what ways do pastors use adaptive challengeegies?

c. In what ways does temperament play a role in tiséopsi choice of strategies?



3. In what way and to what extent do the pastors purstlective work during the
challenges?
a. What are the reflective practices the pastorgdusiag the challenges to
analyze the effectiveness of their strategies?
b. How does temperament play a role in the refleqinozess?
Significance of the Study

This study sought to understand Chinese pastadelship development for the
future by analyzing their adaptive leadership @rajkes now and in the past. Chinese
churches are at a crossroads. China needs stiftegjj\e church leaders to make
disciples throughout China and beyond. The spirfaranation of future pastors requires
strong current leaders to be their mentors.

Unfortunately, many church leaders have distoriedis of Christian leadership.
For example, almost all pastors in China suffemfiasufficient financial support. A
pastor’s average salary is far below that of blakac workers. Many pastors live on a
salary equivalent to half of a dishwasher in a o#staurant. Most congregations believe
that they should pay their pastor very little satttine pastor will not be corrupted. In
addition, many pastors believe that in order tontaan their reputation, they should not
teach the discipline of tithing. Most pastors limgpoverty and only complain privately.
Many pastors feel like slaves, but they dare ngage the issue. Pastors refuse to change
the church culture because they do not want tlogigiegations to consider them greedy,
and they are afraid of losing church members dweiigsue of tithing. Also, lay leaders
often undermine pastoral leadership in the churceome Chinese churches, lay leaders

supervise their pastors.



Benefits of the Study

This study may help Chinese pastors to see thatdhallenges are not unique.
They will have a better idea how to resolve thetufe leadership adaptive challenges.
They will know what causes their challenges and tmwdentify the common obstacles
in problem solving. This study will help Chinesersearies and theological schools to
design a better curriculum for spiritual format@md problem solving skills.

This study will also help overseas teachers, trairghurches, denominations, and
seminaries - especially those from the United Stafaiwan, Singapore, Indonesia,
Malaysia, and Hong Kong - to prepare their trairsngjects and strategies. Teachers and
institutions will know how to work effectively witRhinese pastors and leaders in future
training opportunities and ministries. This studil help to train both current leaders and
the next generation of Chinese church pastorseamkls in contextualization.

Definition of Terms
Pastor: Very few full time ministers in China were ordaingtlough the process that is
used in the Western church. There is no such aidimaystem in most house churches in
China. “Pastors” are therefore defined as the meaplo performed pastoral
responsibilities like those in Western churches viathout receiving an official
ordination or diploma from any theological seminaryschool.
Church group: This refers to the Chinese house church grousety ‘4" in
Chinese!#E\” in Chinese is a general term meaning a “team argtdt refers to a
team of any organizatiohl4]” means “group.”fA” means “team” or “group.™ 4" and

“B\" together refers to a team or a group. In this mesethe term “church group” is used
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for the Chinese termi#1\.” During the past sixty years, many church grob@d been
formed naturally throughout China. They often stdifrom a few Christians meeting in a
house, led by one or more Christians. Through esf&srg, more and more churches were
established. Christians met in members’ housess& bburches were grouped into a
church network naturally for effective governingdashepherding. Christians called these
church networks#|F\.” The one who started the first church would usuadgome the

top leader of the church group. Chinese churchgg@nd the denominations in the West
have significant differences. Denominations in Wastdistinguished by their

theological differences, conviction, and practid&st the church groups in China were
developed naturally, under the political environmeecurity, and geography. The
theological differences between church groups arelntess marked in China than in the
denominations in the West. A church group has deager who leads the group with
significant authority and power. Very often, the teader is also the founding father of
the church group. Most of the founding fathersragar their retirement, and many have
passed their responsibilities to the next generatagure 1.1 briefly illustrates the

structure of a typical church group. The “pointtrianslated literally from the Chinese

term “&.” It is an individual church which functions in aawthat is similar to its

counterpart in the West. It is the place for wopsdimd fellowship. The next lever is
called “tract.” The “tract” is translated literalfyom the Chinese term~".” Commonly,
the tract is the assembly of points in one area. point, there may not be preacher to
preach the word. The leaders of a tract normallyogihe points to preach on Sunday, to
lead the Holy Communion, and to perform overse&sponsibilities. A point has its

coworkers for daily pastoral work. Several tracesevgrouped into a “big tract.” The



11

“big tract” is translated literally from the Chireeterm “X Jv.” For a small church group,
there are usually three layers as illustrated gufé 1.1. A small church group may not
have the layer of the “big tract.” A bigger chuigtoup could have more layers. The
commanders of each level have more power and atyttioan the layer leaders of
Western denominations. In general, there are neonale pastors at the point level than

male pastors. There are more male leaders in thedut level. The top leader of a

Top
leader

big tract big tract big tract big tract big tract

church group is usually a male.

tract tract tract tract tract

point point point point point

Figure 1.1 A typical church group structure.
Church: The term in this research mainly refers to arepehdent house church, usually
a newly emerged church in a big city, or a chureloihging to the house church group.
Most churches meet in residential subdivisionsyMew urban churches use commercial
buildings for meetings. Three-Self churches oftamehlarge congregations (several
hundreds or thousands), but the total number o#d43elf churches in a city is few

compared to the house churches.
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Coworker: In most of the Chinese churches, there are noevff named “elder” or
“deacon.” Elders and deacons are all called “coers’kas a general term. Pastors are
often called “pastor” or “coworker in charge.”

Seminary and Theological SchoolThe structure of a Three-Self legal seminary is
similar to that of a western seminary. The housedhseminaries are often smaller.
There are many house church theological schooks.ekact numbers are unknown
because they operate under the highest securityure=a The researcher estimates that
there are several hundred or more across China.

Inner being: The “inner being” in this study is defined as “theepest aspects of human
nature, known completely by God, to be contrastild the outward appearance or
public image of a persort™In this study, “personal maturity” is a synonym fmner

being”.

'3 https://www.biblegateway.com/resources/dictionafpible-themes/5024-inner-being (accessed June
13, 2015).



Chapter Two: Literature Review

The purpose of this research was to identify hown&de pastors respond to
adaptive leadership challenges. The researcherie@drhow the pastors’ adaptive
leadership challenges relate to their family, spatl, and leadership responsibilities. Four
major areas were reviewed. First, this researcmaead the adaptive leadership
challenges of biblical leaders and how God useddluhallenges to develop his biblical
servants. The other three areas are leadershipaaddhip, leadership of the modern day
challenges, and leadership and antagonism.

Biblical Review of Leadership

Biblical Leadership and Vision

A church pastor or overseer needs to manage thefchuan orderly way. Paul
taught Timothy about the quality of a church overséHe must manage his own
household well, with all dignity keeping his chigalr submissive, for if someone does not
know how to manage his own household, how will aiedor God's church?
According to this passage, God expects pastorattage the church as well as they
manage their household. Peter also addresses gdastmmagement skills when he says,
“Shepherd the flock of God that is among you, eisarg oversight, not under
compulsion, but willingly, as God would have yowot for shameful gain, but eagerly;

not domineering over those in your charge, butdpexamples to the flock:” For

61 Timothy 3:4-5.

171 Peter 5:2-3.
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pastors to manage a church well, they must embaayfi@ss heart, rule without abusing
power, and live as role models in their congregetidhe Apostle Paul also emphasizes
the importance of being good role models in chufithwas not because we do not have
that right, but to give you in ourselves an exantplenitate.™®

Jesus gives pastors his vision for leading chaatgregations; pastors do not
have the liberty to create their own vision. Jesusamands his disciples, “Go therefore
and make disciples of all nations, baptizing tharthe name of the Father and of the Son
and of the Holy Spirit, teaching them to obsenrveralt | have commanded you. And
behold, | am with you always, to the end of the.’Agén this passage, Jesus clearly
outlines the responsibility of a Christian: Jedlistiples are the ones who make other
disciples of Jesus. This is especially true forrchdeaders, such as pastors. Pastors lead
their congregations through Jesus’ authority astwui Jesus is the church’s true leader.
Pastors must lead by submitting to the sovereighfesus.
Great Commission

The Great Commission of Jesus is God’s mandateméssages of the Great
Commission can be found throughout the Old Testaieet New Testament. In one of
the most familiar passages that explains Matthed&80, Jesus said:

And this gospel of the kingdom will be proclaimédadughout the whole

world as a testimony to all nations, and then tietwill come... Then will

appear in heaven the sign of the Son of Man, agul &l the tribes of the

earth will mourn, and they will see the Son of Maming on the clouds

of heaven with power and great glory. And he welhd out his angels

with a loud trumpet call, and they will gather bigct from the four winds,
from one end of heaven to the othA?r.

182 Thessalonians 3:9.
19 Matthew 28:19-20.

20 Matthew 24:14, 30-31.
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Matthew 28:18-20 concludes Jesus’ teaching in tdoklof Matthew. Throughout
the book, Matthew expounds upon the Great Comnmistbemes. Before Jesus was
born, Matthew states how his given name, “Jesusdma that he will save his people
from their sins. Then the Gentile wise men fromehst came to Jerusalem to worship
Jesus?! By including this story, Matthew gives a very sinpamessage that Jesus’ people
include Gentiles. Gentile first welcome the Messaoming to this world. Jesus’ birth
fulfilled God’s promises in the Old Testament. Jesammanded his disciples, “and you
will be dragged before governors and kings for @ales to bear witness before them and
the Gentiles® Jesus told of his return, when all nations wiirst before him, and he
will identify and keep his own people from everyiaa, “When the Son of Man comes
in his glory, and all the angels with him, thenw# sit on his glorious throne. Before
him will be gathered all the nations, and he welbarate people one from another as a
shepherd separates the sheep from the gtats.”

Jesus’ teachings reveal how the gospel will spteadl nations before Jesus’
return. This Great Commission messages are revegpeatedly in Matthew and in all
the rest sixty-five books of the Bible. Isaiah said

Behold my servant, whom | uphold, my chosen, in mvhray soul delights;

| have put my Spirit upon him; he will bring forjilsstice to the nations.

He will not cry aloud or lift up his voice, or makeheard in the street; a

bruised reed he will not break, and a faintly bogwvick he will not

guench; he will faithfully bring forth justice. Heill not grow faint or be

discouraged till he has established justice inednmth; and the coastlands
wait for his law?*

2 Matthew 2:1-12.
22 Matthew 10:18.
2 Matthew 25:31-32.

2 |saiah 42:1-4.
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In the New Testament, Matthew quoted Isaiah asvia]

Behold, my servant whom | have chosen, my belovida whom my soul
is well pleased. | will put my Spirit upon him, ahd will proclaim justice
to the Gentiles. He will not quarrel or cry alondy will anyone hear his
voice in the streets; a bruised reed he will nebkr and a smoldering
wick he will not quench, until he brings justiceviatory; and in his name
the Gentiles will hopé&

The Old Testament and the New Testament are cahemdrin unity. Genesis
first revealed the Great Commission. God proclaiteeSatan how the final victory will
be won by the Messiah, “and between your offspaing her offspring; he shall bruise
your head, and you shall bruise his hé€ligaiah also proclaimed the image of final
victory:

It shall come to pass in the latter days that tbemtain of the house of the

LORD shall be established as the highest of thentamus, and shall be

lifted up above the hills; and all the nations kfalv to it, and many

peoples shall come, and say: "Come, let us go tipetsnountain of the

LORD, to the house of the God of Jacob, that he t@agh us his ways

and that we may walk in his paths." For out of Zstvall go the law, and

the word of the LORD from Jerusalem. He shall judgaveen the nations,

and shall decide disputes for many peoples; andghall beat their

swords into plowshares, and their spears into pguhooks; nation shall

not lift up sword against nation, neither shallythearn war anymor€’

The Great Commission prominence throughout saepghows that it is the
central theme of the Bible. Jesus will save higgpeé&rom sin. How this could happen?
The answer is the Great Commission, to be carugdy Jesus’ people, the church of

God.

% Matthew 12:18-21.
% Genesis 3:15.

2" |saiah 2:2-4.
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Fulfillment of the Great Commission comes at aqrin Matthew 10, Jesus
warns: “Behold, | am sending you out as sheepemtidst of wolves® He elaborates:

Do not think that | have come to bring peace togheh. | have not come

to bring peace, but a sword. For | have come ta sean against his father,

and a daughter against her mother, and a daughtawiagainst her

mother-in-law. And a person's enemies will be thafseis own household.

Whoever loves father or mother more than me isnarthy of me, and

whoever loves son or daughter more than me is oatwy of me. And

whoever does not take his cross and follow me isvoothy of me.

Whoever finds his life will lose it, and whoeves&s his life for my sake

will find it. *°

The Bible, especially in the New Testament, waeaglers about the cost of
following Jesus. Jesus said: “a person’s enemigoeithose of his own household.” The
hindrance and opposition often come from family ahdrch.
Financial Support for God’s Servants

When Jesus was working on his earthly ministryyn@n who followed and
believed in Jesus supported him and his discipdesl Joanna, the wife of Chuza,
Herod's household manager, and Susanna, and miaersptvho provided for them out
of their means® The Apostle Paul taught the Galatians to providetie needs of
God's servants, from whom they received teachingpfie who is taught the word must
share all good things with the one who teactésn’the Old Testament, God set the
Levites’ salary, which was more than the averagenme of the other eleven tribes:

To the Levites | have given every tithe in Israel &n inheritance, in

return for their service that they do, their segviic the tent of meeting, so
that the people of Israel do not come near thedenteeting, lest they

28 Matthew 10:16.
2 Matthew 10:34-39.
30 | uke 8:3.

31 Galatians 6:6.
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bear sin and die. But the Levites shall do theiserof the tent of meeting,

and they shall bear their iniquity. It shall beeagetual statute throughout

your generations, and among the people of Isragl shall have no

inheritance. For the tithe of the people of Isradlich they present as a

contribution to the LORD, | have given to the Legitfor an inheritance.

Therefore | have said of them that they shall havénheritance among

the people of Israéf.

The Levites received a tithe from the other eleides. This implies that the
Levites’ income was more than any other individuidle. This echoes Paul’s teaching in
Galatians.

Leadership Challenge

Jesus faced enormous leadership challenges. ®atgteid Jesus before he
launched his earthly mission, and the triune Goehitionally guided this adaptive
challenge. The scripture says that Jesus was fidziyuhe Spirit.>* Satan tempted Jesus
by using his physical needs, his rights as the@d@®od, and the glory of his earthly
kingdom. Jesus responded to Satan by speaking @middsand by giving glory to God.
In this leadership challenge, Jesus applied higchiktheological principles. Jesus faced
another adaptive challenge when Judas betrayedHoors before his crucifixion, Jesus
responded to the Father in agony: “My Father,ig tannot pass unless | drink it, your
will be done.®* This is how Jesus’ leadership works. He said, “évham lifted up from
the earth, will draw all men to myseff”The Messiah’s hardship and leadership are clear.

Isaiah prophesied regarding the coming Messiah,WHg despised and rejected by men,

a man of sorrows, and familiar with suffering. Likee from whom men hide their faces

32 Numbers 18:21-24.
33 Matthew 4:1.
34 Matthew 26:42.

35 John 12:32.



19

he was despised, and we esteemed him¥isaiah continued: “Yet it was the LORD's
will to crush him and cause him to suffer, and giftothe LORD makes his life a guilt
offering, he will see his offspring and prolong bmys, and the will of the LORD will
prosper in his hand. After the suffering of hisisbie will see the light of lifeand be
satisfied.®” Jesus taught his disciples that they would beguerted, but they should
stand firm to be saveli.Jesus told his followers that hardship is pafotéwing him.
When Jesus chose to go to Jerusalem for his lastgy, he disclosed his mission to
them. He told them that he “...must go to Jerusalachsaffer many things at the hands
of the elders, chief priests and teachers of tive dmd that he must be killed and on the
third day be raised to life® His disciples tried to stop him, but Jesus tbieht they
would follow his example. He said, “If anyone wowldime after me, he must deny
himself and take up his cross and follow me. Fooever wants to save his life will lose
it, but whoever loses his life for me will find"it° Jesus prepared his disciples to share
his destiny. Disciples will endure tribulation asuffering for the gospel and the kingdom
of God. Jesus’ disciples, James and John, asked Fe¢key might sit at his right and left
hands. Jesus told them, “You don’t know what yauasking...Can you drink the cup |
drink or be baptized with the baptism | am baptiméth?™** Jesus was actually asking

them whether they could bear the same sufferinghthavould experience. When they

% |saiah 53:3.

%" |saiah 53:10-11.

% Matthew 10:16-22.
% Matthew 16:21.

0 Matthew 16:24-25.

41 Mark 10:38.
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expressed their willingness, Jesus told them, “Wadludrink the cup | drink and be
baptized with the baptism | am baptized with...whaavants to become great among
you must be your servant, amtioever wants to be first must be slave of all. &a@n the
Son of Man did not come to be served, but to seand,to give his life as a ransom for
many.”? Sharing someone’s cup means to share theirlfageldition, a cup of wine is a
common metaphor for the wrath of God’s judgment Trhage of baptism is parallel to
that of the cup. Mark 10 indicates that Jesus’igiss would participate in his
sufferings?® Hardship is inevitable for anyone who would folldesus. Jesus warned his
disciples, “I have chosen you out of the world. flisavhy the world hates yod*
Suffering for the faith reflects a Christian’s idiyn

There are many faithful leaders and servants of i@dlde Old Testament. The
author of Hebrews named more than a dozen faithéividuals, from Abel to Samuel,
who endured hardship and suffering in order thay th...through commended through
their faith, did not receive what was promised¢siGod had provided something better
for us, that apart from us they should not be netéect.**Behind the hardship, there is
a spiritual battle. Jesus told Peter, “Simon, Sin®atan has asked to sift you as wheat.
But | have prayed for you, Simon, that your faitaymot fail. And when you have turned
back, strengthen your broth&f§ This conversation happened right before Peteredeni

Jesus three times. This denial event is one detidership challenges in Peter’s life.

42 Mark 10:38-45.

“3William L Lane, The Gospel of MarkNew International Commentary on the New Testar(@nand
Rapids, MI: William B Eerdmans, 1974), 379-381.

44 John 15:19.
45 Hebrew 11:39-40.

48| uke 22:31-32.
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Jesus set his eye on Peter’s future ministry &s\vast leader. Jesus nurtured Peter as a
leader for his kingdom’s expansion. Experiencingibhip is part of the Christian life. It
is no wonder that after years of ministry Peted sdbear friends, do not be surprised at
the painful trial you are suffering, as though stnrey strange were happening to you.
But rejoice that you participate in the sufferire<Christ, so that you may be overjoyed
when his glory is revealed"The Apostle Paul also faced many leadership chgdien
Throughout Paul’'s ministry, he encountered muclosjtipn to the gospel. In his early
ministry, the first stop of Paul’s first journey svAntioch in Pisidia. People in that city
gathered eagerly to listen to Paul. However, thesJgere jealous and talked abusively
against Paul, eventually expelling him from thafioa.”® Paul then travelled to Iconium,
where many Jews and Greeks came to the Lord. Butléws, Gentiles, and community
leaders mistreated Paul and stoned him. Paul ancbHeagues escaped to Lystra and
Derby. The Jews followed him from Antioch, stirripgople to stone Paul again. Soon
after, Paul was near death. He regained his streargt moved on to Derby, eventually
returning to Lystra, Iconium, and Antioch to strdren the disciples and encourage them
to remain true to the faith. Paul exhorted themg“fMust go through many hardships to
enter the kingdom of God® During his first missionary journey, Paul reveatled
relationship of leadership and hardship. Hardshig mecessity for anyone who wants to
enter the kingdom of God. Thirty years later, Rearthmanded Timothy:

You, however, know all about my teaching, my wayifef my purpose,

faith, patience, love, endurance, persecution$sesnfjs—what kinds of
things happened to me in Antioch, Iconium and Llajstine persecutions |

471 Peter 4:12-13.
48 Acts 13:45-50.

49 Acts 14:22.
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endured. Yet the Lord rescued me from all of thenfiact, everyone who
wants to live a godly life in Christ Jesus will persecuted,...But as for
you, continue in what you have learned and haverbheconvinced of,

because you know those from whom you learna it.

Paul’s personal hardship in Antioch, Iconium, &ydtra deeply shaped his
leadership and character. Paul told Timothy ab@upérsonal experience of hardship
thirty years later and reminded Timothy of thelrabout leadership and servanthood.
Servanthood challenges

Jesus taught his disciples, James and John, thaingeleaders must first be
servants® Servants and slaves held low social status insJéste. In this story, the
disciples requested a seat by Jesus in his futarg. gesus taught James and John that
whoever wants to be first must be the slave ofJalhn C. Hutchison is professor of Bible
Exposition at Talbot School of Theolog¥Hutchison points out that Jesus’ teaching
violated foundational Jewish and Greco-Roman caltwalues>® Therefore, becoming an
effective leader required transformation of one&swof leadership and authority. As the
perfect example, Jesus lived an earthly life to alestrate to his disciples the true
meaning of leadership. Jesus, the king of Israelnsmost of his time with the poor, the
sick, and others with low social status. He idésdifwith them, spent time with them,
and served them.

People with a high social status, such as the &esiand the teachers of the law,

criticized Jesus for this. When Jesus washed gwplies’ feet, Peter rejected Jesus’

0 2Timothy 3:10-14.
1 Mark 10:35-45; Matthew 20:20-28; Luke 22:35-45.

52 John C. Hutchison, “Servanthood: Jesus' CounteraliCall to Christian LeadersBibliotheca Sacra
166, no. 661 (January-March 2009): 53.

3 bid., 54.
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4 peter believed that leaders

service. Peter said to Jesus, “You shall never wagsfeet.
do not wash feet, but Jesus taught Peter the afigbrvanthood, “If | do not wash you,
you have no share with mé>"Jesus modeled servant leadership for Peter aedsaih
follow. Hutchison explains, “Jesus then revealeat #ven His position of leadership and
authority was established through His servanthd®#ititchison summarizes three
principles from Mark 16! First, spiritual authority and leadership comeyahfough the
path of suffering and sacrificé. Second, God the Father sovereignly grants spiritua
authority and leadershi8.Third, spiritual authority and leadership are destmated
through servanthood, selflessness, and sacrifioetfiers:® Jesus warned his disciples
against learning leadership skills from the Genébeders. He cautioned, “You know that
those who are regarded as rulers of the Gentitedstlover them, and their high officials
exercise authority over them. Not so with ylJesus’ warning is still applicable in

today’s world. Hutchison asserts, “Many governnieatlers aspire to positions of

privilege, power, and authority because these ezeped measurements of importance.

4 John 13:8.

%5 John C. Hutchison, “Servanthood: Jesus' CounteraliCall to Christian LeadersBibliotheca Sacra
166, no. 661 (January-March 2009): 54.

*% |bid., 67.

>’ |bid., 62-63.

°% John 13:8.

%9 Mark 10:40.

%0 Mark 10:41-45.

51 Mark 10:42.
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Jesus, however, introduced a completely differeartdard.®? Jesus taught on servant
leadership throughout the four gospels. Hutchismtludes:

Most models of leadership in secular settings revitlaose who are self-

promoting and ‘climbers’ on the ladder of succes®y. contrast Jesus is

the greater example of servanth@odi of powerful leadership.

Servanthood does not avoid leadership. And muehfirkt-century slaves,

true servant leaders give up their rights for éieesof other§?
Interpersonal Skills

A Christian leader should develop good interpeasskills. The scripture is full
of teaching in this regard. Jesus says, “Salt &lgbut if the salt has lost its saltiness,
how will you make it salty again? Have salt in yselves, and be at peace with one
another.®* Jesus also taught, “Blessed are the peacemagethgef/ shall be called sons
of God.”™ Seeking to live in peace with others and makiracpeamong conflicted
people indicates a biblical interpersonal skilgehuine leadership.

Leadership and Hardship

Modern Day Hardship and Faith

Ajith Fernando is the national director of Youtt Christ in Sri Lank&®

According to Fernando, the modern church often sieardship or suffering through the

lens of human rights, not as an essential partwois@an discipleshif’ He rightly said,

62 John C. Hutchison, “Servanthood: Jesus' CounteraliCall to Christian LeadersBibliotheca Sacra
166, no. 661 (January-March 2009): 65.

5 bid., 69.
64 Mark 9:50.
% Matthew 5:9.

% pjith Fernando, “To serve is to suffer: if the ale Paul knew fatigue, anger, and anxiety in his
ministry, what makes us think we can avoid theraurs?”Christianity Todays4, no. 8 (August 2010): 33.

57 bid., 31.
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“Doing God'’s will include the cross. The cross mhbstan essential element in our
definition of vocational fulfilmenf® The contemporary emphasis on efficiency and
measurable results makes frustration even hardsrgore.*

In his writing, Fernando explains the core iss\W&héther you live in the East or
West, you will suffer pain if you are committedgeople. This is suffering that can be
avoided. We can avoid the pain by stopping theicglahip....[T]he church must train
Christian leaders to expect pain and hardsHpie cautions against the modern church’s
measure of ministry success without counting sinféef" Fernando concludes, “In fact,
suffering is often the cause for jo{?”

To answer the question, “Does hardship play airoleadership development?”
Sylvia GonzaleZ, associate professor of Leadership and Educatémidistration at
Andrews University in Berrien Springs, Michiganyegs biblical insight. Gonzales argues
that hardship changes an individual's lifesShe defines “critical events” in this way:

“These events are transformative experiences thradgch these individuals come to a

% |bid., 32.
% |bid.
lbid., 33.
™ bid.
2 |bid.

3 Sylvia Gonzalez, “Hardship and Leadership: Is €eConnection?Journal of Applied Christian
Leadership4, no. 2 (Fall 2010): 53.

bid., 53.
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new sense of identity, especially after deep sdléction that forces leaders to question
who they are and what really matters to thém.”

W. G. Bennis and R. G. Thomas studied forty topdes in business and in the
public sector. Their findings surprised them. laitharticle, “Crucibles of Leadership,”
published in the Harvard Business Review, theyntepdahat the men and women they
interviewed mentioned hardship more than any difeeexperience as being crucial for
their development as leadéfs.

Gonzalez presents four lessons that result fromshgr as studied by Velsor and
McCauley’’ They include self-knowledge, sensitivity and cosgian, limits of control,
and flexibility. Regarding self-knowledge, she aips, “[Blecause hardship experiences
are not intentional, they act as a ‘wake-up calldok inwards and decide what is
important for one’s life.”® She goes on to say that sensitivity and compagsignake
leaders more aware of what others are going throafghe fears and hopes of othef3.”
According to Gonzalez, leaders discover the limaftsontrol through hardship “...against

the idea that leaders can have unlimited contrairofimstances® Lastly, she defines

> W.G. Bennis and R. G. Thomas, “Crucibles of Leabligr,” Harvard Business Revie8d, no. 9 (2002):
39-46, quoted in Sylvia Gonzalez, “Hardship andderahip: Is There a Connection®urnal of
Applied Christian Leadership, no. 2 (Fall 2010): 53.

®bid., 53.

" Cynthia D. McCauley and Ellen Van Velsor, edtandbook of Leadership Developme?if ed. (San
Francisco, CA: Jossey-Bass and The Center for @echéadership: 2004), 1-22, quoted in Sylvia
Gonzalez, “Hardship and Leadership: Is There a €ction?”Journal of Applied Christian Leadership
4, no. 2 (Fall 2010): 54.

"8 Sylvia Gonzalez, “Hardship and Leadership: Is E@Connection?Journal of Applied Christian
Leadership4, no. 2 (Fall 2010): 54.

®bid.
80 |pid.
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flexibility as “an intentional effort on the part leaders to strike a balance between tasks
and people and to understand that one practicesrteam-exist with the othef™

Gonzalez points to resilience as the reason whyshgr can make a significant
impact on a person’s leadership. She defines easi as “the ability to bounce back
from adversity or hardshig®and this bouncing back consists of the leaderilityatp
learn and develop their life purpose and meanimgilRnt people see things as they are
and deal with reality in a constructive wiResilience is not a one-time performance; it
is recursive. Gonzalez proposes five essential @ésifor resilience, including faith,
purpose and meaning, cognitive strategies, impatiois, and social suppdit.She
concludes with the connection between hardshipeadership:

Christian leaders believe that their effectiversass success as leaders is

due to the way they have processed and faced tdstHigs in their lives.

The experience of bouncing back from adversity @rsls imbues their

lives with a heightened sense of purpose and mgaihey have learned

to make realistic use of the resources they haharad. But above all,

they consider their faith in God the indispensatdmponent in their

ability to bounce back when hardship hits them withforce 2°

Pastors face great challenges in modern day. Rastarld like to

survive and thrive in their ministries. Bob Bufhsrasha D. Chapmé&h and

& |bid.
8 bid., 55.
& bid.
8 bid., 61.
% |bid.

8 Bob Burns is senior associate pastor and heathfbfas Central Presbyterian Church in St. Louid an
adjunct professor of educational ministries at Gawe Theological Seminary.

8" Tasha D. Chapman is dean of academic serviceadjndct professor of educational ministries at
Covenant Theological Seminary.
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Donald G. Guthri®® conducted a study to find answers for pastorsimonell
for a long haul. They both have served in churcleaders for decades and
train people for vocational ministry leadershiptheir seven-year studying of
participating pastors they discover that therefiaeeprimary themes for
leadership resilience in fruitful ministfy

1. Spiritual formation

2. Self-care

3. Emotional and cultural intelligence

4. Marriage and family

5. Leadership and management

Burns, Chapman and Guthrie define these five theaadke follows:

Spiritual formation is the ongoing process of miaiwias Christians both
personally and interpersonally. It is a daily resg®to the Apostle Paul’s
exhortation to “train yourselves for godliness” andkeep a close watch
on yourself and on the teaching (1 Timothy 4:7, 16)

Self-care is to take care oneself requires congetthat we are finite
human beings with limits. Our responsibility asattges before the
Creator is to nurture and steward our capacitieghi® glory of God.

Emotional intelligence is the ability to manage 'srevn emotions
proactively and to respond appropriately to the @wns of others.
Cultural intelligence involves an awareness ofaagl, ethnic and
generational differences and the implications ekthdifferences
personally and interpersonally.

Marriage and family focuses on maintaining spitituad relational health
with one’s spouse and children.

8 Donald C. Guthrie is professor of educational stiigs at Trinity Evangelical Divinity School in
Deerfield, lllinois.

8 Bob Burns, Tasha D. Chapman, and Donald C. GytRasilient Ministry(Downers Grove, IL: VP
Books, 2013), 16.
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Leadership is thpoetryof gathering others together to seek adaptive and

constructive change, while management ispllbenbingthat provides

order and consistency to organizatiéhs.

Burns, Chapman and Guthrie note that these fiemés are crucial for enabling
resilience in pastoral excellenteThey say that these five themes should really be
considered as a whole. Each is independent onthieeso They stand togeth®r.

Hardship of Political Challenge

China’s political environment has challenged passince the Chinese house
church movement developed after 1949. House cHaeaers need teachers from outside
China to assist them with theological training ahdrch development, but the
government’s religion policy regulates foreignetiters. Reverend Cao Shengjie, who
belongs to the Three-Self church organizatiosaid: “Foreigners are free to worship in
China, but not to evangelize or preach withoutraitation from a Chinese church
organization. Nor is it legal for them to organ&ey religious programs on their own, or
to set up their religious organizations in ChifaMany foreigners and Chinese nationals
with foreign citizenship were under this regulatiamich caused significant leadership
challenges for the pastors in China. Chinese pabimsted training events, but only at

great risks.

9 bid., 249-251.
1 bid., 17.
% bid., 16.

% Governmental Three-Self church organizations iellhree-Self churches and two governing agencies.
They are under the Three-Self Patriotic Movement.

% Shengjie Cao, “The Current Situation in the Chin€surch,”Chinese Theological Reviel (2002): 58.
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The government’s policy regarding the developmé@tuistianity in China aims
to serve society. House church pastors do not dlyidkis policy in general, and they
suffer for doing so. Xiao Anping, the dean of Wuls&aminary, which is an official
Three-Self Movement seminary, said: “The goal eblbgical reconstruction is adaption
to socialist society. ‘Whether or not it can promtte adaptation of Christianity with
socialist society is the standard for assessingjdlécal reconstruction.®
Financial Hardship

The Chinese government does not recognize Chirmsselthurches. As a result,
house churches’ financial operations are handl&éthdeclosed doors. Pastors’ salaries
are not public domain. Comparison with pastorarsas in the western world will
provide a helpful means for understanding Chinestqps’ salaries. John Dart, news
editor at the Christian Century, talked about pas&alaries when he mentioned, “Given
that corporate executives and many other profealiaarn far more Dart points out
that, according to a study conducted by George d&aim Ventura, California, Protestant
congregations since the mid-1990s assign nearhttoraeof operating budgets for senior
pastor compensation.

Timothy Jones explained, “In the vast majority aées, pastors are so reluctant to
put a price tag on their ministry that they endaith servants’ wages, not paychecks of

plenty. Most (pastors) work long hours with litdeno applause. Not surprisingly,

% Anping, Xiao, “Theological Change and the Adammtof Christianity to Socialist SocietyChinese
Theological Review6 (2002): 101.

% John Dart, “Pastors’ salaries rise, pollster $a@yistian Centuryl19, no. 13 (2002): 17.

% George Barna is a media research specialist. Hhe iounder of the Barna Research Group.
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pastoral morale is sometimes a probléfJones points out that the median household
income of pastors is $14,000 less than that of thgicolleagues in church leadership
(elders and deacons).

William Bonifield, a professor of Economics in WabaCollege, and Edgar Mills,
who teaches social science at the University ofiém San Antonid® said that the labor
market for Protestant clergy seems to operate ailyito labor markets for public
employees, especially school teach8?d.hey found that congregants tend to believe
that clergy are not affected by changes in wageause they are called to their work,
and thus have little overt concern for their owpart. Churches have also been
reluctant to discuss remuneration for a specififgpmance; they discuss clergy
compensation in relation to need, with little orregard for productivity’* The authors
point out how churches pay their pastors:

The salary offered the minister is usually a reasidaund after other

expenses are deducted from expected revenue. Ametied revenue of a

church is typically more difficult to increase thamrofit making firm. In

many respects, the laity responsible for settimgléivel of the ministerial

salary seem to act with "deliberate" ignorancthefmarket. They may

refuse to assess performance of the minister ast¢ertain the market

wage If a congregation is unable to attract a fully dfied fulltime

minister with the initial salary offer, it may thexwcept a part time or less
qualified candidate rather than raise its saltify.

