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ABSTRACT

The purpose of this neexperimental correlational study was to determihethera
relationship exists between pasftipsrceptions of transformationale ader shi p, pastor
organizationalchangeo mmi t ment , and t heir or,goatoling®t i onods
genderage,educationfenure,andgeographical locatioof lead pastors ithe South Carolina
Baptist ConventiofSCBC) dtwurches Leadeship and change are intertwined; thustpasr s 0
commi t ment to organi zat i omeadnessforzhamdeghlightsd t hei r
dynamic leadership in the management of churchTife pastor must possesieadership style
that move the chuch toward organizational changsile keepng parishioners in attendance.
The study answetthe following research questionsthat relationship, if any, exists between
pastorsd perceptions of transfor mat i ibmensti l ead
What relationship, if any, exists bet@repastor§perceptions of transformational leadership and
their organizatin 6 s r e a d i n eT® svhaf degree dpastondpereecivethata
relationship exists between transformational leaderglagtos 6rganizational change
commitmentand t heir organi z at Theraséascheareardyisampleds f or cC
SCBClead @astorsThePa st or 60 s Séreypceseptednraughthe SurveyMonkey.com
platformcombinel thetransformationaleadershipprganizational change commitment, and the
organi zati onos questamhaire Ehereswas aopositive lcarelagian between
transformational leadershiprganizational change commitnieand t he or gani zati o
for changeFurther resarch should considarganizational change commitment and the
organi zati onos thatsapdodthedifusionfofonnovatidngnrclgurehes

Keywords organizational chandeadershiptransformational leadershiprganizational

commitmentor gani mealnes® n 6 s
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CHAPTER ONE: RESEARCH CONCERN
Introduction

Change irreligiousorganizations can be difficult. People gravitate to old ways and
sometimes resist nemethodsMorgan(2006)thoughtthat mechanistic organizationsrture
rigidity and bureaucracies. The church mustadupta machine mindsdtut readily adapt to
change. The churcthouldmobilize people to create ideas, strategize initiatigad innovations
that move the church forward. Morgé006)sees the organization as an orgartisathas a
relationship to its environmerfbcusing on needs, choicefiangesandinter-organizatonal
relationships.

Christians share in the c¢ himagobeitheineagevof r o n me
God), and believers are t orlsdKinrec20l5Cmd 6s | mag
called Christians to live different from pagans; thereftirere isfreedom in the Spirit of the
Lord, and Christians areaginsforred by Godés Spirit to reflect tl
18).Godbés word is an excellent proposal, so why
Christians perceive thehurchas a vital part of their faith@ver 15 yearsattendance at religious
sewvices has declined considenalh Canada, the United Kingdgrand the United States
(Grandy, 2013)Some churcheare boardedp while others are barely survivingsulting in
declining finance, membership, and participati@ekeland & Schmidt, 2016yelson, Dickens,

Nelson, & Dickens, 2015)

Pastorsas transformational leaderaustseeksolutions for the decline or success of
church life, and the organizational changes that occur must incorporate new technologies,
credive methods, and spirituty in the Christian communityl his researcher believes

transformationalead pastorare committed t@rganizational changendtheir organizatios are
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read for changeThis study will benefit pastoysvho perceive themselves as transformational
leades, evangelizing and discipling their membariile providing moral and spiritual value to
their parishioners and the community. Transformational pastors change the culture through job
satisfaction while epowering others to assume leadership roles thaegkexpectations in
loyalty, efficiency, and innovatio.ransformational pastors are equippegursue spiritual and
educationalisions.Theyarecommitted to becominghange agents with dynamic leadwpsin
the management of church lilReadiness fochange and the commitment to change are
interlaced togethdiMadsen, Mille, et al., 2005and vital for pastors seeking organizational
change.

This chapter covers the (a) background to the problem, (b) the statement of the problem,
(c) purpose statement, (d) reseaydestions, (e) assumptions and delimitations (f) definiion
terms, and (g) significance of the study. The summary of design concludes the chapter.

Background to the Problem

Researchers can findditatureon change leadership in most social scienceings
(Herold et al., 2008; Weems, 201Qhange leaders focus on new possibiljtefering clear
assignments, spotlighting broad communicatiaile exploring future ideg&isenbach et al.,
1999) Leaders who seek change are good listeaaid theyconsiderthemselvegquals in
collaboration as servants who can state thewiand aréncrediblydriven, selfdisciplined,
thoughtful, and transparent with othé@®oud, 2010) Change leadership means developing a
future vision and ensuring that all participants are making the idea a reedingh shared
values(Gill, 2002). Change leadership comprises thinkings@tve and comprehend

information), meaning (purpose), feeling (understand self andshthed doing ¢ompletion of
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tasks)(Gill, 2002). Another entity of change leadership is to change the culidrieh involves
changing the heart, mind, and soutlod participantqGill, 2002).

Change leadership suffers implementatiorsamereligious contexts becausburch
leaders oftetack vision, purpose, and datton thatinvolvesthe congregatiofNichols, 2007)
Weems (2010asseredthatchurch memberare not encountering compellingandexciting
churchvision or missionParishionersvill grow toward thec h u r wisiorowdhen there igision
drivenleadershigWeems, 2010)It is in ministry settings where peobouldhave shared
viewsthatpromote the kingdom of God through changjeading change in the church involves
focusing on trends, demographiasdrelationships in religious contexBranson & Martinez,
2011) Leaderausedchangdeadership to interpréidentifying and influencing the sidiicance
of church life) relate(developing relationships with peoplapd implemen{forming, adjusting,
and working with activities and structures in the chuf8manson & Martinez, 2011)

By the 1980s ani990s researchers differentiatedmplete labefig for leadership
stylesu s i n g traBsfosmsitidnal and transactional leadergiiagly & JohanneseSchmidt,
2001) Literature from research studiesisaccessfully linked transformational and transactional
leadership wittorganizational kange(Brenner & Holten, 2015; Eisenbach et al., 1999)
Transactional leadership rewards subordirtgiesformancewhile ransformational leadership
inspires foll owers t o clthecondepasagmuplEagh& er 6 s vi s
Johannesechmidt, 2001; Eisenbach et al., 1999; Herold et al., 2008nsformational
leadership acknowledges the necessity for change, gesweat@leas and institutionalizethe
transformatior(Eisenbach et al., 1999)

Burnsdé transformational | eadership theory

(Burnes et al., 2016). Burnes et al. purported that research erroneously labeled transformational
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leadership as a tramsfning agent ofvorkers. Burnes et al. (2016) thought that Burns did not
intend transformational leadership as a transforming agent for the workers but change for
organizations and societyhe literature shows that transformational leadership is eféeittiv
change leagrship through quantitative and qualitative studi&isenbach et al., 1999)

Many social sciencéeadership studies have identified factors necessary for change
leadershipresearch isiited in determiningfactors that stimulate leadership styles on change
leadership in theology. Theology is the study of @bdeak with humanity and their rolaa the
church(Enns, 2014)Even thougheaderships not afocusin theology,it is a problem in the
church(Barna, 1998)The principes and practices of secular leadership in business, education,
and organizations are essial for pastors as they lead people, constiwjemtd activities.

Together theology and leadership are practical and pragmatic for Chregttabishing
leadersip principles in the churcfAyers, 2006)

PractitionerKotter (1996)studied organizational change, but academia has avoided the
field since it lacks empirical rigdHughes, 2015)The history of organizational change dates
back to orgnizational development (OR@nd the concept of resolution of social conflict theory
withKurtLewi n, who is considered fithe (Haheher of t
2015 p. 144. Organizational leadership and change are interconnected, needing each other
(Burnes et al., 2016; Hughes, 2015) Bur n e s €efdrmed theircdreept oRré@mMa@g
organi zational change | eader s hi andthepreticb wi nés w
support. Burnes et al. (2016) are critical of Kotter (1996), ddmmctedemployers as regulators
for change. Burnes et al. (201&firmedthat the literature, ncl udi ng Kotter 6s wo

employees as the reason for change inrgat Burnes et al. (2016) and Hughes (2@Eglared
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t hat organi zational c¢change has an excess of p
empirical studies.

The alility of organizations to change is an as&ggewiss et al., 201People arehte
assethatcontributes more involvement in the organization, repateater readinesand
acceps changgBurnes et al., 2016Yhe current research on effective leadershipnethods,
performances, and pursuits on change leaders is inconletees et al., 2016However,
researchers agree that employees must support valid organizetiangeSeggewis&t al.,
2019)

The researchercknowledgedhat commitment is a significant variable for employee
responses to chan¢g®eggewiss etal.,2019) They furt her st atitment hat 0«
is associated with attitudes and cognitions t
(Seggewiss et al., 2019, p. 12Besearch has shown that organizational change affects
behavioral goals in change contef@®ggewiss et al., 201Further, researdmas revealed that
individual change readiness is swayingial relationships in the organizational mindsets of
others(Seggewiss et al., 2019)herefore, change readiness is a construct f@nizational
change leadershifseggewiss et al., 2019 limited number of researches have related change
readiness to organizational commitmédeggewiss et al., 2019)ike Burnes et al(2016),
Seggewiss et al. (2019) are quickhtghlightthat studies in organizational change are relevant to
personal commitment thamwganizationatommitmentwhile change readinessudies are
associateavith organizationacommitment. Seggewissetabs (2019) sonudy conc
individual readiness since organizational com
guard the organizational change. Organizational commitment is chralcparoval of

associations between workers and the omgdiun; thus, committed individuals are likely to
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back change readingessd organizational commitment as a mtatiget (commitment to
managers, supervisors, and workgroups) constBeggewissteal., 2019)

Seggewiss et al. (2019) researched organizational commitment as-tangetti
construct. The theoretical considerations for organizational commitment and change readiness
affectpeople who are in unfamiliar or vague situations; thewtie behaviors and responses
of others to govern their condu&eggewiss et al., 201 ocial change theory discloses that
people, vino are in shared relations of mtthirgets, put importaecon the desires of the other
person(Seggewiss et al., 201¥ence, committed people have high, noticeable change
readiness when thastommitment targets promote char{@eggewiss et al., 2019)

Organizational change leadership is concerned with a broader range of change in
organizations and societies rather than changingithehls(Burnes etal., 2016) The aut hor s
coneept of organizational change leadership is perfect for church ceargppastors are
concerned with the congregation becoming change agents. This study supports Burnes et al.
(2016) rational thabvrganizational change leadership is collective and caitdive for the
organization. Pastors are in a position as leaders to encourage and lead the congregation through
organizational change leadership initiatives. Seggewiss et al. (2019) research thiadbwed
organizational commitment and change readiness fraetical implications for organizational
change leadership. This researcher believes that pastors who advocate change have allies in
people who view pastors as instruments of commitment.

Statementof the Problem

CaulfieldandSenger(2017)declared thatr@anizationsnustadapt to changandstay

viable. Change depends on leadarsl éfective leaderdielp employees understand the reason

for thechanggCaulfield & Senger, 2017Change encompasslesdershipLeaderships the
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use of persorigower toinclude people working togethd(ill, 2002). Effective leadership gives
people a reason to participdigattracing the attention of people through various leadership
practices: cognitive (thinking), spiritual (meaning), emotional (feeliagdl behavioral (doing)
(Gill, 2002). Effective lealership is vital in churches desiring to attract the attention of people.

Some Christians do not regard gteurchas necessary to their faifBarna Group, 2017)
SomecChristians who stopattendng church mightdesire to return tthe churchwhere
leadershippndchurchmanagemendredynamic. Pastors aracreasingly responsible for
managing church life because of losses in church resourcés deeining church attendance
(Simpson, 2012)Pastors must review their leadership styles and change prockternminaf
theyarefulfl i ng Chri st déds mandate t o eQ@oHabogagohinze and
church life affords parishionersoremeaningfulparticipation in leadership amdinistry. Social
science theory may yield research that is helpful in pastoral leadership.

Organizational change theory or leadership théaityenceschange leadershigerature
(Herold et al., 2008Herold et al(2008)posited that the literature examines change leadership
as leadership tloey. The literature implid that transformational leadership is effectimeehange
leadershigHerold et al., 2008 Burnes (2004hotedthe pocess changieory by Kurt Lewin
involving steps called unfreezing, moving, and freezignenakis and Bedeian (1999)
implemented the anticipation stage and the confirmation stage for change t€otets(1995)
endorsecight steps to chander leadersYukl (2013) developed reasons for resistance to
change and how to implementadige.Weiner(2009)emphasize@ readiness meadifor change.

Bass(1997)asseredthat transformation leadership is universal sieeglerships a
widespreagphenomenon. However, there isindication ofwhether change refers to the

specificbehaviorof leadergHerold et al., 2008Kotter (1999)eferencd particularbehaviors
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that change leaders engage (urgency, coalitrision, comranication, empowering@gndshort
term wins).Researchers conductegveral sudies to determine if change dependdeaaership
behaviors or styléHerold et al., 2008)Also, researchers performegveral studiesn the
effecs thattransformational leadership and change leadersigon followers to determine if
change performances affected specific chaimgbehaviorgHerold et al., 2008)
Transformational leadership developed by Bass and Buse$four components
beneficialfor organizational studies: charisma, individualized consideration, intellectual
stimulation, and inspirationahotivation(Avolio et al., 1999)The individualized consideration
leaders meet individual demands, aptitudedyiaoms and they counsel, teach, and coégass,
1997) Intellectual stimulationeaders have conviction, trustadsupport for hard issues,
offering the mostritical standardsemphasizingpurpose, commitment, and eth{&ass, 1997)
Inspirational motivation leadsenunciatecompeling visions for the futur@ndencourage
supporters to accompligxceptionaktandards; they are enthusiastically passionate and hopeful
(Bass, 1997)Researchers must apphamsformational leadership constructs togieliis leaders.
Green (2001kronducted a study on transformational leadership for churches. He
concluded that church leaders must evaluate church environments and cultures by empowering
others to assume leadership roles (Gr@60J. Additional research is needed tiest leadership
in churchegGrandy, 2013)Leaders ithechurch context needwariety of competenies to
supervise a mostly volunteer sté@randy, 2013)The relationship between clergy and
congregation is interdependent and interpersdhag both groups need each otlasresources
(Grandy, 2013)Churches exist to provide moral and spiritual value to parishionersend th

community(Grandy, 2013)
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The ApostlePaul is an exane in the biblical scripture of a transformational leaddre T
apostle Paul taught Timothy to exemplify Christ in word, conversation, charity, spirit, faith, and
purity (1 Tim. 4:12). Paul is responsible for transforming Onesimus from acoakl slave to a
brother in Christ (Plkemon). When in Pamphylia, John Mark departed from the work with Paul
and Barnabyshowever after he matured in the ministiye helped Paul (As15:36:39; 2Tim.
4:11).Pastors araansformational leaders who enmmper followers toexceed expectations in
faith, productivity, and innovatiowhile welcoming organizational change&arter, 2009)

Readiness for change has undergone limited res@ateimer, 2009) Organizational
readiness is related to the organizationds me
organizationathange (Weiner, 2009). Unlike organizational readiness for chdregkterature
hasresearched extensivetyganizational commitment (participants' willingness to support and
implement the change), linking organizational change to job satisfacti@ensitiip, and
absenteeisrfHerold et al., 2008)

Research needs an additional studyransformational pastafleadership, pastoral
organizational change commitmeatn d t hei r organi zationbés readir
performed many studies on transformational leadershiptsuedféct on change leadership in
for-profit organizationgHerold et al., 2008)Grandy (2013) postthat leadership theories
developed for profjtand public sector organizations are relevant and usable for nonprofit
organizationsGrandypostulaté that church leaders need empticesearch to connect the
social science leadership theories with nofiposganizationsScholarly studies are inadequate
for organizational change leaderstiph i ch must i ncorporate theol og
spiritual formation of Christian@skeland & Schmidt, 20%65randy, 2013; Stewart, 2008)

Pastoral leadership is vital and must be studied as organizational leadership because pastors,
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along with other church leaders, set the directiah\wasion of the church. Scripture reminds
Christiangto hold those who ¢a forthemin the highest regard because of their work in the
Lord (1 Thess.12:1213). After all, religious leadership comes from Chrgho is the head of

the church (Ephb:23;Beeley & Britton, 2009)This stuly seek to determine the relationship

bet ween | ead pastorsd perceptions of transfor

commitmentand t heir or gaforicharge.i onés readiness
Purpose Statement

The purpose of this neexperimental coalational study was to determine whether a

relationship exists between pastorsoé percept.i

organizational change commitmeand thé& organz at i onds r e a,dantmolirgs f o
for age, gendetenure education, andeographical locati@of lead pastors inGBC
churches

Non-experimental research tends to have a high level of external validity, meaning it
can be generalized tbelarger populatiorunder studyCreswell, 2014)Correlationakesearch
is prevalentin psydiology as a preliminary way to gather inforinatabout a topi¢Cherry,
2019) Correlational studies cannotqve causandeffect relationship$Creswell, 2014;
Leedy & Ormrod, 2016)

Research Questions

RQ1. What rdationship, if any, exists betwegna st or sd percepti ons
leadership and their organizational change commitment?