% Timothy Jones, “How to keep your pastor hapiBhtistianity Today36, no. 10 (September 14, 1992):
19.

% william C. Bonifield is Professor of Economics, Wésh College and Edgar W. Mills, Jr. is in the
Division of Social Science, University of TexasnSentonio

10 william C. Bonifield, Edgar W. Mills, “The clergkabor markets and wage determinatiodgtirnal for
the Scientific Study of Religid® no. 2 (1980): 156.

101 hid., 146.

1921hid., 146-147.
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The authors present the factors that determin@rgsialaries. They say the first,
most important variable for salary is congregasae and whether the minister serves
alone or on a staff. The next most important vaeigbthe minister’'s age. They say that
when all other influences are controlled, age maye® become the second most
important variable. As a minister grows older, &g initially imposes a net reduction in
salary that becomes smaller to about age fortyoBeéyhe age of forty, growing older
adds to his salary until retirement age. The tlsirdenominational organization.
Centralized denominations pay higher salaries thixed authority denominatiort§®

Leadership of Modern Day Challenges
Leadership and Temperament

Several academic scholars in the United Kingdonelwnducted significant
research studies regarding leadership and tempataheslie Franci®*, Charlotte
Craig'®®, Michael Whinne¥, David Tilley, and Paul Slater see the growing ém@nce
of psychological theory in the contemporary chupdrticularly in areas of practical

theology®’ They note, “A number of possible explanations Hasen proposed for the

1031hid., 155.

194 eslie J. Francis is professor of Religions anddadion within the Religions and Education Research
Unit, University of Warwick. http://researchgatet/peofile/Leslie_Francis2 (accessed on April 15,
2014).

195 Charlotte L. Craig is at University of Wales, GiéftdVales, United Kingdom.
http://researchgate.net/researcher/443379871 QGtearlo Craig (accessed on April 15, 2014).

1% Michael Whinney is at the University of Wanwickepartment of Psychology.
http://researchgate.net/profile/Michael_Whinneycéssed on April 15, 2014).

197 eslie J. Francis, Charlotte L. Craig, Michael Wiey, David Tilley, Paul Slater, “Psychological
typology of Anglican clergy in England: diversistrengths, and weaknesses in ministhgternational
Journal of Practical Theolog$1, no. 2 (2007): 266.
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growing interest in this particular model of perality within Christian contexts**®

They summarize several researchers’ work:

Commentators argue that psychological type theehyshChristians to
identify and appreciate individual differences tpaychological type
theory is useful as a tool for deepening self-kremlgk, that psychological
type theory may be employed to guide spiritual ttgument, and that
psychological type theory offers a theoretical feavork capable of
linking psychological and theological explorationimdividual differences.
This interest is evidenced by ttieoreticalapplications of psychological
type theory to many areas of Christian belief aratiice, such as
promoting evangelism, shaping prayer, understanihiegerson of Christ,
developing leadership, interpreting and proclainsogpture, generating

insight into congregational dynamics, and fostegpiituality**®

They found evidence that “church leaders and chootigregations tend to
cluster around some types to the exclusion of efjand] there may be a case for
fostering different types of leaders to work infeient ways among the largely un-
churched.*'° The results of their study show that among theréa&, Anglican clergy,
that they surveyed, the three predominant MeyeiggBmersonality types are INFJat

eleven percent, INF# at ten percent, and ISt at ten percenit* Among the 237

108 1hid., 266.
109 hid.

10 hid., 269.

11 INTJ (mastermind): All Rationals are good at piagroperations, but Masterminds are head and

shoulders above all the rest in contingency plaspn@omplex operations involve many steps or stages,
one following another in a necessary progressiod,Masterminds are naturally able to grasp how each
one leads to the next, and to prepare alternafiredifficulties that are likely to arise any stepthe

way. http://lwww.keirsey.com/4temps/mastermind.asmgéssed on April 15, 2014).

Y2 |INFP (healer) Healers present a calm and sereeetdethe world, and can seem shy, even distant
around others. But inside they're anything butrsgrbaving a capacity for personal caring rarelyntb
in the other types. http://www.keirsey.com/4tempsallar.asp (accessed on April 15, 2014).

131STJ (Inspectors): The one word that best desstibgpectors is superdependable. Whether at home or

at work, Inspectors are extraordinarily perseveend dutiful, particularly when it comes to keeparmy
eye on the people and products they are resporisiblettp://www.keirsey.com/4temps/inspector.asp
(accessed on April 15, 2014).

14 Francis, Craig, Whinney, Tilley, and Slater, 274.
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female Anglican clergy they surveyed, the threelpneinant types are ENEJ at fifteen
percent, INFP at fourteen percent and [$Flt twelve percent’ These statistics
demonstrate preferences for introversion, intujtieeling, and judging. However, the
combination of these types only represents abag percent of men and eleven percent
of women in the general population. Therefore tidars recommend that:

Introverted clergy may be drained by many otheeatspof ministry, such
as attending social events, speaking in publikirtglwith strangers as
part of evangelism or parish visiting, and assunaifggh profile within

the parish. Since many aspects of the clericalgssibdn tend to require an
extraverted approach to life, introverted clergyymaed to be properly
prepared during their initial ministerial trainiagd during their

continuing ministerial education to develop effeetcoping strategies that
enable them both to fulfill extraverted expectasiamd then afterwards to
create the personal space necessary to re-enéfijize.

Another interesting finding may be useful for cHuteaders who prefer intuition
more than sensing. The authors point out:

Both male Anglican clergy and female Anglican clepgefer intuition
significantly more frequently than the male Unitédgdom population
norms and female United Kingdom population norraspectively. Given
that approximately three-quarters of the Unitedddiom population
prefer sensing over intuition (73% among males, Z@86ng females),
there is a danger that the wider population mawy\akergy as having little
to say to “the real world” or as people who are‘to@avenly-minded to be
any earthly good.” Clergy should be aware when gadan ministry and
mission that they may often be communicating wibgle who do not
share their preference for intuition. This findisgggests that both male

15 ENFJ (teacher): Even more than the other Idealligtachers have a natural talent for leading stisden
trainees toward learning, or as Idealists likeniak of it, they are capable of calling forth edearner's
potentials. http://www.keirsey.com/4temps/teactsgr @ccessed on April 15, 2014).

116 1SFJ (protector): We are lucky that Protectors enajx as much as ten percent the population, because
their primary interest is in the safety and seguitthose they care about - their family, theickd of
friends, their students, their patients, their btfssir fellow-workers, or their employees.
http://www.keirsey.com/4temps/protector.asp (aceess April 15, 2014).

17 Francis, Craig, Whinney, Tilley, and Slater, 274.

18 Francis, Craig, Whinney, Tilley, and Slater, 278.
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clergy and female clergy may need to develop thgiity to appreciate
how individuals with a preference for sensing pee¢he world around
them, in order to communicate more effectively witen and women who
may, among other things, feel uncomfortable withrge and with

shifting visions for the futur&®

Leslie J. Franci€® reviewed various studies of personality psycholmgting to
practical theology. He assessed the reliabilitthefMyers-Briggs Type Indicator
(MBTI), and he concluded:

The MBTI should be regarded as a reliable psychoébgtool when

employed to rate individuals on personality corginihe MBTI remains a

rich source of theory available to practical thggloto account for

individual differences in religious preferences axgeriences. Empirical

research using the MBTI to explore religious quesiis able to generate

new insight with practical implications for the e¢bhes. The churches

should be encouraged, therefore, to stimulate déurtiesearch in this

tradition?*

Charlotte L. Craitf? Leslie J. Francis, and Bruce Dunt@rargue that
psychological type theory has been increasinglggeized as a valuable tool for
developing understanding within the church. Appiateruse of type theory within the
church may help to promote growth in self-knowledagpropriate growth in self-love,

enhanced sensitivity to others, awareness of altemways of praying and fuA? Their

19 hid.
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121 eslie J. Francis, “Personality type and commutitigethe gospel,Modern Believingt2, no. 1 (2001):
43.
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of Wales, Bangor, UK.
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study of the vergers’ psychological types withie #hnglican Church clarified the
relationship between the Myers-Briggs Type Indicatod Christians’ ministry
preferences in church. They found that the mosjukeatly occurring types among the
verger sample are ISTJ at twenty-nine percent, é®denty-one percent, and ES¥J
at fourteen percent® The authors give a good explanation of the four gfa
dichotomies (E-I; S-N; T-F; and J-P) within the MgaBriggs Type Indicator as shown in
Appendix. The authors say that one third of thegees are ISTJ. ISTJs are serious and
quiet; they earn success by concentration and tighweess. They see to it that everything
is well organized?” The authors argue that the result of their studites sense because
the ISTJ personality type matches with the vergebsdescription. They explain the
responsibilities of a verger,

Verger takes little active, public role during sees but instead works

behind the scenes. Verger is concerned with detddburch history and

tradition, as well as with the practical realitefcurrent administration

distractions. Verger has to take a firm and toughded role. The verger

is concerned with order, organization, and strcttit

Leadership style and success can be deeply infkaeng the leader’s

temperament. Philip Douglass, professor of prakctimology at Covenant Theological

Seminary, often refers to the topic of church peadity and personal temperaments in

125 ESTJ (supervisor): Supervisors are highly sogidl @mmunity-minded, with many rising to positions
of responsibility in their school, church, industoy civic groupsSupervisors like to take charge of
groups and areomfortable issuing orders. They are cooperatiub thieir own superiors, and they
would like cooperation from the people working untleem.
http://www.keirsey.com/4temps/supervisor.asp. Asedon April 15, 2014.

126 Charlotte L. Craig, Leslie J. Francis, and Bruamé&an, “Safeguarding tradition: psychological type
preferences of male vergers in the Church of EmjtaPastoral Psycholog$4, no. 5 (2006): 461.

127 bid.: 462.
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his writings and teachings. Douglass points out e spiritual aspects of church are not
sufficient on their own for the church to carry @stmission on earth. He said:

There is no guarantee that spiritually mature peapll work well with

one another. While they usually share the sammalté goals, there is no

assurance that they will agree on the best wagh@eeae these goals.

When people’s convictions are strongly held andually exclusive,

conflict can emerge, which sometimes prevents gsggtoward the goals

that everyone desires. This is why it is imporfantchurch leaders to

understand their ministry styles and why it is esiséto establish

philosophical and relational standards of qualtfaafor your church

leaders in addition to spiritual ones. Once yowgaaze the conflict

created by different ministry styles, you can wpr&actively to lead your

congregation toward necessary chatfge.

Douglass teaches that a church’s philosophy ofstrinis comprised of
theological convictions, community context, andrchupersonality. It is not difficult for
a church to minister the first two elements. Howewgany do not understand the nature
of their church personality, and this can leadanflict.'*° Douglass asserts that the
personality of a church is determined by the taaglership of the church, and the true
leadership includes the thirty individuals who exse the greatest official and unofficial
influence on the church! Hence, he has developed an useful church perspnali
diagnostic tool for church leader€.Douglass notes that church longtime insiders and
church personality are related. He explains:

Some of the most powerful expressions of a churngéisonality are the

architecture and décor, the clothing people wéarchurch processes and
structures, its rituals and celebrations....Longtingders, however, no

129 philip D. DouglassWhat is Your Church’s PersonalityPhillipsburg, NJ: R&R Publishing, 2008), 3.
%0 pid., 4-5.
¥ pid., 21.

1321hid., 349-357.
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longer recognize these symbols on a conscious, las¢hey have become
part of the church personality?

The relationship is important for church leadgos$tudies. Church influential
members’ Myers-Briggs Type Indicators alone areamatugh to diagnose church issues;
church personality is also an important factoraosider.

William K. Kay™** Leslie J. Francis, and Mandy RobBifisompared the
personality profiles of male leaders in the twedp®stolic networks of churches in the
United Kingdom with the profiles of Church of Engthclergymen. They made a further
comparison with the United Kingdom population norifsTheir study illustrates the
church philosophy of ministry presented by Dougld$e authors used the Myers-Briggs
Type Indicator as a tool for their study. The aushgelieve that the theory has been
rediscovered as a theological theory, integrateédima broader conceptualization of a
theology of individual differences. Citing Genesi&7, they argue that psychological
type should be seen in an analogous way; it steons the divine intention and the
divine image. Hence, the authors believe humanhmdggical type is a God-given
feature and can be placed alongside the workirigeoHoly Spirit within the life of a
believer in the context of the churtH.Significant differences emerged from their study:
In terms of the four binary sets of functions, witle network leaders being more likely

to prefer extraversion (70% compared with 47% efrirale population), intuition (49%

133hid., 7.
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compared with 27% of the male population), feeliB2% compared with 35% of the
male population), and judging (73% compared witb5F the male populatiort}®
The authors present four interesting conclusions:

First, the leaders associated with the apostolwarks are significantly
more extraverted and significantly more sensing thair Anglican
counterparts. The new leaders are more energizaddbynore engaged
with the outer world. Here are leaders who are ncoreeerned with the
practical rather than with the theoretical or tlgotal aspects of ministry.
Second, the extraverted tendency of leaders assdaiath the apostolic
networks is beneficial to them in the manifestawbrcharismatic gifts
given that the leaders of the networks emphaskgie tharismatic gifting
and believe themselves to be called and empowsr€&bd for the tasks
they perform, their extraverted personalities arasset. Third, the leaders
within the apostolic networks were more extravertadre intuitive, more
feeling, and more judging. Fourth, while Anglicaimimtry may work
most effectively in an introverted style, ministenshin the apostolic
networks may work most effectively in an extraversgyle. In other
words, these two distinctive ministries may comeatone another and,
in so doing, their shared ministry may be effectivextending the
outreach of the Church as a whote.

Visionary Leadership

Ministry vision is critical for the Chinese churttday. Churches fall behind their
communities in many areas. Leadership challenges oélate to ministry vision. Pastors’
visions often associate with direction or strateggnges in church. Jim Herringtéh R.

Robert Creeclt!, and Trisha Tayldf? discussed leadership and congregational

138 hid., 319-320.
1391hid., 320-321.
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transformation based on their pastoral experieriRegarding to the formation of a vision
community they said:

A congregation is a highly complex human sociatesys Clearly, a
change in the leader’s behavior brings about chantiee
system....Ultimately, the leader increases the affedtinctioning of the
congregation if a core group of key leaders undeds and embraces the
ability for function as well-differentiated leadesn effective vision
community needs to be a group of such leaders...graision
community committed to personal transformation@ases the likelihood
of a leader’s success in bringing about persoaakformation. The
impact is felt both personally and corporat&fy.

They define the vision community as follows: A dise group of key members
who become a committed and trusting community deoto discern and implement
God's vision for the congregation. The vision conmiyishould be a part of the change
process from the beginning to end. Its members mestme personally prepared,
understand and clearly feel the sense of urgemciagree that change is need&d.

Christopher Marshall, a lecturer in Christian flegg™“>, connects ministry vision,
in terms of characters, values, and goals, to ¢eadkership. He said:

Good leadership, however, is not only about hagimgnd managerial

skills or a commanding personal presence. Norpsiricipally about the

exercise of power and control. The heart of traelézship has to do with

values and virtues. The best leaders are ones widelrr embody in

their own persons and practices the values and gloay want others to
espouse?®

143 Jim Herrington, R. Robert Creech, and Trisha Tiajflbe Leader’s Journe§San Francisco: Jossey-
Bass, 2003), 153-154.
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Marshall points out the critical impact that gookriStian leadership can have on
churches and Christian institutions: “Good leadgrshvitally important for most groups
or communities, including the community of faithitidut competent leadership, groups
tend to limp along, struggling for a sense of dimtor motivation and easily distracted
by trivial concerns. For intentional communitieglsas churches to flourish, effective
leadership is critical®’

Marshall argues that good leaders are not extraargipeople, but they must live
out a larger vision of their church or institutidthe said:

Leaders don't have to be super-human. In fact, emess of one’s own

human fallibility and alertness to the danger df-deception are

indispensable attributes in any trustworthy leadet.leaders still need to

be a little further down the track than othersmaerstanding and living

out the larger vision of their community or groaheit imperfectly. They

need to walk the talk, not talk the wafk.

He uses the Apostle Paul as a good model of Camistiadership: “Paul decided
to rest his confidence, not in his own intellectaeimen, nor in his rhetorical skill, nor in
the winsomeness of his own personality, but in Wigatalls ‘the wisdom of God’ and
the ‘power of God,” by which he means the capaaitthe Christian gospel to confirm its
own truthfulness through its impact on those whepoad to it.**°
Marshall believes leaders are normally individualabove-average gifts and

abilities, but their leadership effectiveness coffnes their radical dependency on Christ

and confidence in truth® James, M. Kouzé3' and Barry Z. Posn&¥ are leadership

147 bid., 63.
148 1hid., 64.
149hid., 64.

1501hid., 64-65.



42

scholars in a secular business school. They pregdinte practices of exemplary
leadership in the modern d&}. These five practices provide a good map for thequel
transformation that Herrington, Creech and Taylecuks. The first practice is “model
the way.” A leader clarifies value and forges agreet around common principles and
common ideals. A leader also helps people to tabvdut values and priorities, building
on agreement’ The second practice is that leaders inspire ashésion. A leader tells
his people to imagine an exciting, highly attraetiuture. Third, leaders challenge the
process, encouraging their people to change frenstiditus quo. Leaders pioneer. Fourth,
because leaders’ major contribution involves cregdi climate for experimentation, they
enable others to act, strengthening everyone’sociigpd hey make everyone feel and
think that they are owners and leaders. Fifth,éea@ncourage the heart, recognizing
contributions and showing appreciation for theiogie’s work.
Leader’s Character and Maturity

Kouzes and Posner researched what constituentstedfdeaders by surveying
thousands of business and government executiidagatem, “What values, personal
traits, or characteristics do you look for and a@nim a leader?®® The authors used the
survey'’s results to develop a second survey. Tekgadamore than seventy-five thousand

people to select the seven qualities. They conduadinal list of twenty qualities which

151 James M. Kouzes is dean’s executive professaaufdrship, Leavey School of Business, Santa Clara
University.

152 Barry Z. Posner is dean of the Leavey School afifliess, Santa Clara University.

133 James M Kouzes and Barry Z. Posfidre Leadership ChallengSan Francisco: John Wiley & Sons,
2007), 14-22.

154 1bid., 65.
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are “most look for and admire in a leader, someshese direction they would willingly
follow.”**° The top four most admired characteristics of lesiteclude honesty, forward-
looking vision, ability to inspire, and competentée first quality, honesty,
demonstrates that people want leaders who are woftieir trust. This characteristic is
the most personal of those on the list. Secondglsaare forward-looking, always aware
of what may be in the future of the organizatiohird, leaders are inspiring, uplifting
their constituents’ spirits and giving them hop&h#y are to voluntarily engage in
challenging pursuits. Fourth, leaders are competatit a solid track record and the
ability to get things done. These four charactessthow that credibility must be the
foundation of an effective lead&Y. Regarding to these four characteristics, the astho
say, “For people to follow someone willingly, thejority of constituents believe the
leader must be honest, forward-looking, inspiriawgd competent'®®

A forward-looking person is often said to possession” in the faith community.
The term “vision” is also commonly used outsideCtiristianity. Vision is important for
church leadership in China, and the authors’ reseigrvaluable for Christianity. They
said:

A little more than 70 percent of our most recespndents selected the

ability to look ahead as one of their most soudtdardeadership traits.

People expect leaders to have s sense of direatida concern for the

future of the organization....leader must know wheey’re going if they

expect others to willingly join them on the journeyt’s the ability to

imagine or discover a desirable destination towandth the company,
agency, congregation, or community should headioviireveals the

158 1hid., 28-29.
157 bid., 30-36.
158 hid., 29.
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beckoning summit that provides others with the capao chart their
course toward futur&?®

Kouzes and Posner’s research provides very impioriformation for the study
of leadership challenges in China. They said thait survey results:

Do not significantly vary by demographical, orgatianal, or cultural
differences....What people most look for in a ledtks been constant
over time. And our research documents this congigi@ttern across
countries, culture, ethnicities, organizationaldtions and hierarchies,
gender, educational, and age grotifs.

Kouzes and Posner give more insight into forwakiog leaders, which is
valuable to the Chinese leadership challenge study:

Clarity of vision into the distant future may bdfidult to attain, but it's

essential that leader seek the knowledge and ntastskills necessary to

envision what'’s across the horizon. Comparing tethal other leadership

gualities constituents expect, this is the one tiadt distinguishes leaders

from other credible people. Expecting leaders téobward-looking

doesn’t mean constituents want their leaders towedn a solitary vision

guest; people want to be engaged in the seararfoFaningful

future,..but this expectation does mean that lesaldave a special

responsibility to attend to the future of their amigations-®*

As previously discussed, there is a significantnemtion between hardship and
effective leadership. If leaders are effectivejrthardship will surely increase
proportionally. Like Kouzes and Posner, Ronald éifetz°* and Marty Linsky®® are

also leadership scholars in a secular busines®bkdheifetz and Linsky offered insight

into this phenomenon. They explained that whendesathke unpopular initiatives in

159hid., 33.
160 1hid., 29.
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their communities, the change disturbs pedpleeaders, through their leadership,
uncover meaning in life. A leader appears dangetogeople when they question others’
lifetime values, beliefs, or habit& In light of this response to bold leadership, Kesiz
and Posner’s definition of “adaptive challengesiypdes good insight on effective
leadership: “they require experiments, new disdegeand adjustments from numerous
places in the organization or community. Withoatrfeng new ways - changing attitudes,
values, and behaviors - people cannot make thdigdadpap necessary to thrive in a new
environment.**® They warn leaders about the nature of adaptivBeriges: “There is a
proportionate relationship between risk and adaptivange: the deeper the change and
the greater the amount of new learning requireslnbre resistance there will b&*

The single most common source of leadership failceording to Kouzes and
Posner, is that people, especially those in postaf authority, treat adaptive challenges
like technical problem&® Focusing energy primarily on the technical aspettomplex
challenges will result in short-term rewards. Leat® requires disturbing people — but
at a rate they can absdf8.A leader may be courageous and may have visidrthbse
qualities have nothing to do with leading peoplerapple with hard realities® Most

leaders have probably been attacked in one foramother. Perhaps the attack has been

154 Ronald A Heifetz and Marty Linsky.eadership on the LingBoston: Harvard Business Review Press,
2002), 2
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in the form of criticizing one’s style of communt@: too abrasive or too gentle, too
aggressive or too quiet, too conflictive or too @batory, too cold or too warm. For the
most part, people criticize when they do not like message. The attacks may go after a
leader’s character, their competence, their fanoitypay simply distort and misrepresent
their views*"*
Leaders’ Effective Strategies

Kouzes and Posner also provide important strategascan help a leader meet
the challenge presented by adaptive problems. déweis called “self-reflection.” Self-
reflection does not come naturally. They proposechnique called “getting on the
balcony” when they write, “The only way to gain bat clearer view of reality and some
perspective on the bigger picture is by distancngself from the fray....The process
must be iterative, not static...observing their intpaceal time, and then returning to the
action.””?How does one tell whether the challenge is prilp&gichnical or primarily
adaptive? The following example distinguishes aap#ide challenge: when people’s
hearts and minds need to change, and not justgtesierences or routine behaviofs.
Kouzes and Posner also advised that leaders ne@isa “If a leader disrupts the status
guo too much, other factions can push them asisidéyebthey are without support.
Partners provide protection, and they create aéarwith factions other than one’s

own....[Y]ou are building political power as weft™

" bid., 41-42.
1721hid., 53.
173 hid., 60.

% bid., 76-78.



a7

Ronald Heifetz, Alexander Grashbit and Marty Linsky say the single most
important skill and most undervalued capacity fxereising adaptive leadership is
diagnosis.’® They insist:

When one is caught up in the action, it is hardddhe diagnostic work of
seeing the larger patterns in the organization pfida leadership is an
iterative activity, an ongoing engagement betwemnand groups of
people. Adaptive leadership is also the practiceolbilizing people to
tackle high challenges and thrive. The skills regglifor solving adaptive
challenges are more interpersonal than techniogth, in their relationship
with each other, with the organization, and in castimg with their
customers. When change involves real or poterdsa, I[people hold on to
what they have and resist change. Adaptive leageisinot about
meeting or exceeding one’s authorizers’ expectafidns about
challenging some of those expectations, findingag t@ disappoint
people without pushing them completely over theeedghanging the
status quo, raising a taboo issue.... These tactltscare people and
they may want to find a new leader and get ridaf gnd find someone
else. Addressing adaptive challenges requires isigpmo unknown
space and disturbing the equilibrium. Leaders rpegignce and
persistence to lead adaptive change.... Doing thi& wamjuires flexibility
and openness. Leaders try things out, see whathappnd make change
accordingly. Acts of leadership not only requireess to all parts of
yourself so that you can draw upon all of your aesources for will, skill,
and wisdom; but to be successful, you also neédllioengage people
with all these parts of yourself as wHl.

Leadership and Congregational Demands in Modern Day
Chinese pastors today face challenges from thegregations. Andrew Hsiao,
president of Lutheran Theological Seminary in H&mang, said, “The Chinese

congregations nowadays expect their pastors tatb#dctually sound and spiritually

175 Alexander Grashow is managing director of Camleridgadership Associates, an international
leadership development firm with clients from caigte, nonprofit, and public sectors all over the
globe.

176 Ronald Heifetz, Alexander Grashow, and Marty Linskhe Practice of Adaptive Leaderst{poston:
Harvard Business Review Press, 2009), 7.

Y bid., 8, 14, 22, 26, 28, 31, 36, 38.
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mature and able to satisfy eager minds and feedriisouls.*’® More intellectuals and
white-collar church members enter church today theitmajority of Chinese pastors are
not adequately trained to meet the challenge.
Educational Challenges

Chinese pastors are facing challenges becauseicdiahal deficiencies. Xu
Xiaohong, dean of Shanxi Bible School of the Th&st: Movement, noted, “Though
many churches are enthusiastic in their evangelisey, overlook the fact that the
educational level of the believers, pastoral cacr@ourishment are inadequaté®
Leadership and Financial Challenges

The policy of Reform and Opening B produced great wealth for some and at
the same time poverty for even more people. Rede@Gren Yongtao said the global
financial crisis socially marginalized Chinese betirs'®! There are two types of
marginalization. The first is a passive type timatudes people such as farmers, the
elderly, and the illiterate. Chen points out thegse people represent the overwhelming
majority of the Christian population in China, s tmajority of Christians are neither
rich nor well educated. The second type is actiaegmnalization. These people, who are

quite theologically conservative, completely sepathe church from society. They

believe Christians should distance themselves ttemworld and not let the secular

178 Andrew K. H. Hsiao, “Balanced Theological Eduoatand the Chinese Churcfheology & Life no.
10 (1987): 45.

179 Xu Xiaohong, “Obstacles in the Path of TheologRetonstruction,Chinese Theological Reviel¥
(2003): 8.

180 gee the explanation in Chapter One.

181 yongtao Chen, “Challenges and Opportunities Cleir@sristians Face in the Global Economic Crisis,”
Chinese Theological Reviedd (2012): 7.



49

world influence them. They are willingly marginadit by society®? Chen also says that
under the impact of the economic crisis, Christisuféer unemployment and wage cuts
like anyone else. Thus, Christians cannot avoitinfg@erplexed and confused, or
suffering anxiety about the futut®® Chen believes that the global economic crisis also
challenges theological ideas. He said two extrdraelogies rise as a result: prosperity
theology and retribution theolod$/ Chen also points out that many Chinese Christians
believe that being a Christian means living adf@overty. The poorer one is materially,
the richer one is spiritually, and many Christians unwilling to discuss anything having
to do with money, regarding it as an expressiowardliness*®
Leadership and Antagonism

It is important to explain what hardship looks likéhin the Chinese church. One
of the most common hardships is antagonism. P&stoneth C. Haugk® gives deep
insight in this regard from the pastoral and psyatical perspectives. In his book on
antagonism in the church, Haugk explains, “Antagtsnare individuals who, on the basis
of nonsubstantive evidence, go out of their wasntike insatiable demands, usually
attacking the person or performance of others. & lattacks are selfish in nature, tearing
down rather than building up, and are frequentigated against those in a leadership

capacity.”®” Haugk proposes that there are five levels of amtisgn, based on the

182 bid., 8.

183 |bid.,11.

% bid., 11-12.
185 |pid.

186 Kenneth C. Haugk is pastor and clinical psychalbdile is the founder of the Stephen Series sysfem
lay caring ministry. He is executive director oé%tn Ministries.

187 Kenneth C. HaugkAntagonists in the ChurofMinneapolis: Augsburg Publishing House, 1988).285
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seriousness of the attat®.Levels |, Il and Il are relatively easy to reseHaugk calls
Level | “problem to solve,” and it requires workiogt a solution to the problem. Level Il
is called “disagreement.” At this level, the objeetbecomes colored with a need for
self-protection. Haugk calls Level Il “contest#t this level, antagonists view conflict
from a win/lose perspective; therefore, the obyects no longer to solve the problem.
Level IV is “fight/flight.” Here, the antagonistebjective is hurting their opponents in
some way, getting rid of them or both. The gootheforganization is not a concern at
this level. Being right and punishing those whowreng predominates. The language
used appeals to generalized and personalized jpiescand avoids the specific issue or
issues at hand. The result is either fighting eeifig. Haugk calls Level V “intractable
situations.” Antagonists at this level try to pun@ destroy the organization. This level
focuses purely and simply on obliterating oppongntsspective of the cost to self or
others'® Often, levels IV and V caused long-term damagd,thry are very difficult to
resolve. These two levels are the most destrutgpmes of antagonism. Pastor Marlin
Thomas® presents good applications for Haugk’s work. Theiseys that one in ten
congregations in the United States experiences sbiie stress. He said that church
people often have little understanding of the imadynamics of the confli¢t’ He

points out, “Churches are collages of people witteent systems of internal wiring and

we must recognize those differences if we want [getapbe whole and at peace with

1% |bid., 33-34.
% bid., 34.
10 Marlin E. Thomas is pastor of the Ulysses MenreBitethren Church, Ulysses, Kansas.

1 Marlin E Thomas “The pastor's role in managingrchwconflict.” Direction 19 no 2 Fall (1990):66.
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themselves, each other, and with Gbtf.Regarding conflict levels | and 1I, Thomas
teaches, disordered people can serve God, evieayifcan't get along very well with each
other or even with the pastor. But in such caseg#stor must be more than just a pastor;
he must be skilled in the taming of heart&”

Thomas proposes four steps to deal with the Ledwaatsl I conflicts. He says:

The first step must begin by teaching their peephew way of behaving

and communicating. The second is to help peopla leaw to clarify

perceptions and avoid assumptions. The third stépteach people how

better to relate to each other. The fourth stepagrocess of empowering

weaker members of the group to act and to spedkftr

Thomas also talks about level 11l conflict, namediyen conflict gets out of hand.
Once the conflict reaches this stage, a pastorsneadide help. He says at this stage:

Where some person or group of persons demandfastitis as a price

for their contentment, the pastor who is committedhurch ministry

rather than conflict therapy is better advised kjyito seek outside help

than to try to address the issues himself. The kgid of outside help is

help provided by professionals who are not emotigr@annected to the

outcome of the conflict?®

Thomas advises people who handle the conflict, “¥&rex role one plays in

encountering conflict in the church, it must be enaken with a great degree of

sanctified professionalism and human dignft}.”

192 1bid., 66-67.
%8 bid., 68.

% bid., 68-70.
195 bid., 71-72.

19 hid., 73.
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Charles ChandI&t’, who is helping ministers, reported a profoundési
American churches concerning congregations forpamsgors out of their positions. He
quotes a survey:

22.8 percent of the responding readers have beeado@ut of their
church at least once during their careers. In dixty percent of these
cases, the same congregation had forced the psepamior out. Of those
who said the church had pushed out their prederedsaty-one percent
indicated that the church had done it more thanaw®f those pastors
forced out, forty-three percent said a “faction’tie church pushed them
out. The faction often numbered ten people or 1&ss.

Chandler points out that the Southern Baptist Cotioe reported in 1989 that
during an eighteen-month period, two thousand aredhundred ministers were fired.
How did those pastors or ministers respond to thagonism? Chandler says:

Ministers often remain quiet because they are dtmtake a chance on
having nothing with which to house and feed thamilies. A significant
number of ministers have no savings due to inadeaaries. They
often fall victim to the “group’s” argument thatmaining quiet is taking
the “high road.***

Chandler’s report on the percentage of pastorgydented out is not much
different from a recent survey by Christianity Tgdia 2012. Christianity Today reports,

More than one out of four pastors say they have lb@eed out of a
church due to personal attacks and criticism framalscongregational
factions, according to new research from Texas Téukersity’s Marcus
Tanner. Pastors forced our score high on testsdsi-traumatic stress
disorder, depression, and health problems, he f6lind

197 Charles H. Chandler is the executive director @fisMering to Ministers Foundation, Inc. in Richnabn
Virginia.

198 Charles H. Chandler, “When churches beat theivglmres into swords: people at war with the pdstor,
Review & Exposito®8, no. 4 (Fall 2001): 557-558.

199 pid., 563.
2%pastors’ Fight and Flight,Christianity Todays6, no 5 (May 9, 2012): 9.
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Conclusion of Literature Review

In order to study how Chinese pastors respondapta/e leadership, four
selected major areas were reviewed. They are BildReview of Leadershipeadership
and hardship, leadership of the modern day chadlerand leadership and antagonism.
Each area has one or more sub-areas. There drede¢ateen sub-areas studied. It
shows that the pastors’ challenges could be wideigrsified.

It is important to note that great portion in tresiew is based on the challenges
found in the Western churches. The literatures@aowith Chinese pastors in China is
scarce. The cultural and political environments fayhe two important factors
contributing to the limited information availabldowever, many Christians’ struggles
are timeless. Bible was written two thousand yegsand is still serving as inerrant and
complete guide for Christians’ earthly journey tpddence, the existing literature
developed in the church of the West can be valualidemation to study Chinese pastors’
responses to their challenges. Pastors in thedBdstVest may share many common
challenges; however, pastors’ responses couldffexetit from culture to culture, age to
age. The responses can also be influenced byusdintaturity and temperament. The
seventeen sub-areas may not be treated as indeppemdas; dependency to some degree
may exist between them. For instance leaders’ tesnpent and their effective strategies
may have a relationship. One temperament can ctasasapply an effective strategy

easier than the other.



Chapter Three: Project Methodology

The purpose of this research is to identify howngéke pastors respond to
adaptive leadership challenges. This researchaigedieral qualitative research method
of study. To accomplish this task through intervuieyyastors, the methods, techniques,
and nature of questions to be used for intervieereselected with the cultural
background of the interviewees in mind.

The research questions used in interviews werétlmaving:
1. What recent adaptive leadership challenges do Gaipastors face?
2. What strategies do pastors use to respond to addptidership challenges?
3. In what way and to what extent do the pastors purstlective work during the

challenges?
Design of the Study

The researcher used qualitative methodology ferghidy because one of its
strengths is its interpretive aspect. Sharan Marreuthor of th€ualitative Research
and Case Study Applications in Educatiasserts,

Interpretive research, which is where qualitatiegsearch is most often

located, assumes that reality is socially constdidihat is, there is no

single, observable reality. Rather, there are pleltiealities, or

interpretations, of a single event. Researchersod¢find” knowledge,

they construct it. Constructivism is a term oftesed interchangeably with
interpretivism?*

21 Sharan B. MerrianQualitative Research: A Guide to Design and Impletaiéon (San Francisco:
Jossey-Bass, 2009), 8-9.
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The qualitative research method serves this styaly'pose very well because the
researcher will interpret the data (during andrafie interviews) in order to construct
realities by acquiring a deeper understanding efatiaptive leadership challenges of
pastors. This process is very important for theystivlany churches in China are
governed by authoritative leadership. Obedienatoch authority is a very important
“virtue” in church culture. Church government amusture often reflects cultures, which
is especially true for church groups. If a Christis subjected to criticism, or attack in his
or her church, their response is often influenaegusded by the church culture or
ideology. In other words, their response mightlmguided by scripture. Their responses
will likely reflect the church culture or societ@llture. The pastor might not be able to
evaluate their response using biblical-theologiraiciples properly or adequately. As a
result, they might not be able to learn from thallemges with a balanced view. Because
there will be multiple perceptions of reality irethaw data collected, qualitative
research’s strength of interpretation will offeegdate tools to reach this study’s goal. In
other words, the researcher will use a small sarfinphe his ministry field, go deeper
through precise interpretation, and endeavor t@ldgva deep understanding of the
perspectives of the pastors interviewed. The rekeds approach will include using the
small sample of field data from the interviews axgeriences from ministry.

Merriam explains that “the basic qualitative stwayuld be interested in how
people interpret their experience, how they cowrstiheir worlds, and what meaning they

attribute to their experiences. The overall purgede understand how people make
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sense of their lives and their experienc@8This explanation confirms that the
qualitative research method is a good tool for tegearch.

Among the many qualitative research methods, tbeareher will use the Critical
Incident Technique (CIT) for this study. It is &i@ique which has been widely used
since its inception in 1954. Shelagh Fisher andyToultorf”, researchers from the
Manchester Metropolitan University, introduce CHthe follows:

The Ciritical Incident Technique (CIT) is a term dise describe a flexible

set of principles for qualitative research. Thénteque was originally

developed during World War 2 as a way to identifecive and

ineffective behaviors in a variety of military agties. The method was

subsequently developed as a tool for the systerstattty of human

behavior and labeled Critical Incident Technidte.

And;

The Ciritical Incident Technique has been tried tstied in a wide range

of discipline areas and for a variety of purpos$eis. recognized as a valid,

reliable and effective method for gathering riclalipative data for a

variety of purpose8:

CIT appears to be a good tool for this study. C4§ Bnother important strength,
namely, it can be applied using questionnairest@rviews, which is exactly what this
study will do.

Dibba H. Redmarfii®, Judith J. Lambrecfit, Wanda L. Stitt-Gohdé¥, three

professors in education field, introduce the ClThesfollows:

202 hid., 23.

23 ghelagh Fisher and Tony Oulton are in the Departmglnformation and Communications,
Manchester Metropolitan University, Manchester, UK.

24 ghelagh Fisher and Tony Oulton, “The Critical tresit Technique in Library and Information
Management Researctgtucation for Informatiori7, no. 2, (1999): 113.

205 hid., 126.

206 Hipba H. Redmann is an Associate Professor irsth®ol of Vocational Education, Louisiana State
University, Baton Rouge, LA.
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The American Institutes for Research (1998) defibBsas a "set of
procedures for systematically identifying behavityat contribute to the
success or failure of individuals or organizationspecific situations". It
is not an appropriate job analysis tool for evety; jit is appropriate for
jobs that have a flexible or undefinable numbecafect ways to behave.
CIT is "an epistemological process in which quéiig descriptive data
are provided about real-life accouritd

Redmann, Lambrecht and Stitt-Goheds outline thestre of CIT:

The structure of CIT involves four phases: (a) depieg plans and
specifications for collecting factual incidents) ¢llecting
episodes/critical incidents from knowledgeable wdlials, (c) identifying
themes in the critical incidents and sorting th@dants into proposed
content categories, and (d) interpreting and rappriT he data can be
collected from observations or from viable selfadp, e. g., interviews.
The classification and analysis of the criticalidents are the most
difficult steps because the interpretations areensoibjective than

objective®’

ProfessoMarie L. Radford", a researcher with research interests in
interpersonal communication and qualitative methagles, gives a practical illustration
how CIT is applied in interview. She said:

The CIT is a qualitative method designed to drawtlbe most memorable

aspects of an event or experience from the styzhrscipants. It has been

used to evaluate programs or services and to infoemn improvement.

CIT questions typically have this format: Rememé&me when you had
a successful (specify activity)? Please describeatMas it about

207 Judith J. Lambrecht is a Professor in the Departrm&Curriculum and Instruction in the College of
Education, University of Minnesota, Minneapolis.

28 gtjtt-Gohdes is an Associate Professor, Universiteorgia, Athens.

29 Dibba H. Redmann, Judith J. Lambrecht, and Wandgtit--Gohdes, “The critical incident technique: a
tool for qualitative researchpPelta Pi Epsilon Journa#i2, no. 3 (2000): 138.

2191hid., 139.

Z1Marie L. Radford is an Associate Professor at Rut§CILS. Prior to joining the Rutgers faculty, she
was Acting Dean and Associate Professor of Pratitine’s School of Information and Library Science
Her research interests are interpersonal commumicaspects of reference service, evaluation of
digital resources and services, qualitative methagies, and cultural studies.
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(specified activity) that made it successful? @r tiegative: Remember a
time when you had an unsuccessful (specify ac)i#ity

And;

Qualitative measures, such as the CIT, help toucaphe differences that

may fall between points on a standard scale. Thayanswer such

guestions as “What do programs mean to particifaiat is the quality

of their experience?” They capture nuances of tu#lat are lost in most

survey data collectioft:

However, CIT does have challenges in its applicatiRedmann, Lambrecht and
Stitt-Goheds said “Skills needed by the qualitatesearcher include the ability to
negotiate access to a field site, to establishnaaidtain trust with participants in the
study.”?!

Establishing trust with participants is a challenBarticipants may not used to or
willing to tell a complete story of their incideniBhe other challenge is memory.
Researchers rely on the incidents being remembmrearticipants and desire truthful
and accurate reporting from participants.

These two challenges are typical regarding dateacan in China. How can
these disadvantages be minimized in the data tolteprocess? The researcher found
that “phenomenological reduction” could be veryphel if applied to the interviews.

Merriam defines phenomenological reduction as fifteeess of continually returning to

the essence of the experience to derive the ininetare or meaning in and of itseff®

%2 Marie L. Radford, “The Critical Incident Technigaad the Qualitative Evaluation of the Connecting
Libraries and Schools Project,ibrary Trends55, no. 1 (2006)46.

23bid., 59.

24 Dibba H. Redmann, Judith J. Lambrecht, and Wandgtitt-Gohdes, “The critical incident technique: a
tool for qualitative researchDelta Pi Epsilon Journafi2, no. 3 (2000): 137.

215 Sharan B. MerrianQualitative Research: A Guide to Design and Impletaiéon (San Francisco:
Jossey-Bass, 2009), 26.
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According to Merriam, this process requires ongddlirectly “to the things
themselves?!® and so the researcher will apply it to the intexwprocess. It will be like
a spiral model used in hermeneutics. Imagine teaario: when a pastor is sharing their
experiences, their emotions may dominate theirghbprocess and bias can be
significant enough to mislead an interviewer’s ppton and understanding. As
mentioned before, Chinese pastors tend to talktabheir challenges in vague terms and
may only give a general idea of the issue. Howdweerthis study’s purposes, the deeper
meaning and the facts are necessary and esséigghhenomenological reduction can
correct this problem. As in hermeneutics, the fasitspiral” model is a very similar idea.
Grant R. Osborrfé’ said that

[t]he “spiral” is a better metaphor because itas & closed circle but

rather an open-ended movement from the horizoheofext to the horizon

of the reader. | am not going round and round feoahosed circle that can

never detect the true meaning but am spiralingenesard nearer to the

text’s intended meaning as | refine my hypotheseisadlow the text to

continue to challenge and correct those alternatiezpretation$™®
Osborne’s strategy can be applied in this studg. rElsearcher can replace the “text” in
Osborne’s statement with “a true answer to my gorestand replace the “reader” with
the “interviewer.” Getting the actual facts frontérviewees is much like getting the

actual meaning of scripture. Every question initherviews will serve as the starting

point of a spiral. Each question itself is a spaetl and may have more than one sub-

218 |bid., 24.

27 Grant R. Osborne is a theologian and New Testaswmtar. He is Professor of New Testament at
Trinity Evangelical Divinity School. Osborne spdias in biblical hermeneutics. He is best knowntis
concept of the "hermeneutical spiral", denotindw@mward and constructive process of moving frontiear
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correction or change in this preliminary understagd (http://en.wikipedia.org/wiki/Grant_R. Osbern
[accessed May 25, 2015]).

218 Grant R. Osborn&he Hermeneutical Spiral: A Comprehensive Introitucto Biblical Interpretation
(Downers Grove, IL: InterVarsity Press, 1991), 6.
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guestion to ask. When the sub-question(s), whidhbeigenerated immediately after the
answer of previous sub-question, reaches the etitepiral, then the researcher will
ask the next question.

The researcher also used a semi-structured inteptietocol, which was very
important for this study. The researcher wantedritexviewees to feel comfortable
enough to share all important leadership challenfjess, the researcher needed to be
able to make the interview feel like a normal casaéon, which meant avoiding a pure
guestion/answer type of interview. In light of tk@nsideration, the semi-structured
interview protocol was the ideal choice for thigdst. This protocol has three advantages:
(1) itis not as invasive as a structured intervi€y it is useful, not just for confirming
the same information, but also for learning monrel ¢8) it makes it easier for candidates
to talk about sensitive subjects and issd&Bor example, the following is a possible
interview question: “Can you describe in detail waie their appeals and purposes?”
After they give an answer, the researcher mighticoa inviting more information
related to their answer. A basic follow-up questioight be, “Could you elaborate on the
meaning of what you just talked about?”

Participant Sample Selection

The first step that the researcher took to minintiiepotential challenge of
interviewees being unwilling to tell a completergtwas to select pastors who trusted the
researcher. Talking about personal leadershipeingdis is a private matter and this is

especially true for Chinese.

219 Alex Saez, “Semi Structured Interview ProtocoHosv Contributor,
http://www.ehow.com/facts_7247054_semi-structurgésiview-protocol.html (accessed December 28,
2011).
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The purpose of this research was to identify thegptive leadership challenges of
Chinese pastors. There are many factors which @aseca pastor to run into specific
leadership challenges. Those factors include teampent, gender, culture of regional
churches, leadership responsibilities, church gtgldependent church or church group),
pastoral experiences, church location (urban @ yuministry style (church-planting or
ruling pastor), etc. Therefore, the researcherd#etto interview more than eight pastors
in order to get clearer patterns of leadershiplehgks.

The main theme of this study is leadership. Theegfparticipants with strong
leadership capabilities were preferred. A pastaroindependent church should be the
senior pastor of the church. A ruling pastor oharch group should be the leader in
charge, not a deputy to someone. Regardless oiatinee of the participants’ styles of
leadership, they need to have pastoral resportgibmely, they need to have a pastoral
congregation.

This researcher interviewed twelve pastors. Inota@btain the riches data
towards best practices, the researcher carefuibgteel the pastors for interviews. First,
the pastor must have demonstrated significant fsagein their ministry. This study
focuses on the relationship between leadershimdagdtive challenges. Thus, it is
imperative that a pastor has good leadership skilish are obvious to others. Second,
the pastor’s educational background, social stamomic status, family status, and
ministry styles should demonstrate diversity aselyichs possible but should not be
considered special or unique within a group of é&adn Chinese churches. The reason
for this criterion of selection is to reveal a coommimpact result of adaptive challenges

in order to identify common patterns. Third, thea&rcher will choose twelve pastors
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who represent demographic variation of gender aaodtion in order to see if these play a
major role or not in this study’s findings. Fourthe twelve pastors who were chosen
must represent diverse ministry styles.

Different personalities are likely to respond taltdnges differently and lead to
different leadership styles. However, it's harddst potential participants’ personalities
first and then decide who will be interviewed. Téfere, temperament style was not used
in selecting participants.

Data Collection

Every pastor was asked before the interview togneethree to five adaptive
leadership challenges to discuss. The definitiotadaptive leadership challenge” was
explained to interview participants’

In order to explore the relationship between thasqeality of the pastor and the
way the pastor responded to challenges, a MyerggBitest was given to these pastors
before the interview. A hardcopy of the illustratiof their identified type was given to
each pastor to read before the interview. Sometthmesest score suggests two or more
possibilities of personality type. In these casies reverse test will be given. The
possible personality descriptions will be giverite participant to read in order to
identity the personality type which best fits thdtwill be helpful for the participant and
the researcher to understand the interviewee’s Ip@ssonality before the interview. This
understanding can facilitate more effective exgloraof the leadership challenges

during the process of interview.

220 The definition of “adaptive leadership challengets discussed in chapter one.
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An interview protocol, derived from the researctestions, will be used in
interviews. Interview protocol will be repeated &ach challenge the participant shares.
The protocol is the following:

[RQ 1] What recent adaptive leadership challenge€hinese pastors face?
a. What types of challenges do the pastors encounter
Q: Would you describe your challenge edgrered in the past three years?
b. In what ways do the pastors’ temperaments con&ituthe challenges?
Q: How did the challenge associates with your peabty?
[RQ 2] What strategies do pastors use to respoadaptive leadership challenges?
a. What factors contribute to the pastors’ choicestadtegies?
Q: How did you respond to this challenge?
Q: What are the considerations which led to youriad of strategies?
b. In what ways do pastors use adaptive challengeegtes?

Q: How do you apply your strategies to the adafdseglership challenges?

Q: What biblical theological principles do you appi the process?

c. In what ways does temperament play a role in tiséopsi choice of strategiés

Q: How does your temperament contribute to youraghof your strategy?

4. [RQ 3] In what way and to what extent do the pasparsue reflective work during
the challenges?
a. What are the reflective practices the pastors us@glthe challenges to analyze the
effectiveness of their strategies?
Q: How do you reflect on your challenge?

Q: How do you recognize or identify your externatieonment changing?
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b. How does temperament play a role in the refleqinozess?

Q: Does your temperament affect your reflection?

The researcher used a SONY ICD-AX412F digital rdeofor the interviews.
This type of recorder has high-quality sound recwy@bility and the data can be easily
uploaded to a computer. The interview data wastidmed in the native language,
namely Chinese, for analysis and comparison. Thee glzoted directly in this research
was translated into English by the researcher.

Data Analysis

For the data analysis, this study will use the &ant comparative” method.
According to Merriam, this method

[iinvolves comparing one segment of data with aeptb determine

similarities and differences. Data are grouped ttogreon a similar

dimension. The dimension is tentatively given a eaitnthen becomes a

category. The overall object of this analysis iglentify patterns in the

data. These patterns are arranged in relationghipach other in the

building of a grounded theofy*

Merriam points out that the function of the const@mparative method, as its
name suggests, is to do constant comparison. Beaneher will begin with a particular
incident from an interview and compare it with drestincident from the same interview
or the interview of another participant. The congars may be grouped into tentative
categories. These tentative categories may be aeahpaeach other. As comparisons
are made, a broader category or theory can be ajga@d*?

The constant comparative method provides a verd @oalytical technique for

this research. The researcher coded each intefelerglevant data and emerging themes.

221 gharan B. MerrianQualitative Research: A Guide to Design and Impletaigon (San Francisco:
Jossey-Bass, 2009), 30-31.

222 1hid., 199-200.
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Also, interview transcripts were compared and @stéd throughout the analysis process.
The purpose of this research is to identify thepéida leadership challenges of the
twelve Chinese pastors and how they respondeceioléadership challenges in their
ministries and daily lives. One specific challermgéected from different pastors might
be expressed in various ways, based on the papensdnal factors such as personalities,
communication skills, experiences, etc. This specthallenge which is presented in
various expressions will be identified and be &dads one category. This study’s
findings were not used to formulate a substantie®ty but to gain an understanding
such that others would be able to help Chineseashinistries and to inform similar
future research in a more substantive way.
Study Limitation

The purpose of this research is to identify howin€se pastors respond to
adaptive leadership challenges. The researchetrwiib find a pattern of challenges
which Chinese pastors share in common so thatdfutiomarch leader training and
development programs can be adjusted accordingifortiinately, this study can only
interview a small number of pastors. Despite tivedity of backgrounds included in the
pastors’ selection, it is not possible to get aggalizable result or pattern to represent all
pastors throughout China. Therefore, it is the saspility of the reader to consider and
compare contexts when seeking to transfer anyeofitidings to another situation.

Conclusion

The researcher has chosen the qualitative methgg&do this research. More

specifically, the Critical Incident Technique (CMijll be used for the data collection. In

this chapter, the researcher discussed the adwenéagl disadvantages of this method
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and proposed the “spiral” method to minimize theds of the disadvantages. The
researcher also discussed the criteria for chodbmgwelve pastors interviewed for this
study. In addition, the interview protocol is ajg@sented.

The Constant Comparative Method was used for detlysis. This method is

ideal for this research.



Chapter Four: Findings

The purpose of this research is to identify howngéke pastors respond to
adaptive leadership challenges. The researchetrwiib identify a pattern of challenges
which Chinese pastors have in common so futurecthieader training and development
programs can be adjusted accordingly. The Critre@tlent Technique (CIT) arttie
“spiral” methods were used for the data collection.

Three research questions guided this study. They ar
1. What recent adaptive leadership challenges do Gaipastors face?
2. What strategies do pastors use to respond to addptidership challenges?
3. In what way and to what extent do the pastors purstlective work during the

challenges?

Twelve®?® pastors were interviewed in this study. They vesiected based on the

criteria specified in chapter three.
Introduction to Research Participants

The twelve participants’ ministry locations are ket in China’s regional map in

Figure 4.1 (&F* They are from five out of the total six regiorf<hina. The numbers on

the map represent the number of participants sgimithat region. The Christian density

223 A total of thirteen pastors were actually intemvil. One of the thirteen, the twelfth participant i
interview order, was not included in this studyeTlason for the exclusion is because of validity
concerns. Some of his answers avoided questionp@inted to other directions. It appeared thatttrus
was not strong enough to provide accurate data.

224 hitp:/len.wikipedia.org/wiki/List_of regions_of éhPeople's_Republic_of China (accessed May 25,
2015).
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map of China is shown in Figure 4.146) The ministry locations of the twelve
participations are proportional to the Christiapylation of China. Only two of the

twelve participants serve in the same locationagonrity.

£ X
1

th
%

X &

Figure 4.1(a) Interview participants’ ministry |dicas.

225 http://www.epm.org/resources/2010/Oct/18/map-shgwdistribution-christians-china/. The density
map was published in October, 2010.



69

China cristian percentage of county/city

Legend
Percent Christian (county/city)
l:l 00-0.19 I:I 1-19 - 10-199
l:l 02-049 - 2-49 - 20-499
[:l 05-09 - 5-99 - 50-89.3

Provinces, autonomous regions, municipalities
and special administrative regions shown in bold.

Map by Global Mapping Intemational
Figure 4.1 (b) Christian density of China.

The basic personal data of the participants ateded in Table 4.1. The
introduction to the four letters of the Myers-Brgygype Indicator is in Table 4.2. The
Myers-Briggs Type Indicator of participators areTiable 4.3(a) and Table 4.3(b). The
job descriptions of the participants are found abl€ 4.4. Some serve in major cities and

some in small cities. Participants are both matefamale pastors.



Table 4.1 Basic data of the twelve participants.
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Participant Personal Data

Code Myers- Belongs to a vears of
Interview 26 - Briggs church group (G) Age .
#2%in Gender ; .7 | full-time
order stud type or independent range’ ministr
Y| indicator church (1) y
1 MG1 ENTJ M G 35-40 12
2 Fl2 INTJ F I 50-55 10
3 MI3 ISFP M I 45-50 9
4 FG4 INFJ F G 45-50 9
5 MG5 ISTJ M G 45-50 20
6 MG6 ISTJ M G 50-55 10
7 MG7 ISTJ M G 45-50 7
8 MI8 ISTJ M I 35-40 15
9 FG9 ISTJ F G 50-55 20
10 MI10 ENFJ M I 50-55 9
11 MG11 | ENTJ M G 45-50 10
12 Mi12 ESTJ M I 30-35 6
The code number: the first letter represents geniersecond Avq. 44 Avg. 11.4
letter represents their church style: chu@roup orlndependent eagré oldl vears in
church. The numerical number is the order of ineavs. y service

22 The code number is designed to show participattsler and church style (church group or

independent church). The illustration is at thedrotof the Table 4.1.

227 |n order to protect the identity of participarttseir ages are presented in ranges.
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Table 4.2 Introduction to the four letters of thgevis-Briggs Type Indicator.

Myers-Briggs Type Indicator - Four letters' explanaion®*

Extroverts (E)

Introverts (1)

Prefer being around people

Are comfortable spentiing alone

Are interested in many things

Are selective and like to focus on one or a
few things

Have many friends and associates

Have a few vesgdtiends

Jump into things pretty quickly

Think about thifgsfore they act

Are usually pretty talkative

Are usually fairly exsed

Are more public and easier to get to knoy

Are naeate and harder to read

Are enthusiastic and outgoing

Appear calm andsattained

Represent about 55% of the American

population

Represent about 45% of the American
population

Sensory(S)

Intuitives (N)

Focus on the facts and specifics

Focus on the lilitysi

Are more concrete; like ideas to be practic

\a‘Are more abstract; like idea and theories for

their own sake

Trust their direct experience

Trust their gut insts

Like to operate in the here and now

Like to imagind think about the future

Are realistic and practical

Are innovative and inmagive

Like established ways of doing things

Like to ceciaew ways of doing things

Think and talk in a step-by-step manner

Frequgathp around from topic to topic

Represent about 65% of the American

population

Represent about 35% of the American
population

228 paul D. Tieger and Barbara Barron-Tiegkrst Your Type: Create the Relationship You've péwa
Wanted Using the Secrets of Personality Tipe, Brown and Company, 2001), chapter 2, towrzs

1301-1305, Kindle.



Thinkers (T)
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Feelers(F)

Are more logical and analytical

Are more sensitivel sympathetic

Believe it's better to be truthful than tactfy

Bek it's better to be tactful than truthful

Are fair and consistent; apply one standa
to all

r

d  Like harmony; look for extenuating

circumstances

Are motivated by achievements

Are motivated by geippreciated

Like to compete and win

Like to cooperate and ereansensus

Easily see flaws; can be critical and brusg

ueLike to please others; express appreciation
easily

Are thick-skinned and not easily offende

)

Get tifedlings hurt more easily

Comprised about 65% of males

Comprised about 65nadles

Judgers(J)

Perceivers(P)

Like to make decisions; decide quickly

Like to kexgppions open; may procrastinate

Prefer to make and keep plans

Prefer to be fraettspontaneously

Are usually well-organized

Are often disorganized

Like to be in control

Like to adapt to changingiations

Have a strong work ethic; work, then play

Haverargj play ethic; play then work

Are more formal and conventional

Are more casudl@mconventional

Tend to see things as black or white

Tend to segstas shaded or gray

Are often better at finishing projects

Are ofteritbeat starting projects
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Table 4.3(a) The Myers-Briggs type indicator oftggpators (ISTJ, ESTJ, ENTJ, and

INTJ).
Myers-Briggs type indicator’*
ISTJ ESTJ ENTJ INTJ
Mark
of the Inspectors Supervisor Field Marshal Mastermind
typezso
General description - Strength
ISTJs are responsiblg, ESTJs are natural | ENTJs are natural INTJs are global
reliable, hardworking | leaders and quick | leaders whose thinkers with original
people whose word i§ decision makers. competence and minds. They are able
their bond. Literal, Their serious, no- | strength inspires to see connections an
precise, and no- nonsense approach| confidence and understand the long-
nonsense, they say | to life inspires respect in others. range implications of
what they mean and | confidence and trust They analyze current actions and
mean what they say. | in the people with | problems logically events. Ingenious and
ISTJs have a strong | whom they live and | and objectively, innovative, INTJs
work ethic and work. Respected forl weigh the pros and | have a unique talent
o always choose to get| their objectivity and | cons, and then make| for looking at almost
@ their tasks done fairness. but ESTJs| efficient, sensible, anything and seeing
e before they take time| are also highly and often tough how it can be
S to relax. They know | competitive and decisions. ENTJs arg improved. Able to
-

what they have to do
and how to do it and
seldom need or want
any supervision or
input from others.
Their single-minded
determination is one
of their greatest
assets.

have a strong need
to be in control.
They are loyal team
players who are
more interested in
maintaining than
challenging the
status quo. They
respect authority
and expect others tg
do the same.

capable of
anticipating how
current actions may
affect future
decisions.

grasp and analyze
complex issues
quickly, INTJs are
excellent strategic
problem solvers with
highly developed
critical thinking skills
that allow them to
perform incisive
analysis.

22 paul D. Tieger and Barbara Barron-Tiegerst Your Type: Create the Relationship You've péwa
Wanted Using the Secrets of Personality Tyhittle, Brown and Company, 2001), locations 8290,
1066, 1111, 1029, 1234, 1272, Kindle.

20 http://www.keirsey.com/4temps/composer.asp (aeceBgbruary 2014).
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Although they like to
be of service to their

They are often very
outgoing and

Typically friendly
and outgoing,

INTJs are particularly
romantic ones. They

—

of unproven ways of
doing things.

options. Because
ESTJs focus
primarily on the
present, they may
fail to appreciate
how current actions
may affect the
future.

._g- families and friends, | friendly, are capable of caring

0 they can also remain deeply for others

L utterly objective and (usually a select few),

% make the tough calls and are willing to

x when necessary. spend a great deal of
ISTJs are eminently time and effort on a
fair people. relationship®.
Quiet and Typically strong- ENTJs are always INTJs are independen
independent, ISTJs | willed and very looking for ways to | people who set very
are often happiest verbal. Practical and improve themselves | high standards for

g when they have realistic, ESTJs and increase their themselves and

% plenty of time alone | consider it expertise and power.| usually reach or

_g without interruption. | important to be They are often very | exceed their goals.

= accurate with facts | articulate, think They are hard workers

5 and pay close quickly on their feet, | capable of persevering

S attention to details. | and speak publicly | against great odds.

< They are rarely with skill and INTJs have enviable

Q convinced by confidence. They like focus and

£ anything other than | to work hard and determination, and

hard facts and soundeagerly take on they will not be
reasoning. challenges, the more| deterred from reaching
complex the better. | their goals.
General description -Weakness

ISTJs focus so They are not ENTJs also have the| They are sometimes
completely on present particularly good at | propensity to be condescending or
realities rather than | anticipating future | bossy and may highly critical of those
on future needs or forecasting intimidate others into| who fail to live up to
implications, their future trends. They | supporting their their expectations and
skepticism can tend to make quick | positions. They may | are parsimonious in
sometimes impede | decisions and fail to express their | their praise for the few

o real and needed sometimes rush to | appreciation when who do. INTJs have

= progress. Because | judgment before others have helped | also been known to

g their Least function is| they have carefully | them or have done a| take it upon

3 Intuition, they are and thoroughly good job. ENTJs may themselves to

@ naturally mistrustful | considered all their | not spend enough implement critical

time reflecting and
thoughtfully
considering the
immediate, practical,
or personal
consequences of the
actions.

decisions without
consulting their
supervisors or co-
worker$®2

21 http://www.typelogic.com/intj.html (accessed Redmy 26, 2014)

232 http://www.typelogic.com/intj.html (accessed Mart, 2014)
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They are not likely to
be significantly
influenced by how
people will feel about
their decisions , so
they may at times
seem aloof or
uncaring.

Because ESTJs'
least function is
Feeling, they may
inadvertently act
insensitively at
times. Because they
are not focused on
the emotional side
of life, they
sometimes don't

ENTJs can be
unaware of the
impact their actions
have on others. They
may behave in ways
that are insensitive tg
the needs or feelings
of others. They can
be brusque and
critical and can

They often have
trouble
communicating clearly
with people who are
not as technically
oriented, and they ma
not be very patient in
working to find
common ground. They
are sometimes

when they are
unexpectedly forced
to change their plans
or act spontaneously.

o
< stop to consider or | appear arrogant whep unaware of or
S find out how people| they become surprised by the
b= feel about an issue | impatient with emotional reactions of|
E before making a people. ENTJs are s¢ others. They may be
decision. They preoccupied with insensitive or
frequently furthering their neglectful of those
intimidate less careers that they close to them. They
assertive people. neglect their personal are especially
or family's lives in reluctant to take the
the process. time and energy to
explain themselves or
their ideas to people
they perceive to be
less competent.
ISTJs are happiest Once they've made| Once they have INTJs sometimes hav
living with a familiar | up their minds, they| embarked on a coursedifficulty operating
routine and may are difficult to of action, they can be comfortably in the rea
become convince otherwise.| unwilling or unable | world. They tend to
uncomfortable or to modify their plans | spend most of their
g anxious when faced and pursue a new time and energy in the
% with new challenges. direction, even if it's | inner world of ideas
_g They tend to resist warranted. and possibilities, and
= any change if they they may be
= don't immediately see completely unaware
5 its practical benefits. of, or utterly
< They become uninterested in, the
L stubborn or inflexible more realistic details
c

of their physical
surroundings. Their
single-mindedness
may result in their
being stubborn and
inflexible.
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Table 4.3(b) The Myers-Briggs type indicator oftmapators (ISFP, ENFJ, INFJ).

Myers-Briggs type indicator

misfortune of others. ISFPs
are so sensitive that they ten

to take on the worries of thoseskillful communicators.

near them.

rare gift for making personal
dconnections and thus are

ISFP ENFJ INFJ
Mark
of the Composer Teacher Counselor
type
General description - Strength
They are usually much They also are excellent at INFJs have vision and
happier working quietly, helping people solve persondl creativity. They are especially
behind the scenes, doing theirproblems in creative ways. | gifted at thinking up new and
best as part of a team. Most ENFJs are highly better ways to help people
productive and organized satisfy their needs and are
people who run on high usually eager to provide
energy. They are happiest | whatever support is
o .
i when they have a plan and camecessary. They are willing t
g work cooperatively with subject themselves to
= others to realize their goals; | skepticism or criticism in
e and they derive satisfaction | order to make their vision,
from helping others find ways driven by their strong values,
to reach their full potential. | a reality. They are earnest an
exude an unshakable faith in
their beliefs that engenders
trust and respect in others. Fpr
this reason, they often make
inspiring leaders.
They demonstrate their deepg Maintaining harmony in As thoughtful, caring, and
commitment and unwavering relationships is a lifelong goal sensitive people, INFJs will
loyalty first to their friends as well as a natural skill. They usually go the extra mile to
and families and second to | understand other people's maintain harmonious
._g- the few select causes that argfeelings and it drives them to| relationships . They are
0 dear to them. They are peoplemake people happy. They usually excellent listeners, ag
i= of loving action rather than | often anticipate others' needs, they are naturally patient and
% words. ISFPs are deeply especially their emotional insightful.
x affected by the pain and ones. They are blessed with a

1=

d



77

ISFPs are typically the most
unassuming and down-to-
earth of all types. They are

ENFJs usually have strong,
value-based opinions that the
feel free to share.

They have integrity and
yoriginality. INFJs do not like
to call attention to themselve

longer than is healthy.
Because they are so trusting
some ISFPs are vulnerable t
fast-talking, charismatic, and
unscrupulous people.