RQ2. What relatimship, if any, exists between pastigerceptions of transformational

leadeship and theirorgai zati on6s readiness for change?

c

of
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RQ3. To what degree dpastorgerceve thata relationship exists between
transformati onal | eadership, pastorsdéd organi z
readness for change?

Assumptions and Delimitations

The researcher will meet assumptions or beliefs that are justified andassiidninghe
premisewill help others better understand and evaluate the conclusions of the réiseadgh&
Ormrod, 2016Simon & Goes, 2013)rhe researcher will not perform constraints or
dd i mi tations that ar e (beedyé& @Orohrod, 2086; Sineos &Goesc her 6 s
2013)

Research Assumptions

The researcher assumes tit horexperimental quantitative correlational study may
have response bias from participants who have not given adequate thought or misrepresentation
of facts on the survefLeedy & Ormrod, 2016)The researcher believes that the selected surveys
will yield the bestesponsetopast or s 8 | e and.8incathe stydyispronymap t i
the participants will likelyeliminate erroneous information. There may be potential biases in
expectancy and beliély the researchaince the researcher is focused only on predetermined
variableg(Creswell, 204; Leedy & Ormrod, 2016)This researcher assumes that lead pastors
from theSCBChave aransformationbleadership style and that they have practiced changed
leadership for at least three years.

Delimitations of the Research Design

The research was aelited to focus on the transformational leader. Transformational and

transactional leadershgtyles are the most efficient leadership developsiarthe past decade,

while transformational leadership is most effec{ivewe et al., 1996; Lutz Allen et al., 2013)
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Transformationaldadership encourages and inspires followers to adopt the ideals of the
organizationBass & Riggio, 2006)The second delimitation wasiteclude only lead pastors
who are eighteen years of age and odleheer with
pastor serving ian SCBC churchLeadpastas must have access to email émel internet to
respond to an online questionnairesurvey.The third delimitation wathatthe data and
guestions pertain to correlational research, which predicts the behavior of one variable from the
action of anothevariable.
Definition of Terms
The following definitions provide clarity to the research.
1. Christian leadershipChristian leadershi thecombinedeffort, actions, and plans of a
|l eader who inspires others pur pskiagedmyn t owar
this world(Baumgartner, 2011; Leékter et al., 2016; MacArthur, 2005; Thomas, 2018)
2. DechurchedDechurcheddults previousy attended church but has marticipaed in
six monthgBarna Group, 2017)
3. Diffusion of Innovation3heory. Diffusion ofinnovations theoryeinvent or transform
new ideas, products, or processes to better supplgemands of people or groups
(Robinson, 2009; Rogers, 2010; Wongpiyarat & Yuberk, 2005)
4. OrganizationalChange Leadershifdrganizational change leadership e&swpatterns,
structures, processes, behaviors, and skills that mobilizes and esndotiaeers
diagnosing actions and evaluations through a process oingaamd achieving with
breakthrough results demanding emergent outc¢Ajagi, 2002; Burnes & By, 2012;

Crom & Bertels, 1999%arp & HelgS , 2008)
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5. Organizdional commitmentOrganizational commitmentgrgesor promigsto fulfill
an obligation to the aoloytyandxige(Cook& Wal, goal s
1980; Madsen, Miller, et al2005; Meyer, 1997)
6. Or gani ZReadinessrfod hang®r gani zati ondés rtleeadi ness f o
organi zationds membersd conformity to enac
do so(Weiner, 2009)
7. Transformational Leadershiffransformational leadership is theigance that is
charismatic, inspirationaintellectual, andindividuatfocused which encourages and
seeks organizational innovations thgh new ways of thinking that generate solutions
(GarciaMorales et al., 2008)
Significanceof the Study
For-profit organizations are the focus of most research in the area of organizational
change leadershiResearchersutz Allen et al. (2013kontibuted to the literature through the
examination of leadership and change readiness in thehcbomstructResearcherBerrari and
Vaclavik (2016) completed a study on the leadership style of permanent Catholic deacons.
Ferrari and Vaclavik used the Viemtian Leadership Assessm&alf (VL) scale to test the
transformational perspective of the Ralic deacons who scored high on the transformational
leadership scale. Ferrari and Vaclaviktudyreveakdthat the image Catholic deacons represent
is carirg and servingCarter (2009¥tudied leadership styles, personality traits, and spiritual
qualitesofé f ect i ve pastor al | eader shi p. Carterdbs s
spirituality had an inadequate ability to envision leadership effectivenessr(Q8086). The

Pastoral Leadership Effectiveness S¢RIEES showeda positive and significantarrelation



26

(Carter, 2009)Consequently Car t er 6s study showed that trans
in church leadership

Change leadership strategafdead pastors are critical in the development of new
ministries, enhancing current ministriesd dismantling failed ministriggnderson &
Anderson, 2010)Preliminary research suggests that change leaders focus on peogdss,
and contenfAnderson & Anderson, 2011¢hange leadership promotes innovatand
inspirational leaders and followers who develop creativity and inspire performanceothate
value, productivity, and growtfGilley et al., 2008; Lutz Allen et al., 20LXhange leaders
demonstrate organizational change as they transform the attitudes and cultures to support new
initiatives aligning and integrating changétwall practicefAnderson & Anderson, 2010)

Transformational change leads to innovation, and the leader has the respytsileidid
change efforts that support organizational change readi@ékey etal., 2008; Lutz Allen et al.,
2013) According to Gilley et al. (2008), leaders must possess the skills to motivate,
communicatecollaborate and coach. Leaders who motivdtester an environment that insgsre
new ideas. Leadera/ho communicate effectely, offer followers a personal interest in
organizational changénclusive leadersdeliver rewards, promote collaboration, gmmdvide
feedback that supports change readinéscording td_utz Allen et al. (2013)in the past
authorscriticized pastors for not driving change initiativesitz Allen et al.found that when
church members observe that the pastor exhibits transformational leadesisimppihres,
motivates, and supports people, the more they seresehurch iseady to make changes in the
organization.

Organizations regularly evaluate their approach, constructs, strategies, and culture that

initiates perseverance in a changing w@¢8dwaryo et al., 2015When leaders implement
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change, individual readi ness t oSuwdrymatgle i s vit
2015) During periods of change, people must commit themselves to changensaid with the
organizationSuwaryo et al., 2015)n their research, Suwaryo et al. (2015) found that
organizationecommitment positively impacted readiness to change with a coefficient value of
0.4803. The stronger the promise is to change, the more ready the people are to change. Studies
have shown that the organizati onoésn & mma d dnieméd s
to changdMadsen, Miller, et al., 2005Further researciound a correlation between the age of
the employee and organizational commitierith older employees more committed than
younger employeedladsen, Milker, et al., 2005)
Summary of the Design

Research designs follow three approaches: quantitative, qualitative, and mixed methods
(Creawvell, 2014) This research ude nonrexperimental quantitative correlational approach to
study the relationships between the | ead past
readiness for changand their organizational commitment to nga. A correlation assesses
differences in one variable associated with differences in other var{abledy & Ormrod,
2016) An advantage ahecorrelational design is that it evaluates variables to determine how
they are interrelateflLeedy & Ormrod, 2016)The variables tested in toarrentstudy are
transformabnal leadership (dependent variable), migational commitment to change, and the
organi zationds readiness for change (independ

Survey designs are suitable for quantitative studies that examine a sample of the
population(Creswell, 2014)The survey generalizes the population to make inferences

concerning the participan(€reswell, 2014)The change leadership survey includes
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stratification of the participant®ich agenderage,educationfenure,andSC geographical
locations otthelead pasto(Roberts, 2010)

The researcher collected data through surveys to assess the relationship between a
pastorod6s percepti ons adanizatioralcisahgeommiaent, antha | | ead
organ z a t readlineésdor change. The indegent variables were tested against the dependent
variable to assess thgection andstrength of the relationship between the independent and
dependent variables using the correlation coeffididatike & Kossowski, 2011; Zhang et al.,
2016)

Chapter one lays the foundation by presenthe conceptual framework and the research
guestions. Additional topics examined are assumptions and delimitations, definitions of terms,
the significance of the study, atite summary of the design. The subsequsection of the study

is Chapter Two, th theological and theoretical framework of the research.
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CHAPTER TWO: LITERATURE REVIEW
Overview

The purpose of this neexperimental quantitative correlational reseawes to examine

whether theravasaré at i onshi p between pastorsé percepti

pastorsdé6 organizational change commitment,
Church leadership must travel a different path from nonspiritual leadership becaose past

receive their leadership from theology since Christ is the head of the (fageley & Britton,

2009) Theology is biblical, systematic, historical, and contemporary, and it is the basis for
church leadershifBeeley & Britton, 2009; Enns, 2014; Erickson, 20X5)nsequently, theology

is the method of leadership that is essential for Christian leaders.

This research contributes to the literature by examining the theological and theoretica
framework of organizational change leadership and leadership models in religious settings. Most
of the literature in leadership has addressed the nonspiritual leadership segments. This literature
review examines the theological framework of Christiadéeshp, leadership styles,

organizational change leadership, pastors as leaders, and the Protestant church. It examines the

theoretical framework of transformational leadership theory, organizational change leadership

an

theories, organizational commitmehebriss , or gani zati onds readiness

church leadership theory. Finalthjs study examines review oftherelated literature, the
rationale for study and gap in the literature, #raprofile of the current research.
Theological Framewok for the Study
The Greek wordor Theologyis theos,which means God arldgosmean word Enns,
2014) Leadership inspires, enables, and revises shared detons and shared ideas that

realize a mutual objective for followefBarks et al., 2004; Burnes & By, 2012; Paglis & Green,
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2002; Patterson, 1997Meadership is a relationship between leaders and followers; therefore,
leadership is &haviordriven (Ayers, 2006) Theology is Goecentered, and leaderphs man
centered. However, when leadership is spiritual, then it is the basis for cbadendhifBeeley
& Britton, 2009) Theology assists Christians in comprehending God and his creation;
consequently, leadership has a roléheology. Christian leadership uses theological methods
from the philosophy disciplingericksan, 2015) Theology is essential to Christian leadership,
giving leadership its moral ang@igitual constructgAyers, 2006) A range of theological models
convages on the idea that there is a connection between organizational change leadership and
leadership styles based on philosophical thedlogicalarguments.
Philosophical Arguments

The philosophical arguments ask many questions of theology and lead&rship.
ontological argument may askho are leadersandwhy do they act in a certain w#yers,
2006; Enns, 2014; Erickson, 2025)he methodological disssion could askyhat method of
revelation does God use with humdAgers, 2006} The teleological argument could askat
is the purpose of leadershipyers, 2006; Enns, 2014; Erickson, 2023he philosophical
discussions of ontology, methodology, and teleology have biblical, theological, and leadership
perspetives.

Ontological assumptions Ontology has biblical, theological, and leadership
perspetives. The definition of ontology means to exist, to be, or the study of exigieyees,
2006; Enns, 2014; Knigh2006) Northouse (2016)ecognized that relevant organizations want
to know why leaders act in specific ways. Pastors are leaders created in the imageard Ged
body of Christ; consequently, pastors, as leaders, have a connection with the existence of God.

Ayers (2006)explained that ontology connects humauith the presence of God, his character,



31

and his nature. Ayes asserted that ontology, along with
characteristics, essence, and quality, which gives pastor leaders revelation knowledge about who
God is. He notes that ontologynd leadership associates leaders and their tasks askitigrgies
concerning the person as a leader as they perform @atiess,2006) Ultimately, ontology is
who leaders are as a person. Paul explained to Timothy how leaders should conduct themselves.
Paul portrayed the biblical qualities of spiritual leaders as blaselemperate, soberinded,
hospitable, able to teach, argject violence and greed (1 Tim. 3t3). Consequently, ontology
speaks to the inner heart of a | eader who obs
Methodology. There are biblical and theological implications fadership in
methodologyAyers (2006)posited thamethods are essential for performing an activity or
studyinga subject. The Bible is a source for analyzing theological information. The Bible reveals
Goddés plan of gener al and speci al revel ati on.
revelation fromhe Bible(Ayers, 2006; Enns, 2014Ayers believed that God revealed his
special revelation to his people Israel.
In the book of Joshua, God changes his leadership method when Besaoee the
leader of Israel (Josh. 1). Moses was a shepdresicheacemaker for the peopd. t er Mo s es O s
deathGod changed Jos hua évwastransilioredby Gpdtoliecome8ad ) . J os h L
military leader of an organization that experienGed d 6 s r. The peaple of Israel prepared to
possess the Promised Lahdough militarystyle tactics (Josh. 1:14). God spoke directly to
Joshua, the leader, to be strong and courageous anetgahingwritten in the Book of the Law
(Josh. 1:63). God expected 3aua to lead the people with purpose and military orders.
Teleology. Leadership has teleological foundations from a biblical and theological

viewpoint. Teleology is the study of orderliness, the ends or purpose of the uliess
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2006; Enns, 2014; Erickson, 2015; Northouse, 204¢grs (2006)noted that teleology in

theology answers the question®@b d 6 s pr esence buGreenway, Bavrbty God s
and Furrow2016)posi t ed t hat humans seek Goddés revel at
world. God formechumans irhisimage through the semblance of Christ who fulfilled his

mission on earth due taumble submission to the Father (Matt. 26:39; Mark 14:36; 12%42;

John 12:27), service to God and others (Matt. 1:343John 3:17221) and suffering for the sins

of the world (Isa. 53:12; Matt. 27:35; Mark 15:24; Luke 23; John 19:10; Gal. 3:13).

Northouse (2016affirmed that teleology in leadership would ask the questio A What i s
right?o0 (p. 334). Theéan efoter ea,nstwelredloodNyrdrmaoulse
in the realm of ethics, morals, integrity, and spiritualyers, 2006 Kempster et al., 2011)

Northouse believed that serva@adership, authentic leadership, ethical leadership, and
transformational leadership have high levels of morality for leaders. Northouse postulated that
servant leaders have ten characterigtias place others first, such as listening, empathy, healing,
awareness, persuasion, conceptualization, foresight, stewardship, commitment to the growth of
people, and building community. He explained that an authentic leader is one who yearns to help
otheas and is seltlisciplined(Northouse, 2016)Ethical leadership is prevalent in decision

making, and the values and morals of leaders are essardalbsocieties' relationships

(Northouse, 2016). In the case of a transformational leader, Northouse considers factors such as
influential, inspirational, and agreement toward a common (@mathouse, 2016)_eadership

has a purpose, and purpose motivates folloeempster et al., 2011; Kouzes & Posner, 2017)
Leaders inspired by morality endeavors make a difference in the litbers(Kouzes & Posner,

2017) The teleology argument of Christileadership theology has its meaning in inspiring

Christf ol | owers to promote Godds kingdom.
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Christian Leadershipbdbs Theol ogical Argument
Researchers can finchowledge of leadership in numeobooks and articles. However,
t he practi ce cdkfi nlge aodre rasbhsiepnti ss nilmany pl aces, b
(Beeley & Britton, 2009, p. 4)_eadership has many defintti®. Christian leadership is
distinguished from social science diegiship since it is more than traits and skills. Christian
|l eadership is At he h(Ehamas20k8,mpdl0&ACornseqoently,of t he | e
Christian leadership is the combined efforts, actions, and plans of a leader who inspires others
purposely towards a mut ual wgald(Banksetaln®@4j ng God
Baumgartner, 2011; MacArthur, 2005; Thana018)
Malphurs (2003)ecognized that Christian leadenedel Christ, whether they are in a
Christian or secular organization. The Christian leader has the Spirit of God and is committed to
followers regardless of his or her place of employment(Bgartner, 2011; Habecker, 1990).
Christfollowers learn how tte last as they serve others with qualities of faith, vision, humility,
wisdom, zeal, and love like Paul the apo@8anks et al., 20044abecker, 1990; Manala,
2010). Habecker (1990posited that these qualities and services allow followers to complete
their tasks in the Christian community. Habecker emphasized that followership is a role where
supporers see themselves as equals of the leaders. However, follousracoept the authority
of leadergHabecker, 1990)
Paul rarely used the word author{Banks et al., 2004; Ledbetter et al., 2016) one
person has the responsibility to regulate the body of Qig#stks et al., 2004Paul did not
manipulate or control converts, but he used authority as a positive method (2 Cdl;10:7
Burns, Shoup, & Simmons, 2014)eaders influence the direction that followers will take;

subsequentl vy, Paul 6s approach to | eadership w
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him (Gal. 4:12, Phil. 3:1anks et al., 2004; Habecker, 199Qrist called his body to unity;
therefore, pastors as Christian leaders must recognizéeheéarship styles in Christian
relationships (Eph. 4).

Theologyof Leadership Styles

Pastors relate to people theologically and biblically. Pastors use their primary leadership
style in ministry relationship@ersey et al., 2013Moreover, there is an association between
theology and leaderghityles. The pastoin communication with followers, desire to make
spiritual connections; therefore, pastors must accept their theology and leadership styles using
both to their advantage in relationships.

Broadus (1976)l e c | ared t hat a fAminister |lives what
emphasized that ministers have ideological theology (how he or she thinks) and experiential
theology (assumptions drfeelings about God, people, and self). The ideological thought
compels people to receive the word of God, while the experiential thought compels people to
experience or feel God.

The ideological leader cultivates systematic thadighm seminary traimg creating
images to inspire people to accept the word of Brydadus, 1976)Broadus asserted that this
leadership style isituational and appeato authoritarian and charismatic leaders. Individuals
may have up to four situational leadership styles: delegating, supporting (participating), coaching
(selling), and directing (tellingHersey et al., 2013; Northouse, 201B)oadus argued thtie
experiential leadship style is more influential in the pastor than the ideological leadership style.
The experiential leader assists people in learning about God through feelings, emotionalism, and
relationships with otherdroadus, 1976)The experiential leader learned leadership style from

Il i feds exper i(Broadus, $97@Northouseq2916) assgreed that emotional
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intelligence entails social and personal experiences such geessdption, belief, self
reliability, and inspiration.
Another aspect of the ideological lead is to place God iordinary everyday events.
Broadus (1976) believed that people could visualize a God of love when he is operating in
regular incidents. Broadus endorsed consistent leadership styles; thus, experiential ministers who
believe that Godsi persuasive help emper people to believe in the powers of God. The
ideological and experiential minister focuses theology on motivational and helpful emotions,
where followers work together, building a loving relationship in CijBsbadus, 1976)
Northouse (2016) postulated that transformational leaders and followers work together, building
loyal relationships as they are encouraged to move toachopting the organitai onés Vvi si on
A theological framework is present in leadership theory. Authentic, ethical,
transformational, and servant leadership styles have Christian worldviews. Northouse (2016)
characterized leaders as those who have an hdesise to serve othe Northouse confirmed
five basic characteristics of an authentic leader: determination, principles, associations,
willpower, and compassion. Determination, principles, associations, willpower, and compassion
are biblically based (Rhb 1:18; Isa. 14:26,810, 32:1; 2 Thess. 3:14; Num. 33:53; Deut. 4:47,
Ps. 103:13; Jer. 42:12).
Understanding the Christiands purpose in C
(2 Chron. 32:2; Job 28:12; Prov. 45Ps. 20:4, Eccl. 3:1, 1 Timd:5; 2 Tim. 3:10). Mrthouse
(2016) suggestthat the authentic, ethical, transformational, and servant leaders know their
purpose, how to proceed in settings, and what is suitable for followeegldition, the Bible
speaks of strong values andnais (Isa. 45:19; Matt12:12, 35; Luke. 6:45; Rom. 12:17; 2 Tim.

2:21; Heb. 10:24). Northouse commented that authentic, ethical, transformational, and servant
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leaders believe in values and do not compromise but use circumstances as an opportunity to
reinforce morals.

Servantieader, a leadership style of pastors, is a term shaped by Greenleaf in 1970.
Servant Leadership emphasizes empathy, compassion, and collab@tatian & Vaclavik,

2016) Ferrari and Vaclavik (2016) depicted the servant leader as ethical, aware, a listener, and
servant. The servant | eaderdés goal i(Berrario hel p
& Vaclavik, 2016) Servant leaders develop teamwork, organizational growth, and individual
participation with their followergFerrari & Vaclavik, 2016)

The mstols caling isto feed the flock, manage the congregation, and be an example to
the saints (1Peter 53). Transformational leaders are moral represmetgtcharitable towas
others, and respectful of the needs of others (Ferrari & Vaclavik, 2016). Transformational
leadership is ideal among pastors, and pastors who use the transformational leadership style,
work best during church development, changeatamity(Carter 2009). Carterfurther
theorized that pastors who use the transformational leadership style train congregants for
ministry (Carter, 2009).

Effective leaders are confident in their approach to leadership and are focused on
peopl egbhs, gosls, and needs to makgamizational changdsiersey et al., 2013 he
transformational leader as a pastor has an interest in others, collaborate with others and exude
vigorous creativity as savvy networkdartner, 2014)The transformational pastor leader
thinks theologically in ways that create change act{@sstner, 2014)

Organizational Change Leadership
Askeland and Schmidt (2016) acknowledged thatdestdp has various meanings based

on the context and cultural patterns of an organization. Church leadership and church
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organizational change research have limited investigative studies. There are, however, numerous
organizational change leadership studeeseducation and business tipaistors can study. The
guestion is whether secular change leadership is useful in the church. Davies and Dodds (2011),
as well as Huizing (2011), believed that organizational change leadership for Christians must fit
into the kingdom of Christ. Biblical prciples are essential for understanding chaAg&eland

& Schmidt 2016; Baumgartner, 2011; Huizing, 201A%keland and Schmidt (2016),

Baumgartner (2011), Beeley and Britton (2009), and Huizing (20rbpose that research in the
theology of leadership should have its grangdn theory established fromeHaith.

Organizational change leadership is new patterns, structures, processes, behaviors, and
skills that mobilizes and energizes followers, diagnosing actions and evaluations through a
process of learning, and achieyiwith breakthrough results thédémand emergent outcomes
(Ajayi, 2002; Burne & By, 2012; Crom & Bertels, 1999; Karp & H&g 2008) Askelandand
Schmidt believed that organizational change leadership in religious institutions should improve
communicating the Christian faifAskeland & Schmidt, 2016)Change involves replaciribe
old knowledge and understanding in favor of enhanced undersggidikeland & Schmidt,

2016)

When God led Israel out of Egypt, he did not take them through Philistine territory,
although it was the shortest route (Exod. 13t8Y. God replaced thddknowledge and
understanding in favor of enhanced understandindezhthem around by way of the wilderness
of the Red Sea (v. 18). God chose this route so that Israel would not change their minds and
return to Egypt. The Israelites had no idea thajadhmey would take 40 years through the

wilderness (Num 14:3). Thelsraelites experienced hope, disappointments, and mistakes on
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their way to the Promised Land. Askeland and Schmidt note that change on the organizational
level causes hope, frustratiand confusiorfAskeland & Schmidt, 2016)

Change may cause new quess, unclear responsibilities, and new roles for leaders
(Askeland & Schmidt, 2016; Baumgartner, 2011). Askeland ahchisit (2016)proposed
research that studies the differena church leadership from other contexts. A studthe
Church of Sweden found that only one percent of ministers handled change successfully
(Askeland & Schmidt, 2016) The mi ni s tmplensedt charmeveas lowenthart o
educational leadef#\skeland & Schmidt, 2016Baumgartner (201 yrote thatchurches have
to find a way to enact change rathemtttamplain.Davies and Dodds (2011)eorized that the
actual test of leadership is in transformation.

Davies and Dodds (2011) proposed that church change can be linear or chaotic. The
linear chage includes substituting or upgrading the prob{&avies & Dodds, 201L). Linear
change does not mean fixing ministries with impractical training programs, ordaining new
ministers without instruction, or underscoring mission to boost the lack of plafbanges &
Dodds, 2011)Insteag Davies and Dodds describ#ek linear change as ingégative and
contemplative. The eight steps towards linear change include: (1) know the world that the church
is in, (2) know and analyze the change needed, (3) look for new angles or ways of tl)king,
gain insight from the church community, (5) rem#aithful to teach the Gospel, (6) create a new
vision that all can embrace, (7) establish time frames, and (8) organize, commit, and move
forward (Davies &Dodds, 2011)

Davies and Dodds (2011) take a ladkchurch change that is disordered. Chaos change
occurs during life changes, such as a modification in underlying assum@@eries & Dodds,

2011) Chaos change involves culture seeking the answers to what,iibwha through the
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present, future, and the changeqass(Davies & Dodds, 2011)New patterns emerge from
trying, failing, then trying again until the change becomes the standard for leaders and their
congregation.

Peter, one of Jesus 0 son ddasus wasppeakisg,of hesgeatb r i e n c
when Peter decladethat he would never leave Jesus (Matt. 2@3)l Jesus reminded Peter that
he would disown him (v. 34). When Jesus was praying in the garden of Gethsemane, Peter was
asleep (vv. 3615). Peterdenied e sus bef ore his crucisbulthaihen, ca
wept bitterly (vv. 6975). Peter failed through a series of disordered events. After the risen Christ
restored Peter, he experienced an .Cphgotwrtunity
eventsstirredPeterto receive the Holy Spiit, becone a leader, and preach the Gospel of Christ
(Acts 2).
Pastors as Leaders

Barna (1998) suggested that pastors are organizational leaders. Barna wrote that it is well
known that pastors areatned to preach the word of God, but he questionshehg@tastors are
trained to build relationships with the Christian community and manage the church. Barna noted
that the answers to these questions are in the emotion, intellect, and customs offffadtve.
Christian leaders are successful communisatwho create a vision, inspire, instruct, elevate
people, and model ChrifBarna, 1998; Kouzes & Posner, 2017; Malphurs, 2003; Manala,
2010). Pastors do not promote a personal agenda blttee will of God through the Holy Spirit
(Luke 12:12; Acts 1:2; Heb. 10:15; 2 Peter 1:2). Kouzes and Posner (2017) affirmeahthatt
modekdby respeatdleadersestablisked specific examples of individual accountabilggd
shared valueBurnsetal. (2014 el i eved t hat past or s ough e | God ¢

passion of the heart, skills, abilities, purposes, and convictions.
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Pastors must base the mission to lead on leadership abilities. Pastors relate to others by
mobilizing followers who become leaders sharing responsibility, authority, and c@drohb,
1998;Kouzes & Posner, 201 ®Manala, 2010) Barna (1998) posited that small wins of
achievement are essential for pastors to encourage followers. Pastors share an inspired vision for
the church since tlyeare visionaries, optimist, and opportunity think@gtsuzes& Posner, 2017;
Manala, 201Q) Manal aés (2010) decl ared that pastors
procedures, schedules, and budgets to facilitate amaibged organaion

Pastor leaders are critical thinkers using significant events asiaesdo communicate
essential lessor{8arna, 1998; Kouzes & Posner, 201Pastors mediate conflict efficiently with
the community of believers in communicatiegsential lessor(®anala, 201Q)The apostle
Paul, Barnabus, and the other apostles encountered a dispute with the Jews at the council in
Jerusalem over circumcision according to the custom of Moses (Act$1S:he Jews nukated
with the apostle Paul and Barnabus determining that they would netib@iKicult for Gentiles
to turn to God (v. 19). Kouzes and Posner (2017) theorized that the most crucial leadership tasks
involve a change that is difficult in the lives ohtiers, training them for resilience. Manala
(2010) affirmed that pastors mests t abl i sh Godés agenda and confi
standards of the church.

The Protestant Church Theology

The history of Protestantism involves various groups.eBtahtism is extensive and
spans many centuries. The intent of this reviemoisto give a complete history but to address
those events that represent the population of this study. According to the Encyclopedia
Britannica, Protestantism began in Europdrduthe 18' century as an answer to Medievall

Roman Catholic doctrine andgatices(E. C. Nelson eal., n.d.) Reformation theology opposed
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t he Cat hol i c cadrtinLuthér,éa®fRontam Gthdliopgest, chalenged the theology

of the Catholic Church by nailing his Ninefyi ve Theses on the Catholic
Wittenberg Germany, declag the Bible as the only authority and not the pag&ens, 2014;

Noll, 2012) Martin Luther pioneered Reformation t he
to reform the Cdiolic Church(Lane, 2006)John Calvin, born in France, devoted his study to

theology and the Ptestant cause declaring God as sovereign over all efiemts, 2014; Lane,

2006)

The Reformation Period. Noll (2012) proposed that Protestant belief is in the power of
Scripture. The church must help peoplace their faith in Chrisiand teachhe requirements for
salvation(Noll, 2012) Noll went on to say; Protestants rejected a priesthoadef, believing
that all are called to be a fellowship of priests seeking @aligh Christ.