% intensely private people and and often are content to work
o highly selective about whom behind the scenes. INFJs arg
i they take into their decisive and organized, and
@ confidence. Because they they like living according to
-E’ value inner balance, they likeg their plans. They are often
QL to keep their lives as extremely productive. They
5 uncomplicated as possible like to set goals and work
s and rarely place a higher tirelessly to achieve them.
- importance on their work than
on their families or personal
lives.
General description - Weakness
They can lose their They often suffer from a Because INFJs prefer to focl
objectivity and become serious lack of objectivity. on the big picture, they
exhausted in the process. They may have trouble sometimes miss or choose td
They don't readily speak up inmaking decisions based solelyignore important everyday
their own defense and are on logic, often finding it hard | details. INFJs' single-
sometimes taken advantage |ofo know whether a particular | mindedness can become a
'z by others who are more behavior or action is fair, and| liability if they are not
g dominating. Because they | may not trust themselves to | flexible enough to modify
9 dislike planning, they are make a just and impartial their plans once they have
« often taken by surprise by ruling. Sometimes ENFJs are embarked on a course of
unpleasant situations that in such a hurry to make a action. They can become so
could have been avoided. decision or complete a task | preoccupied with making
Trying to manage that they discard options their vision a reality that they
complicated or long-range | prematurely. lack the ability to act
projects can leave them spontaneously.
feeling overwhelmed.
Since they are highly ENFJs are prone to idealize | Unfortunately, their
motivated to help in any way| relationships, so they can be| sensitivity can cause them to|
they can, they often become| deeply disappointed when become defensive, to cut
overly involved. In their people let them down. And | people off, or to reject ideas
a desire to maintain harmony | because they value diplomacythat don't meet their high
% and please others, they also| so highly, they sometimes standards.
5 may be less than forthcoming trade honesty for what they
b= about negative feelings, perceive as immediate
E holding on to their hurts for | harmony. They may be overly

sensitive and take things
. personally.
0
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Inner belief and nature

They tend to follow the path
of least resistance, respondi
to change rather than trying {
control or resist it. Similarly,
because they don't easily
foresee what might be comin
down the road, they may
become pessimistic and
discouraged if it looks as if
they have no attractive
options at the present
moment.

In their desire to get the job

nglone as quickly as possible

oand according to the way the
feel it should be done, ENFJs
can become inflexible and

gresist acting spontaneously,
even when the situation calls
for it. Once they feel
reassured of their worth and
of the value of their
contribution, ENFJs are
usually able to regain a sensg¢
of balance and objectivity.

INFJs' perfectionism also car
result in a tendency to be

y stubborn and unyielding. But
sometimes in their haste to
come to a conclusion, they
miss out on experiencing and
enjoying the process. INFJs
are motivated by their values
and deeply held convictions,
they tend to take things
personally or become

> offended when no hurt was
intended.




Table 4.4 Job descriptions of participants.

Participant job description

Interview Code
#in Responsibility
order
study
Pastor and church planter in a medium size cityrCitype:
1 MG1 . . )
church group with white collar congregation
Pastor in a major city. Church type: independentcim,
2 Fl2 Y ) ,
congregation: mixed with white and blue collars
Pastor in a major city. Church type: independentcin,
3 MI3 Y ) ,
congregation: mixed with white and blue collars
Pastor and church planter in a major city. Chuyglet church
4 FG4 . .
group with blue collar congregation
Pastor in a medium size city. Upper leadershipchwch
5 MG5 . .
group with blue collar congregation
6 MG6 Pastor in a major city. Church type: church grouh Wwlue
collar as majority.
2 MG7 Pastor in a small city. Church type: church group.
Congregation: mixed with white and blue collars.
8 MIS Pastor in rural area. Church type: independentathwith
blue collar congregation.
9 £G9 Pastor in a medium size city. Upper leadershipgchwch
group. Congregation: mixed with white and blue adl!
Pastor doing church planting in many major citieoas the
10 MI10 | nation. Major congregation: mixed with white andél
collars.
11 MG11 Pastor in a major city. Upper leadership in a chuoup.
Major congregation: mixed with white and blue caddla
12 MI12 | Pastor in a major city doing church planting.

The Myers-Briggs types of the twelve participanes shown in Figure 4.2.

79
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MG5,MG6,MG7,
MI8, FG9

Mi12

Mi10

M Innovative ==

Figure 4.2 Myers-Briggs type indicators of the tveeparticipants.

Analysis of the Data

Each of the twelve participants provided a few getected adaptive challenges to
discuss in the interview. Participants gave a siniplle to each of their adaptive
challenges. As a result, each challenge might conegtiple issues. All of these issues
collected from the participants were grouped ihideen major categories. These
thirteen categories are different in nature. Frometto time, participants presented a
specific challenge and that challenge may be grbiqte several sub-challenges. In this
study these sub-challenges are called sub-categdite total issues provided by the

twelve participants were grouped into thirty-eighb-categories. Most of the major
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categories contain more than one sub-categoryfAle thirteen major categories and
associated sub-categories are listed in Table 4.5.

On the left column of Table 4.5, the thirteen majoallenges are in bold. Under
each major category are the associated sub-cagsg@n the right column are the

nomenclatures of the categories in short form. Aidmaenclatures are used for plotting.

Table 4.5 Pastors’ challenges in major categoheklj and associated sub-categories.

Code # of Category
category

(2) Church group tradition and its modern day chalkenge

(1a) Patriarghalism and rigidity of church tradition ieqqts church
governing and development.

(1b) Young workers fear of taking authority.

(1c) Lacking church growth, small group leadergs] &xaining materials.

(1d) Aging and the loss of young people causes shodbhgerkers and
offering.

(1e) Antagonism

(11) Central government controls local church wesksalary

(19) Conflicts of denominationalism

(2) Conflict of ministry and family

(2a) Pr.io.rity challengg between church ministry and fgr(Priority of
ministry and family)

(2b) Church power struggle between husband and wife

(2¢) Different ministry view between husband antewi

(2d) Ministry hindrance from unbelieving spouse

(2e) Conflict related to roles of husband and wife

(2f) Family physical violence
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3) Challenge of inner being

(3a) Low education level causes communicationaiffy

(3b) Lacking shepherding and leadership capacitysil

(3¢) Low education level causes problems of sdlfean and evangelism

(3d) Lacking spiritual maturity

(3e) Lacking faith and struggle with challenges

(3f) Leadership difficulties due to strong persanyal

(39) Inner holiness challenge

(3h) Challenge of finding ministry direction

(3i) Personality lacks leadership character

(4) Conflicts between coworkers including ministers

(4a) Conflicts due to temperament

(4b) Conflicts due to ministry leadership, ideajdh structure, and goa

(4c) Influential lay coworkers abuse power and hinderrch
development

(4d) Power struggle between full-time minister #&ngdcoworkers

(4e) Cpnflict between senior pastor and young ministecentrol and
distrust

(41) Antagonism

(5) Handling sins of church congregation

6) Difficglty of doing discipleship training — capability and training
materials

(7) Difficulty of doing Great Commission and churchplanting

(7a) Lacking church support — money and man-poveed-training

(7b) Challenge of city church planting - lacking suppamt difficulty of

church development




83

(7¢) Reach out unbelieving world and start churoimfscratch
(7d) NeV\_/ startup church_ negatively influenced by Chindsérch
tradition of evangelism

(8) Full time ministers lack salary

(8a) Salary is not enough, affects family and ntigis

(8b) No salary but serves as full-time pastor

(9) Minister burning out

(10) Future church ministerial strategy, goal, vale and guidance
(12) Need spiritual mentor and know how to be mentoof others
(12) Church hinders young people to serve
(12a) Suppress young people and do not give oputytio serve
(12b) Do not give young people financial suppors¢éove

(13) Divorce and remarriage issue

The thirteen major challenges are presented inr€igLB. The vertical axis of the
chart shows the number of participants who expeeédrhe challenge. No matter how
many times the participant mentioned a specifiegaty, that category is counted as one.

For example, ten out of twelve participants encered the challenge of conflict between

coworkers (4).
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Pastors' Challenges in Major Categories
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Figure 4.3 Pastors’ challenges with respect torthgr categories.

The results can also be presented in a differegt livéhe participant talked about
two sub-categories which fall into the same magiegory, then the major category will
be counted twice for that participant. The majdegary gains weight due to the multiple
sub-categories within it. The results are presemédgure 4.4. For example, conflict
between coworkers (4) has been identified twentgethimes through various sub-
categories by the twelve participants. With thgaife, one can clearly see the amount of

emphasis the different categories played duringritezview discussions.
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Pastors' Challenges with Sub-category Weight
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Figure 4.4 Pastors challenge with respect to thecstegories.

In Figure 4.4, six out of the thirteen major categ® stand out as consensus
challenges among the pastors. They are:

(1) Church group tradition and its modern day aralke.

(2) Conflict of ministry and family.

(3) Challenge of inner being.

(4) Conflicts between coworkers including ministers

(7) Difficulty of doing Great Commission and chunglanting.

(8) Full-time ministers lack salary

For these six consensus challenges, the primaearels questions will now be addressed.
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(1) Church group tradition and its modern day chalenge

Eight of the participants encountered the churdugitradition and its modern
day challenge. These eight pastors presented senecategories in this challenge:
patriarchic rigidity, young workers fearing authgrichurch growth lacking, aging
congregation and loss of young people, antagorghorch group controlling salary, and
conflicts of denominationalism.

Nearly all of the participants encountered thdlehge of patriarchal power and
rigidity of church tradition impacts church govergiand development. MG1 explained
that the tradition of a church group has its adages, such as conservatism and stability.
Newcomers can follow the existing path and movevéwd. But the tradition often kills
creative thoughts and ideas. If someone has gangjtits and ideas, they may feel that it
is best to hide them. People in this tradition tendiork like machines following a pre-
set program. As a result, people work in a churcg without sentiment. Everyone
follows the same pattern. Even worse, it can dgstre gifts given by God to individuals
in the church. Regarding the impact of the tradisampact on himself, he said:

The church tradition asks lower-ranking Christiemsbey

unconditionally. | have seen many in the last fivéen years. If people

act differently from the tradition they are regatdes an alien, a strange

person. | acted differently; people treated meraali@n. | was hurt by the

tradition. The upper leadership represents aughdower lever submits to

the authority. In church, your words and deeddgiackto the tradition.

The church requires my speaking, my ministry stygteaching, deeds,

concepts, and my own church governing style tanakgh the tradition.

When | made a change they treated me as a diffemghof person, and

their evaluation of me dropped from the sky toghaund. My good

reputation became awful. The criticisms are harpluioin words. | have

been very sad for about six months to one yeasuldcnot believe how
the church tradition had hurt me. They hurt me.
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He was asked to give an example to illustrate bytdused for a long while
without saying anything. It appeared that it wdfialilt for him to speak out.
The subject was changed and the interview movetiemwas asked to share
his strategy for responding to this challenge ahg ne made such a decision.
He explained,
My first step was to discern whether the issue aasnor or a principle
matter. If it was a minor one, | wouldn’t try toasge it right away. If it
was a principle one, | acted accordingly and iesisin doing the right
thing. This decision caused criticism and some [eeapre dissatisfied
and became unhappy. | cannot make the whole wapgywith all | do.

If I think it's the right thing to do, | will do iand the good result will
change their mind.

MG1 said the church tradition negatively influendkd congregation in the church he
planted. The church culture was influenced by Céensulture and in Chinese culture, in
general, if a person with authority is absent;suibordinate will not dare to make a
decision for his boss and does not believe thédseactually been given the authority to
make decisions. In general, decisions are made Wigetop leadership is present. No
matter how many meetings had been held regardingsaer, the leader with authority
can overturn all the conclusions with one word. gkivious efforts would be wasted.
Once people were hurt by this experience, they avkaep silent and dare not speak
anymore. As a result, everyone kept silent in megstand obeyed whatever their leader
said.

This challenge impacted MGL1 in two ways. One isardimng his supervisor, and
the other is regarding his subordinates. He wahiedubordinates to serve in the church
with authority given by him, but his subordinatesrevafraid of using that authority.

They were afraid of making a mistake and beingrssdrlt is part of the Chinese culture.
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MG1 exerted great effort to change his subordin&tesrts and minds. Despite the fact
that MG1’s teaching and training are biblically &dsn this regard, the progress was not
as significant or as fast as he desired. RegattimgMG1 chose his strategy to respond
to this church culture challenge from the top lealig of his church group, he said he
chose to stand firm to his own opinion and stragsgHe applied his strategy this way: he
communicated with his supervisor first. If his soyigor agreed with him, there was no
problem. If not, he did it his own way despite thevitable attacks that would follow his
disobedience. MG1 responded to the question oftveinétis strategy worked or not. He
said the attack lasted for a while until his supawsaw the good result coming from his
works. His supervisor did not say anything goodualinis work but did stop criticizing
him. MG1 described the top leadership’s responsestgood work and disobedience:
“They all saw my good works. They understood inrthearts. But because of the
influence of the church tradition they could natipe my good works in the assembly
meeting. If they did it meant they were wrong.”

MGL1 believes that this church tradition is dedpRuenced by the Chinese
culture. His strategy is not to change the tradivd his church group. His strategy is to
change his own church. He is a church planter.atiectiange the church tradition of his
church group starting with his own church. He autteal his church coworkers to make
their own plans and he observes their creativityremaking church tradition, such as the
choosing of hymns used for worship and budget prenriHe allows different ideas
although he does not always like their decisiohisisl coworkers did things differently
he felt satisfaction. Some of the church groupésléxs could not accept his reformation

but others supported him.
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FG4's challenge is the tradition regarding morégr church group, like the other
groups, requires all churches to send a portianarithly church income to headquarters.
This troubled her a lot. She was sent by her gtowpmajor city to plant churches. She
has not been given any financial support or safang was on her own from the
beginning and did well during the past several yead established several dozen
churches. However, her churches’ income cannot thegtown needs. Most of her
church congregations are migrant labor workers. ckhech’s income is not enough for
their ministry use. The group top leader bypassed &nd went to her church treasurer to
get money routinely. The church treasurer becaiya to the top leader and kept
sending money to the headquarters of the grouptddse objection of FG4. FG4 had
felt a grievance for a longtime but remained patiE®4 said the group’s leadership
believes that if you give money you are doing goodistry, otherwise you are doing a
poor job. She believes this challenge has notlordptwith her temperament. The
researcher asked her why she chose the stratgatiehce in response to unreasonable
actions; she said, “This is the way of bearingdtuss. | shall be patient. | became a
Christian in this group. This group is like my patse They gave birth to me. | have to
satisfy them.” Her coworkers joined the group’s leader to harass her when she
opposed their choice to keep sending money to heatkys without her consent. The
group’s leadership not only collected 10 percerthefchurch income, they also collected
some of the congregations’ tithes and 10 percetiteincome of training. This caused
her great suffering. She reflected on this chakemgt the only thing she could do was to

endure the suffering and comply with the unreastendémands.
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MG6'’s challenge is that the church group contabisrch’s finances and their
administration. His monthly salary is 1500 yifafian amount set by the headquarftérs
of his church group. It takes a pastor ten yeafslbfime service to get this amount of
salary. In his city it takes about 1000 yuan a rhdatrent an ordinary apartment. As a
result, his daughter owed 5000 yuan of her tuitt@m when she graduated from college.
He appealed to headquarters asking for a salangtamdgnt, but headquarters ignored his
request. He had no strategy for this challengeeXpgained, “I have no strategy to
resolve this issue. My own church cannot contreld¢hurch’s income. We send part of
our income to headquarters and headquarters gisalsigy to me.” Two of his church’s
young people went to Malaysia to study theologyeAtheir graduation they were
summoned to the headquarters of his church grodpvane told they could not stay in
his church to serve. He was told that the seminarielong to the church group and that
local churches cannot keep them. He complainedhleathurch group has no set
regulations or rules he can follow. One of his chis core coworkers wanted to resign
because the coworker did not want to serve anynBue headquarters rejected the
resignation. All the core coworkers were instalbgtheadquarters; therefore,
headquarters is actually governing local churchese coworkers. MG6 explained:

The church’s core coworkers and the church’s pastactually at the

same level. Pastor is only a title. If | obey tlogvorkers then everything

will be fine. If I want them to obey me, | becomdiatator in the

coworkers’ eyes. Because there are more in nurttiey,are not dictators.

The local church has no structure and vision; dpeéadership of the
group may not know what happens in local churches.

#3wyyan” is Chinese dollar. It means RMB. One W8llar exchanges approximately 6.06RMB by 2-10-
2014.

%4 The headquarters of his group is about 1600 railesy from his church.
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MG7’s church group affiliates with the theologyRPC?** The rigidity of his
group brought him significant difficulty. As a rdshe worked like a full-time pastor but
was essentially unpaid. For instance, if he sea¥tes 5:00 p.m., he receives no pay.
However, most of his services are after 5:00 pfrne lworks at home instead of in the
church office, he’s not paid. For instance, he eédd stay home during the day to cook
lunch for his daughter, who is studying in high@alhand send lunch to her school. The
rest of the day he prepares his sermons. He negasach six times every week and four
out of the six have to be new sermons. Most ofihig is spent on sermon preparation
and service in churches. But, headquarters regthisispaid staff to stay in the church
office twenty-six days out of the month. He wasbte to do that. As a result, he serves
without pay.

He is not the only one who suffers from the systéhere are many other issues
like the issue of salary. One young minister tble top leadership of the group, “In order
for you to accept the different idea, in ordertfoe church to change, we have to wait
until you die.” The leadership was hurt badly big thold statement. MG7’s strategy for
this challenge is simple. He simply waits for thé §care confrontation among
congregations. He believes the system will implogden itself. At that time, the
opportunity for making change will come. Regardihig event, he said, “I just pray and
wait. Things will explode. This world is changingdabrothers and sisters’ views and
perspectives renew every day. This church systdhmaive toward an explosion. |
believe God will lead to this result.” MG7 was askew he reflected on his challenge.

He offered this:

23> Reformed Presbyterian Church.
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In my reflection, | realize the Reformed camp hasyngood things. The

Reformed theology is very good. We all need to aekadge this. But the

system and structure is not good. It is too rigide rigidity has killed

brothers and sisters’ motivation and enthusiasrerdfbre, we shall keep

the theology, but abandon its structure and reguat

MGY7 believes this strategy is derived from ther@se culture. He said, “(If a bad
thing) develops to a threshold then it will leacatohange. When all other choices run out,
change emerges.” He said his reflection on thisegmme out of denominationalism. He
and his wife discussed their future and he saitlitiséead of fighting the church group,
they can go to remote areas to serve. Many remeés dnave no pastors and they can
apply his formal education in those remote areasing the last round of pastor
ordination in his church, he was excluded. Manyrchumembers were angry about his
exclusion. They thought MG7 was the most qualitaddidate in the group for
ordination. But, due to the Reformed church stigthe was not qualified. His wife
could not accept it, but he was able to move pastantually.

FG9’s challenge is the fear of confrontation widr subordinates. She is a
decision-making leader of a big tréttin her group. Many pastors in her group, most of
whom are male and are between forty and fifty ye&dsreport to her. Her challenge has
been the issue of communication with those pasidrsse pastors each have young, full-
time ministers reporting to them directly. Howewie young ministers have brought
their complaints and fears regarding their supargipastors to her from time to time.
She views this conflict between the pastors ang/tlueg ministers her greatest

frustration. The young ministers complain thatshpervising pastors never recognize

their work. But, the truth is that the supervispagstors consistently receive negative

#3¢ See the structure in Figure 1.1 of chapter 1.
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reports about the young pastors. As a result,upersising pastors have reprimanded the
young ministers subsequently making those ministiesd of their pastors. In order to
avoid criticism, the young pastors have gone telthcations to serve and then reported
to their supervising pastors afterward. From timérhe the negative reports have been
brought to the pastors by their wives who are presemeetings. FG9 has not developed
a strategy for this challenge and is, in fact, idfcd conflict with these supervising
pastors. She recognizes that these pastors arepgstats, which even the young
ministers have admitted to be true. The reseai@$lexd her what would be the
consequence if she talks directly to the pastoositathis issue. She replied, “They will
be mad and be embarrassed. But, they will charejelibhavior because they are good
pastors.” The researcher then asked why she haalneatly had this conversation with
them. She explained, “I just cannot break my (psiatdical) barrier to do so.” She was
asked to share her strategy in dealing with théexge of her coworkers’ relationships
and she explained:

Regarding the problems in our church (group), hcarsolve the tough

problems. | am a person who does ministry in towgls, but my strategy

can only solve surface probleié.The deeper issues cannot be solved.
She said that the strategy she had used ofter ipast was apologizing to people she
had offended. She was asked whether she had fobetieat way to deal with her
specific challenge. She answered, “No, | don’t havetter way. But there may be

one: | let young ministers speak out, and when fimgh speaking, the problem is

solved.”

%7 ghe is talking about scratching the surface ogioproblems.
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MG11, the next pastor interviewed, shared thaigrahalism & #1229 in the
church group is his specific challenge. AccordiogAG11, everything in a church group
is typically guided by one man’s will and opinidrhis one man is considered to be
special and authoritative. Usually he is the mesi@ person in the church group. It has
nothing to do with age or spiritual gifts or capaigis. This idea has ties to the Chinese
traditional culture, which dictates that the fatb&a family is the most senior person in
that family. MG11 referred to a father in a famaly an “old man” and said, “The old man
never makes a mistake. If he says something witmegguse he is an old man he is right
anyway. This is out of our respect for an old nmi#ms is the fundamental element of a
house church tradition.” Like FG9, MGL11 is a demismaking leader of a big tract. He
explained that a house church usually starts witmaly. The family head became the
church head. The father of the family inevitablgt®es the top leader of the house
church. Brothers and sisters become the seniasrerapworkers of the church. Decision
making is tied closely to personal relationships.

MG11 was asked if his temperament influenced hegtesgy. He answered
positively.

| want to see reality. | am also not satisfied with status quo. A church

cannot just maintain its daily routine work. Thaiath needs to be

adaptive to this age and fulfill the urban churd¢amping mission as well

as be capable of doing overseas missions. Thditmaali church cannot

accomplish these goals.

MG11 answered the probing question of what faatordributed to his choice of strategy

to meet his challenge:

238 jterally translated as “household head systernrh& Chinese call itk % K| &.” One more word is
added to this phrase to make it “big household lsyatem.”
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The old system had caused a lot of issues andshes keep

coming up. If we don’t resolve the problem, the rciuwill

continue to wither and deteriorate. Brothers astess are losing

strength. Now there is another thing we have toighaThe

church must follow the will of God. Currently, clwbrworkers are

influenced by inertia and church tradition. It sliboot be this way.

A church leader should help the church to be hattarbuild up

his own power. However, it seems that the chuogsdot want

to change because of the issue of power possemsibthe sense

of insecurity.

MG11 made many efforts to reform his group in ofdebbuild a new system, but
ultimately, he failed. He said, “Unfortunately,rhanot the top leader of the group. The
top leader could not accept my thoughts and mynidie could not see the blessing of
the reformation. He wants to keep the status dus.the most stable way for him.”
Changing the existing system is very difficult MG11. His strategy for this challenge is
to plant a new church and start the reformatiohi®ichurch group from the new church
he plants.

Another pastor, MI12, shared his challenge of eéepeing difficulty with group
leaders regarding his view of baptism and Holy Camion. His group’s tradition
requires a person to serve as a full-time minigteover ten years and have been
ordained in order to minister these two sacraméks2 was a church planter sent by his
group to a place more than one thousand miles &dwayhome. When he ministered
these two sacraments by himself, the conflicts recl

He explained the reason why he made the decisianrister the sacraments by
himself:

The Bible defines a good servant of the Lord amdaginalities of such a

person. The Bible did not say who has the quatiices to minister Holy

Communion. Not everyone can minister these twoasaents, but
someone who follows God is able to. It's impossiblea person to go to
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a place to serve the Lord for ten years withoutistening these two
sacraments.

He was asked whether his temperament contribotéug challenge. His answer
was yes. He said he challenged the regional leadédentify which scripture in the
Bible prohibits a church planter from ministerig tsacraments? They could not answer
the question. The leaders brought their chargenaghim to the top leader. MI12 then
challenged the top leader, asking him, “Do | hdneeduthority to minister the
sacraments?” The top leader did not reply to hirealliy. The leader then asked MI12 to
let regional leaders administer the sacraments2Meplied, “I will not comply with your
rule on this issue. | follow the vision of churdthave my purpose.” He said that whether
the top leader agrees with him or not really doeswtter.

MI12 also refused to give any church income to qeaders. Headquarters asks
for 20%. MI12 believes that giving the money is mgosince the process for spending
the money is not open and transparéhe top leader regards him as the most
disobedient person in the whole group.

There is a deeper reason which drove him to fotluw strategy to tackle his
challenge. He is currently doing church plantingaacollege campus and has a goal for
his ministry there: “I want to equip students totbde same as | did after they graduate.
Students need to practice (ministering sacrameviigg they are in school. | ministered
the sacraments and directed students to do the gdtaegraduation they can do all
these things by themselves. After | had this vislahd it my way.”

Before long the showdown time arrived. MI12 wagegi two choices. One was to
obey all the group traditions fully; the other omas to get out of the group. He could not

choose the first one and so they announced hissieceto everyone in the group across
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the nation. By the following month he was very égsged and doing nothing at home.
Many in the church group attacked him for weeka &sitor. This hurt him deeply. He
was deeply sad. One month later, after an integftective process, he recovered and
was able to move on.

(2) Conflict of Ministry and Family

Six of the participants encountered the conflicinafistry and family. These
pastors described a total of six sub-categorié¢isignchallenge. These six sub-categories
include prioritizing between church ministry andnify, power struggles between
spouses, differing ministry philosophies betweenusges, hindrances from an
unbelieving spouse, spouse role conflict, and maysiiolence in the family.

Three participants encountered this challengeiofifizing between church
ministry and family needs: MG1, MG7, and MI8. M@liared his experience with the
crisis of life priority setting. During the day heild is in school and his church
congregations are at work. But, in the eveningy tideare available and need his time,
which creates conflict. He explained that the sngas, in part, due to his temperament.
He could not sense the need of his family. Onelgagame across his daughter’s writing
from school which said, “My father is extremely pridHe felt as though he was hit by
lightning at that moment. His wife also complairtkdt he paid more attention to the
church than to her. Additionally, he noted simgamplaints from the wives of the men
in his church and their children’s rebellion. Hexcluded, “If I confuse my priorities by
getting my church and my family out of order, thait be a bad example for church

members. No one will follow me anymore.”



98

The strategy he chose to implement for this chgkewas to set aside Saturday
and Monday evenings for his child. Every day atmbe would also set aside for his
daughter and they would have lunch together. Tisésavas relieved. One day he came
back from a conference meeting held out of townfandd his wife was very sick.
However, that evening he needed to lead discigdesaining at his church. The standard
procedure was to pray for her and then go to #naitrg. But, instead, an hour and a half
before the training started, he made phone caltanacel the training. He was very
worried about the consequence of canceling theingeahd he made a survey to gauge
people’s feelings regarding the cancellation. Sspyly, he found that reactions were
very positive. His people wanted to see their paascsomeone who loves his family.

He was asked to share his reason behind the strlageghose for his challenge.
He said, “The idea is keeping balance, which isartgnt. Church tradition seems to
encourage imbalance, which is somehow actually asenore spiritual.” He was asked
where he got the idea of balance, and he expldhade got it from books he read and
through observing the lives of other pastors. He rinaticed some of them led balanced
lives while some did not. These two groups of pasliging with balance and those who
were not form a strong contrast. Additionally, Bible provides teaching regarding this
issue. These factors all helped his understanéieglaborated on the Bible’s teaching:
Jesus said we need to seek his kingdom first. Tde frequent conflict observed in
church is the conflict between church and famifg. hot right to set first and second
priorities between them. The priority between chuaod family should be considered

case by case.
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MG?7 also experienced challenges associated wstldduighter. Six years after his
conversion he decided to serve the Lord full-titde.wanted to go to a major city to
study theology, which is about twelve hundred méesy from home. Everyone in his
family opposed his plan but he decided to go anywisysaid, “The Chinese church
tradition is that if you want to serve the churduyannot consider your own family. For
the church’s sake you need to give up your ‘smathe.?** Fortunately, his father
volunteered to take care of his daughter and hédetchool. He explained how “at that
time | didn’t have the concept of taking care of family. | ignored my family and my
daughter’s character became distorted.” After lie®logical training in the major city
was completed, he went overseas to study theolggyaHe learned the Western idea of
taking care of one’s family. After he returned hohi® daughter, eleven years old by
then, was in very bad shape. She became rebedimiber school performance was very
poor. He made the decision to take time off froea¢hurch to spend time with his
daughter. Taking off time from church meant he dodt leave home for several days to
serve churches outside of his city; however sennrtge church in his city was fine. But,
this decision caused significant conflict with teadership of his church group. The
leadership thought his decision was irrational.

In the meantime, the leadership suspected thataméed to leave the church
group to do his own ministry independently likeethwho had left to study theology
before him and then returned home to become indigmpastors. Subsequently,
misunderstanding arose. He tried numerous timesrtamunicate with the group’s

leadership but difficulties remained. The researeas&ed him whether his particular

29 «Small home” refers to one’s own family. Churchréerred to “big home.”
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temperament contributed to this conflict. He s&itly character is such that if | make up
my mind, it’s difficult for me to change. If | belve something is right, | will not change
my position. If it is the principle of the Biblewlill not change.” He was then asked how
he responded to his specific challenge and whadthasegy was for overcoming it. He
explained, “From the beginning, | believed | waghti | didn’t care if you understood me
or not. | didn’t care about your approval. Onewo tyears later, God helped me to see
the weakness of my temperament.” He was asked keawflected the incident in this
challenge.

My reflections are in two areas: one is that | ngigeé time to my

daughter; second, my churches’ leaders are nadiainong themselves.

The more | explain the more misunderstanding vatuw. The best way to

accomplish anything is to not give them an explanat
For the following two years the church did not gasivork to him. He decided to sit in
church quietly for two years. In that time, he dasdaughter’s life turned around
dramatically.

He reflected on what happened in the past and ‘8aidy tone was soft and my
decision was not so arbitrary at the beginning sihetion would not have been so tense.”
Regarding his strategy to respond to the churabésstbn of stopping his services, he
said, “I decided not to explain when it happeneatdepted their decision.” Two years
later his daughter had changed significantly ardctiurch started to understand that he
had not wanted to leave the church and becomedmp@amdent pastor. He took the
opportunity to give his explanation to the groulg@adership on several casual occasions.
Things started to turn around.

Not like MG7, MI8’s family challenge is salary a&¢d. His monthly salary is

around 400 yuan, which is far from enough. He haesahild. Up until now, his parents
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have worked and supported his family financiallyt tecently his father decided to be a
missionary overseas which means his mother wouttidoenly one supporting his
family. His mother could not accept this and askigd to find a job and let his father be
the one to serve the Lord. This situation is alehgke to him and he does not want to see
his mother take on hard labor work on a farm fon.HHe called his mother to ask her not
go to work. He has an idea to resolve this chadlembich includes him finding a job and
his wife serving full-time in the church. Howevég is afraid to tell his wife this idea. He
described his strategy for resolving this problem:

| am concerned that if | find a job and only seirveny spare time, the

church will criticize me of becoming corrufft My struggle is that |

cannot take care of my family and the church astrae time. And yet

working in the secular world is not the thing | wamdo.”
He said he is worried about two things: the fisstimding a job which fits him. The
second one is fear of the criticism from the chukdf said:

| think my strategy is right. But church traditidoes not allow this.

Church leaders and coworkers will criticize me nagrinto this world. |

have this struggle deep in my heart. On one hdedl Il should do this

thing, on the other hand I feel | should not de thing. The reason | am

struggling is that | am not sure this is God’s walldo so. Because my
current pastor job was called by God.

(3) Challenge of inner being
Nine out of the twelve participants encountereddielenge of inner beinf§!
These pastors presented a total of eight sub-caésga this challenge. These include the
challenges of lacking spiritual maturity, faith o¥ear, leadership skills for dealing with

strong personalities, inner holiness, service taigon, and lacking leadership

240 eaving full-time ministry and finding a seculabjwas not acceptable for many house churches. It
implies the person loves this world and does net ke Lord anymore.

214 nner being” is defined in the “Definition of Teis” of Chapter one.



102

gualifications. The two most common sub-categdnege been chosen for discussion
below. They are the challenges of the lack of etioicand pastoral leadership training
and skills.
(3a) Low education level challenges

Three of the nine participants encountered thidlehge. They are MG1, FGA4,
and MG11. MG1 said that in the church today theeenaany people with high levels of
education. In his church, 70 percent of his congtiegs have college degrees. His
educational level is a junior high school equivakentwelfth grade in the U.S. In light of
this difference in education, he has experienc@dneconication challenges with his
congregation. He has used several strategies tavithahis challenges. One is to avoid
his weakness. For some tasks he will ask someonasndn expert to take charge. The
other strategy is to fully utilize his strengthsrExample, he had been educated in
theological schools for many years in his churaugrand in a house church seminary in
Beijing. His Bible knowledge and spiritual maturaye strengths which can be used to
serve his people. The third one, which is actuallgng term goal, is enrolling in a
university's adult education program. This studgmgoing. It will take him three to five
years to complete his education. He was asked whbth chosen strategies were due in
part to his temperament. He answered,

Yes. | sensed my shortcoming. | sensed the chakemgthe future. | did

this in order to handle the future challenges.d tias thought of pursuing

an undergraduate diploma five years ago. But, hdidtake action at that

time. | did not think of the future at that timeut3now I think of my

future every day. | have long-term and short-teoalgy However,

recovering my missing education is not easy. | rtregdke many tests and
read many books. | need to sacrifice many thinggder to get it.
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He was asked why he would be willing to pay sughiee when his daughter is
complaining that she does not have enough time hth He explained that he has
sacrificed many training opportunities offered ly ¢thurch group. He elaborated more
on his temperament:

My character determines if something is importantie. Once | identify

that thing’s value | will take hold of it and ridyself of irrelevant things,

low value things, despite other people regardirgrtlas valuable.

Therefore, | gave up those training opportunitwsich many people

regard as high value things.

Regarding why he chose this strategy, he saicehdad to consider his influence
in the church in the future. This thought forceohho reflect. He said:

In ten years China will be urbanized, many peoplebg highly educated.

To communicate with the future world | need to mepfor it today. | am

a church leader. This world will have contact watbhurch leader first

before having contact with a church. The image pastor determines the

image of a church. Church should be more outstgnitiian the world.

In addition to a college education, MGL1 did twoeatthings to make up the disadvantage
of a low education. He recently passed governmex@ins and received certificates of
spiritual mentoring for youth and web-site tutorifte also recently obtained a certificate
of a second degree physiological counselor reced#yfelt it was worth it to spend five
years to get an undergraduate degree.