Church doctrine recorded a turning point during the Reformation pgous, 2014)

The ancient church©és a edohtiempapacy guidesl byghe &amaru nt i |
Catholic Church (Enns, 2014). Enns (2014) suggested that the Protestant Reformation was
invigorated by several events. First, Islam conqu@aastantinople in 1453, leading to the

downfall of the Eastern Church. Secottte study of classical literature infused the Protestant
Reformation resulting in the education movement. The education movarredticedthe New
Testament translation intbé Greek language from the Latin Vulgate by Erasmus (Enns, 2014).
The printingpress was the third event that led to the Protestant Reformation because the people
could read printed Scripture for themselves, discovering discrepancies in the practiees of th
RomanCatholicChurch (Enns, 2014). Enns disclosed that church offices sedte¢hrough a

process called simony, leading to corruption in the Ro@etholic Ghurch. Ennis also
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mentioned that indulgence was sold in the Rofatinolic Giurch, allowing peple to pay for
the forgiveness of sin. These practices angered Martin LuEnas( 2014).
Noll (2012) claimed that when Martin Luther proposed to reform the Cat@blicch, he
was silenced by Pope Leo X. To bring about church reform, Protestant |legu®igyoke out
against heresy in the Catholic Church, were instrumental impig additional Reformation
Protestant churchégknns, 2014; Noll, 2012Noll (2012) and Enns (2014)leged that the
primary reason for this uprising in the Protestant faithtivadeader's belief i8ola Scriptura
the Scriptures of the Bible as the only authofinns, 2014; Nib 2012).
John Calvin introduced the church to systematic Protestant gyeglacing God at the
center of church theology (Hordern, 2002). Calvin and Augustine believed in predestination, a
matter between man and G@dordern, 2002) Pr edestination is Godoés p
salvation through election, which Calvinism tatuthat God has unconditionally elected those
whom he has saved (Enns, 20I@h er ef or e, Cal vin built his the:¢
which informed the Europeddhurch (Enns, 2014).
Ulrich Zwingli, the Anabaptists, ministered to Gerrrepeaking conggants, where he
denounced disruptive Roman Catholic practices in favor ofrReftion theology (Enns, 2014).
Luther and Zwingl.i di sagreed over the Lordods
Lutherds view was that Chei bbbdbésealbppeeséBknoan
and Zwingli differed in their opinionsf the Scriptures as the final authority for everything (Noll,
2012). By no means were the Protestants in agreement over everything. Even today, the division
of Protestantmvolvesdoctrine. Noll(2012)went on to propose that this difference of
understading led to the Anabaptist following the New Testament literally and the Old

Testament figuratively.
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The Reformation era witnessed the English Puritanism religion that gtey ihe
Church of England around the latter 160Bans, 2014; Noll, 2012) The Puri tands go
cleanse the Church of England of Roman Catholic practices (Enns, 2014). The Puritans practiced
pure, godly living (Enns, 2014; Noll, 2012).

The Baptisimovement began in Amsterdam with John Smyth and Thomas Helwys
(Holmes, 2012)Smyth and Helwys believed that baptisrat(imfant baptism) was for those who
confessed ChrigHolmes, 2012)Smyth and Helwys separated, joining other pratgsjroups.
Consequently, the Baptist scattered throughout England ir68ts developing congregations
that would experience the evangelical movenieioimes, 2012)

According toNoll (2012) the Church of England closed its pulpits to Baptists,
Congregationalists, and Presbyterians, forcing them to preach in the streets. The Church of
England maintained control over thessages and the messengers requiring preachers to apply
for individual licenses to hold worship servicethe Church of Englan(Noll, 2012).In the
1700s, George Whitefield, John Wesley, and Charles Wésti®et preachergyreached
salvation by faithn Jesus ChrisiThese geet preachers were called Evangelicals or Masted
(Lane, 2006). Street preachihggarreligious revivals that taught the role of the Holy Spirit and
Grace to their followeréNoll, 2012)

By 1800, the Protestant movement spread to the United States with evangelical
revivalists such as CHhas Finney and Dwight Mood{Lane, 2006)Evangelicals adapted to the
modern world (establishg liberal arts institutions and involvement in the political structure),
maintainingtheir biblicalteachinggLane, 2006)and proclaiming the good news of Jesus Christ

(Enns, 2014)
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The American Protestant Church The Puritangmigrated to America, bringing their
spiritual influencgUhlmann & SancheBurks, 2014) The Baptist, Methodist, and Disciples of
Christ grew in the early century as mainline churches in Amer{béiller, 1997) Tent
meetings and outdoor revivals caused some to abandon standardized religion (Miller, 1997). The
19"-century Evangelical movement focused on indigidconversion rather than church
affiliation, causinga separation fsm the Reformation groups of Lutheran, Calvinist, and
Anglican churches t¢E. C. Nelson et al., n.d.)

Since the 19 century, Pew research proposed that Christianity in the United States is
shrinking as fewer adults identify with a religi(fPew Research Center, 2015he Pew
Research surveyed more than 35,000 Araes showing that Christian adults 18 and over have
declined from 781% in 2007 to 70.6% in 201#ew Resaah Center, 2015)Americans who
describe themselves as fdatheist, agnostic, or
22.8%(Pew Research Center, 201Hpn-Christian Americans rose from 4.07% in 2007 to 5.9%
in 2014(Pew Research Center, 2015)

Ammeman (2014)onfirmed that there is a decline in church attendance since the Pew
Research showed that people are not religiously affilii®ederg2015)proposed that the
Southern Baptist hur chesd popul ation has declined sinc
church for every 3,800 people in North Americ
4). Rogers reealed that each year, an average of 1,000 Southern Baptist Cony8B{n
churches disappear because they are not in or near large cities where the population is the
greatest. Rogers goes on to say that between 2007 and 2012, SBC churches grew with 43%

plateauing and 30% declining.
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Ammerman (2014) noted that the fastgrowing religious affiliation in America is
Korean Methodist and Presbyterians, Salvadorian Pentecostals, and Mexican Catholics.

Ammerman implied that religious leaders focus on comiyunyi inviting people to join
spiritual communities where there is wbip,emphasi®on God, fellowship with one another,
and involvement in world mission. Ammerman viewed culture as crucial since the structure of
the family has changed from two parentshwioung children to blended families, sasex
parents, and singleshe fastesgrowing church population is retirees 80 years of age
(Ammerman, 2014).

Rogers (2015¢ontended that healthy churches depend on five principles: New
Testament pastoral leagbip,textd r i ven teaching and preadhing o
nurture of the priesthood of the believers, o
prayers. Worship, evangelism, and mission are
2015). However, Rogers endorsed leadership as the most importaaffiebtprinciples since
|l eadership wild.l revitalize the church through

The apostle Paul cared for the churches that he planted. The church at Ridipitis
purpose was living and sharing the gospel of CliRainer, 2014)Rainer (2014) believed that
dying churchesdd forgotten their intent by developing leaders who focus on self rather than the
gospelHenard (20153 f f i r med t hat Godds Spi rendarebacausewor ki n
God | ays the foundation of t Mattheawl281&@0hthe Henar d
GreatCommissionsinceChrist builds the spiritual church. Henard believed that pastors must
have a plan to revitalize the church through servant leadership and personal growth in Bible
study, prayers, and confession. Helelso beleved that pastors must have compassion for

people, practice commitment, and integrity that does not compromise the will of God.
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Declining mainline churches can learn from the lyeswwformed churches. Miller (1997)
suggested that the mainline churcpiegeministry back into the hands ofthepempl and @t h e\
must become vehicles for people to access the sacred in profoundantilden gi ng way s o
(Miller, 1997, p. 187)Declining mainline burches can restructure their organization by
trimming denominational offices on the national level (Miller, 1997). Miller suggested that
theological education must move from seminaries to the local church campus as lay institutions.
Miller (1997) goes omo say; leadership skills are necessarytierdlergy who understands the
vision and culture of the organization. Miller asserted that mainline churches could reduce
committee meetings, replacing them with small groups of people worshiping together. weekly
mainline churches are to grow and attithe young, they should experiment with various
worship styles and music that encourages youn
He recommended that mainline churches seek leadership that ysdatklv generation that
believes in the mintsy for the people (Miller, 1997).

Independent churches started a mefermation that does not challenge doctrine but
conveys how the doctrine is presented (Miller, 1997). The mainline congregation is ighering
revolution in America Protestantism, referring to the group as fundamentalist (Miller, 1997).

The newly reformed churches meet in warehouses with guitar players as the worship leaders and
young people jumping, singing, and worshiping God (Miller,7)99

Haskell, Flatt, and Burgoyne's (201&ud/ compared the demographiakthirteen
declining Protestant churches and nine growing Protestant churches in Ontario, Canada that
resembled United States churches in makeup. Haskell et al. defined thriving Protestant churches
as those with a two percemcrease, plus annual growthSunday services over ten years, and a

declining Protestant church as a two percent decrease, plus a decline in Sunday attendance over
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ten years. The declining mainline Protestant churches that experienced a deterioration in
attendance were consideresitheologically libera{Haskell et al., 2016)The growing Rstestant
c hur c he sorientatidn is gonseruatiyelaskell et al., 2016)Theautbor s 6 i nvesti ga
found that growing Protestants in Ontario, Canada are theologically savvy, read their Bibles,
pray, accentuate youth programs, establish contemporary worship services, preserve purposeful
growth, stress elevated evangelism, and attr@mabger members and clerfjaskell et al.,
2016)
Theoretical Framework for the Study

The theories examined in hsection are related to transformation leadership,
organizational change leadership, organizational commitmentto chheget gani zat i ond s
readiness for change, and church leadership. Organizational change leadershifors vital
growing organizationss o, t hi s st udy di s stageprecessdfadatingr 6 s ( 1
significant c h awstgpelarafor drgahizatisnalncidange.tYdars efeesearch
besieges organizational commitmearid several theories posiiy apply to organizational
commi t ment. The organizationbés readiness for
on the individual rather than the organizatiBastoraleadership must produce new information
supportedn organizational theory.

According to DinhLord, Gardner, & Meuser (2014), leadership theory has increased
leadership research. Leadership has over 66 theories, accortMaggo (2018)whonotedthat
he reduced the theories to 2brthouse (20163upports 16 theories. The authors try to
streamline leadership theories into categories that are easier to dedyodeen.(2017) and

Mango (20184epicted leadership as corapn e n s i b | e017) Brougirsgs for seaderghip
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are transformational: persaentered, production focused, grecgntered, relationshipentered,
and cutting edge.
Transformational Leadership Theories

Early theorists believed that humans were borh whitaracteristics thhanade them great
leaders. The great man theory or trait approach was the first leadershig\stutipuse, 2016)
People were considered leaders based on traits that great politicians and military leaders were
thought to have at birth (Northouse, 2016). These views were dispelled by Stogdill, who
determined that traitsodnot make leadersuybt it i s t he | eaderds char ac
gualities and goals of followe(Stogdill, 1948)

The most effective leadership advancement in the last few decades was transformational
and transactionaéhdership developed Burns in 1978Lowe et al., 996; Lutz Allen et al.,
2013) The fullrange leadership theory by Avolio and Bass includes an examination of
transformational, transactional, and laistaz leadership represented by nine factors in the
Multifactor Leadership Quionnaire (MLQ)(Antonakis, Avolio, & Sivasubramaniam, 2003;
Judge & Piccolo, 2004)

Transformational leadership is the most effective, and lafssezis the least effective of
Bur ns 6 s(Ldwb et al.y 1098)Fransactional leadership rewards subordinates perfamena
while laissezfaire leadership providdimited guidance, allowing followers to make group
decisiongEagly & JohanneseSchmdt, 2001; Eisenbach et., 1999; Herold et al., 2008)
Transformational leadership encourages both leaders and followers as they maneuver through
inspiration and ethiclBass& Riggio, 2006; Judge & Piccolo, 2004; Lutz Allen et al., 2013;

Northouse, 2016; Sorenson & Goethals, 2004ansformational leaders not only transform
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people but policies and organizatidisnh et al., 2014; Lutz Allen et al., 2013; Sorenson &
Goethals, 2004)

Ayers (2006 s serted that Bassodés transformational
behaviors that successful leaders possess: (1) individualized consideration, (2) intellectual
stimulation, (3) inspirationainotivation, and (4) idealized influence. Idealized influence means
that followers connect with leaders and are pleased to f¢Bass & Riggio, 2006; Pawar, B. S.
(Ed.)., 2004; Tracey & Hinkin, 1998nspirational Motivation means that leaders create a goal
oriented vision, and followers desto reach the go&Bass & Riggio, 2006Pawar, B. S. (Ed.),
2004; Tracey & Hinkin, 1998)ntellectual Stimulation means that the transformational leader
promotes invention and ingenuity in followgBass & Riggio, 2006; Pawar, B. S. (Ed.), 200
Tracey & Hinkin, 1998)Individualized Consideration means that transformational leaders
as tutors or trainers to followers, helping them to produce and accomplish their advanced
capacitie{Bass & Riggio, 2006; Pawar, B. S. (Ed.), 2004; Tracey & Hinkin, 1998)

Bass and Riggio (200@psited that transformatial leadership is effective for follower
satisfaction and performance.d&ssertion had chalhgersTracey and Hinkin (1998)
challenged the MLQ by studying the similarities of transformational leadership and managerial
practces The measurement that they used for their
Practices 8rvey (MPS)(Tracey & Hinkin, 1998) Tracey and Hinkin posited that Bass and
Avolio did not distinguish between transformational and other leadershg(Tracey &

Hinkin, 1998) Bass and Avolio had not explained the appropriate behaf/ieaders, and there
were questions concerning very high correlations among the four dimensions making the MLQ
guestionable as a measure for transformatioaaldeshipgTracey & Hinkin, 1998)The

literature suggested problems in the transfoionat leadership model and the validity of its
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relation with the components of the mo@&Volio et al., 1999; Bycio et al., 1995; Carless, 1998;
Rafferty & Griffin, 2004) The probém with the questionnaire was that the measurement of
effectiveness yielded different validitpefficients between the five scales of the M{L@Qwe et

al., 1996)

The original MLQ model had theoretical issues; therefore, it was modified to the MLQ
5X, addressing the concerns of the researqerslio et al., 1999; Rafferty & Griffin, 2004;
Rowold, 2008; Yikl, 1999) The ninefactor model of the MLEX supported the factorial
validity and is valid and reliabl@ntonakis et al., 2003; Bass & Riggio, 2006he MLQ5X
has been used successfully around the world, surveying five transtoradathree transactional,
one laissefaire, and three outcome sca(Bass & Riggio, 2006; Rowold &einitz, 2007)

Researchrsconductedarge bodies of studies dimetransformational ladershipstyle
(Antonakis et al., 2003; Judge & Piccolo, 2Qd)blished studies on transformational
leadership have been conducted in education, the military, health systems, and bysSundgses
& Piccolo, 2004; Lowe et al., 1998)utz Allen et al. (2013posited that Bass believed that
transformational leadership is useful in all types of organizatiodsidimg churchs. Bass
(1997)di d not accept Burnsdé theory that transfor
(rewards driven) leadership were the opposite of each &hsssaw tansformationaand
transactional leadership as complementary to each (@hes, 1997)

Antonakis et al. (2003uggested that transformational leaders are hangdselping
followers accomplish goal&ntonakis et alused three concepts to describe transformational
leaders; perfect encouragement (associated with behavior, values, and beliefs), knowledge
stimulus (urges followers to think criticallygnd inspiredncentive (tactics for stimulating

followers).Judge & Piccolo (2004dded a new concept called personalized atterfoonging
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on theneeds of followers)Sorenson and Goethals (20@#ksited that transformational leaders

are decisiormakers, moral, dedicated, focused, persuasive, and charismatic. Sorenson &

Goethals explained that the transformationalléeancourage®llowers to accept innovative

opinions, and implement noble ideals, questioning @leefed norms. Sorenson and Goethals

posit that transformational |l eaders surrender
transformational leader elates followersoutlook for the advantage of the organizatfbawe

etal., 1996) The transformational leader labors to inspire people and change organizations to
become superior institutions.