Like MG1, FG4 has low education level but diffarehallenge. FG4 is a church
planter in a major city. One of her challenge®srig church members. The majority of
her congregation is made up of migrant labor wak8he explained her church group’s
strategy to meet this challenge: If churches aceessfully established among migrant

workers, the whole nation’s church planting will ti@osted. Her challenge is that many

workers came to the Lord, but then a significanhbar of them left the church for
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different reasons. For instance, some of the werk@re sent to different worksites,
which meant they had to leave. In the past seyeais almost 50 percent of her
congregations have left their church. If this weoé the case, she should now have fifty
to sixty churches established. She was asked wégisinot reach out to white collar
workers who typically are more stable. She saglditfficult to reach out to them;
especially considering her level of education 18.18he had tried to reach out to them
but the effect was poor:

| could not communicate with them (the white copaople). We don't

have a common language. | have the feeling ofimrigy. This is the

inner barrier. Whenever | thought of reaching euvhite collar people

this feeling came immediately. The thought of “Wbah you say to

them?” came to my mind. Then forget about it. t jusnded out a tract to

them and that’s it. When they refused to take ragts; | felt embarrassed.

This is a barrier to me.

She was asked what about her reflection on thikectge. She said she had
discussed with her coworker the thought of shatieggospel with the city’s mayor. But
when she thought of her limited education, she ggveshe said, “I gave up many times,
even though | thought of doing this several tim&heé could not stop laughing when she
said this.

Similar to FG4, MG11 encountered the difficultyrefiching out to intellectuals.
He said he had the challenge of self-confidencesaifdmage. He had served people
who were not well-educated in rural areas for mbam ten years without any problem.
One day, several years ago, he came to the m#jor eihere he is serving now — and he

felt inferior when he contacted strangers and peopthe upper class. One day someone

wanted him to take care of a group of college sttgJeéne refused. He said, “I did not
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even graduate from junior high school (twelfth grad could not overcome this
psychological barrier — a cross cultural barrier.”

He was asked whether his temperament affectecacdion to the challenge. He
said, “Yes. | am an introvert. My family also inflaced me. | used to obey my parents’
guidance. | have lived my life following rules arejulation.” He was afraid he did not
have the capability to lead Christian college shisleThey knew something he did not
know, which made him afraid he could not satisiitimtellectual needs. Two years
later, he began to study college students andnasézat demographic online. He
learned that the past spiritual revivals in Chireaevclosely connected to college student
movements. His interest was aroused. In the meanhesaw many college students
lived corrupt lives on campus and he felt a burieimelp them. He also realized his
nation’s future was tied to college students. Hadks to give college ministry a try.
There were college students who came out of hiscbhgroup’s rural churches and
studied on campuses in the city. He got them t@gethd found that college students
were not as unreachable as he thought. He knewod tloings that the students didn’t
know. His confidence started to build. The studeotdd not solve their own moral
challenges and he found that those students paudjreat respect. He encouraged them
to reach out to their friends on campus and, &salt; many new students came to his
church meetings.

MG11 was asked how his strategy influenced himsé&id, “I discovered that |
had looked down on myself in the past. | realizeat t needed to see myself
transcendently. God works on his servant.” He veke@d whether he discovered this fact

by accident or if he intentionally guided himselfit. He said, “I had no choice, | had to
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change. | determined to take the initiative to tegardless of success or failure.”
Regarding which biblical principle helped him, feedsthat Matthew 28, the Great
Commission, helped him. He explained that whemAghestle Paul went to Macedonia,
he reached out to upper class people. This story en courage. He was also asked
whether he is now confident to reach high levelpgbe his city and he answered that
his heart is ready now. He said, “I focused oneg#l students in the past several years;
two hundred of them have graduated and twentyitty thf them stayed in my church
after graduation. They became church coworkersregout to people in the business
world.” He was asked how he reflected on his sfyate the midst of his challenge. He
said he reflected continuously. Specifically, higexted on his student ministry: “If
students cannot serve and lead ministries indepiyde church, then after they
graduate from school they will have big probleni®egarding his reflection, he did not
set aside a fixed time for reflection. He did scewéver there was an issue. As he
reflected, he sought a strategy to do damage dotdrminimize the loss. He was asked
how he reflected on his self-confidence issue. kjgagned that when students asked him,
“Which university did you graduate from?,” his cm@nce rose. He replied to them by
saying, “I graduated from ‘Farmer’s University’."e-tould not stop laughing at this
moment.
(3b) Lacking shepherding and leadership capacity ahskill

Two participants encountered this challenge: FRBG9. For FI2, her challenge
was the criticism of her preaching. There was ardant which involved two of her
congregants leaving to become Jehovah Witnesstrigdeo bring them back but failed

in convincing them in a debate. Eventually the tefothe church. However, the other
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church members do not believe these two are heréfiost of her church members are
senior Christians. The members of the church hatieized her failure to provide the
two who left enough spiritual food, so they “leftadto spiritual hunger?*? Regarding
her strategy of response to this challenge, sloetihalse who criticized her that it is not a
problem for those two members to leave the church.church, quality is more
important than numbers. She explained, “Those taapf@ gave way to Satan.” However,
there were always people criticizing her preaclangd teaching. Their criticism was “If
there is food, sheep will come automatically.” Félected on the issue and turned to her
critics asking them to give her the reason thetyhfehgry and the why this had caused a
problem. She asked for suggestions from them.

However, no matter how hard she tried to improvepneaching and teaching,
there were always people criticizing her.

| constantly felt pressure when | stood in the gufpenior church

members thought my preaching was shallow. Youngenbers thought

my preaching was too hard to understand. At oihezd the junior

members were satisfied and the senior members leespinitually hungry.
She said most of those who criticized her werecthech coworkers. The general
congregation would not do so. The coworkers complhithat her preaching talked too
much about the Bible and they asked her to giveertitr examples. They often told her
that certain pastors they knew were very good pveac They visited other churches and

admired those churches’ dynamic way of singing\aadshiping. They criticized her

meeting style for lacking dynamics and claimedbitld not attract people to church. The

242 Thjs is a common saying in the Chinese traditi@hairch referring to a poor sermon which could not
satisfy the congregations’ need. This metaphorsdfethe church congregation as sheep and preachin
as the food for sheep. If the preaching is poar stieep become hungry.
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researcher asked her how she responded to heernfpallShe said she explained to the
coworkers:

Everyone has a different way of life. | will notpmse mine on you and

you cannot force yours on me. We all have a raiatigp with God. My

relationship with God has reached a certain lemdlyour relationship has

reached a certain level. Each level reflects a ofdife respectively.

She was asked how she reflected on her strategh@mdhe evaluated its
effectiveness. She said, “I did not think abowfierward. After | told them my opinion, |
did not think about it anymore.” She said theralgays criticism in every place, in every
country.

FG9's challenge was how to lead people effectivBhe used an example to
illustrate. A leader in her church group - who sister and under FG9’s supervision - is
gifted in healing and praying. Several weeks iowa she did not preach but prayed and
performed healing instead. FG9 heard about it amak vo check it out. She found that
the report about this leader was true but she didake action about the problem. Later
on there was another sister who loved listeningilbbe preaching instead of being
involved in healing. She came to FG9 and complaatexlit that leader’'s way of
handling the meeting. FG9 told her she could ga ptace where she could listen to
God’s word. Somehow FG9’s advice was relayed tddhder. The leader was hurt
deeply. FG9 went to see the leader and explainbdrtavhy she said what she did and
then apologized to her. FG9 said, “I learned adiss this incident. | handled it poorly.
Similar kinds of incidents have happened sevenasi after that incident.” FG9 was

asked whether her temperament contributed to ttidents. She laughed and said that it

did. She said, “All of my coworkers are afraid oém
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Then she was asked what strategy she used to d¢bahig challenge. She said,
“l apologized to them because | embarrassed théhe researcher asked, “You
apologize to them because you did wrong or becthgsewere hurt and felt bad?” She
said, “I saw them keep talking and complaining dboe, so | decided to take all the
responsibility (and apologized). | told them | hkeatit wrongly.” He then asked, “But,
you think you are still right despite your apology$he replied “Yes.” FG9’s strategy is
“because your feelings were hurt by me, | apolagi8be admitted she is very dominant
in the church, but she is still afraid of offendipgople.

(4) Conflicts between coworkers including ministers

Nearly every participant discussed the challengeslving conflicts between
coworkers and fellow ministers. It is interestiogiote that the only one who did not
mention this challenge happens to hold the secaiteht position in his church group.
From interview analysis, the researcher found tirajpastors talked about six distinct
sub-categories in this challenge area. These sixde conflicts due to personality
temperament, ministry focus, abuse by lay coworkmsya/er struggles among coworkers,
conflicts between senior and young ministers, asrtegal antagonism.
(4b) Conflicts due to ministry leadership, idea, lsurch structure, and goal

The five pastors who encountered this challengé/8e MG6, FG9, MG11, and
MI12. MI3 says the biggest struggle he had encoadta the last two years was that his
church did not have a direction or a goal and thech was established this way by its
first pastor. He said, “The church has no constituand by-law. As a result, anybody
can speak whatever he wants and can set up a co&dbhere is no discipline, no order.

The church did one thing this way today and anotier tomorrow.” The challenging
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problem is his relationship with the other full-erminister, a sister. This sister is one of
the study participants, namely FI2. There were fiwlletime pastors in the church at the
time of the interview. The third pastor is studythgology overseas. He said the sister
has a strong desire to govern the church and renteber roadblock.

The researcher asked him whether he and the aigtgrarallét™ in church. He
explained, “This situation is the biggest probleinthis church. We are equal in a broader
sense, but most of the church coworkers recogneasrihe leader.” He said the church
congregation and the coworkers recognize him aseah@r pastor and no one will think
the other way. He said she, however, does not gtiekis under his authority. He said his
strategy for this challenge is to tolerate her. fldse=archer asked him what factor caused
him to choose this strategy and he said, “Thieiskmowledge and temperament
problem. She wants the right to make final decsi@ne thing | could not accept is that
when | do not agree with her viewpoint, she refusesome to meetings. However, | still
try my best to tolerate her and protect her.” Hs wsked whether he used biblical
principles to handle the conflict. He said, “I eidt use the Bible to blame her.” He
dislikes criticizing.

Similarly, MG6 also has difficulties with his cowkars. His daughter, along with
another student, graduated from seminary and deé¢adgo to Burma to be a missionary.
She needed financial support, but the church cosveriefused to support her. Her
seminary supports her financially but asked thatcherch support her with whatever
amount the church decides. Helping her would nat by burden to her church, but the

church refused to support her. The coworkers refbbgeause this involved giving

23|t means the same status and ranking.
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money away. MG6 said, “This is my challenge. Myl&rage is how to change the
coworkers’ minds and views.” His city has a fooskb@rogram and he believes
Christians should actively participate in socialecalowever, the church coworkers
refused because it involved spending money. Chonembers are satisfied with
themselves if they come to church once a weeklamdhurch coworkers are
disconnected with society, which saddens him. Eisearcher asked him, “Can you
change the church status quo if the leadershimof ghurch group gives you the
freedom to do so?” He said:

When | brought up an issue, the coworkers would‘kayfive of us ask

our church group leadership what they think.” Tixanted to ask the

group leadership about this issue | brought up.r€gelations for

authority and accountability in our church group ambiguous.

Coworkers did not cooperate with me in problem isgvThis troubled

me.

The researcher asked him what was his strategyonasp the two seminary
graduates financially, considering the two semarasiare members of his church. He
replied, “I have no way to help.”

In another example of this type of conflict, MG&erienced conflict between her
and her subordinate coworkers. She oversees matgrpabut when pastors did
something wrong she was afraid to confront thenpitkeshe fact that she is accountable
for those wrongdoings. She said, “Now there areynpmablems among coworkers. But,
| still have no solution to solve the problems.’eT¢oworkers she mentioned refer to
pastors and full-time young ministers reportingpéstors. The researcher asked her, “Is
the relationship issue a system problem or a teampent problem?” She replied:

| think it is system problem, not my personal peshl Issues often involve

the problems of brothers and sisters. Those igsgkgle tradition, way of
speaking, etc. There are always differences betweewnrkers. For
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instance, a brother preached and said somethingpap Once | heard it
for myself, | spoke to the brother about it.

Then the researcher asked her, “In your churcltistre, is this brother your
subordinate and accountable to you?” She said,

In our church structure he is not my subordinate.aNregard each other

as coworkers. But, he started his ministry latanthdid. Those who

passed issues on to me and those who are involvablems are less

senior than | am. They respect me because of mgrign\We are good

coworkers. We will not give a bad impression togle@around us.

Her strategy to avoid offending others is bringangitness with her. She said,
“When | talk with people, I will find a third persado be with me as a witness. | talk
straightforwardly but someone is next to me. | draid of offending people. Someone
with me can be my witness.” She has a third pessayin her meetings with the one
who committed wrongdoing so that “the person cdp hee. Otherwise, the person who |
talk with refuses to accept me; what can | do?” Bhs asked whether she has a strategy
which can resolve her challenge effectively. She,sadon’t have a good strategy. But,
at least | have something to think about.”

Unlike MG6, MGL11 is one of the top leadership is thurch group. MG11 has a
church structure#{<:1£41***) challenge which is part of his church group’slitian. His
challenge of church structure reformation is twlgtf@ne is the reformation of his
church group’s structure. The other is reformatiothe church he planted. These two
reformations are closely related. He gave a parfabldustration. He explained, “It's

like my parents, who have fought with each otheceil was young. | was tired of it. |

vowed not to fight with my wife after | got marrieBut, after | got married, | fought with

244 This common term used broadly in Chinese housecbimefers to the church administrative system and
the governing system. There is no written constituas in the Western church. But there is a tiawlit
for people to follow.



113

my wife anyway, following the same pattern. Thisdkbf influence you simply cannot
avoid.” He continued, “After | established a newth, | naturally wanted to be the
number one boss in the church, similar to the djperaf the church group. All the
church development plans would follow my desire aiitl Whatever | said, my
coworkers dared not to say no.” But, he now hastptha city church. It's different from
a farmers’ church in rural areas. People in hisciiigare not the same as the
congregation in rural areas. They have their ovetasd They speak out straightforwardly
and make an impact on tradition. Therefore, he aéita establish a new church culture
and break the tie with tradition. He wanted to Hagpown church not fall into to the
crisis of patriarchalism.

He is one of the most senior and influential leade his church group, and he
put forth great effort to reform his church grouaporder to survive in the new age. But,
he failed. His strategy for this reformation wastart a new church and go from there.
But, starting a new one created another challedgeaeeded to resist the interference of
the traditions of his church group. For instandg,church group’s theological school
sends graduates to his church to be interns. Hiel ot refuse this tradition. But, his
strategy was to prohibit those graduates from te@adhurch ministries, such as worship.
This frustrated the graduates and teachers ofcth@os However, he stood firm and let
his church members lead the church ministries. Rigggthe graduates, he said:

Those graduates can preach but cannot do one-otvaoniag. They lack

experience, commitment, and the capability of d@ngngelism,

discipleship training, and follow up. | myself was example. After |

graduated from school, | loved teaching. But whemeone asked me to

give discipleship training, it gave me a headatlkie not know how to
do it.
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Teachers of the theological school complained o, K¥ou don’t let our students
work in your church. Working in your church afteaduation is their biggest dream.”
The leadership of the church group criticized himo, They said, “You are building your
own church.?* The researcher asked him whether he could résigiressures placed on
him and he replied, “Regardless of what they dawdd no choice. | must resist them and
pursue my goal. | insisted on doing the right tingdid my best to keep a good
relationship with them while in the meantime pagsmy visions and convictions on to
my people.” The researcher asked whether his giratas related to his temperament.
He responded, “I am a different person from othesaygbe in my group. My temperament
is willing to try new things. | want to break thigltu My personality is to create new
things.”

His own church’s senior Christians, especiallyisecoworkers, did not want to
change the status quo either. His responding girat@s to (1) bring more young people
onto the decision-making coworker board. The ratipoung and old became half-half;
and (2) to select a young person and develop hitaki® over his job. He taught him the
strategies, gave him true authority, and helpedihibuilding a relationship with the
congregation. For the senior church coworkerspafse they felt a sense of loss. They
used to take charge of church ministries in the. gestime went by, they saw the good
results from young people’s works and they statbedcognize the young people.

As he reflected on his strategy, he saw that hdete® overcome his inner

problem, namely, the sense of losing power. He: said

2451t implies he is building his own empire withinuich group, which is a serious matter in a church
group.
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In my reflection | sensed my insecurity. | neededece it. | handed over
my authority to young people and | have nothingfief myself. Now the
young people have established a direct relationstilpthe congregation
and the congregation recognizes them not me. | hay@wwer and
authority anymore. My sense of loss occurs. Thiaygeality.

MG11’s reflection helped him in this regard: itéed him to go back to the Bible
and there he found true security and joy in GoddElffgnes his ministry success: “New
coworkers stood up and served independently; myig@complished.”

Contrasting to MG11's high ranking position in blsurch group, MI12 is at
bottom in his church group. MI12 had conflict wittgional leaders of his church group
over baptism. One specific regional leader has reengority than he does and felt he
should exercise his authority over MI112. But, thivziously caused conflict. MI12
arranged the first baptism for new college Chntiand he invited a respected senior
minister to perform the baptism with himself asagthe minister. At the beginning of
the baptism, the regional leader walked to thetfemrd took his place for the baptism.
MI12 restrained himself, but felt frustrated. Aethext baptism event he simply did not
inform the regional leader and did the baptism inyself. He was confronted by the
regional leader and criticized as one who despisedacraments. He was told he was
not qualified. The leader could not accept MI12&a of authority for baptism. This
leader invited him to discuss the issue with the@deader of his group. In the
discussion MI12 talked a lot and the regional ledapt silent. At the end of the meeting,
MI12 was harshly chastised by the senior leader.

The researcher asked him how he reflected on h@benge. He said, “My
temperament is task-oriented. To the unreasonhirigs in my church group, | would

speak out straightforwardly. This is my charadt@tso thought carefully about the
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whole thing. | believe a true servant of God isuanble and gentle one and so | continue
doing my reflections.”
(4d) Power struggle between full-time minister anday coworkers
The four pastors who encountered the challengepofnger struggle are MI3, MGB6,

MI8, and MI10. MI3 said that at the beginning o$ kchurch, all the church members had
good relationships with each other and every issudd be handled and so that the
church kept going. When he became the pastor afthisch he faced a challenge from
church coworkers. He explained:

Now my responsibility is greater. When | becamepastor of this church

| was the only full-time minister. | was the onlg@who had experience

in all areas of church ministries. Before long lswessed to making

decisions by myself. After | made a decision | inied my coworkers. |

am a person who is feelings-oriented. My temperamees not fit a job

that requires careful and comprehensive thinkihgol ask me to do a

task demanding comprehensive thinking, | will dbut | cannot do it in

depth. This created a misunderstanding with oteepfe. This is my

problem.
He gave an example. One day he told his coworkeaitsihe church should launch a
program to send clothes to the poor in a remota area. The coworkers agreed but he
did not explain to them how he would do it. Thimission caused trouble with the
coworkers later. Another example is when he wemlhéossame rural area for a short
mission and returned with a lot of tea. He tolddusvorkers that the tea would be sold at
the church and the money would go to the missiod flThe coworkers became angry
and told him, “You made promises to the peoplehanfield first and then came back to
inform us.” They accused him of taking the tea nyoioe personal use. He was asked by

the researcher how he responded to this challétgsaid, “I did not feel there was a

need to explain to them. And this is my challedge=ed to adjust my perspective, how |
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do ministry, so that | can be more understandinidpeif feelings. They thought I had
overlooked them.” The researcher asked him hovetiected on his challenge and his
strategy. He replied, “I reflected on the churathsios. The problem of the church could
be traced to the problem of the coworkers. The ckars’ problem could be traced back
to the problem of the pastor. | must process this.”

MG6 also has had challenges with his coworkersrd#gg a power struggle. His
coworkers complained to him that he did not givemhdecision-making power. Whether
they agreed with him or not they had to listenitn.iHowever, he had a different view
regarding this accusation. He said, “When | gaeartihe right to speak out, they went in
a different direction from mine. | felt sad abotut He has four church coworkers. One of
the four is his wife. These four coworkers tredted as an equal coworker. He thinks
this situation is a church structure problem. Hieweminds him frequently, “You see,
you regard yourself as a pastor again. This is poide.” He explained that he and his
wife started serving as coworkers from the begignirhus, she could not accept that he
should stand out as a pastor. She criticized hmav¥en having the thought of being a
pastor. He said he was hurt by his wife deeply.

Normally, the coworkers would listen to him on mdhings. Whenever there
was an issue regarding his going to another chiargheach, or with anything related to
money, conflict occurred. He said, “I have to degit permission first before going to
another church to preach.” He shared how the cosver&argued with him, “Church
coworkers laid hands on the Apostle Paul and semblat to do mission work. You went
out to preach without our permission; is this yparsonal deed or church ministry?”” He

went on to explain how three coworkers often saidim, “See, we three have the same
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opinion. Yours must be wrong.” The researcher asier “Can you change the church
status quo if the leadership of your church groogsdnot want to be involved?” He said:

When | brought up a specific issue, the coworkesald/say “Let five of

us ask the church group what they think” They warask the group

leadership about every issue. The regulation dfaity and

accountability is ambiguous in our church groupe Toworkers did not

cooperate with me in problem-solving. This troubheel.

Similar to MG6, MI8 also experienced a power sttaggmong his coworkers but
in different type. When he was studying in a thgadal school — sent by his own church
— his church coworkers informed him that he hacdhleeommunicated from his church.
The reason: he went to the training without permarsfrom the church. He was stunned.
He was sent out by the church along with threeretfiéhere was a power struggle in his
own church and one of the church coworkers seihedch governing power and wanted
to get rid of MI18. While MI8 was out of town to sty this person informed him of his
decision. MI8 returned home immediately and cortigdrthat coworker. That coworker
decided to take all eight churches with him, bwgrgually was only able to take one
church. MI8 became the new church leader, but tigeveho had left returned and
conspired with a senior church coworker against.Mi8wever, the rest of the church
coworkers supported MI8 as their church leadert @h#bitious coworker’s plan failed
and so he left. MI8 and a senior coworker becaraethleaders of the church. The
senior coworker made several ministry mistakeshasdhfluence in the church dwindled.
MI8 became the leading pastor of the church. Teearher asked him if there was any
connection between his temperament and his handfitigs challenge.

At the beginning, my temperament was not like wietdple see today. At

the beginning of the conflict, | should have stopdand spoken out to

make my position clear to others. Because | wakkltb silence the
conflict, I handed my top leader position overtie senior coworker
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privately. | was regarded by all church coworkesgtee top leader at that

time. But, | did not speak out openly that | wantieid top position. When

the ambitious coworker and the senior coworkergditogether in

attacking me, | handed this top position to thameroworker. This senior

coworker admitted later he did not stop the wroaipg of the ambitious

coworker.

He was asked how his temperament led him to givihe top church position to
the senior coworker. He replied, “If we fight fooyer, it will damage the church
severely. | would rather have harmony and unitgroter not to hurt the church.”
Handing over his power to the senior coworker wiastrategy. The researcher asked
him whether there was any hindrance to his stratdgyeplied:

No, because the senior coworker did not have infftaeamong the

coworkers and congregation. Only he and | knewttiatole of top

leader had been handled over to him. He did not laagood reputation

among the lay coworkers despite the fact that heedehe church with

zeal and did a lot for the church. Therefore, | Wwakl to use that strategy.

After this incident both of us could not serve arimony.

He was asked how he reflected on the processsothiallenge. He replied, “I did
not reflect on it.” He said he and the coworker stk serving together, but that the
coworker is not satisfied with what he has now. &dimng his temperament, he said, “I
was easily influenced by other people but today Inaore decisive.”

In another example of conflict with coworkers, MIdhared that he was a
member of a Three-Self church but left becausedheves the church was the Babylon
of religion. He established a new church by himdslt his coworker managed to steal it
away. The coworker had been his disciple from #grmning. Later on, this coworker
joined with a new Christian and forced MI10 ouhaf church. He said at that time he

was a person greatly controlled by his flesh. He tha@ mentor of his coworker and the

coworker was still very immature when they hadrtpewer struggle. According to
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MI10, his coworker had behavior problems; for exampe had kicked a sister. As a
result of the power struggle, MI10 decided to let*§and they went their separate ways.
During that period of time, he related to Job’sexgnce. The biblical story of Abraham
and Lot*’ also helped him to make the decision to use tlagesty of letting go. The
researcher asked him whether his strategy had iagytih do with his temperament.

Yes, it did. | tried to control him too much. Eveally, he could not bear

with me anymore. He preached very well in churcbd @Id me not to

hurt him. We had been good coworkers until nowfdatear after our

separation he came back and reconciled with ménelteme and cried

and said, “It is all my fault.” | said to him, “is God’s will.”

MI10 said that this coworker later establishedentbgical school and that he
kept praying for this coworker. The researcher dskm what factor caused him to use
such a strategy. He said:

If I refuse to let go, the church members will gatt. Many of them will

leave the church. That particular church is madefugllege students. |

called them to accept Christ as their savior imgweeeting. Every time,

there were students who accepted Christ. The clgresh very well. |

obeyed God’s word. | always yield in conflictset the coworker take

over the church, but he was not mature at that. tirsguggled in my heart

about this. Later on he confessed his wrongdoirggasked me to come

back to lead the church again, but I declinedld kam “I will not come

back.” We were still good coworkers. Today we arerecloser than

before. Now he is studying for his doctoral degree.

(4f) Antagonism
The five pastors who encountered the challengataiganism are MG1, MI3, FGA4,
MI8, and MI12. MG1 experienced antagonism due $ochiurch group’s tradition. This

type of challenge was noted in the previous seaaterning patriarchalism and the

rigidity of church tradition. He said:

2481t means he let the coworker take over the churgich he established.

247 Genesis 11:13
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| did things differently; people treated me as benal was hurt by the
tradition. When | made a change, they treated neediferent kind of
person, and their evaluation of me dropped fromsiyeto the ground. My
good reputation became awful. The criticisms ard baput in words. |
have been very sad for about six months to one yeauld not believe
that the church tradition had hurt me. They hurt me

He was asked to give an example to illustrate bytdused for a long while without
saying anything. It was apparent that it is diffidar him to speak about it.

Regarding how MG1 chose his strategy of responfi@sachurch culture
challenge from the top leadership of his churctugrdie said he chose to stand firm to
his own opinion and strategies. He applied higetrathis way: he communicated with
his supervisor first. If his supervisor agreed witin, there was no problem. If not, he did
it his own way, despite the attacks coming afterdisobedience.

MI3 experienced antagonism in his relationship vaighchurch coworkers. Most
of his coworkers are senior Christians. As mentibing4d) - the power struggle with
church coworkers - his coworkers accused him ofingaecisions and bypassing them.
He said they were right, but that they exaggerdtiedtalked about the issue of the tea.
He had brought the tea back for mission fundraisgame coworkers argued with him
that he did not get their approval before bringieg back to the church to sell. He said to
them, “At that time, if you did not give me permas | would not do it.” He said the
coworkers twisted his situation, changing the ess@f the incident, and accused him of
taking money for his personal use. He decidedmdidcuss the issue with them anymore.
He also experienced other similarly challengingdent. The third full-time minister of
his church is studying theology overseas. This steémiand the current chairman of the
deacon board joined together and fought against hivat minister’s supporters in the

church became antagonists against MI3. MI3 saitdg“goal of his supporters was to
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make all kinds of hindrances so that | could noisfi any tasks. They wanted to create as
much chaos in the church as possible. They wangetbrfail in everything. They wanted
to put everything on hold until the minister retsifrom his studying.” MI3 said all they
wanted was to kick him out of the church and letrinister become the church pastor
when he returned. The researcher asked MI3 howdponded to this challenge.

| insisted on doing my job and | did not give axplanation. Those who

believed in me did not need my explanation. Thoke apposed me

would not believe my explanation anyway. My strgte@s to give no

explanation. When the minister returned home lastrser during school

break | made an appointment with him and explatoddm; he did not

say anything. | invited him to preach on SundaysHiel he was too busy

to preach. But he made several phone calls todhgregation and formed

a meeting in his home.
When the researcher asked him what his ultimateigdar this challenge. He said:

The greatest crisis of this church will come whiea tinister returns; the

church will have great conflict. The worst casense® is that the church

breaks up. But my temperament makes me more inctmeerform the

role of someone’s assistant. If | serve indepergenwill be very hard

for me. If | become the minister’s assistant, itwabbe no problem for me.

My goal is to move in the right direction.

In another case of church antagonism, FG4 expextetigs from two directions.
One came from the leadership of her church grotip.dther came from her church
coworkers. The antagonism from her church groupmwedsd in the section above on
patriarchalism and the rigidity of church traditidn that example, the leadership of her
church group came to her church and determinedhlathurch income’s and church
members’ tithes would go to headquarters withoutchasent. When she opposed this

decision, her coworkers refused to obey her angiexbthe leadership at headquarters

instead. This situation caused FG4 great distress.
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She also encountered antagonism from her coworkerschurch coworkers are
all senior Christians and are between fifty andysyears old. They were all members of
Three-Self churches before they moved to FG4'sathukt the beginning of her church
planting she needed money for planting churcheschigrch group sent her to the city
she is in now to plant a church, but did not giee &ny salary or financial support for the
ministry, as mentioned before. As a result, thelthgaolder Christians gave money to
the church, but then demanded decision-making atgh8he said, “Because they gave
money to the church, they demanded to have powmiate final decisions in the church.”
The older coworkers were opposed to the young @dmis serving in the church. They
insisted on preaching by themselves, teachingjigasorship, and singing songs by
themselves. According to FG4, they argued, “Whatyaung people do? They are little
babies. When Moses became eighty years old Gogdtasing him. We are not eighty
yet.” In the past she had several theological ingilmpportunities out of town. She
wanted to take the training because she had naken formal theological training in the
past. However, she faced strong opposition fronottler coworkers. They told her,
“You stay home reading the Bible and sharing thepgbwith people; isn’t it your
vision?” She also taught the subject of church bgraent to the congregation. Older
coworkers opposed this teaching. They said, “Yowertoo fast, we cannot catch up.”
They suppressed her so that they would not falinoetoo much. They asked her to
preach in church and said to her, “You preacheg weidl, why should you go out of
town to learn how to preach? Which sermon thathee given in the past could not
meet the needs of sheep? Our preaching is falehgnld. Your preaching is good. Why

do you want to go away to receive training to pr®2dShe said they don’t allow her to
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go out of town to receive training; in the meantjtiey wanted to control ministries in
church.

The researcher asked her why the older coworkdies/bd they had the authority
to control her. She said, “They think they give meney so that | can do ministry in this
city. Without them, | cannot do any church-plantmgrk. They, therefore, became my
boss. They want to control me. They want to makal filecisions and | cannot argue
with them.”

She was asked how she responded to this chall&hgesaid she used two
strategies: the first one is prayer and the setwsecretly find gifted young Christians
and train them to do ministry and lead. This sgptieas to be done in secret. If she did it
openly she would get into trouble. She elaborateter strategy:

For the sake of church education, young people teeedme forward to

serve. | encouraged them to serve in sub-divisionslead. The older

coworkers cannot reach that far. Setting asidedsvisions for them is

something | can do. | did this as an experimentwiticin a year young

people established ten new churches. Of courses #gre challenges with

the young people, such as, they could not handiogd work well.

She said that as for the older coworkers, when #neygiven new believers to take care
of, they can only handle them for about one to years. Beyond that they become
incapable. But, they claimed loudly, “I am a senistthere anything | don’t know?” She
said, “The older coworkers felt that they wereifglbehind, but they have seniority in
the church. They are qualified for governing anythdue to their seniority.”

The researcher asked her how she resolved thierpalwith the older coworkers.
She said, “I let God do it. | just have no way toahything about them. The only thing |

can do is be patient with them. | gave them um Wthatever | can do. Even if they

refuse to give me money, God will provide.”
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The researcher asked her whether her temperaradrarty impact on the strategy
she chose. She said:

My personality dislikes conflict. I don’t like figing. | want to see the

whole church moving in the right direction. Despheir opposition, God

has blessed me. | insist on doing my work accorthngy vision of the

Great Commission. Every Friday, there are severa¢d people accepting

Christ to be their savior. Police intervened seMimzes, but they gave up

because | insisted on my way. Our evangelism ig gdective. Not long

ago someone offered his place to the church fotinggase. That place

can host three-hundred to five-hundred people. ideriag God’s

blessings, | can endure those oppositions fronolitheoworkers.

She shared that the older coworkers were madheittand brought her case to
the top leader of her church group. The top leaglgtimanded her and told her, “You
need to listen to the older coworkers. The roady ttave walked are more than your
roads. You did your ministry too fast. You needlimwv down and wait for them.” The
researcher asked her how she reflected on heegyrebhe said, “It is very difficult for
me. | just keep moving forward.”

MI8 experienced similar antagonism from his covensk This situation was noted
in (4d), the power struggle. While he was studymg theological school, his church
coworkers informed him that he was excommunicatewoh fhis church. He was accused
of going to the training without permission fronetthurch, but he had proof that the
accusation was not true. There was a power strugdlis own church and one church
coworker seized church governing power and wardegt rid of MI8. However, MI8
fought back and that plan did not go through. Tdoatorker took one church and left.
Eventually, MI8 was recognized by most of the churoworkers and became the top

leader of the rest seven affiliated churches. Tdveocker who took one church away

returned and joined a senior coworker of MI18’s admuand attacked MI8. MI8 said,
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“That coworker who left the church before attackeelfiercely. Because | was elected as
the new church leader, | was attacked.” After lektover the leadership of the church,
the same two coworkers joined together and attabkadHe said, “They opposed me on
everything | did.” Later the one who took a chuastay left the church. But, the senior
coworker still wanted MI8’s leadership position.8M8aid, “The senior coworker kept
giving me a hard time. The church people saw uarsgtogether as coworkers, and we
did our work normally. But, in his heart he is satisfied with the current situatiof®

MI12 also experienced antagonism, which was niot€dl) Church group
tradition and its modern day challenge. After savbead-on conflicts with regional
leaders and the top church group leader, he wasn ¢gwo choices. One was to obey all
the group traditions fully; the other one was to @# of the group. He chose the second
option. The group announced his secession to eneriyothe group across the nation. In
the following month he was in depression and doioilping at home. He fell into a deep
sadness. After a month had passed, he recoveregsunted his normal work. But,
during that month he had been in intense refleqiimcess.

(7) Difficulty of doing Great Commission and churchplanting

Half of the participants encountered four sub-catieg in the challenge area of
the Great Commission. These challenges includathkeof support and resources, city
church planning, evangelism in general, and stegglith tradition in new churches.
The two sub-categories that were discussed the doostg the interviews are analyzed
in detail below.

(7a) Lacking church support — money, man power, andraining

248 This statement in Chinese implies he is not satisiith the power he has now.
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The three pastors who encountered the challengdaak of church support are
FI2, MG6, and MI10. FI2 said that planting churciresesponse to the Great
Commission is very important. She had planted al hurch six years ago and then
wanted to hand responsibility of that rural chuoster to her city church, but her church
coworkers refused to take it. The coworkers toldthat the church had no money,
governing capability, or pastoral follow-up avaiklor the rural church. She said, “The
church had no resources to support that rural thuineas frustrated.” She said this
challenge has nothing to do with her temperamdme. résearcher asked her what her
strategy is for this challenge. She said: “I wilkinfor the church to change its mind. In
the meantime, | will continue going to the rurabioth to help them, using my own
money and time to do the ministry. | do not knowatvtihe long term plan is. | do not
know what the next step is.”

The rural church kept asking her to help with moteerent a place to meet. She
wanted to help but felt powerless and felt that e was supposed to do was to wait
for her church to change its mind.

The researcher asked her what factor helped legr ike@ving forward with her
strategy. She said, “Planting churches is my visiod calling. The purpose of doing
evangelism is to plant churches. The purpose oftiplg churches is to do evangelism. A
church that does not plant another church will hauesequences: the church
congregation will not grow in numbers and therd & no church expansion.”

MGG6’s challenge regarding church support wastroead above, the conflicts
due to ministry leadership, idea, church structanel goal. Two of his church members,

one of whom is his daughter, graduated from overseminaries and asked for the
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church’s financial support. His daughter decidedddo Burma to be a missionary, but
the church coworkers refused to support her. Hanbastrategy to resolve this challenge.

MI10 established a successful hospital ministrigimmhome town several years
ago. At that time he was not the senior pastoi®thurch. Through his church ministry,
patients and their families came to know the Létd. church supported his ministry in
his city. He prayed to expand his ministry intoetimajor cities, including Beijing.
Through the ministry he wanted to plant new chusdhdhose cities. After two years of
prayer, he decided to launch the new ministry. ¢lié lhis church’s senior pastor his
vision and plan but his pastor did not understardidid not want to support him. His
pastor told him, “It's very good to do the ministryour city. You did a good job
reaching out in hospitals in our city. That's enbbughere is no need to expand the
program to other cities.” As a result, he did net the church’s support in prayer and
money. The researcher asked what his strategyavaii$ challenge. He said,

It's very obvious to me. | must launch the new pamg. My Lord told me
in my devotion through the message of Josiugod does not let man
hinder his work. | am under God’s authority.The senior pastor could
not see the vision. My strategy is moving on beedwsas convinced by
my vision. The Bible gave me words for the confitima. In addition to
these, God supported me through two churches &r athes.

He then went to Beijing, the first city to launcis ministry. He and his wife worked very
hard, but they did not see fruit in the first yedis hair turned white in that year, as he
was under great stress. He said God had guidedhinough many difficulties in that year

so he would not boast for himself after he borédriater. Eventually, he established a

249 Joshua 1:3.

20 Refers to his church senior pastor.
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church through his work among patients and patiésutsilies. There were thirty more
people in that church. His home church saw theltrasd the whole church turned
around. All the coworkers of his home church weraspitals to do ministry. He said,
“Before | returned home and visited my home chutgrepared myself to be fired by
my church due to my rebellidi But, | was not fired. Instead, the whole churaméal
around.” Regarding how he implemented his stratdédiie beginning, he said, “I refused
to compromise with my pastor, and | avoided cortfitan. This is the decision coming
from my vision.”
(7c) Reach out to an unbelieving world and starting church from scratch

The three pastors who encountered this challeregMérO, MG11, and
MI12. MI10 said he encountered great challengesaching out to this unbelieving
world. The challenges came from both inside andidat When he launched the new
ministry in Beijing, his wife was pregnant and thector told him the baby had no
heartbeat. This news was a hard hit to them. Ewdlgfuhe baby was born and was very
healthy. His child was later found to have a sexiplysical problem. He strongly
expressed that God had miraculously healed thd.dMhen they started their work in
the hospital, they were physically thrown out bygtos and nurses. Doctors harassed
him frequently. The researcher asked him how hgoreded to these challenges. He said,
“I knew this was the work of Satan. My strategy wessting on doing my job. They
pushed me away from the hospital, but | returnghtraway.” The researcher asked him,

“Your strategy was insisting on doing your work?8 keplied, “Yes. For example, one

%1 He meant he went to Beijing without the permisshis church.
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doctor - who used to call me ‘Sir Western Religienalled me one year later and said to
me, ‘Okay, you win.” The doctor wanted to accepti§thas his savior.”

The researcher asked him how he did his reflectiensaid:

Yes, God wanted me to reflect. My reflection istHineed to change

myself inwardly first before | walk out to shareetgospel to others.

Sometimes, | felt | had a good relationship wité tlord and my

evangelism became very effective. For example, onbée | was in the

middle of sharing the gospel, a person interruptaditold me he wanted

to accept Christ.

MG11’s challenge of evangelism was noted in abovthe area of low education
level challenges. He experienced the challengésichiurch planting among college
students.

MI12 was sent by his church group to a city moanthne thousand miles away
from his home to plant a church. To live in thaychis family needed an income of
three-thousand yuan per month at that time. Batchurch group gave him 1,000 yuan
per month. It was a three-year salary plan. Atieee years the salary would stop. 1,000
yuan covered everything. Sometimes he and hisavifg had 200 yuan to spend for food
for a whole month. They lived in a place that wak/dwelve square meters. The
researcher asked whether his church group respdades hardship. He said, “They did
not care.” Two years later the 1,000 yuan droppe2D0 yuan. 100 yuan was taken out
of that automatically to support the ministriehetdquarters. The 1,000 yuan did not
even come from his church group. The money wasgiyean overseas mission
organization. At the beginning, the missionary oigation gave 1,100 yuan and 100 was

taken away by the church group. Two years latethend 00 yuan was taken away. The

overseas support came to headquarters first andvwashanneled to him.
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He complained that his church group controllednhissistry. He said, “Whatever
| do, I must listen to them and work through andemthem.” His church group has a
different view of the Great Commission than hims Miew of the Great Commission is
to bring the gospel to non-believers, to bring m@nverts into the church, and to train
them to be the Lord’s disciples. But, his churcougr did differently; they approached
churches that not belong to them and invited tlobsgches to join their church group.
MI12 told his own group that it was wrong to do Bies group criticized him, “You don’t
understand the concept of a church group!” Thedesaoh his church group criticized his
vision of planting a church among college studeht®y told him, “Working among
college students is like a program to help the gt has no future. Three years from
now your salary will be terminated and you will eavo way to survive.” But, MI12’s
strategy and reflection are the following:

| started my ministry with three brothers and sst# was difficult at the

beginning. God helped me and my wife see thatithetivo years would

be difficult. However, the future of China will lne the hands of college

students. They will lead the future of China. We iggular jobs. My wife

had a part-time job babysitting and cleaning restre. Students started

coming to the Lord. Later, students offered us kaesital money.

Gradually, we had enough financial support. Thihésevidence God

gave us for our vision.
MI12’s wife, who has had several years of Bibleaaitiraining in their church group,
gave him full support.

(8) Full-time ministers lack salary

Seven of the participants encountered the challehfgeking a salary. These

pastors presented the issues in two fundamentataigigories: how a lack of salary

%2t means college students are poor. They canfiet afiy money. You just keep spending on them like
you are helping the poor.
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impacts ministry and issues when serving full-tim#hout salary. The seven pastors
represented here are FI2, MG5, MG6, MG7, MI8, MGdrid MI12. Most of their
discussion focused on how their salary is not ehargl impacts both family and
ministry.

FI2 said she is a full-time pastor but the churaly @aid her 600 yuan per month.
The church owed her proper salary. She has beemgéehe church for ten years. When
she was young her mother told her, “Do not conswl@ney when you serve the Lord.”
Although she is retired and only has retirement gag told the church she did not need
money. The church coworkers took her at her wortdad not pay her. Later on, the
church paid her 600 per month. The other full-tjpastor is paid 1600 yuan for his salary.
She believes this difference in salary is wronge S&id, “The church congregation does
not have basic knowledge of or a burden for theaG@®mmmission. | paid all the
expenses of the rural church-planting ministry. fi¢esthe fact that | don’t want the
salary, the church should still pay me. | am emm@liaow.” Despite the fact that she told
the church she did not need a salary, the churahldlstill give to her according to her
work. She said because the church coworkers knevingh a retirement payment; they
don’t need to pay her. She said the church cowstelieve that giving her 600 yuan is
already a lot. She said her husband is very goddharsupports her work financially.
The researcher asked what her strategy is focttalenge and she said, “Because of the
love of Christ, we continue to serve. My husbarallyeknows about getting blessings
through offering.”

MGS5 is one of the top leadership of his churabugr He said that whenever his

son asked him to give him money, he was challengedaid, “We don’t have a salary.
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What we have is the supplement of daily living. Therch’s routine expenses are very
high. The church needs to provide young peoplaegpio live and food to eat.” His
church provides church pastors and full-time wask@aces to live and food to eat.
Church even gives clothes to them. MG5’s churdugroperates like the early church
described in Acts. The church provides housingfand to church pastors and full-time
coworkers. The church gives them money to buy smpehts like toothpaste. As a result,
MGS5 is very worried that his son cannot be a pdsgterhim. His son is from a younger
generation with a different perspective of life. BI&son married not too long ago, and
wife is a full-time minister. MG5 worries that leen may not share his faith, instead of
worrying whether his son will have enough salarg8/4felt very bad when his son asked
for money from him, because he did not have moaegyve to his son. MG5 has no
better strategy for it except trusting God and prayThe researcher asked him what his
strategy for this challenge was. He said, “I enaged those who do not have the gift of
preaching to find a job. Then give their tithehe thurch.” The researcher asked him
another question: “What if he does not give a titheéhe church?” He replied, “If he
refuses to give atithe, that is a problem of pisitsial life.” The researcher also asked,
“Did you reflect on this challenge?” He said, “Yésit not every day. | did talk to my
people about my strategy.” researcher asked, #ag willing to find a job and work?’
MGS5 replied “Those who did not have the gift of arking>2 were willing to go and
work.” The researcher followed up with another dqiogs “How was the result?” His
response was, “Not bad.” The researcher then aS®éas there any hindrance to your

reflection?” He replied, “No hindrance. After | gead about it, | left it to God.”

3 He referred to the gift of preaching.
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MG6’s challenge was noted above in the area afgvahalism and the rigidity of
church tradition. In that example, he said hisrgalgas 1500 yuan per month, which
mean he could not pay for his daughter’s tuitioté his daughter graduated, he was
5000 yuan in debt. He went to headquarters to@s& $alary adjustment, but
headquarters ignored his request. He had no additstrategy for this challenge. He said,
“I have no strategy to resolve this issue. My olwarch cannot control the church
income. We send part of our income to headquaatedsheadquarters gives a salary to
me.”

MG7’s challenge regarding his salary was alsodhaig¢he area of patriarchalism
and the rigidity of church tradition. He said, ‘d\e a lot of services in the evening, but
the church does not count these. The church asgigristo me, but does not pay me.
There were many similar cases like me, so they'dpéy.” During the day, he spent
most of his time in preaching preparation and stevét. He needed to preach six times
every week. Any service done after 5:00 p.m. isaoointed for payment. There are
seven days every month when he serves all day fo;ng,6:00 a.m. to 7:00 p.m. For
those services performed before 5:00 p.m., he wakfpr his time. His wife has a full-
time job to help with expenses. The researcherdalske whether he had any hindrance
to his reflection on this challenge. He said, “Tinst half year after | returned from my
theological studying, there was no effective rdftat At that time | did not have time
for reflection. While dealing with my daughter'soptem, | was in terrible shape.”

MI8’s challenge was noted in above in the areprimirity challenge between
church ministry and family. His monthly salary i®and 400 yuan per month, which is

far from enough for supporting his wife and chitte gave an example of this challenge.
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A brother from his church returned from theologistaldying and served as a full-time
coworker. He was single and his salary was 300 ypgamonth. MI8 said, “It means his
salary is 10 yuan per day. It's not enough everidod.”>*

After MI8 graduated from theological school, hetgd serving in the church
full-time. The first two years, the church did mgi¢e him any salary. But during that
period of time he needed to pay for the expenserbtorcycle and a cell phone. The
researcher asked him what his strategy is. He dasdnsidered the possibility that my
church could run its own business. We can invibetananufacturing business to our
area.” The researcher asked, “Will any company ctomy@ur rural area to invest?” He
replied, “Our church members under fifty years cdah work.” MI8 implied that
company can come because his church memberslay@gtig enough to work.

Recently, his father decided to be a missionaryseas. This means his mother
will be the only one supporting his family. He ptatio find a job and let his wife serve
full-time in the church. He cannot take care offamily and the church at the same time
and this is his challenge.

MG11 said financial burden is one of his challengesvell. When he became a
full-time pastor, the church took care of his hagsand food. At that time everybody
was poor, and there was no problem. Regardingtafmsicome, the church tradition is
summed up this way: “The poor, the glorious.” Graty his children’s education
became a problem. His salary was 7,200 yuan per Meachild’s high school tuition
alone was 8,000 yuan a year. His salary could agteyen the tuition. He had no choice

but to send his child to a remote rural area wnakta school. He has seen his child three

%4 according to the exchange rate of USD and RMBY1L@n is less than 2 USD.
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times in the past four years. He visited his chibdl saw that his child’s sleeves were too
short, and he felt very sad. He could not telldharch that he needs additional salary. He
said, “I could not tell the church that | need ghtar salary. Asking for money is not
spiritual. Brothers and sisters in the church niaykt you have a problem. | will be
criticized if | mention a salary raise. You cann@ntion or speak about it even you have
the need.” His strategy was asking guest speakening to the church to preach about
tithing. He said:

| cannot speak on this subject. If | do, peopld thihk | am asking for

money. Today, church members’ incomes are muchehitfian pastors’.

Pastors appear to have nothing. | have serveavemty years and what do

| have? | don't have any insurance. How can mygetmarried?° | feel

insecure about the future. | feel dissatisfiedtéaiay.
The researcher asked him what his strategy wasalde

| spoke to the coworkers in a coworkers’ meeting0@08 regarding the

financial problem. The church needs to build upadgmanagement

system. When brothers and sisters in the churcit,géey will offer

money. We need to let the coworkers know the né@astors. The

church already knew that pastors need a basicysdlae question is how

to set a standard. The average income of a lowetadror worker is 2,000

yuan per month. The higher end is 10,000. The geeisa5,000. Today

pastor’s income cannot even measure up to thislaten
He said it would take time to get to 5,000 yuarop®e cannot accept jumping to 5,000
immediately. His church members’ average monthtpime is about 3,000. He said it
will be a challenge for his church to pay the pa#is amount of salary. The researcher

asked him what was his reflection and how did hauate it. He said, “I did reflection

all the time. For example, our finances are nondpethe public. But, we can release to

25 Traditionally parents will pay for the wedding.dfson and his wife have no place to live, pareiits
feel it's parents’ responsibility to help them.
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different groups different levels of detail. Peopie¢he core group will know everything.
Regarding the salary, we will raise it gradually.”
Conclusion

The purpose of this research is to identify thepéida leadership challenges of
Chinese pastors and how they have responded toctiaienges in their ministries and
their daily lives. In this chapter, the participgwof the study were introduced and their
experiences and insights related to the researestigns were analyzed and presented.

The next chapter will integrate the study of thsgter, the literature reviewed in
chapter two, and the researcher’s perspectiverdsearcher will share his conclusions
and offer recommendations for future Chinese thgiodd school curriculum design,

pastor and leadership training, as well as a dpweémt program.



Chapter Five: Discussion and Recommendations
This chapter will summarize the study of Chinessgt@a’ adaptive leadership
challenges, discuss the findings of the study,rasdmmend methods for leadership
development for Chinese pastors.
Summary of the Study
The purpose of this research was to identify treptide leadership challenges of
Chinese pastors, and how they have respondedde tmallenges in their ministries and

daily lives. Three research questions guided theyst

1. What recent adaptive leadership challenges do Gaipastors face?

2. What strategies do pastors use to respond to addptdership challenges?

3. In what way and to what extent do the pastors murstlective work during the
challenges?

The researcher first conducted a literature rewawlving seventeen categories
(four major areas with a total of seventeen sulasadescussed in chapter 2) that are
possible challenge references for Chinese pasideg/t This review helped the
researcher and readers understand the challeng¥sredse pastors. In chapter three, the
researcher detailed the qualitative methodologyHisrresearch as well as the use of the
Critical Incident Technique (CITpr the data collection. The “spiral” method wagdis
along with the CIT to maximize the findings fordtstudy. The researcher also discussed
the criteria for choosing the twelve pastors fas tesearch. In chapter four, the twelve
participants’ leadership challenges and their resps to their challenges were presented.

The twelve participants’ Myers-Briggs temperameaalicators were also presented.
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This chapter will draw conclusions and make recemdations based on the

literature review and the experiences of the twelkicipants.
About the Participants

Eleven out of the twelve total pastors are frome fiegions, out of six total
regions of China, as shown in Figure 4.1 (a). Toations of their ministries and the
Christian population density as shown in Figure(#)lare consistent.

The chosen pastors included only those who had dsimated significant
leadership in their ministries. This study focusedhe relationship between leadership
and adaptive challenges. Thus, it was imperatigettie pastors have good leadership
skills that are obvious to others. Seven partidipane pastors of church groups. Five
participants are pastors of independent churché&k2 Mft his church group not long
before the interview. His challenges associated tié church group deeply. It is
reasonable to say that eight participants havecbhgiroup background and four have
independent church background. The Myers-BriggseTiyplicator test results showed
that eight participants are introverts, and foer extroverts. Great majority of the
participants (nine out of the total twelve) havalgtical personalities (see Figure 4.2).
Half of the participants are organizers (STJ). €rae only two participants on the
connectional side. No participants are from thioveship style. Most of the pastors with
an analytical type personalify® namely ISTJ, ESTJ, INTJ, and ENTJ, demonstrated
explicit and strong leadership. Three participamesnon-analytical type (ISFP, ENFJ,
and INFJ). Among these three, the inspirationatqggagINFJ and ENFJ) are doing

outstanding church planting work. The expressivaqaISFP) prefers to work as a

%0 gee the Figure 4.2 of chapter 4.
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subordinate pastor. Although he faced a great@hgd in leading his church, he brought
harmony and unity into the congregation when it egseriencing conflict.
Discussion of Findings

The participants experienced diversified challenges those challenges were
grouped into thirteen major categories. About béthe categories have more than one
sub-category. Sub-categories relate to the majegoay but have their own distinctive
natures. The frequency with which pastors mentianagbr categories can be presented
in two different ways. One is by using the numbienacurrences of major categories
experienced by the twelve pastors. The other igsiyg the number of occurrences of
sub-categories as weight given to the major categiorhese two presentations are in the

following figures:

Pastors' Challenges in Major Categories
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6 -
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Figure 5.1 Pastors challenge with respect to themsategories. (The same as the Figure
4.3 of chapter 4).
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Pastors' Challenges with Sub-category Weight
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Figure 5.2. Pastors challenge with respect to tbecategories. (The same as the Figure
4.4 of chapter 4).

Both the Figure 5.1 and Figure 5.2 suggest thatrthjor challenges (1), (2), (3),
(4), (7), and (8) can be treated as significann€se pastors’ consensus of challenges.
From the Figure 5.1, at least half of the totallisegpastors experienced these six
challenges. At least two-thirds of the pastors noaed (1), (3), and (4). If we consider
the weight of the frequency of sub-categoriesafid (4) standout further as shown in the
Figure 5.2.

Challenge number one, (4), often involved cordlisttween pastors and their
coworkers (elders and deacons) in their churcheseder, challenge number two, (1),

often involved conflicts between a church grougper leadership and the lower ranking
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pastors. Therefore, challenge number one and cig@leumber two can be seen as
church conflict as a whole. As a result, the clmagjeeof church conflict stands out with an
absolute consensus of Chinese pastors’ as theamwshon leadership challenge.

Considering the six challenges as a whole, haltcaurch/ministry related
challenges, namely number one (4), number twoafid,number five (7). The other half
relates to or associates with pastors’ personesliThey are number three (3), number
four (2), and number six (8). The challenges’ ooence numbers of sub-categories can
be used to calculate the ratio of challenges vaipect to the ministry and personal. The
ratio is sixty-four percent (47/74) verses thirtygercent (27/74). Therefore, sixty-four
percent (approximately two thirds) of Chinese pesteadership challenges are
church/ministry related and thirty-six percent (apqmately one third) are personal and
family related.

The following discussion of each of the six chadles of consensus will be
conducted in two parts. The first part will examthe challenges of church/ministry. It
will look at challenge number one (4), two (1), divé (7) respectively. The second part
will examine personal and family challenges, whact challenge number three (3), four
(2), and six (8).

Conflicts between ministry coworkers including minsters

The pastors talked about six distinct of conflittsy experienced with other
ministry coworkers and other ministers. The six-sategories include temperament,
different ministry views, lay coworkers’ spiritualaturity, power struggles, pastoral
seniority, and antagonism. The root causes of dhdlict may be related to personality,

spiritual maturity, and comprehension of the Bible.
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Conflict due to ministry leadership, idea, churttusture, and goal

Among the five pastors who mentioned this challefMiB, MG6, FG9, MG11,
MI12); there are two ISTJs, one ESTJ, one ENTJ,caredISFP. Four of these
participants are analytical; one is practical. Fouir of the total nine analytical type
pastors encountered this challenge. Three are ¢ramch groups, and two are from
independent churches. They all experienced confiittt their coworkers. MI3’s
challenge stems from another pastor in his chufoh i& also one of the study
participants, namely FI2.

MI3 is an ISFP, and FI2 is an INTJ. These temperdsnae opposite to each
other. MI3 said, “When | do not accept her viewppshe refuses to come to meetings.”
MI3 believes that FI2 has a strong desire to gotieerchurch and wants to make the
final decisions. MI3 blames the lack of a churchstdution and by-laws that could curb
FI2’s behavior. MI3 is not aware of FI2’s INTJ teempment. INTJs are excellent
strategic problem solvers with highly developedicai thinking skills that allow them to
perform incisive analysis. But INTJs have also blegown to take it upon themselves to
implement critical decisions without consultingitreipervisors or co-workefs’

However, ISFPs are usually much happier workingthyibehind the scenes,
doing their best as part of a team. They do natilgapeak up in their own defense and
are sometimes taken advantage of by others whamare dominating>® However, the
challenge is that MI3 believes the church recogntae as the senior pastor, and FI2

does not think so. She thinks that they are paralleach other, a disagreement that has

%57 Column of INTJ, Table 4.3(a) of chapter 4.

28 Column of ISFP, Table 4.3 (b) of chapter 4.
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caused daily conflict. MI3 does not use the Bilbledsolve conflicts with FI2 because
FI2 does not like criticism. The conflict between3Vand FI2 is a vision and
temperament combined issue that happens frequerlizinese churches. Interestingly,
this (4b) type of challenge is not one of FI2’s tdyallenges. Her top challenge involves
the church deacons. It appears that the challaonge ¥113 is easier for FI2 to handle.

MG6’s challenge comes from the fact that he hddfarent mindset and
viewpoint than his church coworkers. When thereoisflict without consensus, his
coworkers want to bring the issue to the churclugti®headquarters for a verdict.
Headquarters often sides with his coworkers, arsdcdmuses his trouble. His coworkers
want to have equal power and authority with hing #ms has hindered his leadership in
church. He has no better way to resolve this chgée

MGO9 is a leader who supervises her subordinatema®iut she fears confronting
those pastors about their wrong-doing. There avayd differences or issues between
those pastors. She admitted, “I am afraid of offeggeople.” She is afraid her
subordinate pastors will refuse to listen to had ahe has no good way to resolve this
kind of problem.

MG11 has tried and failed to reform his church grois a result, he chose to
plant his own church and to reform his church greugntually. However, he paid the
price of building a healthy church by taking on tiehwith seminary professors who
send their students to his church as interns. €hergry is part of his church group, so
MG11 cannot stop the seminary from sending studerttse church, but he decided not

let students dominate church services.
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Conflicts arose between the seminary and MG11Mgb11 held on to his
viewpoint. However, there were also conflicts beswéim and his own church
coworkers, who are city people with new ideas. He to change his own mind and heart
in order to build a healthy church. He did it, but process forced him to deal with his
feelings of inner loss. New, young leadership emeéiig his church as he tried hard to
develop it. His power and authority eroded, andskisse of job insecurity became real to
him. He needs to go back to the Bible to find dévaecurity from it. He talked about his
temperament as a factor in his success. He expldill temperament is willing to try
new things. | want to breakthrough. My charteni€iteate new things.” This kind of
church planting is rare in Chinese churches.

MI12 faced conflict over the church sacraments \withregion’s church group
leaders, who insisted that he was not qualifiegidiminister the sacraments. He disagreed
and administered the sacraments in spite of theapgroval. The leaders eventually
kicked MI12 out of his group. He noted, “My tempment is task oriented. To the
unreasonable things in my church group, | wouldakpmrut with straight attitude.” His
ministry grew quickly, and he became an admiredeffettive church planter.

These five pastors’ challenges fall into two catégs. One is ministry vision, and
the other is interpersonal skill. Ministry visiamaritical for Chinese churches today.
Leadership challenges often relate to ministryonsiChristopher Marshall rightly said:

Good leadership, however, is not only about hagmgnd managerial

skills or a commanding personal presence. Norpsiricipally about the

exercise of power and control. The heart of traelézship has to do with

values and virtues. The best leaders are ones widelnr embody in

their own persons and practices the values ang gloay want others to
espousé>’

29 Christopher D Marshall, “The wisdom of knowing himig: Pauline perspectives on leadership, ministry,
and power” Vision (Winnipeg, Man.) 5 no 2 (2004)&3.
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The lack of biblical values and virtues can caws@ss ministry conflicts. Marshall said
that a good leader does not have to be super-hurRaher, leaders need to be a little
further down the track than others in understandimg) living out the larger vision of
their community or group, albeit imperfectly. Leaslaeed to walk the talk, not talk the
walk. Marshall points out the importance of Chagstl the Bible in this regard. He said,
“Leaders are normally individuals of above-avergts and abilities. But their
leadership effectiveness comes from their radiepkeddency on Christ and confidence in
truth.”?%°

It appears that sound biblical theology is neadquhstoral training. The biblical
truth includes biblical interpersonal skills. S¢upe includes plenty of teaching in this
regard. Jesus said, “Salt is good, but if thelsadtlost its saltiness, how will you make it
salty again? Have salt in yourselves, and be atepeith one another®! Jesus also said,
“Blessed are the peacemakers, for they shall Bectabns of God?? Living in peace
with others and making peace among conflicted peimplicates a biblical interpersonal
skill of genuine leadership.

Among the five pastors, three are still searchang resolution to their
challenges. Two pastors, MG11 (ENTJ) and MI12 (BSfBlight successfully against
the obstacles they faced. Temperament seems topleaxer! an important role in their
struggles. ENTJs are natural leaders whose compeeterd strength inspires confidence

and respect in others. They analyze problems ltdgiaad objectively, weigh the pros

20 Christopher D Marshall, “The wisdom of knowing himig: Pauline perspectives on leadership, ministry,
and power” Vision (Winnipeg, Man.) 5 no 2 (2004)&3.

21 Mark 9:50

262 Matthew 5:9
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and cons, and then make efficient, sensible, atghabugh decisions. They are always
looking for ways to improve themselves and to inseetheir expertise and pow7ét.

ESTJs are natural leaders and quick decision makkesr serious, ho-nonsense
approach to life inspires confidence and trust fpople. ESTJs are highly competitive
and have a strong need to be in control. Theyaasdyr convinced by anything other than
hard facts and sound reasonffiinterestingly, the weaknesses of ESTJ and ENTJ may
become their assets in the middle of oppressioratadk. For ESTJs, “Once they've
made up their minds, they are difficult to convimtkerwise.**®> For ENTJs, “Once they
have embarked on a course of action, they can Wwélung or unable to modify their

plans and pursue a new directidh®”

Every Myers-Briggs personality type has naturarggths that can be learned by
other types. This is especially true for Christiart® have unimaginable power and
potential in them, given by the Holy Spirit. Thed@gtle Paul said to Timothy, “God gave
us a spirit not of fear but of power and love aalf-sontrol.”?®’ For instance, MG12's
leadership weakness is, “They are not particulgolyd at anticipating future needs or
forecasting future trend$®® However, the Great Commission has been his central

conviction for years; almost all his ministeriaska aim for the future.

23 Column of ENTJ, Table 4.3(a) of chapter 4.

24 Column of ESTJ, Table 4.3(a) of chapter 4.

25 Column of ESTJ, Table 4.3(a) of chapter 4 aboet'thner belief and nature”
28 Column of ENTJ, Table 4.3(a) of chapter 4 aboat‘thner belief and nature”
%72 Timothy 1:7

28 Column of ESTJ, Table 4.3(a) of chapter 4.
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Four out of five pastors in this sub-categoryaralytical people. The only
exception is MI3, who is an ISFP. However, MI3 dmt$ with FI2, who is an INTJ, an
analytical person. Therefore, all five cases ineadwalytical people. This suggests that
analytical people may be more likely to get invale conflict than other people due to
different ministry views. Temperament understandigssential to pastors, and many
evangelical seminaries in the United States givdesits temperament te$ts.

Power struggle amonq pastors and church coworkers

Among the four pastors in this category (MI3, M®&E8, MI10), there is one
ISFP, two ISTJs, and one ENFJ. Two are analytieedgns, one is practical, and one is
connectional. One is from a church group, and taredrom independent churches.

In the early years of his church, MI3 (ISFP) malil¢h& decisions by himself and
then informed his coworkers. Gradually, his churotvorkers demanded decision-
making power. However, he slowly captured the ckaAg a result, two incidents
caused antagonistic attacks upon him by his cowsrkél3 confessed, “My
temperament does not fit a job that requires cheafd comprehensive thinking. This
caused misunderstanding from other people.”

MG6 (ISTJ) faced power struggles with his coworkessthey complained that he
did not give them decision-making power, but MG8 hi reasons for this struggle. He
shared, “When | gave them right to speak out, thewt in a different direction from
mine. | felt sad about it.” His four coworkers, lmding his wife, asked for equal status

and authority from him, because they and MG6 hhaeesame seniority in church. For

29 There are a few temperament tests which are wisks. Myers-Briggs is one of the popular tests.
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instance, MG6'’s coworkers demanded that they Haaathority to approve his
activities outside of the church.

MI8 (ISTJ) also experienced power struggles withdoworkers. They fabricated
a reason to kick him out of his church and take tne pastoral position. M18 fought
back by giving his top church position privatelyth@ one who wanted power.
Eventually, he regained the power that he gaveuwpgsely. During his power struggle,
he reflected on what was happening and why. Reggutdi his temperament, he admitted,
“I was easily influenced by other people, but totlayn more decisive.” If MI8 reflected
upon the Bible’s teaching, he would not have hartfdeghower (pastoral authority) to the
senior coworker privately. His goal was to maintetimurch harmony, but he chose an
unbiblical approach to deal with his challenge.

MI10 (ENFJ) also encountered power struggles witbhwaorker. He established a
new church by himself, but his coworker stolentthe beginning, the coworker was his
disciple, but later, this coworker joined with amn€hristian and forced MI10 out of his
church. The biblical story of Abraham and Lot helfem to let go of the power. MI10
pointed out that his temperament played a rolaenstruggle. He said about his
adversary, “I controlled him too much. Eventuallydould not bear with me anymore.”
His patience was eventually rewarded. His cowor&pented later and reconciled with
him. They have become good coworkers since then.

All four pastors were the victims in the power ggles. Two of them (MI3 and
MG®6) did not find good solutions to their strugglése other two (MI8 and MI10)
successfully resolved the challenges. MI8 is anJJ@ihd he fought back using his own

plan. ISTJs “have a strong work ethic and alwaysosk to get their tasks done before
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they take time to relax. They know what they haved and how to do i£** M18’s
opponent also made mistakes in the process. MiBteaky got what he wanted.
However, MG6 is also an ISTJ. During his conflitigre was not much he could do.
MGG is part of a church group. Whenever thereasrdlict, his coworkers bring the
issue to their headquarters for a verdict. Theasswwomplicated by the fact that his wife
is involved in the power struggle against him. FBt0, an ENFJ, maintaining harmony
in relationships is both a lifelong goal and a naltgkill. But the weakness of ENFJs in
leadership is also reflected in the process. EN®B#gn suffer from a serious lack of
objectivity. They may have trouble making decisibased solely on logic, often finding
it hard to know whether a particular behavior diacis fair, and may not trust
themselves to make a just and impartial rulif/g.MI10’s coworker was not mature and
had behavioral problems, such as kicking a sisténe Lord, but MI10 handed the
church to his coworker anyway. Apparently, God'segdaurned the thing around. His
coworker repented and returned to him, askingdoonciliation.