With all the accolades given to transformational leaderdlopthouse (2016nentioned
some weaknesses of transformation leadership. Northouse posited that transformational
leadership has a broad genof charactéstics. Northouse stipulates that transformational
leadership is a personality trait rather than a learned behavior. Also, research has not proved that
transformation leadership has changed followers or organizations (Northouse, 2016).
Nevetheless Transbrmational leaders communicate a vision for the future that is mutual with
colleaguegLowe et al., 1996)Lowe et al. (1996) postulated that transformational leaders
recognizennovationand are less likely to back present circumstances.

Vision. Chai, Hwang, and Joo (201dgfined vision as ideas and goals requiring
wisdom, intellect, ensitivity, and commitment that benefit followers and the organization.
Roueche, Baker lll, and Rose (1998enedvision as the ability to see the future of the
or gani z at iTyrel§1994)addetitbat visisn determines whpeople are committed to
and is influential in communicatinghateverthe leader and followers are committed to as a

team.
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Vision presents a desirable future of dreams and innovation, offering a suitable model for
organizationgGodwin etal., 2011) Shared vision Acreates a comm
or gani z at (Canetal., 2QL0, p. L4)bsion gives éacers a picture of an ideal future
since vision garners followers excitement, commitment, and accountébiiitell, 1994) The
sharedvision highlights the attributes of a transformational leader linking followers and their
ideas(Roueche et al., 1997; Tyt 1994). Leaders, who lack vision, have difficulty leading
others since leaders have to interpret vision to empower follqRergeche et al., 199.7Yision
is prevalent in transformati onal | eadership ¢
hopes, trust, and respect), Inspirational Motivation (emotional excitement, encouragement for
mutual goals), Intellectually Stimulating (sense of urgencyd,liadividualized Consideration
(empathy and support of followers ideéShai et al., 2017%) Therefore, vision gives the
organi zation a preferred outcome as foll ower
(Godwin et al., 2011)

The literature reveals several purposes of/tbi®nary,transformational leader. The
transformational leader persuades followers and shows them how to achie€baaét al.,

2017) The transformational leadeses the team approadb setthe mission and vision for the
organizationRoueche et al., 1997)he transformational leader empowers followers to

participae in a shared vision communicating the vision and helping others accomplish the vision
(Chai et al., 2017; Roueche et al., 199He transformational leaderttge role model for the
organi zationbés visi on (@haictalt, 20&7;, Goe@0l7)at i ons of
Transformational leaders communicate a vision that changes the behavior and values of
followers, which changes their futuf@oueche et al., 1997)ransformational leaders depart

from the norm engaging new and different ideas operating in environments that are open, direct,
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relaxed, andlexible to the needs of the organizatid@oueche et al., 199.7)ransformational
leaders are riskakers, who learn from mistakes through collaboration tlaeyl provide others a
vested interest in the visigRoueche et al., 1997)ransformational leaders transform followers
into leaders infusing vision into thatge organizatiorfRoueche et al., 199/Roueche et al.
(1997)submitted that leaders must find the resources for their vision as they continue to dream
and imagine innovations for the future of the organirmatio

Innovation. Change leadership should spark innovation. Transformational chantg is
for realizing organizational innovatidilley et al., 2008)Gilley et al. (2008argued that the
primary reason for an organizatiors | nabi |l ity to transform is a
Organizationgexpecttransformatioal leaders to eliminate barriers to change using their
influence to remove insufficient work environments, and deficiency in creaf@iligy et al.,
2008) The authors indicated that organizations must produce new concepts, expand, restore, and
change; the same is true if religious inntomas will occur(Gilley et al., 2008)

Religious innovations are perceived differently based on ideas, views, angsultu
Religious innovations appear to be against orthodoxy as it threatens traditional attitudes,
and practicegMolokotosLiederman & Stauning Willert, 2012 hristians preserve orthodox
religion thraugh a culture that can change amid new behaviors in new cofi#nitkotos
Liederman & Stauning Willert, 2012T he authors suggested that innovation in religion is
contextualMolokotosLiederman & Stauning Willert, 2012Thus, what is innovain in one
congregation may not be new to anotidolokotosLiederman and Stauning Willert (2012)
suggsted five categories that link innovation in the Christian religion: traditionatiategic,
adopting, unplanned, and emancipatdplokotosLiederman and Stauning Willediscussed

thefive categories that link innovation in the Christian religion. Firstjrthevation
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traditionalist is a strong traditiazurrently revisedhat people neglected or abandoned. Second,
the strategic innovation recovers freedoms or struggles for powdtummnice that was lost but
presently resumed. Third, adapting innovation means modifye religious structure to fit a
new format creating religious identities. Fourth, unplanned innovation is the spiritual exercise of
ideas from outside sources not paved as opposition to traditions. Finally, emancipatory
innovation entails a new waf reasoning and performing from previous methods.
Religious innovations must assisturcheswith transformational leadership in declining
congregations. Declining cheh membershigdueto millennials and digital nativiss due to a
decline in communy connections in American societi@scheile, 2015)Rather than
connectedness in a village, town, or neighborhood, millennials spend time with family, close
friends, and social med{@scheile,2015) Zscheile (2015arguedthami | | enni al s6 f ai t
institutions and local congregations is declining while social media platforms are increasing.
People can mobilize, negotiate, fund, and gather crdliwdsagh social media, not necessarily
religious institutiongZscheile, 2015)
Based on Zscheilebds findings, disruptive i
place in religious innovation. Disruptors do not compéth established institutions by
matching producté&Zsdheile, 2015) Instead, disruptors focus on clients neglected by the
traditional organizations providing more straightforward solutions for the negi@seleile,
2015) Disruptive innovation gives religious leadersaglismme i nt o fit he transfor
taking pl ace i fiZscAaite 2015¢cpal8Lhrisganity g America has a
supportive institutionalized membership seminary @dinahity schools that meet the needs of a

membership that is older and less diverse than current trends and stlreile, 2015)
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The millennials are not looking to join an organization; instead, they are discovering
significance, individuality, and purpog&scheile, 2015)To meet the needs of those who are not
interested in the organized church, leaders momtioy leadership innovation. Religious
innovation is moving toward house churchesssional communities, prayer clusters, religious
investigations of the Bible or Torah, support groups that are flexible and efficient for the
inclusion of neglected millemals from religious servicgZscheile, 2015)Disruptive innovation
helps religious leaders capitalize on innovation. Religious leaders must seek out the neglected
and listen to their stories and dreams, forming relatiosgdgcheile, 2015)Leaders must
connect their faittommunities to those who are not interested in the organized traditional
church while continuing to reach the neglected, applying shared leadership with the community
throudh dialogug(Zscheile, 2015)

Organizational Change Leadership Theories

All organizations need leaders who are committed to helping followers achieve
organizational change goals. Change is inevitable because the world msiatytthanging.
Organizations that engaged in change initiatives have experibiytethilure rate¢Beer &

Nohria, 2000; Burnes et al., 2016; Kotter, 1995)

Kurt Lewin dominated the subject change or organizational development from the
1940s through the 1980Burnes, 2004) L e wi rst@msplan foorgangzational change is
well known(Burnes, 2004)Burnes recognized Lewin for theories in organizational change: field
theory, action rescued, and group dynamics (Burnes, 2004). Burnes (200&)cposit hat L e wi n
field theory studied individual behavior that was modified by tealvior of the group (Burnes,
2004). Lewin proposed that behavior changes came from forces in the field, rendering individual

behavior as part of the field (Burnes, 2004win believed that if established rules were
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available, then there would be an ursending of why individuals and organizations act as they
do to produce change (Burnes, 2004).
Lewinbs action research theory tteuggested a
modification must adequately examine the circumstances (Burnes, 2004). 8ubbneted that
the3st ep model was Lewi no s(Bunkse2D04)fhefiiretstepsnihec es s f u
3-stgp model is to unfreeze (Burnes, 2004). New behaviors cannot take shape untiledidize
are unlearned. Innovation and new ideas are possible when one practices new bé&hawigs.
isst ep t wo odtep mhadel Maving means the group moves feoless advantageous
position to a better place (Burnes, 2004). ltisthet t er posi ti on t hat Bur n:
final step to refreeze (Burnes, 2004). Al p a
requiring a refr eezultureggBurnest2004t he or gani zati ono
Leaders implememtgor gani zati onal change foll ow Lewi
(OD) stages. The change targets progress through stages involving resistance and denial.
Armenakis and Bedeian (1998uggested that the anticipation stage of OD entails denial from
the change targets. The confirmation stage affects some change targets that they feel resistance to
organizational change. Leaders must glasitive strategies to offset denial, whichds to
exploration and commitmermenakis & Bedeian, 1999The resistance stage leads to
culmination and aftermath, which should be positive tierchange targets to master change in
the orgaization(Armenakis & Bedeian, 1999)
Kotteradds higheoryto organizational change for leaders. Kotter (1996) formed the
eightstage process ofeating significant change: Step one, estaldisknse of urgency by
recognizing and discussing crises or opportunities. Step two, create the guiding coalition by

obtaining a team that can lead to change while working together. Step three, developandision
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strategy that will direct the change effand approach. Step four, communicate the change
vision through communication and role modeling. Step five, empower {naset action by
removing obstacles and fostering rislkking. Step six, generate shtegtm wins through

planning and improving pesfmance through rewarding workers. Step seven, consajdats

and produe more change by increiag credibility andchangng all structures and policies that

are not appropriate for the change. Finally, sight anchors new approaches into the culture
through new performances, new practices, organizational accomplishment, leadership growth,
and a new culture.

Some authors write about the positive aspects of new theories, but Yukl (2013) informs
readers ahat the weaknesses of new theories. Yukl dgwetdoresistances to change that
organizations might consider, such as no apparent reason for the change, lack of successful
execution, not cosfficient, personal damage, incompatible with values, and unelieaders.

In addition to resistance to changee leader must know how to implement change. Yukl

suggested criteria thaterehelpful for leaders implementing change Y u k | 6apalyzer i t er i a
the problem(s); recognidehe changing aspects of the orgaitian; creata vision, strategy, and
asupporive coalition; empowesd people to help with planning; celebrd&uccesses,

supervisd, adjused and publicizd the vision that guidi#the change. Finally, Yukl asserted that
theories help leaders influenadlbwers to make sacrifices, achieve high estpgons, and

commit to the organizationébés objectives.
Organizational Commitment Theories

Morrow (2011)posited that researchers had studied organizdtammmitment for many
years. Morrow stipulated that organizations support the studies because the findings have

desirable consequences brganizational decreased absenteeism, job satisfaction, and job
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retention (Morrow, 2011). Morrow adds that resedrab shown that committed employers are
useful and productive workers (Morrow, 2011). Morrow revealed that useful organizational
change reearch has three conditions: (1) the independent and dependent variables must have an
empirical relationship that is gater than chance, (2) the variation in an independent variable is
greater than the difference in the dependent variable, and (3) tloelld be a reasonable causal
explanation of the relationship.

Several theories align employee commitment with thganizations positivelyMeyer
(1997)proposes that organizational commitment is both attitudinal and behavioraldititu
commitment is a mindset or indication of how people think about their organizational
relationshipgMeyer, 1997)Behavioral commitment is a course of action that people take for
the organization, such as staying with the organization rather thengeenployment

elsewherédMeyer, 1997) According to Meyer, there are three psychological components of

organizationat o mmi t ment : First, commitment 1is affect

Aattachment to, identifi cgaatniioznatwiotnho, (apn.d li2nv.o

commitment is continuance, which means that employees know the cost of leaving the
organiation. Third, commitment is normative when employees feel that they must stay with the
organization. Meyer asserted that perceptionsnapertant.Affective committedemployees
must perceive selvorth as their focus (Meyer, 199Qontinuance committeemployees must
see the cost of lost employment as their focus nanchative committeg@mployees recognize
the need to rejoin as their fox (Meyer, 1997).

Solinger, van Olffen, and Roe (20080 not agree with Meyer 6s
however, their dtique is in favor of a single construct, which is affectbeanmitment Solinger

et al.verified that empirical research has shown that dseyears of study, continuance

(
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commitment does not correlate positively with affective commitment, yielding a ¢mmela
ranging fromr .03 to .07. Solinger et al. affirmed that normative commitment has a strong
relationship with affective commitmentqatucing a correlation af.63 based on 54 studies. The
authors maintained that normative and affective commitmemekated empirically; thus,
commitment is an organizational attitudinal, phenomd@minger et al., 2008)

Madsen, Miller, et al(2005)viewed organizational commitment as a multidimensional
concept with variougterpretations. They discuss organization commitment as attitudinal
(Mad=en, Miller, et al., 2005)According to MadserMiller, et al., committed employees honor
the organizational goals and values, and ddsiremain with the organization. They
recommenddt hr ee components of organi zat (1980)a l cC omm
study, which are identification, involvement, and loydfadsen, Mler, et al., 2005)Madsen
Miller, et al. suggested that idéitation is pride in the organization, and loyalty is the desire
that employees have for remaining with the organizgfibedsen, Miller, et al., 2005)

Cox (2016)ook a different approach and looked egamizational commitment from the
greedy institution theory. Shoposed that institutions are greedy because they require
undivided loyalty in commitment to their inst
teams, marriage, and demanding prefeso (€&x 02016, p. 686)Cox asserted that the greedy
institutions limit participation in other organizations securing participants' individuality in
prestigious emblaatic structures, encouraging a privileged position for workextstake full
advantage of unity within the group (Cox, 2016).

Fry, Vitucci, and Cedillo (2005)iewed organizational commitment theory from a
different construct. Their research tested the spiritual leadership theory (SLT) and found a

positive relationship between leader and fokowrganizational commitment. Spiritual leasler
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createavision, value, team empowerment, and organizational commit(rentet al., 2005)
SLT as a model incorporates the vision, hope/faith, lovespimidual survival resulting in
organizational productivity commitment (Fry et al., 2005).

Organizational commitment has a positive effect on other varididedin's (2012)
researched the influence of leagt@p behavior and organizational commitment on
organizational readiness for change in higher learning institutions. Nordin asserted that
organizational commitment theories improve organizeti change success efforts by creating
organizational readine$sr changgNordin, 2012) Nor di nés study found th
positive relationship between readiness for change and transformational leadedstBg8), and
the relationship between organizational readiness for changegenizational commitment was
positive ¢ 0.526) (Nordin, 2012). Nordin concluded that affective commitment is a stronger
prediction of readiness for change in the organization when emplaedify with the
organization (Nordin, 2012).
The Organizatonb s Readi ness for Change Theories

The empirical research on organizational readiness for change is limited. Most of the
research on readiness deal s W\eindn(2a09) admittedd i vi du
that previous instruments for organizatib readiness for change had not exhibited evidence of
reliability and validity. Weiner gives the mo
for change. Other authors cite Weiasra reference for organizational readiness for change
theory. Oganizational readiness for change refershieanembers' conformity to enact a
collective changéWeiner, 2009)Organizational readiness is vital for successful change in

establishments; therefore, the organdi zati onods
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behaviorally to enact change willingly (Weiner, 2009). Wesdrmits that organizational
readiness is challenging to implement without motivation theory and social cognitive theory.