Power fatally attracts many people, including pesstbut the Bible teaches that
Christian leaders must serve. Jesus taught higplliscJames and John, that in order to
lead well, one must be a servant first. Jesus tahgm that whoever wants to be first
must be the slave of all. John Hutchison saidlleabming an effective leader demanded
a transformation of one’s view of leadership antharty. Jesus spent most of his time
with the poor, the sick, and the lowly in socialtss. Jesus identified himself with them.

Power struggles in the church oppose the biblieéhdion of Christian leadership.

210 Column of ISTJ, Table 4.3(a) of chapter 4.

271 Column of ENFJ, Table 4.3(b) of chapter 4 aboat‘tteadership” in the weakness section.
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Hutchison’s three principles are helpful in undansling biblical leadership. His
first principle is that spiritual authority and tearship come only through the path of
suffering and sacrifice. Second, God the Fatheegnly grants spiritual authority and
leadership. Third, spiritual authority and leadgysdre demonstrated through service,
selflessness, and sacrifice for others. Hutchisem @oints out that self-promotion
opposes the biblical model of leadership. Any fafipower struggle in the church
deviates from the biblical model of genuine leallgrsAll of the four pastors’ power
struggles involved church coworkers. Sound biblieakhing, discipleship training, and
leadership training are recommended in Chinesecblesr Pastors need to know their
temperaments’ strengths and weaknesses, as vibkiagsoworkers’ temperaments.
Various temperament strengths can be trained &taic degree by everyone in order to
grasp biblical truth and serve in church with reghisness and justice. Proper reflection
on the truth in the process of challenges will &letp pastors keep on the right track in
their ministry. The skill of reflection can also learned through proper training.
Antagonism

Among the five pastors (MG1, MI3, FG4, MI8, and M)1there is one ENTJ,
one ISFP, one INFJ, one ISTJ, and one ESTJ. Theasenmalities cover three
temperament areas (see Figure 5.2 of chapter dglganalytical, practical, and
connectional types of persons. Two pastors serehunch groups, and three are from
independent churches. This suggests that antagaaisrhappen with any type of person
and church.

MG1's (ENTJ) top leadership in his church groumeited him because he did

ministry differently from his church group’s traidih. They treated him as an alien and
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purposefully damaged his reputation. Their verli@cks were difficult for him to
describe, but the attacks hurt him. In facing thacks, he chose to stand firm on his
opinions and ministry strategy. He applied histsgg this way: he communicated with
his church group’s leadership first. If the leatigsagreed with him, he solved the
problem before it started. If not, MG1 proceedethvis own way despite the attacks
about his disobedience. MG1 responded to the qunsséibout whether his strategy
worked or not. He said the attack lasted for a evhittil the leadership saw the good
results coming from his works. ENTJs tend to “amalproblems logically and
objectively, weigh the pros and cons, and then nedfkgient, sensible, and often tough
decisions. They like to work hard and eagerly takehallenges, the more complex the
better?’®

MI3’s (ISFP) coworkers accused him of personallygdhe tea selling money.
M13 decided not to explain his actions to them heedis coworkers insisted that he
acted without church permission. He disagreed thiém. A church minister’s supporters
antagonized MI3. They worked against MI3 in eveinghhe did, hoping he would fail.
MI3 believes all these attacks goaded him intoilgahis church so that the minister
would become the new pastor. M13’s strategy w&eép doing his job, and he refused
to give any explanation. The minister is still stundy theology overseas but has regular
connection with his supporters in the church. Mi3vaiting for the minister to return,
and he is ready for the worst case scenario, abhsplit. He does not have a better way
to resolve the issue. Regarding his temperamerdtated, “My temperament makes me

perform a role of someone’s assistant. If | sen2pendently, it will be very hard for me.

272 Column of ENTJ, Table 4.3(a) of chapter 4 aboat‘thner belief and nature”.
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If | become the minister’s assistant, it will be problem for me.” ISFPs “are usually
much happier working quietly, behind the scenemgltheir best as part of a team. They
don't readily speak up in their own defense andsaneetimes taken advantage of by
others who are more dominating®

FG4 (INFJ) faced antagonism on two fronts. One caoma her church group
leadership; the other came from her church cowsrlal of whom are fifty to sixty years
old. Her church group leadership came to her chanchbuilt a financial channel to get
money without her permission. Her church coworkersiplied with the leadership and
obeyed their demands. When she complained to hecltltoworkers about the wrong
doing, she faced criticism from her coworkers, whtled her a selfish person. On the
other hand, her church coworkers are also her anistg. They opposed her reforms in
the church and tried to stop her from pursuingidettheological training. They insisted
on taking important church jobs for themselveshsag preaching and teaching, despite
being unqualified for such services. These cowarketicized her, saying she hindered
their power and authority in church. They told lf&ou move too fast, and we cannot
catch up.” She dealt with this antagonism by prgynd secretly training young people
to fill places where the coworkers could not re&ime has no good strategy for changing
the deeds and minds of her coworkers. She said,Gbe do it. | just have no way to do
anything about them. Only thing | can do is begatwith them. | gave them up. | do
whatever | can do. Even if they refused to givemmey, God will provide.” Regarding
her temperament, she observed, “My personalitykéisiconflict. | don't like fighting. |

want to see the whole church moving to a rightafios.” INFJs tend to “have vision and

273 Column of ISFP, Table 4.3(b) of chapter 4 aboat“tteadership”
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creativity. They are especially gifted at thinking new and better ways to help people
satisfy their needs and are usually eager to peowidatever support is necessary. They
like to set goals and work tirelessly to achieventti*’* This may explain why she
successfully plants churches. MG4’s strong ministrigvictions and work ethic helped
her endure antagonism and keep moving toward reds go

MI8’s (ISTJ) church coworker tried to kick him oait his church. His antagonist
accused him of going to training without first remeg permission from the church. MI8
fought back and regained the pastoral positioniothurch. After the church elected him
pastor, the attack was intensified. He said thagontist and his followers opposed
everything he did.

MI12 (ESTJ) also experienced antagonism from hisahgroup’s leadership.
He refused to obey the leadership fully and didnhisistry independently. The church
leadership harshly reprimanded MI12 many timestdues disobedience. Finally, he
was given two choices: he must either obey comilgletehe must leave the church group.
MI12 chose to leave because he could not obey.raswdt, many in the church group
attacked him for weeks as a traitor. This hurt deeply.

Three of these pastors experienced attacks fromdherch groups’ leadership.
Three of them experienced attacks from within tbein churches. FG4 experienced
both. Four of the five pastors, including MG1 (EN/TBG4 (INFJ), MI8 (ISTJ), and
MI12 (ESTJ), survived the antagonism and contirthedr ministries. All types are either

strong leadership types (NTJ, STJ) or task-orieptmple (NFJ). These characteristics

274 Column of INFJ, Table 4.3(b) of chapter 4.
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appear to be helpful in handling antagonism. Thewho had more difficulty with the
antagonism is MI3 (ISFP). His personality tenddé¢al with antagonism passively.

It appears that the church groups’ leadership aftersed lower-ranking pastors
to suffer. Paul taught Timothy about the qualityaafhurch overseer who takes care of
his church just as he takes care of his own hollse Apostle Peter’s teaching is also
very helpful to church groups’ leadership, “Shephtve flock of God that is among you,
exercising oversight, not under compulsion, butimgly, as God would have you; not
for shameful gain, but eagerly; not domineeringrdfiese in your charge, but being
examples to the flock’* The Apostle Paul called his listeners to imitdta ks a role
model for serving in God’s house.

Kenneth Haugk defined antagonism, “Antagonistsrad&viduals who, on the
basis of non-substantive evidence, go out of tlvay to make insatiable demands,
usually attacking the person or performance ofrgthEnese attacks are selfish in nature,
tearing down rather than building up, and are fegqly directed against those in a
leadership capacity?™ According to Haugk's five levels of antagonisne five pastors
experienced at least level three antagonism. FGived level three attacks. Level three
is called “Contests,” because this level views tornfrom a win/lose perspective. The
antagonist no longer desires to solve the probletwlants to win the struggle. The other
four pastors received level four attacks. Levelfieuight/flight, where antagonists try to
hurt their opponents in some way, get rid of themhoth. According to Haugk, levels

four and five can cause long-term impact. Spedlfickevels four and five are very

2751 peter 5:2-3

27® Kenneth C. HaugkAntagonists in the ChurgfMinneapolis: Augsburg Publishing House, 1988).285
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difficult to resolve. For those four pastors wha@emtered level four attacks, MI12 was
the only one who was expelled from his church grétigwever, he intentionally let it
happen.
Church group tradition and its modern day challenge

Though there are seven sub-categories in this eajegory, nearly all the
participants who have a church group backgrouncudeed the challenge of patriarchy
and rigid church tradition impacting church goveamhand development. Other sub-
categories included the six challenges of youngkeusr fearing authority, church growth
lacking, aging congregation and loss of young pgoghtagonism, church group
controlling salary, and conflicts of denominatiasai

Patriarchalism and rigidity of church tradition iagis on church governing and

development

Eight participants in this study have a church grbackground, and seven out of
those eight reported this challenge. Only MG5 didreport this challenge. MG5 is the
second top leader in his church group, and thezefois unlikely he would report this
challenge. The high percentage of pastors repothiisgoroblem suggests a wide spread
issue. Among the seven pastors, there are two ENN&sINFJ, three ISTJs, and one
ESTJ, all of whom are either strong leadershipsyierd, STJ) or task oriented (NFJ).

MG1 (ENTJ) said that his church group’s traditikiked creative thoughts and
ideas. People work like machines, following a pgeggogram. This tradition destroyed
the gifts given by God. Church tradition requireaér ranking Christians to obey
unconditionally. MG1 faced these challenges anddeelcthat if the challenge did not

violate his principles, he would obey it. If it dwiblate his principles, he resisted it and
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insisted on going his own way. MG1 paid the prigethis choice. He believes that
church group tradition is deeply influenced by @f@nese culture.

MG11 holds the same view about Chinese culturerdstingly, MG11 is also an
ENTJ, a temperament that tends to see the bigrpiend to strategize. MG1'’s strategy is
not to change the tradition of his church group,rather to change the churches that he
planted. MG1's ministry talent has made him a gsstar in his church group. MG11 is
doing exactly the same thing: reforming his chuyobup, starting with the church that he
planted. His success is drawing attention in hogigr

FG4’s (INFJ) challenge is also an issue of obedienith the problem focusing
on money. The church group leadership forced hercthto routinely give money to
headquarters. Despite her church’s shortage of ynlmmehurch development, the
church group leadership asked FG4 to obey theimadesiand give them money. MI12
(ESTJ) refused to give money, not even a penny2MHlieves that giving the money is
wrong, since the process for spending the monagti®pen and transparent. MI12 paid a
huge price for his disobedience. MG4 believed tetdience to the church group is a
matter of biblical principle, so she endured thi#éesing and complied with the
unreasonable demands.

MG6’s (ISTJ) challenge is that his church grouptoms his church’s finances
and administration. Headquarters sets the pastalaties, receives the money from
churches, and then gives church pastors theirieslddis salary does not cover his living
expenses, but the church group refused to resiésproblem. He had no good strategy
for this challenge. Headquarters installed his atens, so if there is any tough conflict

or power struggle between him and his coworkeesctiworkers will bring the issue to
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headquarters. As a result, pastor MG6 has to gitaver and authority with his
coworkers. This dynamic became difficult for theiath administration. “Pastor” is only
a title, MG6 said. He has no good strategy for hiagdhis challenge.

MG7’s (ISTJ) challenge is similar to that of MG&@tlworse. MG7 works as a
full-time pastor, but the church pays him only anyemall amount. He preaches six times
each week, and four out of the six messages areseewnons. The church group requires
a paid staff member to stay in the office twentydays or more per month. MG7 could
not fulfill the requirement due to family needst blue church group nonetheless required
him to obey to all the church regulations compietMG7 said the rigidity of his church
group’s system and structure killed the brothensl sisters’ motivation and enthusiasm.
His strategy is to not take any action. He belighessystem will be forced to change
because this world is changing, and such a sysasmot survive for long. The ISTJ’s
weakness may play a role in facing challenges: J&Sdre happiest living with a familiar
routine and may become uncomfortable or anxiougwiaeed with new challenges.
They tend to resist any change if they don't immuetly see its practical benefits.”

FG9 represents the upper leadership of patriasthalshe suffered in this
tradition too. FG9 is also an ISTJ. She is ondneftop leaders in her church group, and
she faces a challenge with church governance nigaonfrontation with her
subordinates. The most of the tension comes frenpdiorly defined job description
between her and her subordinators (pastors whiodyeto fifty years old). The pastors
are not required to report to her or be accounttbleer. But FG9’s job description

requires her to ensure that all things go well. fele¢és she has a responsibility to address

277 Column of ISTJ, Table 4.3(a) of chapter 4 aboat‘thner belief and nature”.
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wrongdoing, but her fellow pastors do not feel they accountable to her. As a result,
she is afraid of confrontation because the pasemgect her. FG9 struggles to
communicate with those pastors. Patriarchy haadition of family-style governing
structure. Its responsibility and accountabilitg &ague, and seniority is probably one of
the most important factors in church governmene 3énior person in a family will try to
keep family harmony. FG9 did not have any goodetias for the challenge, because
the system does not function properly. She lamefit@dnnot solve the tough problems.
| am a person who does ministry in tough ways;mytstrategy can only solve surface
problem. The deeper issues cannot be solved.” I&hdkto resist any change if
immediate benefits cannot be seen.

MG11 (ENTJ) explained that the patriarchy of tharch group is his challenge.
Although he is one of the top leadership in hisugrdViG11 failed to reform his church
group because he is not the number one top le&des ohurch group. MG11 started to
plant a church in a major city and made good piegjrele gave a comprehensive
explanation of how the church group started and/gnéo a big system. He is an ENTJ,
so he sees the inherent problems of church graopsd big and future perspective, “I
want to see reality. | am also not satisfied wttdtiss quo. A church cannot just maintain
its daily routine work. Church needs to be well@dee to this age, fulfill urban church
planting mission and capable of doing overseasioms3 he traditional church cannot
accomplish this goal.”MG11's analysis of churcbups is right on target. His church
group’s number one top leader wanted to keep #tastjuo. MG11 could not do
anything to change the number one top leader, shdse to plant a church by himself

and start his long-term reforms from there. MIIESTJ) confrontation with his church
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group reached a climax when a sacrament issuecsdtfén his church group, only an
ordained pastor who has served more than ten gaaradminister the sacraments. Mi12,
a church planter, has a hard time accepting thjgirement. Years’ worth of
dissatisfaction and conflict within the church goduadition came to a showdown
moment. MI12’s ESTJ temperament performed an ingporole, and he realized that he
is a task-oriented person.

Through the experiences of these seven pastoeg themes arise: the suffering
of pastors, the vision of church group leadershing the pastoral heart. Regarding
suffering, pastors shall try to understand hard#tnpugh Jesus’ suffering in his time.
Mark 10 indicates that Jesus’ disciples would pipdite in the sufferings of Jesté.
Hardship is inevitable for anyone who follows Jesusl Jesus warned his disciples, “I
have chosen you out of the world. That is why tleelévhates you?”® Suffering for faith
reflects a Christian’s identity. The Apostle Pedacourages, “Dear friends, do not be
surprised at the painful trial you are suffering tllough something strange were
happening to you. But rejoice that you participatthe sufferings of Christ, so that you
may be overjoyed when his glory is revealé.”

Ajith Fernando rightly warns, “Doing God'’s will ihade the cross. The cross

must be essential element in our definition of viocel fulfillment.”?® Sylvia Gonzalez

28 illiam L Lane, The Gospel of MarkNew International Commentary on the New Testar@rand
Rapids, MI: William B Eerdmans, 1974), 379-381.

279 3ohn 15:19
201 peter 4:12-13

1L pjith Fernando, “To serve is to suffer: if the afle Paul knew fatigue, anger, and anxiety in his
ministry, what makes us think we can avoid theraurs?”Christianity Todays4, no. 8 (August 2010): 32
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believes that hardship has a life-changing impadhe individuaf®? She calls these
“critical events,” and she defines critical eveaits “These events are transformative
experiences through which these individuals comgerew sense of identity, especially
after deep self-reflection that forces leadersuestjon who they are and what really
matters to them?®® Gonzales points out that critical events serveraige-up calls for
leaders to look inward and decides what is impdriantheir lives. Gonzalez reasons
that hardship makes a significant impact on a pesdeadership and builds resilience.
She defines resilience as, “the ability to bouraekifrom adversity or hardship® This
bouncing back consists of people’s ability to leanal develop their life purpose and
meaning. Resilient people see things as they atel@al with reality in a constructive
way.?® The experiences shared by MG1, FG4, MG11, and Midgtrate Gonzeles’
point. Their temperaments’ (ENTJ, INFJ, ENTJ, ai®TH respectively) significant
resilience helped them survive and even break girdhis challenge.

The other three leaders, MG6, MG7, and FG9 dichawt effective solution for
their challenges. Their temperaments are all I3h@y are responsible, reliable,

hardworking people. But when they face with newlleinges they may become

22 gylvia Gonzalez, “Hardship and Leadership: Is €reConnection?Journal of Applied Christian
Leadership4, no. 2 (Fall 2010): 53.

23W.G. Bennis and R. G. Thomas, “Crucibles of Leatligr,” Harvard Business Revie0, no. 9 (2002):
39-46, quoted in Sylvia Gonzalez, “Hardship anddegahip: Is There a Connection®urnal of Applied
Christian Leadershigl, no. 2 (Fall 2010): 53.

24 Sylvia Gonzalez, “Hardship and Leadership: Is €reConnection?Journal of Applied Christian
Leadership4, no. 2 (Fall 2010): 55.

8 gylvia Gonzalez, “Hardship and Leadership: Is leConnection?Journal of Applied Christian
Leadership4 no. 2 (Fall 2010): 55
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uncomfortable or anxious. When they are unexpéctecced to change their plan they
may become stubborn or inflexiA&.

It appears that church group leadership is oftekita vision in today’s fast-
paced world. As a result, suffering occurs amongeloranking pastors. Kouzes and
Posner’s view of visionary leadership can help €sechurch group leadership. The
authors present five practices for visionary lealdigr. First, leaders must model the way:
leaders clarify values and forge agreements arecantnon principles and common
ideals. Leaders help people think about valuespaiadities and then build on
agreement®’ Second, leaders inspire a shared vision: leadBrtheir people to imagine
an exciting, highly attractive future. Third, leaslehallenge the process: leaders
encourage people to change from the status quaekepioneer. Their major
contribution is in creating a climate for experirtagion. Fourth, leaders enable others to
act: leaders strengthen everyone’s capacity. Thekerpeople feel and think that they are
owners and leaders. Fifth, leaders encourage #ue: lzeleader recognizes contributions
and shows appreciation for the people’s contrim#tioThe third and fourth practices are
especially important and crucial for the leadershaorch groups. Their traditional
practices appear to be just the opposite.

From the beginning of any church group’s developimiie church group’s
leadership most likely does not utilize Kouzes Biodner’s idea of visionary leadership.
A proactive approach would have a leadership tngiprogram for church groups across

China. All sixteen Myers-Briggs types of leaders tainable. In Kouzes and Posner’s

28 Column of ISTJ, Table 4.3(a) of chapter 4 aboat‘thadership” and “Inner belief and nature.

27 bid., 65.
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research, they found that the quality of being fmavlooking was at the top of the
admirable leadership list, second only to honeBtys forward-looking quality is also
called “vision” and is defined as:

A little more than 70 percent of our most recespmndents selected the

ability to look ahead as one of their most soudtdardeadership traits.

People expect leaders to have a sense of direamidra concern for the

future of the organization....leader must know wheey’re going if they

expect others to willingly join them on the journeyt’s the ability to

imagine or discover a desirable destination towandth the company,

agency, congregation, or community should headioYiireveals the

beckoning summit that provides others with the capao chart their

course toward futuré?®

The key factor of the success of MG1, FG4, MG14, i1 2 are their forward-
looking ability. MGL1 trains his subordinates towsewith authority. He wants his
church’s coworkers to take up the responsibilityeaidership. He believes that this is the
way to transform his church group’s patriarchali§i®4 believes that developing young
people to serve without senior coworkers’ intenmfieeeis the future of her church. She
implemented and got good results. MG11 and MI1&belthat college student ministry
is the future of their churches. They both devetbpaung people by training them to
serve. As a result they established good ministiibsse four pastors’ forward looking
practice helped them break through their adaptiadlenges.
Difficulty of doing Great Commission and church planting

There are four sub-categories in this major categwolving half of the twelve
participants. The four sub-categories includeditagkhurch support, challenge of city

church planting, reaching out to unbelieving woddd new church struggling against

tradition.

28 hid., 33.
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Lacking church support — money, man power, anditigi

Three pastors reported this challenge (M2, MG@|, siiL0). There is one INTJ,
one ISTJ, and one ENFJ. MI2 (INTJ) planted a ranalrch six years ago. Her church
coworkers refused to support this ministry becaiselack of money. MI2 is frustrated,
because she believes this ministry is in respan#ieet great commission. As a result,
MI2 is planting the church using her own money. bleategy is to wait for her church to
change its mind. The rural church needed to rgh@e to meet and asked her to help. In
China, a church needs to put down a yearly reetabt the beginning of its rental term.
This need is beyond the capability of MI2. Meetpigces are a challenge for church
planting across China. Renting an ordinary apartamea major city can cost 15,000 to
40,000 Chinese dollars per year. In rural areasctst is less, but people’s income is
lower. MI2 believes that without church plantingrlown church will not grow.
However, her church coworkers do not share heowidn the other hand, INTJs
communicate poorly with people. They also may reovéry patient in working to find
common ground. Temperament appears to be one ohffwtant factors hindering MI2
from gathering church support.

MG6’s (ISTJ) challenge is similar to that of MI2idthurch coworkers refused to
give financial help to missionaries in overseasistiy. Like MI2, MG6 has no strategy
to resolve the problem. MI10 (ENFJ) has a similalienge to that of MI2 and MG6. He
wanted to plant churches in different cities. Hedsefinancial support, but his church
opposed it. However, he moved on without help flesnchurch. Instead, Christians in a
remote city and an established church helped higutih their hospital ministry. MI10’s

perseverance and faith bore fruit. His good migisisults turned his home church
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around completely. MI10’s home church began actipalrticipating in the hospital
ministry. His ENFJ temperament may have helped Mdl@vercome this obstacle.
ENFJs “are excellent at helping people solve pasproblems in creative way$® and
“usually have strong, value-based opinions thay thel free to share?®® Most ENFJs
are “highly productive and organized people whowarhigh energy?®*

Jesus commissioned church planting when he comeaiamd disciples: “Go
therefore and make disciples of all nations, bapgithem in the name of the Father and
of the Son and of the Holy Spirit, teaching thenobserve all that | have commanded
you. And behold, | am with you always, to the efithe age.?** Therefore, churches
around the world must prioritize the Great ComnaissiChinese churches used to pursue
the Great Commission with zeal, but now howevein&e churches appear to face
difficulties in evangelism and church planting besa China is quickly changing into a
modern nation. Christians became disengaged frerwtild in the midst of various
kinds of internal church challenges. The challerayesmostly systemic issues, not
personal conviction issues about the Great Comamssi

Reaching out to unbelieving world and start chdroln scratch

Three pastors reported this challenge (MI10, MGt MI12). There is one
ENFJ, one ENTJ, and one ESTJ.
MI10 (ENFJ) encountered challenges from two framten he was doing

evangelistic work in a city away from home. Fitss child faced a serious sickness, and

289 Column of INFJ, Table 4.3(b) of chapter 4 aboet‘theadership”.
290 Column of ENFJ, Table 4.3(b) of chapter 4 aboat‘thner belief and nature”.
21 Column of ENFJ, Table 4.3(b) of chapter 4 aboat‘treadership”

292 Matthew 28:19-20
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second, hospital personnel strongly opposed arassad him for reaching out to patients.
MI10 believes that all these hindrances were Satantk. His perseverance eventually
bore fruit. M110 shared about his difficulties, “Gavanted me to reflect. | need to change
myself inwardly first before | walk out to sharespel to others.” Inward holiness is the
most important thing in MI10’s life and ministryhiiough it, God does miraculous work
to establish new churches.

MG11’'s (ENTJ) challenges in evangelism were fromsiihner life struggle.
MG11'’s low-level education hindered his evangetistork in the city until he worked
among college students who came from church fasiiMeng in rural areas. That
successful experience with college students eviéntuelped him overcome his inner
fear of white-collar people. He was surprised ttdlege students looked up to him as a
spiritual leader. His low-level education is realigverent, because the college students
found that he had many things they did not have 1MGan really provide help to
college students in how to live abundantly in thwld. MG11's self-confidence
increased greatly.

MI12 (ESTJ) also encountered challenges from twath. First, he lacked
financial support, and his church group opposedngglyim more. His wife supplements
their income with janitorial work because the salaom his church group is far from
enough. Second, the church group’s church plamatigy conflicts with his convictions.
MI12’s church group’s policy requires him to joiaeal church outside of their church
group. MI112 would then work in the local churchaasoworker, and he would eventually
take over that church and bring that church insodwn church group. That local church

would then have to give twenty percent of its mbnihcome to his church group’s
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headquarters. MG12 opposes that policy and beligvesvrong. The church group
ordered him to obey completely, but MG12 refused.dtiurch group also opposed his
church planting among college students becausegso#itudents are poor, and they
believe that there is nothing to be gained by wagkamong college students. MG12
refused. His education level is elementary schaaljt is not a problem for him. MG12
persevered and worked hard with his wife, evenjuadtablishing a healthy college
church, but he paid a price for it. His church gr@ventually kicked him out of the
group, and many people in his church group criédihim as a traitor.

These three pastors’ temperaments may play an tergaole in the struggles
and hardships they face in their church plantingistiy. ENFJs,

...usually have strong, value-based opinions that thel free to share.

They understand other people's feelings and dnemtto make people

happy. Most ENFJs are highly productive and orgahizeople who run

on high energy®® ENTJs are natural leaders whose competence and

strength inspires confidence and respect in otAémsy like to work hard

and eagerly take on challenges, the more compkekétter?** ESTJs are

natural leaders and quick decision makers. Theios® no-nonsense

approach to life inspires confidence and trushapeople. ESTJs are

highly competitive and have a strong need to beomtrol. They are rarely

convinced by anything other than hard facts ansdwaasoning®

The three pastors who experienced this challenge $taong convictions about
fulfilling the Great Commission. They plant churshes their major ministry. As Jesus
warned, there will be costs involved in fulfillinge Great Commission. A person’s

enemies will be those of his own household. Thereisurprise that these three pastors

encountered challenges from this unbelieving warld from their own churches.

293 Column of ENFJ, Table 4.3(a) of chapter 4 aboet‘treadership”.
29 Column of ENFJ, Table 4.3(a) of chapter 4 aboet‘thner being and nature”.

29 Column of ESTJ, Table 4.3(a) of chapter 4 aboet‘thner being and nature”.
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The three pastors have strong conviction for thepgbof Jesus and their calling.
The Great Commission is given to the disciplesesiud, namely all Christians. Therefore
the strong conviction can be developed througimitngiand coaching for all Christians.
As a result, the applied theology shall be givertimenore attention in the conventional
seminary programs in China and outside of China.

Personal and family challenge of inner being

The challenges experienced by pastors are divEhsze are eight different
challenges to a pastor’s inner being that the @petnts discussed. This suggests a
complex model of inner challenges. The six issdasinor participant discussion
include the challenges of lacking spiritual matyrfaith over fear, leadership skills for
dealing with strong personalities, inner holinessyice orientation, and lacking
leadership qualifications. The more often mentiodeallenges for the participants were
low education level and lacking pastoral skilldezdership and shepherding. Only the
challenge of low education level involves a heaeitywironmental issue. The other seven
are more spiritual issues.

The importance of this inner being challenge Irethie diversity of answers.
However, the following two selected challenges wesed to illustrate pastors’ struggles
in this regard. The other six sub-categories shbalthcluded in the future pastors’
leadership training and development.

Low education level challenges

Low education level challenges cause communicaselfsesteem, and
evangelism difficulties. MG1 (ENTJ) experienced eoomication challenges with his

congregation. Seventy percent of his congregatamahcollege degree, and he has a
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junior high school diploma. MG1 also sensed thdlehges of low education for the
future. His strategy has in three parts. Firstav@ds his weakness by assigning qualified
church people to do certain church work. Second1lM@ximizes his strength, namely
his good seminary training. Third, he has a lorrgatstrategy to increase his education
level. MGL1 is investing five years into studying Bobachelor’s degree. He explained
how his temperament led him to pay such high gogaursue education. He shared, “In
my character, | will grasp something important te.i®nce | identify their values | will
grasp them and get rid of irrelevant things.” Helsg eyes on future ministry. In ten
years, through the ongoing urbanization and modatioin, many people will be highly
educated, so he needs to catch up. MG1 has stduggtévide his time between ministry
and family, and now he is willing to set aside tifoeeducation.

FG4 (INFJ) is planting blue-collar churches. Shegdnot have the same concerns
as MG1. How China will be changed in the futuraeas her major concern. However, the
high turnover rate for members of her church whokwo labor worries FG4. To solve
this problem, FG4 needs to reach out to white-cq@iéople in her city. Her low
education level became a great mental obstaclertd&4 tried to reach out to white-
collar people several times but failed. She hadtretegy for resolving this issue.

A lack of self-confidence challenges MG11 due ®Ilbw education level. This
problem surfaced when he moved from a rural areadity, doing urban church planting
ministry. MG11 regained his confidence when hetstadoing college ministry. His
sound theological school training and teaching agpees earned great respect from the

college students. This surprised him greatly. Bfiisct was also observed in MG1. MG1
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has very sound seminary education. However, FGaldhave any formal theological
school training.

MG1 experienced this challenge, but he has anteféestrategy to resolve this
issue. He uses capable people to do church masstde also set goals and strategy to
get more education for himself. His ENTJ temperamesgly reveal the reason why he
chose this response for his challenge. ENTJs ‘larays looking for ways to improve
themselves and increase their expertise and pdwey. like to work hard and eagerly
take on challenges, the more complex the beftér.”

Not all pastors with low education levels exper@hthis challenge. MI12 is a
good example. He graduated from elementary scbabhis college church members are
either undergraduates or graduate students. Heullyaespected and influential pastor
in the church. His high self-esteem and confideareeevident and explicit.

ESTJs’ leadership strength may be a help for MH&does not allow a lack of
education to be a hindrance to his ministry. EST&ve serious no-nonsense approach
to life inspires confidence and trust in the peopith whom they live and work” and
they “are highly competitive and have strong neebe in control **’ It is possible that
the strengths of ESTJ, ENTJ and ENFP can be ledaynether types of Christians,
through the power of the Holy Spirit, who is worgifor the growth of the Kingdom of
God. This learning can be planned as an importarttqb leadership training.

Low education level was not an issue when the soepvas written. It is a

modern day issue, especially in China. Nonethetbss;hallenge should not be

2% Column of ENFJ, Table 4.3(a) of chapter 4 aboet‘thner being and nature”.
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overlooked. However, in the cases of MG1 and M@llile knowledge and spiritual
maturity can trump the lack of education. The ApoBlaul taught Timothy, “All
Scripture is breathed out by God and profitabletdéaching, for reproof, for correction,
and for training in righteousness, that the maGodl may be competent, equipped for

every good work 2%

He suggests that the Bible has the essential assgareChristians’
lives. MG11's experience is a good model for aitpes with a low education level. This
experience can be learned by others through ptogamg.

Compared to the scribes and Pharisees, Jesutharmgbostles’ education levels
were low. In God’s kingdom, the Holy Spirit is ttree hero who does all the effective

works. Challenge may be handled in different wefescavely.

Lacking shepherding and leadership skill

The two pastors who reported this challenge arelI&id ISTJ type personalities.
FI2 received a lot of troubling criticism for hergaching. Her church coworkers blamed
her when people left the church claiming that isweacause of her poor preaching and
teaching. They also criticized her worship styléaasrigid and static. Under such
pressure, her strategy was to tell her coworkergditforwardly, “Everyone has different
way of life. I will not impose mine on you, and yoannot force yours on me. We all
have relation with God. My relationship with Godecbed a certain level, and your
relationship reached a certain level. Each leviidets a way of life respectively.”
Most of her coworkers are senior. When reflectipgruher strategy, she reflected, “I did
not think about it afterward. After | told them rapinion, | did not think about it

anymore.” She said there is always criticism inrgy#ace, in every country anyway.

2% 2 Timothy 3:16-17
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Her response is a typical INTJ's response. F12&exy did not work well. She
constantly faces similar challenges in her chuRdgarding INTJs,

They often have trouble communicating clearly vadople who are not

as technically oriented, and they may not be vatiept in working to

find common ground. They may be insensitive or eetfjl of those close

to them. They are especially reluctant to taketithe and energy to

explain themselves or their ideas to people theggpee to be less

competent®

FG9's (ISTJ) challenge is how to lead people eifety. When she hurt her
coworker by saying some words that sounded logicdlreasonable, FG9 did not
discover the hurt until several weeks later. Shaitidd, “I learned a lesson in this
incident. | handled it poorly. Similar kinds of idents have happened several times after
that incident.” As a result, she spoke more sargitiwith her subordinate coworkers,
but she grew fearful of making a mistake in spegkifor ISTJs, “They are happiest
living with a familiar routine and may become undortable or anxious when faced with
new challenges®»*

For both FI2 and FG9, effective leadership, pesglkts, and pastoral skills can
be learned and trained.
Conflict of priorities between church ministry and family

MG1 (ENTJ) said his rational temperament causesidhallenge between his
priority towards ministry versus family. He couldtrsense his family’s needs until his
daughter and wife complained. MG1 realized thafdmsily and church must be put in

proper perspective so that he can effectively Iadte church. ENTJ'’s tend to be “so

preoccupied with furthering their careers that theglect their personal or family lives

299 Column of ENFJ, Table 4.3(a) of chapter 4 aboet‘telational”.

309 Column of ISTJ, Table 4.3(a) of chapter 4.
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in the process®*! MG1 is a successful church planter. He realizedigiakness and took
appropriate action before the problem became &bige. MG1 set aside a fixed time
every week for his family, and he made them a piyioeven though doing so was a risk.
Chinese church tradition places a very low prioatyfamily, believing that if pastors

give their family a high priority, they are not spial. One day, MG1 cancelled a
meeting because his wife was sick, and he waswersied about the consequences. The
church members instead regarded his action as gdoch surprised him. Since MG1
planted his church from scratch, his church hasret influenced by his church group’s
tradition.