Motivation Theory requiretheorganizatio® members to value chaa@s significant,
beneficial, and worthwhiléBandua, 2001; Weiner, 2®). The social cognitive theory
suggested that when an organizationds members
will establish innovative policies, procedures, and praxes, including skilled endeavors to promote
changeand display enormousrtacity to hindrances during the implementation of change
(Weiner, 2009). Weiner (2009) articulates the implementation theory, whichasganization
member sdé6 col | ect i vaexpessasupporseapdsrewharéipaatticei nnov at i
Organization readess is support (helping people see why change is needed), and it advocates a
positive evaluation of the task that stresses resources and accessibility (Weiner, 2009).

Theories of selefficacy use resourcefulness, and copinglski the Sense of Celnence
method(Bandura, 2001; Walinga, 2008; Weiner, 200)e Sense of Coherence is a signal of
readiness to change, demanding a capacity to cope, solve problems, and participate in beneficial
behaviors (Walinga, 2008). Change readinegslves changing cogtions (Walinga, 2008).

Change readiness theories highlight creating a consciousness of the necessity to change and
promote peoplebdbs apparent ability to change (
individuals involved irchange readiness arehtersvho close the gap between preparation and

action. Before leaders close gaps, they must understand that organizational change readiness
begins with individuals who are leaders. Leaders are individuals who must desire to change
willingly.

Hanpachern, Griego, and Morgan (1988&)oduce the theory ahargin by Howard Y.

McClusky, in 1963, used to study load (real thought or feeling), power (force used to stabilize
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the load), and margin (power to act). Managers use the theory of margin to analyze-problem
solving in human resource departments (Hanpackieal., 1998). Orgamations suffer when

they fail to manage change successfully (Hanpachern et al., 1998). Individuals readily experience
change when there is a sufficient Margin in Life (MIL), the freedom to respond to new
challengegHanpachern et al., 1998)oad and power determine M{Hanpachern et al., 1998)
When individuals decrease the load, they are increasing power, which gives a person the ability
to act(Hanpachern et al., 1998)ccording to the theory of margin, individuals with higher MIL

can contribute to organizational development and have loftier readiness foe Hangachern

et al., 1998) The theory of margin is applicable in religious contexts where thérefieedom

to create innovations.

Innovation Theories

This section discusses four innovation theories: diffusion of innovations theory, social
science theory, social contagion theory, and social networks theory. Businesses and education
apply innovation theories asnecessary tool fousvival and relevance. Innovation theories must
become a tool for religious organizations that require new thoughts, new rasdhsw
practices.

Diffusion of Innovations Theory. Diffusion of innovations theory are changes that
reinvent or transform meideas, products, or processesupply bettethe demands of people or
groups(Robinson, 2009; E. M. Rogers, 2010; Wonglimpiyarat & Yuberk, 2008)en
discussing innovations, new is the concéptM. Rogers (201Q)osited that people must
recognize innovatin as new, even if the idea was in the past. Diffusion is the practice of
disseminating the innovation between people through communicatiworkstover time and

between members of a social syst@&nM. Rogers, 2010Diffusion creates new ideas and
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helps organizations trade information that assists them in achieving their gogéstswgthat
change needs to occur in the organizafierM. Rogers, 2010E. M. Rogers does not restrict
di ffusion to planned change but also unplanne
communication chanrel, t i me, and (E.N.d&ogsers 20lGap. 105y st e mo
Innovation has several features of adoption rates: relative advantage, compatibility,
complexity, trialability, and observabilitfRobinson, 2009; E. M. Rogers, 201Rklative
advantage i s a per s oaséuperiqpie the earher dorc¢gBobm$on,i nnov at
2009; E. M. Rogers, 2010 adopters perceive innovation as comparative beneficial, then i
quickly adoptedE. M. Rogers, 2010) Compat i bi |l ity bofsnnosationasr sonaos
having apparent worth to their previous practices and desires; thus, compatible innovations are
swiftly adoptedE. M. Rogers, 2010Whileco mp |l exi ty i s a personds per
is challengingor difficult to executeintricate designs may require innovative aptitudes and
conceptions that reduce the imation adoption proceg&. M. Rogers, 201050, tialability is
apersoredps ipenr ¢ hat i nnovationds I mpl e(dmént ati on
Roges, 2010) E. M. Rogers (2010) agreed that people loved the test and trial periods where they
can analyze the innovation before its adoptionOb s er vabi | i ty i spe@leper son
study innovation(E. M. Roges, 2010) Rogers affirmed that peers could scrutinize or assess the
innovation causing debates about the findinfjthe innovation, which improves the adoption
rate(E. M. Rogers, 2010)
Comnunication channels support theingention of diffusion innovation. E. M. Rogers
defined reinvention as consumers altering or changing aovation during the process of
adoption or executio(E. M. Rogers, 2010He beleved that a change agency caused the re

invention;thereforethe reinvention required communication channels of new idEa/.



64

Rogers, 2010)Consequentlycommunication channels are the process of relaying messages
from one person to anoth@. M. Rogers, 2010Rogers contended that innovation is not
adopted based on research but people user assessments from socialBy$temegers,

2010) E. M. Rogers (2010) wrote, AEffective conm
greaterb mophi ly in knowledge, beliefs, and overt
Time is another element of diffusion innovation. Time in diffusion innovation involves
(1) the persondés innovati on focthemdoptien ocrejectoe r ni n g
period ofthe innovation, (2) an innovative person as early or latptadg and (3) the frequency

of adoption or amount of people who adopted the innovation in a &ridd. Rogers, 2010E.
M. Rogers categorized the innovatidacision into five steps: (1) knowledge (understanding the
innovation and its purposes), (2) persuasion (deveippiomising or negative views of the
innovation), (3) decisio (opting to adopt or decline the innovation), (4) implementation
(utilizing the innovation), and (5) confirmation (strengthening existing innovaéaision or
diminishing any contradictory eamunications)E. M. Rogers, 2010)

Innovation has several featuressotial systems adopters who are (1) innovators, (2)
early adopters, (3arly majority, (4) late majority, and (5) laggaf@obinson, 2009; E. M.
Rogers, 2010)Robinson (2009) described innovators as vigiesavho invent new ideas and
devices. Robinson reported that the innovators are few and are about 2.5% of the market
(Robertson, 2009). The early adopters, about 13.5% of the market, gesenadl\as testers who
are looking for fresh and thrilling innations that fulfill their personal needs (Robertson, 2009).
The early majority, around 34% of the market, are interested in trends and styles (Robertson,
2009). The late majority, approximate&iy}% of the market, are realistic and conservative who

do not egage in innovations ristaking (Robertson, 2009). The laggards, around 16%, hold out
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until the end since they hate ritkking, and they must have their fears addressed before
adopting an inneation (Robertson, 2009).

Social Science TheoryThe S-shapedturve characterizghediffusion research, which
informs the adoption of the innovation over tifearing, 2009)The Sshaped cumulative
adoption curve materializes when a person discusses demonstrating the innovationgdo other
see and hedbearing, 200Q)Acc or di ng t o Dearing (2009) ., the
are the innovation, the adopter, the social system, the individual adoption process, and the
diffusion system. Dearing (2009) reported that as the adopter perceives it, the innovation must be
easy to comprehend, consistent, discernible, and adoptaldptess accept the innovation
quicker than others; thus, adopters enlightened the social system by the views and perceptions of
others(Dearing, 2009)Dearing affirmed that the particular adoption procedure is a paradigm of
knowledye, encouragement, conclusion, application, and persistemeeliffusion system
allows change agents or agencies that champion the innovation to succeed waiindi&d
clients, leaders, and othgiBearing, 2009)

Leaders use the diffusion concept in ventures that influence the padepting
innovations by slowing an accelerating spréadaring, 2009)Dearing (2009) proposed tithe
tactic of slowing or accelerating the pace of adopting innovations is directed to late adopters
assisting them in developing into early adopters by working through disparities bringing the
dependents closer to the independents through modeling @atigessure.

Social Contagion Theory The social contagion theory is the conduct of one person
duplicated by another person who is in close vicinity of each (Buet, 1987) Christakis and
Fowler(2013)described social contagion as a grouping of individuals with identical traits into a

social network where individuals elect to relate with thafdéke traits and individual
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experiences. When the first person adopts an innovation, person tpis Huosame innovation

for unanimity and structural equivalen@urt, 1987) Structural equivalence entails persons
having the Astameopat wet h occu@atnldsdy, pol9l)ot her p
Burt (1987) noted that equivalent structural people relate identically to all persons in the group

and each other. Similar relationgkidetermine structural equivalence (Burt, 1987). Person two

has the advantage of seeing and usingnthevation thathe person one adopted (Burt, 1987).

Burt supporeédthe idea that communication and camaraderie between people help in adopting
innovatians.

Strongties interactions are triggered when friends disclose information about products
and serices(Aral & Walker, 2011) Aral and Walker (2011) sited that there is greater
homophily (a more considerable burden tomjland essential informati@bout each other in
strongties connections. They believe that information emanating from associations oftstgong
is reliable and approved becausearaftuality in ties (Aral & Walker, 2011). The authors also
affirmed that strongies information is pesonal and practical (Aral & Walker, 2011). The
aut hor s 6 dhatuhdcyeatos bf sosia cbntagion is using peer influence through viral
product @signs such as general broadcast notifications and personal (Avae& Walker,
2011) The authors found that peer influence and social contagioraseztehrough general
broadcast notifications; as a result, there was a small increase in persdaaa(Amal & Walker,
2011) More users utilized the geral broadcast notifications than personal invites because
people completed the notifications witmlted application steps, which increased adopi#oal
& Walker, 2011)

Social Networks Theory Social networks theory implies that very well organized

people form enormous cooperation behav{@sicella et al., 2012)Networks adopt different
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individual concentrations of results, indicating that cooperation occurs when similar individuals
work together(Apicella et al., 2012)The authors suggested that the social network structure
illuminates differences in cooperative behavior by taking into consideration individuals'
similarities in geography, hereditary, and societal format{@mscella et al., 2012)Apicella et

al. (2012) implied that while physical closeness is a need for cooperation, the genetic factor
should pedict likeness in cooperation. The authors are suggesting that people who are
categorized as cooperators establish relationships with other cooperaatirsgoeffortless social
networks in a supportive environmdApicella et al., 2012)According toFowler, Dawes, and
Christakis (2009)the exceptional social networks start wittmigar individuals, establishing
structures of homophily and Antirnadnesdi tcil viigtuye sion (
1720).

Fowler et al. (20090ted that the construction blocks of social networks in humans are
self-centered possessions of each individual in the network. The authors sugfugtstetf
obsessegossessions are drastically inborn in social networks; therefore, individual
characteristics are as valuable as the structural processes in social nftawaitks et al., 209).
Rand, Arbesman, and Christakis (20aff)rmed that social networks are dynamic since people
manage whom they will coepate with during @hase of time, triggering a change in the
network structure. The authors asserted that cooperation in social networks is preserved when
individuals produce and disrupt social bonds revising networks, forming better cooperation, and
hetgogeneity betweerhe cooperating groug®and et al., 2011)
Church Leadership Theories

Thompson (2003posited that leadership is not contingent on one person in the local

church but the cultural dynamics of the organizatidmproffered that social science resources
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could help eligious organizatins(Thompson2003) Thompson advocated that church leaders
must recognize that there has been a change in underlying assumptions, and there is new
information for churchepracticinganorganizational theory known as open systems theor
(Thompson, 2003)r'hompson explained that open systems theory is a way to manage
organi zations through relationships and the o
on the work of Adizes (from the rise and fall of Woolworth stori® Jife cycle theorydevised
four decision making concepts: administering, inclusion, performing, and entrepreneurial
(Spillan & Ling, 2015; Thompson, 2003)hompson posited that Adizes believed that
organizatbns could survivehrough the creation of open cultures, and proactive, vital businesses.
Thompson constructed a rationale for church leadership 8singin's (2010heory on
organi zational <cul tur al | eadership to create
theory of organizational culture comprised three levels: artifacts (visible items and bghavior
espoused valugessential beliefs of the group that supports life and activity), and shared
assumptions (mirroring perceptions of the group) (Thompson, 2003).

Thompson suggested that pastors learn to evaluate the life cycle stages of their churches
involving thar corgregationsasleaders of spiritual formatiofThompson, 2003Moreover,
Thompson believed thakstors must explain the ptical needs, complications, and conflicts
practiced in their churches and rectify themsuimg congregation vitalit{ Thompson, 2003). A
wider lens is needed to view the dynamics of church organizational change leadership.

Related Literature

While Garher (2014) asserted that pastors are performing well in vital ministry, he is

troubled with ministry outlook in the twenfyrst century. Gartner says that there is a

ADi sturbing trend i n mai nlcilemyewhdhavwe hoedevelapght deno
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capacities for effective leadership of congregationsThus, pastors and priests who are
effective transformationalchangeg e nt s ar e 1(Gartnert20ld, pm 221)m( s ) 0
Whet her people believe Gartnerds views or oth
pastoral leadership. This portion of the literature review examines the following topics:
leadershigpractices, leadership pept®ns, innovation champions, change leadership practices,
transformational leadership and change, organizational commitment and readiness, the rationale
for study and gap in the literature, and profile of the current study.
Leadership Practices

This setion explains leadership practices in organizations. In their case studies,
Salovaara and Bathurst (20Jamined the powewith leadership structures balsen Mary
Par ker éwedwlthadeads.@Balovgara and Bathurst (2016) posit that Follett believed that
all members must be allowed to participate democratically in organizational pursuits.
Organizations remain in their hierarchy structures, eithendbor informal (Diefenback
Sillince, 2011; Salovaara & Bathurst, 201B)efenbach and Sillince (201#lefined the
difference between formal and informal hierarchies. A formal rgbyais an authorized
strucure of inequitable participants with separate functions and titles usiraptop
management and authority, which are defined and establ(iBiefénbach & Sillince, 2011)An
informal hierarchy does noperate under the rules of reamhade guidelines and policies, but
persons who are competent and efficient amid repetitive social pro(Bgsfesbach & Sillince,
2011)

Hierarchies and tedown orgnizational structures continue to exalovaara and
Bathurst (2016andCarney and Getz (2009uggested that coopéicm among participants is

more comfortable when they feel equal. These authors believe that restricting hierarchies or
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policies will release leaders giving workers room to be creative while liberating leaders to
manage additional task€arney & Getz, 2009; Salovaara & Bathurst, 2016)
Salovaara and Bathurst (20X8&)ealed that the powavith structure is both vertical and
horizontal. The powewith structures perpetuate leaders from different organizational layers
with various responsibilities and lines of authority known as plural leaddiBigfenbach &
Sillince, 2011; Salovaara & Bathurst, 2018he poweiwith concept experienced issues in each
of the three compaes examined b$alovaara and Bathurst (2016pactors relevant to the
powerwi t h practi-ge, wengaglegtonpbgers, facilitati:t
(Salovaara & Bathurst, 2016, p. 194he method of letting go gives participants control not to
seize powe(Salovaara Bathurst, 2016) The pactice of engaging people enables them to
create new ideg$lowman et al., 2007; Salovaara & Bathurst, 20E@&gilitation is the practice
of peer leadershi(Kidwell & Valentine, 2009; Salovaara & Bathurst, 2018prizontal
leadership practice allows worlseto play a role in leadershifalovaara & Bathurst, 2016)
Leadership Perceptions
Perceptions hold biases based on differenc
observations. The following studieeo | eader shi p perception examin
basel on leadership theories. Leadership perception is in the cognitive structures that are
represented by implicit leadership theories (ILI®)chas et al., 2017Emotions are essential
between leaders and followers, and facial expressions are associated with (€althgs et al.,
2017) The authors believed that facial expressions can be measured and that they give relevant
information concerning emotior{$richas et al., 2017)The authors suggested that a large body
of research has linked facial expressions to trait perceffloithas et al., 2017)'he authors

noted an issue with imitating facial expressions, which they call emotional con{@igras et
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al., 2017) Their framework combines happy faces that evoke higher leadership perceptions and
nervous expressions, elicig lower leadership perceptiofigichas et al., 2017Researchers
conductedhe study with 227 bank employees whosalrship prototypes were measured using
the short versionfdhe ILT instrumen{Trichas et al., 2017)The participantsliid not observe
face to face managers, but they watchedaimotions on a video or photographs showing facial
expressiongTrichas et al., 2017)The results were consistent witte hypotheses on both the
happy face and nervous face perceptidmghas et al., 2017)The data showed that theitatties
of the smiling face meant a confident leader, while the tense face represented a leader who
lacked confidencé€Trichas et al., 2017)The participants perceived facial expressions showing
leadership perceptions that are consistent with other studies using voice, race, ethnicity, and
gender(Trichas et al., 2017)The authors noted thtteresearch needexfurtherreviewthat
targetsneurocognitive and physiological studies &dded insightéTrichas et al., 2017)