MG?7 (ISTJ) also experienced challenges with higtger. ISTJs, “...are not
likely to be significantly influenced by how peopiall feel about their decisions, so they
may at times seem aloof or uncarirfd®Even worse, Chinese church tradition deeply
influenced MG7, teaching that if people love Jesinsy must put their family as a low
priority. MG7 learned the biblical truth about fdynin an overseas seminary, and he
came to understand that he has a responsibilitigigofamily. When MG7 returned home,
his daughter had been in a state of rebellion fong time. MG7 took a drastic move to
stay with his daughter and help her. This move agesnst his church tradition. He
endured a lot of mistreatment from his church gri@aglership for his decision.
Eventually MG7’s effort paid off. His daughter resyed to his loving actions. MG7
rejoiced at the outcome, despite the fact thathisch still treats him unfairly. His ISTJ

temperament helped him to persevere through thashgr, because “ISTJs have a strong

301 Column of ENTJ, Table 4.3(a) of chapter 4.

302 Column of ISTJ, Table 4.3(a) of chapter 4.
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work ethic and always choose to get their taskedmiore they take time to relax. They
know what they have to do and how to do it and@eldieed or want any supervision or
input from others. Their single-minded determioatis one of their greatest assets.”

MI8’s (ISTJ) challenge involves his parents. Hisntidy salary is so low that his
parents need to work to support his family. Hisiéatrecently decided to be an overseas
missionary. Suddenly, the financial burden fellasymother. His mother asked either
him or his father to work as full-time ministersitimot both. He is seriously considering
giving up his full-time pastoral job and let hisfevpastor his church. MI8 plans to find a
job to support his family. However, Chinese churetdition does not approve such a
move because tradition teaches that a full timast@nshould never return to another job.
He talked about his concern, “If | find a job, andhe mean time | serve in my spare
time, the church will criticize me of becoming agptive. My struggle is that | cannot
take care of my family and church at the same tWierking in secular world is not the
thing | want to do.”

Finding a job and serving in a church is not eadyi8’s situation. Chinese
tradition considers a pastor who quits his pastbitp be a Christian who loves the world
instead Jesus. Leading others as a lay leadebevdifficult for MI8, which makes his
decision very difficult. MI8 has no better solutitor his family-ministry priority conflict.
He and MG?7 are both ISTJs, but MG7’s wife has htie job. MG8’s wife is a full-
time minister, having a salary as low as his.

The Bible teaches that family is part of a Chaists witness. Paul taught Timothy

about the quality of a church overseer, “He mustage his own household well, with

%9 bid.



175

all dignity keeping his children submissive, fosdmeone does not know how to manage
his own household, how will he care for God's ch@it™ The qualifications for elders
and deacons require that their families have begrrged with order and holiness.
Chinese church tradition needs to comply with tiieéidal truth in this regard.

These three pastors are either ENTJ or ISTJ, drdeatesponsible, hardworking
people in church. They are all task-oriented peofhere is no surprise that they got
involved in a ministry-family priority challenge. GI7’s experience provides a good
example. During his overseas theological trainlmglearned the truth about family.

Good biblical theology and biblical worldview tramg can help Chinese Christians to see
the problems that can be easily overlooked in thdiure. Pastoral theological training
can be designed for the need of Chinese churchr@iogty.

Full-time ministers’ lack of salary

Most of the pastors reported this challenge ofnadalary impacting the family
and the ministry negatively. Two of the pastorsfesen independent church, and five out
of the total seven are from church grodps.

For MI12 (INTJ), her six hundred Chinese dollars pemth salary is far from
enough. MI2 needs to receive more income for heistry. Her husband has a full-time
job and generously provides money to allow herader work. Church coworkers
considered her family income and believe that sixdned dollars is enough, however,
she disagrees. She is a full-time pastor, andlsteld receive fair pay according to her

work. MI2 did not confront her coworkers, but henaion and anger have lasted for a

3041 Timothy 3:4-5

395 MI12 were considered as a church group membernisecahen this challenge happened to him, he was
still a church group member.
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long time. However, MI2 treated this matter in adamce with church and Chinese
cultural tradition. She told coworkers years agat #he does not need a salary because
her husband is working, and MI2 receives a smatamof retirement pay. The church
took her at her word. MI2 thinks even she did rsit f@r an adequate salary, but that her
coworkers should know that they need to pay healmse she is a full-time pastor. She is
right; the church should pay her. MI2 said she dudseed a salary because asking for a
salary is not considered spiritual in Chinese chundture. Giving pastors little pay or no
pay is also common in Chinese church culture. Thasedactors lead to an unfortunate
result. MI2 has no good solution for it. She retdeBecause of the love of Christ, we
continue to serve.”

MG5’s church group provides food and housing tétiaie ministers. These
ministers are given monthly allowance to buy dailing supplies. When his son asked
money from him he felt very bad because he coutdmeet the need of his son. MG5 has
no better strategy for it except trusting God aral/img.

MG6'’s salary is not enough, even though he own$ise. Because MG6 has
resided in his city since he was young, he autarallyihas a house in which to live, just
like others similar to his situation across ChiDaspite having a house, MG6 does not
pay house rent, and still his current salary feltlert. The salary covers daily routine
expenses, but any non-routine situations that,ssisgh as the children’s education or
attending a wedding where giving a wedding cashigifequired, cause him trouble.
MGG is five thousand dollars in debt because othikl’s college education. His church
group cannot help with his need. However, his dhgroup requires his church to give

monthly offerings to headquarters, and part of thahey goes to his salary. MG6



177

complained about this unreasonable but commonraysi@inese church groups grow
poorer and poorer as the nation grows richer argeri Pastors’ financial situations are
worsening. The aging problem poses a second clgallfem the house churches. House
churches are losing young people. A third diffigut evangelism. The root problems are
complex. Aging is one of them, and fear of reaclingto the world is another. Drastic
measures are needed to solve the fundamental preble

MG7 (ISTJ) complained about serving in his chungdhtime, but he was paid
only for those hours he served that satisfied dhuegulation and rules. Most of his
services did not qualify for payment. Fortunatéilig, wife has an income from a job.
MG7 knew he should be paid, but he would not ddtang about it. He told researcher
that he did not have time to reflect on this isBeeause his daughter’s problem occupied
all his attention. Like FI2, despite the lackindpsg, they continue serving the Lord
faithfully. For MG7, despite his family’s oppositido his three-year theological studies
away from home, he decided to pursue the trainimygvay. He believed that serving the
Lord is more important than his family’s need. Thiisd of thinking is part of the
Chinese church tradition. There is no wonder whyanel FI2, would continue serving
the Lord without getting paid.

MI8 (ISTJ) did not complain to his church for gigihim a four hundred dollar
monthly salary. It is far below the amount his fgnaictually needs, but MI8 understands
that this is all his church can do. There are taaidrs that make this situation very
difficult. First, he believes that serving this agichurch is God’s calling. Second, he

needs to have an income so his mother does nottoekdhard labor work to support his
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family. MI8’s church would never accept him switeistatus from a full-time pastor to
working in the secular world. He has no good wagegblve this financial challenge.

For MG11 (ENTJ), his church group’s tradition failftime ministers is, “The
poorer, the more glorious.” This Chinese churcHitran may be one of the main reasons
that pastors shy away from forthrightly dealinghwstalary problems. Church lay-
coworkers are excused from giving pastors a pregkary. Chinese churches tend to
shun any promotion of tithing, and very few pastwage the courage to preach and teach
on the subject. No one likes to be criticized gsesedy pastor.

When MG11's salary could not support his child’gthschool tuition, he had to
send his child to a province one thousand milesydvean home to attend a much
cheaper public school. He saw his child only tlinees last year. However, MG11 could
not tell his church he needs more money becaugeatbeld criticize him for not being
spiritual. MG11 said the church congregations’ agerincome is much higher than the
pastors’ salari€8® but congregants may not think that they shoudtvide their pastors
with salaries comparable to their own. MG11 isfthending pastor of his church. The
church was developed through his church plantinckwbhe issue is not as simple as
providing biblical teaching to the congregationeTitsue is deeper than that because the
basic Bible knowledge, discipleship training, kdblitheology, the Great Commission,
and Christian worldview are necessary teachingteaiding in China. Chinese churches
are well known for their intensive Bible trainingey the past decades. However, the
training focused on theology rather than dailyriyi The teaching about tithing has

basically disappeared in the Chinese church. MEZTJ), a church planter sent by his

3% The average income of MG11’s church members isigB®00 RMB per month. MG11'’s salary is 600
RMB per month.
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church group, had a financial shortage from thg beginning. His wife, who studied for
years at a theological school, had to work as iéggaim order to have an income. His
long-time financial struggle came to an end whenpbor college students in his planted
church provided him with financial support.

All seven pastors have analytical personality typesl they are task-oriented
people. This suggests that pastors with strongaro#deadership may sense the
pressure of salary shortage more than other types.

Yongtao Chen’s analysis of the Chinese Christiares of money is still valid
for today. Chen points out that many Chinese Ghanstbelieve that being a Christian
means living a life of poverty. The poorer one atemnially, the richer one is spiritually,
and many Christians are unwilling to discuss amgtiiaving to do with money,
regarding it as an expression of worldliness. s situdy, participants’ responses to their
financial challenges reflect Chen’s view.

The Bible has clear teachings about supportingtiimlé ministers. In the book of
Numbers, God commanded the Israelites to giveha tad the Levites, “To the Levites |
have given every tithe in Israel for an inheritgnoaeturn for their service that they do,
their service in the tent of meetin®f* Israel has twelve tribes, and eleven of the tribes
tithe to the Levites. That means that the Levisadary will average more than that of the
rest of the Israelites. The Apostle Paul taughtGlagtians that they should provide for

the needs of those who teach them. He said, “Omeisvtaught the word must share all

307 eviticus 18:21



180

good things with the one who teach&¥ This suggests that pastors’ income should not
be less than congregations’ average income.
Commonality between church/ministry and personal/fanily challenges

These two groups of challenges demonstrate widersliies. However
commonalities are also realized in this study. fits¢ is suffering. Regardless of their
personalities, ministry styles, church positionkiags, and church style (group or
independent church), they all suffer in church padsonal lives. Some of their sufferings
are beyond comprehension from the standpoint oivkstern world. The second
commonality is their faithful servanthood to chuesid the Lord. Suffering and
servanthood are often co-existed. Jesus taughkiisugles that they will be persecuted,
but they should stand firm to be sav88Jesus’ leadership shed light on the pastor's
suffering and servanthood. Jesus said “when | #iedlup from the earth, will draw all
people to myself’® and “if anyone would come after me, he must démgshlf and take
up his cross and follow mé* These twelve pastors are followers of Jesus. Budfdor
their faith reflects their Christian identity.

Paul told Timothy, referring to his suffering in #ach, that “we must go through
many hardships to enter the KingdoM?Paul taught Timothy the hardship and

servanthood. The twelve pastors’ experiences éésafl and their faithful servanthood

308 Galatians 6:6

399 Matthew 10:16-22
0 John 12:32

31 Matthew 16:24-25

312 Acts 14:22
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may be led by God’s eternal plan and wisdom. Hstahirightly said “true servant
leaders give up their rights for the sake of otli&ts

However, the divine guidance in the past does nggeast that pastors’ challenges
shall not be dealt with today. Almost all of theattbnges unveiled in this study can be
resolved or improved significantly through propsiirting and teaching designed for
Chinese pastors in contextualization. This is tingpse of this study.

Summary of the adaptive leadership challenges forl@nese pastors

Kouzes and Posner said that the single most consmance of leadership failure
is that leaders treat adaptive challenges likertieah problems. This will result in short-
term rewards. MG5’s strategy of resolving the ficiahshortages in his church group is
an example. His strategy is to encourage the cHesexers who do not have the gift of
preaching to find a job and then give their titbeéhte church.

Church conflict is the top challenge of the Chinpastor. Nine out of the twelve
participants experienced various levels antagonegamst them. This is alarming.
Several had experienced being forcing out of tbleurches and one lost his top
leadership position.

Charles Chandler reported a profound issue in Acaarchurches concerning
congregations forcing pastors out of their posgidde pointed out that a survey shows
22.8 percent of the responding readers have beeedout of their church at least once
during their careers. Christianity Today reporte@©12 that more than one out of four
pastors say they have been forced out of a churehapersonal attacks and criticism

from small congregational factions. The Chinesaqgrasexperiences with this challenge

313 John C. Hutchison “Servanthood: Jesus' Counterail€all to Christian Leaders” Bibliotheca Sacra,
166 no 661 (January-March 2009): 69.
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is not unusual. Marlin Thomas points out that churembers often have little
understanding of the internal dynamics of the donfHe said that churches are collages
of people with different systems of internal wirir@hurch leaders and congregations
must recognize those differences if they want tavhele and at peace with themselves,
each other, and with God. Regarding conflict levelsd Il, as proposed by Kenneth
Haugk first, Thomas’ advice describes the relatiqmef conflict and the pastors’
leadership. He said that disordered people caresgod, even if they can't get along
very well with each other or even with the pasBut in such cases the pastor must be
more than just a pastor; he must be skilled irtdlh@ng of hearts.

Thomas’ four-step strategy is useful for Chinesg&tqua. The first step is to teach
their people a new way of behavior and communicafitne second is to help people
learn how to clarify perceptions and avoid assuomsti The third step is to teach people
how better to relate to each other. The fourth s&dpe process of empowering weaker
members of the group to act and to speak forthmidso strategy is viable, but Chinese
pastors need training to prepare themselves togo®a teacher, leader, and problem
solver.

Thomas advises people who handle the conflict, “¥&Arex role one plays in
encountering conflict in the church, it must be enmaken with a great degree of
sanctified professionalism and human dignity. Ferconflicts reported in this study,
both in Church group tradition challenge and in¢harch’s coworkers’ conflict,
sanctified professionalism and human dignity ac&ifeg. Their hearts and minds need to

be changed in order to resolve this adaptive chgéle
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Ronald Heifetz and Marty Linsky have good insightthe connection of
hardship and effective leadership. They said leadkrough their leadership, uncover
meaning in life. A leader appears dangerous to lpagben they question others’ lifetime
values, beliefs, or habits. This explains the reasby the seven pastdtésuffered in
their church groups in regard to the challengeadfigrchalism and the rigidity of church
tradition. However, only thré® of the seven pastors overcame their challenges.
Leadership training should be an indispensablegdgrastoral training in China.

Regarding the question of how Chinese pastorefiiection when they
encountered their challenges, almost none of tleévenpastors exercised consistent and
effective reflection. However, Ronald Heifetz, Atexder Grashow, and Marty Linsky
say the single most important skill and most undkered capacity for exercising adaptive
leadership is diagnosis. This powerful tool shdugdncluded in the pastors’ training.

All twelve pastors suffered in their challengebeTcauses of their suffering are
diverse. The causes include Chinese culture anctichradition, temperament, spiritual
maturity, finance, family, education, ministry vismwpower struggles, and fulfilling the
Great Commission, etc. However, pastors’ faithfagt® the church and to the Lord is
manifested through their responses to the chalkengeeir faithfulness was manifested in
different ways depending on their temperamentcthech’s structure, the spiritual
maturity of themselves and their coworkers, leduprstyle and strength, family,

financial difficulties, and church culture.

314 MG1, FG4, MG6, MG7, FG9, MG11, and MI12.

315 MG1, MG11, and MI12.
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In order to train and equip Chinese pastors teffextive leaders and to resolve
their challenges and to lead their congregatiofecedely in the twenty-first century, the
quality of their trainers is crucial. The “bestdiea’ as defined by Christopher Marshall
provides good ideas about the qualification olaner. He said that the best leaders are
ones who model or embody in their own persons aactipes the values and goals they
want others to espouse. Developing future past@iers is a strategic vision and
movement when the pastor’s training is plannedwiad-looking is essential in this
regard.

Chinese pastors are facing various adaptive clgdiem the modern China today.
The results of this study reveal the urgent needssbnary leadership development. Jin
Herrington, Robert Creech, and Taylor Trisha sh#d & change in the leader’s behavior
brings about change in the system; and formingi@wary community committed to
personal transformation increases the likelihood l&ader’s success in bringing about
personal transformation. Their study illustratesithportance and urgency of leadership
training for Chinese pastors so that they can dgvkéalthy churches and lead churches
to carry out the Great Commission in this sweepieglanging and modern country in
the twenty one century.

Christopher Marshall emphasizes the vitality ofi€ttan leadership for the
church. He said that good leadership is vitallpamant for most groups or communities,
including the community of faith. Without competésadership, groups tend to limp
along, struggling for a sense of direction or matiion and easily distracted by trivial
concerns. James Kouzes and Barry Posner have ipedan impressive long-term

leadership study which echoes Marshall’s viewpaird provides deeper insight. Their
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study shows that the top four characteristics whicladmirable leader should possess
are honest, forward-looking, inspiring, and compege This finding is invaluable for
equipping pastors. The Chinese church culture noadjoyalty over honesty, seniority
over forward-looking, authority over being inspgirand tradition over competence. This
tendency was realized throughout this study. Taiaitrg in this regard falls into the wide
areas of applied theology. Besides the properitrgiprogram, the urgency of developing
effective teachers to train pastors is obvious. rEtleinking of Christian seminary
education becomes critical in this era. The paradgift of Christian education may be
inevitable in the near future.

The great portion in the literature review in Clegigwo is based on the
challenges found in the Western churches. Thetsesfithis study prove that the
western-based literature review is valuable andnngéul for the study of the Chinese
pastors’ challenges.

Summary of Findings

In attempting to identify the adaptive leadersthipllenges of Chinese pastors
and how they have responded to their challengesnrstries and daily lives, four
patterns emerged.

Pattern One: Applied theology was overlooked

All the challenges that the pastors identifiedoined applied theology. The
theological training of the past several decadégshima focused on classic theology, such
as systematic theology and studying the Bible’syséxx books. Many pastors have
repeatedly pursued classic theological trainingweher, the thirteen major challenges

identified in this study are all related to appltedology. All of the pastors interviewed
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in this study are teaching and preaching in theirches, and it is obvious that they have
difficulty teaching applied theology. More classitteeology courses than the applied
theology courses were offered in China during thst phirty years. Many teachers of
pastor’s training did not have adequate pastona¢eances. Today, providing needed
and proper training to Chinese pastors is essdniiak a great challenge. The researcher
believes that sound applied theology training sidinificantly promote the understanding
and insight of the classic theology. Classic thgglis indispensable in the leadership
training also. Duplicating western theologicaltrag curriculum and applying them in
China directly does not meet the needs well. Heairtd, and teaching strategies need to
be changed for both students and teachers.
Pattern Two: Inter-personal conflict prevails

A broader conflict pattern emerged. The great nitgjof Chinese pastoral
leadership challenges are inter-personal confligtgerse factors such as ministry vision,
personality, culture, and personal and spiritualumiy triggered these conflicts. The top
six challenges are listed the follows. First, cmfhrose between coworkers, including
ministers (church/ministry related challenge). $e;ahurch group tradition conflicted
with modern day challenges (church/ministry relatkdllenge). Third, pastors faced the
challenge of inner being (personal/family relatedllenge). Fourth, ministry needs often
conflicted with family needs (personal/family redtchallenge). Fifth, pastors struggled
to fulfill the great commission and plant churckesurch/ministry related challenge).

Sixth, full-time ministers lack a sufficient salafyersonal/family related challenge).
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The majority of the participants’ leadership chadjes in this study are
church/ministry related, especially in regardsiteipersonal conflict. For the other
challenges, most contain elements of interpersooralict as well.

These findings suggest a problem with the fundaatemtderstanding of Bible
knowledge and its applications in the real livelsug, spiritual maturity and spiritual
formation issues emerged.

Pattern Three: Personality affects responses

Two types of challenge-response patterns casbberved. Personalities of
different Myers-Briggs types appear to have certaimections to them. These two
patterns are as follows.

First, certain Myers-Briggs personality types wehnallenged and responded
passively, not responding in a way that was effecflThese Myers-Briggs types include:
ISTJ (MG5, MG6, MG7, MI8, FG9), INTJ (FI2), ISFP (8), INFJ (FG4). Eight pastors
responded this way.

Second, certain Myers-Briggs personality types vebisdlenged and responded
proactively, responding in a way that was activedgtive but confined (responses
happened within their own churches which they @dnhot within their church groups).
These Myers-Briggs types include: ESTJ (MI12), ENWMI&G 1, MG11), ENFJ (MI10).
Four pastors responded this way.

In this study, the pastors who responded passarelyall introverts. They could
be any type (see those pastors marked in bluesikitjure 5.3). Introverts are orientated
toward their inner world; they are energized byrtivner ideas and concepts. They may

feel drained by events and people around them. phefer to reflect on a situation rather
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than to act on {t°. The pastors who responded actively or proactisedyall extroverts.
Extraverts are orientated toward the outside wdhdy are energized by the events and
people around them. They enjoy communicating andelin stimulating and exciting
environments!’ Organizer, strategizer, and inspirational persiih extrovert
personality appear to be more likely to responthis pattern (see the pastors marked in
red in the Figure 5.3).

In addition to the energy source differences gvert vs. extrovert), persons with
both N (more future oriented) and J (more blackwahde viewpoint) may be more

likely to respond in a proactive mannet.

3% See Appendix
7 bid.

318 See the explanation of J and N in the Table 4chapter 4. More information can be found in the
Appendix.
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MG5, MGG,
MG7, MI8,

Structured
Flexible

Figure 5.3 Extroverts (in red) and Introverts (lnd) of the twelve participants.

Pattern Four: Church planting is a good solutiarthe church group tradition challenge
Eight pastors belong to church grodp5Among them, three pastors (MG1,

MG11, and MI12) took proactive actions to respamthe (1) church group tradition

challenges, and they eventually saw good resulten Ehese three pastors, a common

pattern emerged:

319 M112 was in a church group when challenge occuridagis counted as the one from a church group in
this regard.
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Challenges emerged >> to which they respondedraaditb make changes >> Pastors
then got hurt and failed >> At that point, they hed their strategy and started
implementing their ideas in the churches that ghlapted >> made progress in the
churches they planted.

These three pastors are church planters. Their$/B8ggs types are ESTJ
(MI12) and ENTJ (MG1, MG11). Several points carabdressed here. First, these three
pastors are part of the pattern three, namelydheextrovert and responded proactively.
Second, church group’s tradition is usually difftdo change. However, starting a new
church to by-pass church group tradition may bemnbst effective way to build a healthy
church. These three pastors’ experiences can befdhe viable methods for church
group’s reformation in the future.

The twelve pastors experienced diverse leaderstajenges and demonstrated
various temperament strengths and weaknessegdssible that all of these can be
resolved, improved, and enhanced through the wafrBesus and the Holy Spirit. There
are abundant promises in the Bible. The Apostld painted out that Christians were
given great power to make changes. He taught, #iuhave this treasure in jars of clay,
to show that the surpassing power belongs to Gddhanto us.#?° He also said, “But
grace was given to each one of us according tengmeesure of Christ’s gift. Therefore it
says, ‘When he ascended on high he led a hosptif/ea, and he gave gifts to mef?*
Jesus warned, “You therefore must be perfect, aslyeavenly Father is perfect? He

continued, “Ask, and it will be given to you; seakd you will find; knock, and it will be

3202 Corinthians 4:7
%21 Ephesians 4:7-8

322 Matthew 5:48
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opened to you?* The triune God is building his kingdom. Christiars called to
participate. God equips the saints to do this viorthim and with hini**,

The results of this study show that pastors’ cingles are not unique. The causes
of their challenges and the common obstacles areiled in this study. Pastors have a
better idea now how to resolve their future leadigradaptive challenges.

These results of this study provide Chinese sem@sand theological schools
insight to reflect and design a better curriculundpiritual formation and problem
solving skills.

These results of this study may also help overszahers, trainers, churches,
denominations, and seminaries to have a betteapagpn in training subjects and
strategies. Teachers and training institutionsveark more effectively with Chinese
pastors and leaders in future training opportusi@ied ministries in contextualization.
Recommendations for Practice

Chinese pastors’ adaptive leadership challengesaanglex issues. The issues
are rooted in Chinese culture, Chinese church @jlpastoral temperament, spiritual
maturity, different views of ministry, struggle ioiner beings, the Great Commission, and
family priority issues. However, these are all hareaused factors. The Bible has
solutions and principles for Christian lives andihes. All these factors mentioned
above can be enhanced, changed, improved, anetearhis can be accomplished

through proper training designed for Chinese pastor

323 Matthew 7:7.

324 Matthew 28:20.



192

Future theological training needs to be balancéddrn classic and applied
theologies. In recent years, many well-known wesseminaries established on-line
training programs for Chinese Christians in Chim&, the curriculum essentially
duplicates the curriculum used on their main camphs study provides viable ideas to
review and re-think the Chinese training prograor.the Chinese students, especially
for those who are experienced pastors, the traimag need to shift from a focus on
classical theology to a focus on applied theolddys implies that teachers with pastoral
hearts and various ministry skills are needed tk®iseminaries’ training, the curriculum
need classic and applied theology in balance, Bpaity designed for Chinese churches.
Proposed future pastor training

Chinese pastors are busy all year round. It igprexttical to provide full-time
seminary-like on-site training. Therefore, the westcohort-type training can be
considered a viable training program for Chinesstqra. The following proposal is
designed according to the results of this studys Pphoposal is intended to provide a
framework for training. Modification can be madeaaling to need and varying
situations.

Two-year, eight-semester pastor training plan

A. Student qualification:
1. Church group’s top leadership
2. Independent church’s senior and associate pastidesast 5-years, full-time
pastoral experiences.
3. Half of students come from church groups, half cdrom independent

churches. They can learn from each other.
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B. Each semester has two weeks of training. Theréoaresemesters each year.
First year
Myers-Briggs Type Indicator t€ét — (done before class begins)
First semester
Myers-Briggs Type Indicator — introduction and leasnderstanding (post class
reading and homework assignments will be given)
Systematic theology — Bible (one week)
Biblical theology- Jesus, covenant, kingdom of Gae week)
Second semester
Myers-Briggs Type Indicator — application, discossiand spiritual formation
(one day)
Hermeneutics (two weeks)
Third semester
Spiritual formation and maturity — through Myersdys to learn from different
types (1 day)

Homiletics — Christ centered preaching (two weeks)

Fourth semester
Leadership introduction — biblical perspective &idistian worldview (one week)

Pastoral care - marriage, family and pastoral calé (one week)

Second year

3% There are several good temperaments tests awattadiy. DISC assessment and Taylor-Johnson
Temperament Analysis (T-JTA) are the two of thenBTWand these two have their own strengths.
Designers of the pastor training can select prégss for their training. Integration of these thieto the
training program could be a comprehensive approach.
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Fifth semester
Practical evangelism (two weeks)
Sixth semester
Biblical perspectives of the Chinese culture argdtthditional Chinese church
culture (1) (half a week)
Practical discipleship training (one and a half k&ge
Seventh semester
Biblical perspectives of the Chinese culture argdtthditional Chinese church
culture (Il) (half a week)
The great commission and church planting (one amalfaveeks)
Eighth semester
Healthy church- coworker conflict management, chigoverning, mission of
church, pastor financial support (one week)
Spiritual leadership formation- personal conflicimagement, Christian ethics,
visionary leadership from the biblical perspecftigre week)
Recommendations for Future Research
This study has achieved its goal of identifying #daptive leadership challenges
of Chinese pastors, and how they responded to tledkenges in their ministries and
their daily lives. However, there is inherent hiashis study. In order to establish a
robust insight and conclusion for the future stoflChinese pastors’ challenges, the
researcher recommends the following steps.
First, participants should be selected to represeatiuately the sixteen Myers-

Briggs types as shown in Figure 5.3. In this stuhly seven types were interviewed.



195

Five out of the seven types have only one partitipehis introduced a certain bias into
the study.

Second, none of the top leaders from church grpapicipated in this studs’.
Church group tradition is a big issue. Top churatug leaders shall be included in the
future study.

Third, the criteria used in this study for the pastselection: “the pastor must
have demonstrated significant leadership in higstiyi may be removed in the future.
This first round of study focusing on explicit stgpleadership revealed Chinese pastors’
challenges quickly. But some Myers-Briggs typesehianplicit leadership styles which
may not be observed from the outside. The futulecgen can reduce human bias and
also help to identify all the sixteen types’ of fwais for a future study. Fourth, most of the
participants’ ministry locations are on the eade®f China (See Figure 4.1 (a) of
Chapter 4). More pastors from other locations sthaildo be included. Pastors’
challenges may be different in places away fronstadaegions. Coastal regions’
Christianity has a longer history and better depelent. Future research can be
performed for China East and China West to get mbjective analysis and to properly

train future pastors.

328 An interview appointment was arranged with a &ader of a church group. The interview was
cancelled when researcher arrived at meeting flacause of unexpected situation occurred.



Appendix
Myers-Briggs Type Indicator (MBTI) 3%

MBTI distinguishes between two orientations (exémaon and introversion E&I),
two perceiving functions (sensing and intuition S&MNvo judging functions (thinking
and feeling T&F), and two attitudes toward the @esvorld (judging and perceiving
J&P).

E and | relationship:

E

Energy can be gathered from the outside world.a&weits (E) are orientated toward the
outside world; they are energized by the eventspmaglle around them. They enjoy
communicating and thrive in stimulating and exgtanvironments. They prefer to act in
a situation rather than to reflect on it. They meagalize a problem or an idea, rather than
thinking it through privately.

They may be bored and frustrated by silence antlidel They tend to focus their
attention upon what is happening outside of thethraay be influenced by others
opinions. They are usually open people, easy toagetow, and enjoy having many
friends.

I

Energy can be gathered from the inner world. Irdrts/(l) are orientated toward their

inner

327 Charlotte L. Craig, Leslie J. Francis, and Bruemé&an, “Safeguarding tradition: psychological type
preferences of male vergers in the Church of ErjfaPastoral Psycholog$4, no. 5 (May 2006): 458-
460.
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world; they are energized by their inner ideas @mitepts. They may feel drained by
events and people around them. They prefer toatafle a situation rather than to act on
it. They enjoy solitude, silence, and contemplatesthey tend to focus their attention
upon what is happening in their inner life. Theyynagpear reserved and detached as
they are difficult to get to know, and they mayfprao have a small circle of intimate
friends rather than many acquaintances.

The perceiving functions are concerned with the imayhich people receive and
process information; this can be done through @isleeosenses or through use of
intuition.

S & N relationship

S

Sensing types (S) focus on the realities of a sdoas perceived by the senses. They
tend to focus on specific details, rather thanawerall picture. They are concerned with
the actual, the real, and the practical and termetdown to earth and matter of fact. They
may feel that particular details are more signifiddan general patterns. They are
frequently fond of the traditional and conventioni&iey may be conservative and tend to
prefer what is known and well-established.

N

Intuitive types (N) focus on the possibilities odituation, perceiving meanings and
relationships. They may feel that perception bysieses is not as valuable as
information gained from the unconscious mind; iadirassociations and concepts impact
their perceptions. They focus on the overall petuather than specific facts and data.

They follow their inspirations enthusiastically tlmot always realistically! They can
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appear to be up in the air and may be seen asstieareamers. They often aspire to
bring innovative change to established conventidhs. judging functions are concerned
with the way in which people make decisions andjjoents; this can be done through
use of objective impersonal logic or subjectiverpersonal values.

T and F relationship

T

Thinking types (T) make judgments based on objecimpersonal logic. They value
integrity and justice. They are known for theirthriwlness and for their desire for
fairness. They consider conforming to principleb¢oof more importance than
cultivating harmony. They are often good at maldifGcult decisions as they are able to
analyze problems to reach an unbiased and reasos@lotion. They are frequently
referred to as ‘tough-minded.” They may considé¢o ibe more important to be honest
and correct than to be tactful, when working witheus.

F

Feeling types (F) make judgments based on subggiersonal values. They value
compassion and mercy. They are known for theifubmtss and for their desire for peace.
They are more concerned to promote harmony, thadhere to abstract principles. They
may be thought of as ‘people-persons,’ as thewhbleto take into account other
people’s feelings and values in decision-making puathlem-solving, ensuring they
reach a solution that satisfies everyone. Theyp#ien thought of as ‘warm-hearted.’
They may find it difficult to criticize others, enavhen it is necessary. They find it easy
to empathize with other people and tend to beitrgstnd encouraging of others. The

attitudes towards the outside world are concerniédtive way in which people respond
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to the world around them, either by imposing suitetand order on that world or
remaining open and adaptable to the world arouenhth

J and P relationship

J

Judging types (J) have a planned, orderly apprtatife. They enjoy routine and
established patterns. They prefer to follow scheslui order to reach an established goal
and may make use of lists, timetables, or diafibgy tend to be punctual, organized,
and tidy. They may find it difficult to deal witmexpected disruptions of their plans.
Likewise, they are inclined to be resistant to gemto established methods. They prefer
to make decisions quickly and to stick to their@dasions once made.

P

Perceiving types (P) have a flexible, open-endguiageh to life. They enjoy change and
spontaneity. They prefer to leave projects opesrder to adapt and improve them. They
may find plans and schedules restrictive and teribteasygoing about issues such as
punctuality, deadlines, and tidiness. Indeed, thay consider last minute pressure to be
a necessary motivation in order to complete prejelthey are often good at dealing with
the unexpected. Indeed, they may welcome changearety as routine bores them.

Their behavior may often seem impulsive and ungdnn
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