The literature included anotherrpeptionthatallowedleaders to comparedfr self
ratings to the ratings of coworkers and supervidradley, Allen,Hamilton, and Filgo (2006)
used a multrating group approach. The authors used a multi rating tool called the CheckPoint
360° Competency Feedback System® for organizaisesssinthe perceptions of leaders,
coworkers, and supervisgiBradley et al., 2006)The authorgvaluatedhe relationships and
results hatdescribéd the perception of the leader. The study allowed leaders toaselfvhile
coworkers and superars rated leaders. The researchers defmethtionship as shared
confidence, admiration, and authority between leaders and foll§&edley et al., 2006)The
researchrs determined results to measrifying outcomesand complenhg them(Bradley et al.,
2006) As noted by Bradley et al., there would be biases concerning results fromsansesnd

coworkersThe basratingswould makethel e a d e wratingapgeadvdrconfidehand
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modest(Bradley et al., 2006While the results factors will be highdran the relationship

factors because of tiselfinterests of the raterthe results indicated that there was an agreement
between participants' results and relationships. The research showed that coworkers prefer
personable leaders who are results oaieai(Bradley et al., 2006)

In an attempt to evaluate leadkipstyles and perceptionsa | eader 6 s gender
personalityCel | ar, Si dl e, Gousalyheoleafradecdddaty charactertq 2 0 0 1)
examine leadership perceptions using the agreeablesmessplity trait. The researchers used
theNeuroticism, Extraversion, Openndasrsonality Invento”Revised NEO-PI-R)
guestionnaire to measure agreeablef@sflar et al., 2001)The research gave evidence that
participants with high agreeableness rated democratic leaders highautbaratic leaders, and
the opposite was correct for lower agreeableness particifiagitar et al., 2001). The
researchers found that females using the authoritarian style of leadership were rated lower, and
males using the simplified form were rategver. The researchers concluded that the personality
of leaders is vital to coworkers &v though the viewing was on a video mon(tellar et al.,

2001) The researchers noted that the results might bheee different if the participants worked
for the leader¢Cellar et al., 2001)

Graves and Sarkis (2018pnducted additional research on the perceptions of employees
toward immediate mnagers using prenvironmental behaviors (PEBs) of employees. The study
used transformai o n a | | eadership as the manager 6s envi
employees' values (Graves & Sarkis, 2018). The authors defined PEBs as broad, envidgnmental
respnsible activities such as recycling and green products. (Graves & Sarkis, 2018)vés Gra
and Sarkis researched peavironmental behaviors and perceptions of employees on leaders,

they concluded that there was a positive relationship toward the emplpgeeeptions of
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|l eadersd environmental tr ansf toorkesstgavepostivel eader
responses founded on their knowledge of trust
environmental leadership (Graves & Sarkisl&0 The authors realized that additional study
might determine if employee motivatiombed on the availability of rewards (Graves & Sarkis,
2018).
Innovation Champions

Innovation champions are people in the organization who are motivated to persuade a
group of innovative social networks to activate more innovdtwakes & Smith, 2007)he
authors noted that unless leaders execute new concepts, the concepts are inadequate; hence,
innovation is new knowledge thatapplied(Coakes & Smith, 2007).ead pastors havbe
responsibility of making innovation tangible in the organization so that the innovation will
benefit the people. Implemented innovation adds products, servicgwocaedses to the
organizationCoakes & Smith, 2007; Sergeeva, 2Ql6hovation is possible when people
collaborate, building on each creative idea from the g(@a@akes & Smith, 2007)'he authors
posited that new ideas have a dismal failure watte one percent successful debut because the
new ideas lacked a champion who might encourage the idea socially, politically, or
interpersonallyCoakes & Smith, 2007; ¢lvell & Boies, 2004)

Innovation champions develop ideas first through creatithign theyevaluate to
determine their worth and value to the organizatidowell & Boies, 2004)Innovation
champions are committed to their ideas excelling beyond organizational political and social
networks(Howell & Boies, 2004)Innovation champions form a compelling vision, organize
resources, and convince leaders to erelarsl implement their ideéidowell & Boies, 2004)

Innovation champions, who gerate new ideas, a trait of the transformational leader, can
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encourage and engage inéeliually stimulated follower@Howell & Boies, 2004)Lead pastors
have transformtional leadership traits that encourage and engage Christian followers.
Innovation champions promote creative ventuvéh positive organizational outcom@dowell
& Boies, 2004)

Rogers (2010noted five reasons for the role of innovative champions found in his
diffusion innovation of social systems which incorporate knowledge (learning and understanding
an innovation), persuasion (forming a favorablemfiavorable viewpoint toward an innovation),
decision (actions engaging adoption or rejection of innovation), implementasiony the
innovation), and confirmation (reinforcement of a previous adoption decision). Innovation
champions can push innovationr r ej ect i nnovati (@oakes& @nstls oci at e
2007) Innovation champiaamust be sought after and nurtured to assist the organization in
developing new ideg€oakes &Smith, 2007) Lead pastors are innovation champions who are
heads of the organization, and through their collaboratieeteffthey make new innovative
champions who generate and implement innovation.

Howell and Boies (2004)osited that if there is no champion to spur new ideas, the idea
will die. Innovation charpions take risks and solve solutions to existing problems; they are
transformational leaders who develop network coalitinrtie organizatioiSergeeva2016)
Thepromoton of products in organizationgquires ¢chnological and business champions
(Sergeeva, 2016Public sector champions create ideas tiratduce actioriBartlett, 20T).
Thereforespiritual ideas that promote the kingdom of Chingtatesinnovative pastor
championsUltimately, innovéion champions drive organizational change by convincing people

in the organization to submit to chanergeeva, 2016)
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Innovation champions in the pubBector are transformational leaders who bring ideas to
life through motivation and inspiration that move innova(Bankins et al., 2017)n the public
sector, middldevel champions promote ideas; however, ekl project workers must develop
the ideas and promotkedm to the senior stafBankins et al., 2017).ocal governments promote
the role of innovation champions who manage innovation in opédaborative networks
between the organization, customers, supplierscenbractors, and employees who utilize the
innovative proess(Bankins efal., 2017) Innovation champions generated, communicated, and
implemented new ideas in every sector.

Change Leadership Pratices

Research for organizational change practices is lintAéden & Higgs, 2009; Hickman,
2010) According toAitken and Higgs (2009), there are four critical roles for the chpngess
known as advocates (those interested in change), sponsors (supportive executives), agents (those
executing change), and targets (those affected by the change).

Higgs & Rowland 2001) completed a mixed methods study in 2001, examining the
competenies required for change leaders or agents. They examined eleven qualitative
participants or targets from an international organization using the Competency Assessment
Questionnaire (CAQ)a threepoint scalgHiggs & Rowland, 2001)The quantitative
participants were of a mean age of 35.5, including 62 percent male and 38 percenfHaygale
& Rowland, 2001) The results were encouraging based on three aims: change initiation, the
ability to build an argument for change and obtain benefactors, and change leadership impact the
capaity to sway and motivate othefidiggs & Rowland, 2001)

Venus, Stam, and Knippenberg (20p3g r f or med a study on t he

conducive to effective persuasive communication referring to desired end statesvideos
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and a male actor, they e(xaagneinnte)d ahdodws tthoe tlheea dlee
di alogue and how the | eaderdés feeling groomed
and motivation in accomplishmentdjenus et al., 2013)hey conducted three studies with 185
participants of Dutch adult students studying busines®cial science, ages 18 to 32 years of
age(Venus et al., 2013)rhey found that leader excitemeand leader disappointment led to
hi gher accompl iopldwview ent states in terfndod hepesp, wishes, and
aspirations (a promotion focus) or duties, ob
(Venus et al., 2013, p. 53)he second study used 53 business student participant4 S8age26
years of age, randomly assigned to an emotional situ@fiemus et al., 2013)he leaddy s
emotionboostedhe participants' regulatory attention becausanofritation situatior{Venus et
al., 2013) The third method used 87 different students, ageas 28 years of ag@/enus et al.,
2013) The | eader 6s exci t e me n ttiongocus leadingetamogar t i ci p
significant follower accomplishme¥enus et al., 2013)

Hickman (2010)iewed organizational change practices as collective or collaborative.
Cooperatie or collaborative change practices include rewards for teamwotkmnidicnoted
three stages of praxis for organizational change. First, shared control or equality is appointing
and disseminating leadership (Hickman, 2010). Second, deliberate plannivgsnestablishing
and revising the vision and mission that commueg#he change (Hickman, 2010). Third,
situation building includes continuing learning using previous factual information to project
developments (Hickman, 2010). Hickman based hisstades pr axi s on Lewi nds
phases of organizational char{¢teckman, 2010) The first stage is to unfreeze (remove all
methods). The next step is to change (ingihgw ways of performing). The last step is

refreezing (leader and gicipants execute new plans for a change).
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Hi ckman compar ed-sthge process d creatin@ sfgbificant clgahge to
Lewinds three st ag e(Bickmdn, 2010)giekmanzanpared beaths c hange
unfreezing to Kot @E0Odsmparged clye wiHi &csk namange t ¢
coalition, vision and strategy, change vision, brbaded action, shetérm wins, and producing
more change. Hickhrmm c ompar ed Lewi n6s uirghawammacmegintheo Kot t
culture (Hickman, 2010).

Burns et al. (20143ummarized Christianractices for organizational leadership as
communication, decision making, conflict, and negotiation. The authors affirm by stating that
communication is made in Godoés i nBumsetal.,havi ng
2014) Jesudasechis communication on natural, interpersonal, social, gender, and mental
contexts(Burns et al., 2014)The natural setting is an experience that Christians have with others
(Burns et al., 2014)Interpersonal context is the need to connect with others in a loving
relationship(Burns et al., 2014)The ocial contexis relating to conflict§Burns et al., 2014)

The gendeedcontext involves being mindful of words that hint of essibn(Burns et al., 2014)
Mental meaninga f f e ct p-eoncppt andtseansgaeehcy iss(@arns et al., 2014)

Burns et al. (2014posited that communicatiors icollaborative, verbal, and nonverbal.
Collaborative communication flows between the parties communicating (advocates, sponsors,
agents, and targets), and it can help or harm the parties; consequently, Christians send
notificationsof grace and acceptantmeall roles in the change procé8airns et al., 2014)

Verbal and nonverbal communication must have a mutuaratathding between tlparties
communicatingBurns et al., 2014Nonverbal communication includes tone of voice,

appearance, facial exmson, touch, eye behav, and body movemeniBurns et al., 2014)
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Decisionmaking is the primary activity of transformational lead8wns et al. (2014)
stressed that in addition to praying for wisdom, leaders must follow eight solutions. The authors
recommended (a) engiag in active listenig, (b) understanding what is not in direct focus, (c)
developing total data collecting in the decismaking procedure, (d) securing and mounting
conversations, (e) knowing appropriate targets that need adjustments, (f) renthicsig ()
picking a ommentator, and (h) yielding to the benefitlod doubt(Burns et al., 2014)

Burns et al. (2014asserted that conflict for Christians should include restoration and
reconciliation using the influence of forgiveneBsirns (2010wrote that restoration and
reconciliation often require transformational leadership. Unresolved conflict devastates
relationshipsBurns et & (2014)suggested four steps for negotiating disputes: (a) divide people
from their predicament, (b) concentrain concerns of both parties, not on individual situations,
(c) develop alternatives for shared benefit; and (d) apply objective principles
Transformational Leadership

Transformational leadership research is limited in the area of organizational change
(Eisenbach et al., 1999y he limitation is even more significant feabsformational leadership
and organizational change in Aprofit organizations such as churclteatz Allen et al., 2018
There is a real need for more research to determine how transformational leaders are necessary to
change in organizations (Eisenbaclalet 1999). Eisenbach et §1.999)asserted that change
requires creating innovative systems. Transformationatrandactional leadership by Burns are
the most thorough leadership theories (Eisenbach et al. ,1999). Followers believe in and connect
with transformational leaders. Transformational leaders agree to change, creating a vision, and

making the change happ@fisenbach et al., 1999). The authors asserted that transformational
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leaders provide a clear statement of the purpose of the organizaticdheg are a source of
hope for those experiencing change (Eisenbach et al., 1999).

The study byLutz Allen et al. (2013)s similar to the current study, which examines a
relationship between pastorshiper papttioosd ofr ¢
change commitment, and their or danAllenattli onds r
(2013)i nvesti gated the correlation between membe!
for organizational changeadiness, creativity, and leadership styles of transformational,
transactional, and laisséaire leaders. The auths differentiated between leadership styles and
organizational climate. The authors proposed that organizational change is the perceived wo
environment, and | eadership styl(kuzAllemetal.t he pe
2013) They defikd psychol ogi cal climate as the Aindiyv
envi r o(hutzédiieh &t al., 2013p. 26)

About 178 mostly female church members (average age 55) from six West Coast
Presbytery of the Presbyi@n church in the USA surveyed the leadership styles of tieadé
pastors, their organizational change readiness, and their credtivityAllen et al., 2013)The
MLQ Form 5X measured the leadership stybasdthe psychological climate for organizatibna
change measured readin€gBaley, 1991; Jones & Bearleyl98Ga nd T a g,19913lfuer r i 6 s
Allen et al.(2013 adapted the questionnafier congregational usagkeutz Allen et aladjused
the psychological climatior organizational changmeasuremer(Farmer, Tierney, and Kung
Mclintyre, 2003)for creativity.

Surprisingly, the authors discovered that the results indicated no significant relationship
between transactional leadership style and psychological climate for organizational change

readinessrad creativity(Lutz Allen et al., 2013)There was no surprise rtgd to the author's
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perceptions of the performance of the transformational leadership style. Among their findings,
Lutz Allen et al. (2013%howed a positive correlation of transfational leadership to a
psychological climate for organizatial change readiness and creativity. Consistent with their
hypotheseghe negative relationshgwerefor the laissefaire leadership style and psychosocial
environment for organizational cteaty and willingnesqLutz Allen et al., 2013)

Thesefindingsndi cated that parishioners have posi
transformational leadership style and organizational climate for change readiness and creativity
(Lutz Allen et al., 2013)Consequently, laissdaire pastors, who are not interestedlmange or
creativity, show that the church members were doubtful that change readiness or creativity would
occur(Lutz Allen et al., 2013)The authors noted that a small sample size that wasnuuima
but generalized to the local six Presbyterian churchesavliaitation. Another limitation was
that the sample did not rate the leadership styles of female p@sttr\llen et al., 2013)

However, with the inclusion of other denominations and a yoyrgaulation, the results may
yield different information. A caparison of age, education, and church resources of the pastors
would generate aappealingstudy for church organizational chan@etz Allen et al., 2013)

Carter (2009) conducted a study on pedttransformational and transactional leadership
effectivenes. The objective of the research was to recognize the position of spirituality in the
lives of pastoral leade(€arter,2009) The aut horés intent for the
gudities, leadership styles, and traits that predicted an eféepaistor leadgiCarter, 2009)The
study engaged 93 pastors (80 males and 13 fem
African Ameri can, (C&ter2009)pharrdligious affiliétions tvdree r 0
ACat hol i c (10 %)Mgethotist (6.6%),rEpiscopél @11.896% Jnitarian (2.6%),

Baptist (1.3%), other Chr i Qaiteg 2009 p. B%he and Pr
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churches in the survey were urban and traditi@@alter, 2009) The study included 124 raters
(66% female and 34% male) with an average age of 51 (@arter, 2009)The author used the
MLQ to examine transformational and transactioeatlership, the NEO FiMéactor Inventory

to test personality traits, the Spiritual Transcendence Scale (STS) to test spirituality, and the
Pastoral Leadership Effectiveness SurveyHB) to test pastoral effectivend€sarter, 2009)

As Carter (2009)esearched pastoral leader effectiveness and leadership styles, she found
that leadership styles and spirituality had a low capacity for calculating leadership effectiveness.
The STSscale was the only instrument that showed a significant negative dorretdth
pastoral effectiveneg€arter, 2009)The burtransformational leadership scales showed a
positive and significant relationship with the pastoral leadership effectsesueveyCarter,

2009) Carter (2009) indicated that the small séargize was a limitation of the study. She noted
that transformational leadership ratings indicated that the pastors had a high level of leadership
effectivenessthus, transformatial pastors are attentive to parishioners finding solutions that
inspire ad motivate their congregatiofGarter, 2009)She recommended that future studies
should include different types of churches in urban and suburban areas to test location and its
factor in pastoral leadershi@arter, 2009)Additional research nyaconsist of political and

social leadership roles of urban and suburban pastors compared to job satisfaction and
effectiveness.

Deschamps, Deschamps, Rinfret, and Rinfret (2@béducted a study oeform of
Quebecbdbs Healthcare establishments resulting
the relationships between transformational leaders, organizational justice,aideny e e s 6
motivation to change. Transformational leadership has posili@itigs that inspire relationships

between leaders and followers. The authors noticed that transformational leadership has success
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with organizational change. Organizational jusigceital when employees feel that they may
lose employmentDeschamps et al., 2018)he authors suggested that when there is a lack of
justice, employees are irritated, ineffective, and impatient to leave their place of employment
(Deschamps et al., 2016)he authors noted thixansformational leadership cultivates an
atmosphere of fairnegPeschamps et al.026). The participants completing the survey in the
study were managers working in a healthcare establishment in Quebec, of which 69 were men,
and 188 were womefDeschamps et al., 2016)he researchers used the Multevel
Questionnaire (MLQ) 5X Shortformtomease t r ansf or mati onal | eader s
fairness questionnaire rated the participant's perceptions of organizational(JDesckamps et
al.,,2016) The Bl ai s 6 | n vtiemScalermgaswieEelfdEteminatidiot i v a
(Deschamps et al., 2016)ransformational ledership correlated strongly with all aspects of
organizational justice and organization justice correlated witrde¢édrmined motivation
supporting the r ®asehampsdta. p26)Disthbytipeustiteexhebded
week results on regulation moth@n (Deschams et al., 2016)The authors found thaata
analysis reflected that transformational |l ead
organizational justiceConsequently, positive impact means that transformational leadership is
decisive fo an organizational change. The authorgyssted that organizations planning a
change should focus on justice and change to boost employee (B@sthamps et al., 2016)
The authors intimated t departingtahdaunobserved yadablesl i mi t a
(Deschamps «l., 2016)

Another transformational lel@rship study and its effect on organizational change were
conducted by Boga and Ensari (2009), who examined the temperance role of organizational

change on the relationship between transformational leadershgeeseptions of organizational
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success. Om@nizational change involves leaders and followers who must participate positively

for the success of the change. Boga and Ensari (2009) gtatepprehension, anxiety, and

tension among employeesght cause poblems with the change process. The orgeional

|l eader6s role is to influence the b@Bdga& i or of
Ensari, 2009)The authors suggested tiheaders conceptualize an innovative patd

communicate excitement and enthusiasm to motivate followers (Boga & Ensari, 2009). Leaders
must facilitate the change proceBsirns (2010andBass (1997ylevised the theory necessary

for the behavior needed to influence followers. Transformdtemétransactional leadership

provide themodel for organizational change; the transactional leader supplies contingent rewards
that are agreeable to workéBass, 1997)The transactional leader will experience some success
intheorganiat i on6s hard t i matonal ldadetthatfid moie sffedtiean t r an s f
times of crisis (Bogo & Ensari, 2009).

Since transformational leadership is a better fit in times of crisis, Bogo and Ensari (2009)
predicted success for transformatiolealdership in organizational change. Thep@gicipants
surveyed in Bogo and Ensariés study were mana
research measured the level of organizational change, participants' perception of organizational
successparticipants' perception of leadershiplesyof transformational, and transactional
leadershigBoga & Ensari, 2009)The results were that organizations experiencing change
found succeswith transformational leadership (Bogo & &ri, 2009). The study found a
positive relationship between transformational leadership styles and organizational success
(Bogo & Ensari, 2009). Bogo and Ensari noted that limitations were in the size of tHatjpopu

lacking generalizability and sourbés in employee perceptions (Bogo & Ensari, 2009).
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In an attempt to study the correlation of organizational change on transformational and
transactional leadership in keeping with the current study, this reseancluded the study of
Carter, Armaakis, Feild, and Mossholder (2013hese authors examined transformational
leadership, relationship quality, change rate, change outcomes, and organizational change that is
necessary for the continued existerof the organizatio(Carter et al., 200)3During
organizational change, businessiepend on transformational leadership for efficig@arter et
al., 2013) Researchers believed that transformational leaders recognized the need for change and
created a shared vision for the cha(@arter et al., 2013)

Carter et al. (2013) goal for the research is to probe how tearfotraational leadership
impacted employee ekution in lower levels of the organization. The purpose of organizational
change is to enhance organizatibperformancdgCarter et al., 2013Employee job
performance behaviors evaluate organizational perform@uanter et al., 2013)Another goal of
the authors is to find out if the chanfgemework shapes the impact of relationshafue(Carter
et al., 2013)

This studyhelps the reader comprehend how transformational leadership affects change
outcomes. The researchers believed that when change occurrences are high, the organization will
encounter supportive relationshif@&arter et al., 2013)he researchers affirmdiat the
organization would undertake thevblvement of transformational leadership with employee job
performance and organizational citizenship behavior (QCBiter et al., 2013)

The participating companies A and B were in Cl{@arter et al., 2013)These
companies werlosing profits (Carter et al., 2013). Company A assigned/ac24tomer service
call center using 143 team members for the research, while Company B, with 108 team

members, focused on customer satisfaction with paid incentives (Carter et al., 20E3)dVhe
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used the MLQ 5X to study transformational leadership LikiX-MDM Multidimensional Scale
to measure relationship quality, and the OCB measured a scale developed by Podsakoff,
MacKenzie, Moorman, and Fetter (1990) (Carter et al., 2013). The rewsiittated that
transformational leadership was related to emggyerformance, and the study supported the
change framework that shaped the impact of relationship value (Carter et al., 2013). The authors
noted that they did not study transactional leadpmstimitation that was worth mentioning,
which they recommenfibr future studies (Carter et al., 2013).
Organizational Commitment and Readiness

Suwaryo et al. (2015tudiedthg er cept i on of <change i n fAorga
orientatonad i ts relationship to the organizational
69). The researchers advocated that it is not enough to have tolerated wéokerger the
workers must exemipy a commitment to remain with the organization, and they ms&tibe to
t he organi zat i oSudayo ¢t al.ad0kBuavary et\ala(20L5¢ pfoposed that
organizational commitmens iaffective, normative, and continuant. Affective commitmettias
foll owersé emotional attachment to the organi
perception of a loss that they experience if they separate from the organization; and normative
commi t ment is the foll owe orgahizabonMeyey, 4297, o0n t o r e
Suwaryo et al., 2015Readiness is as essential to the oggditn as commitment.

Suwaryo et al. (2015) implied that erapkées, who are ready for organizational change,
view the change as a challenge. Organizational change readiness comprises three behaviors:
preparation, trigger identification, and acti@mmor & Zif, 2010) Leaders must prepare to

recognize the need and opportunities for chgigemor & Zif, 2010) Leaders must monitor
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the environment and identify sam@s of success triggers, and leaders must demonstrate
innovative action for change (Timmor & Zif, 2010

Readiness to change entails promoting, resisting, and particifiaangachern et al.,
1998; Suwaryo et al., 201Fromoting is an attitude or belief thatisas people to act positively
to change while resisting is agative attitude or conviction that the organization cannot
implement changéHanpachern et al., 1998; Suwaryo et al., 20PaJticipating is an attitude of
trust that positively acknowledges the orgaait i on 6 s e x e(tanpachernetal.f chang
1998; Suwaryo et al., 26).

Rationale for Study and Gap in the Literature

This researcher has not found empirical literature related to a relationship between
pastorsdé6 perceptions afsttorrasms foargmaitiizan dlo nlad ac
and theirorganizatt6 s r eadi ness f or changelLutzlbniecah ar e t
(2013)article examined the relationship between transformation, transaction, andaissez
leade shi p and the member sd per toeopghnizational charfge t he p
readiness and or gani z a tfareoleadels whorare detrimentalttoythese | t i
organi zations effortsd t owayhalingcenypetdniddadeshapt i o n
isnotenoughtocreateanenvd n ment t hat i s conduutzvAlenéto c han
al., 2013, pp. 3637). Lutz Allen et al. (2013yommented that revitalization is critical for church
leadershipand pastoral leadership must implement and include the actions of transformational
leaders. Churches and pastors must create innovations that meet the needs of a changing world
by institutionaizihgac hange i n the organizationbés culture

Lutz Allen et al. (2013pffirmed that practitioners agree that organizational change

requires leadership. Lutz Allen et al. added to the literature with their study of leadership change
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readiness and creativity in churches. The researchers claimed thaif thestesearch in
organizational change leadership is in the area egprfofit (Lutz Allen et al., 2013)Eisenbach
et al. (1999) suggested that more research should study how transformational leadership is
necessary for organizational changetz Allen et al.notedthat churches have not kept up with
organi zational change | eadership. The researc
vi sion and f @azAflen étal.oZ013cph2d4)n g e 0

Organizational change leadership is essential in the church since the pastor is responsible
for establishing pastoral leadership effectiver{€sster, 2009)Pastors have the Great
Commission from Christ to teach, baptize, and disciple peopld.(B81920; Acts 1:8)Barna
Group (2017 posited that twentgight percent of pastors have challenges in leadership. As
church attendance is declining, pastors must find ways to inspire those who love Christ but hate
church(Barna Group, 2017)

Pastoral leadership is essential for influencing people living in a world of societal
changesad aultural diversity(Branson & Martinez, 2011 here are countless theoretical
studies on leadership; however, empirical leadership studies are scarce in the theology context
(Ayers, 2006), especially regardimgeipthest or s 6
church.Barna (1998pelieves that leadership may not be a significant topic in theology, but it is
a problem in the church.

Branson & Martine£2011)positedthat the church lacks leadership in fiveas:Absence
of church growth, misunderstandings, and disharmony among churchgoers, ministerial fatigue,
observer religion that supplies lack of leadership, and pastors who neglect to minister.
The principles and practices of leadership in business, fitargnieducation, and health

organizations may be of use for pastors as they lead people. Together theology and leadership are
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practical and pragmatic for Christians establishing leadership prin¢jjess, 2006)Branson
& Martinezadvocated three possibilities that speak for change leadership: interpretiv
relational, and implemental. Interpretive leadership prepares the congregation to interpret sources
of information and training through the life of the church. Relational leadership focuses on
uniting and cultivating parishioners with the community. lenpental leadership produces
experiments and practices that enable the church to collaborate with partners in other churches.
Huizing (2011) refuted social science leadership for churches. He proposed that
leadership research has studied interpersoraliaships, behavioral, creativity, and teamwork,
which influences Christian leadership, but Christian leaders should trust the advice that4is Christ
like (Huizing, 2011) Huizing supplied Christian leaders wftlie points from social science
leadership that will assist Christian leaders in keeping their faith: (1) Identify critical areas facing
church leadership, (2) identify a biblical framework for leadership theory, (3) pay attention to
how previous leaderd the church handled problems, (4) seek the help of other churches who
experienced similar issues, and (5) kAlogw leadership impacts the community and the world
(Huizing, 2011)
Branson and Martinez posited tlrdange leadership is visible in the biblical characters
of Moses, Joshwua, David, Solomon, Hezeki ah,
because God called them as leaders of {&ithnson & Martinez, 2011)Joshua is a biblical,
transformational laderwho succeeded Moses in leading the people of God to the Promised Land
(Josh. 1)Joshuaused conventional military tactic and godly sense (1:10); he supplied what his
army required (1:11); he achieved crucial information regarding his enemies 2; Appling
surprise strikes (10:9¢ncourging, inspiing, and motivaing his army (10:2% while relying on

Yahweh for battle plans and events ¢6;28:1;10:16, 33; 11:15; Kissling, 1996) Woolfe
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(2002)affirmed that change leadetsosild model integrity, through truthfulness, compassion,
benevolence, humbleness, and coardjblical characters exhibited leadership characteristics
that are necessary for modetay leaders, especially those modeling change leadership.

Implementing bange in any organization can become a challenge. Studies revealed that
organizational charggleadership in the public sector had limited empirical research, and the
same is true for the nonprofit sectbutz Allen et al., 2013; Van der Voet, 2016)

Transformational leadership has been extensively studied in most areas but limited in
organizationathange leadershiftisenbab etal.,1999) Tr ansf or mat i onal | e a:
limitations are far more significant in the field of organizational change leadership in nonprofit
organizationssch as churchgdutz Allen et al., 2013)

Profile of the Current Study

Change leaders demong&@ change in the organization as they transform the attitudes
and cultures to support new initiatives aligning and integrating change with all practices
(Anderson & Anderson, 2010)he current study adds to the knowledge of transformational
leadership styles, organizational commitmenttcacn ge, and t he organi zati
change among Protestant lead pastors. Findiogs the survey will assist lead pastors in
developing change leadership based on their leadership styles, which will reveal behaviors that
foster enthusiasm and spilal momentum in ministry.

The goal of this research is to determine whether a pos#iagonship exists between
pastorsd6 perceptions of transformati onal l ead
and their or ganihameThreerdsearchr gaestobns guededsthe Btlidg. ¢
research includes lead pastorswheser i n t he SCBC. The Pastorsé P

was the main instrument for collecting data from for the relationships between the variables. The
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data were aglyzed using the Statistical Package for Social Sciences (SPSS) software computer

program. @apter three provides a detailed analysis of the research method used in this study.
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CHAPTER THREE: RESEARCH METHODOLOGY

The purpose of this neexperimental coalational study was to determindnethera
rel ationshi p expiesrtcse pbteitowese no fp atsrtaonrssféor mat i on al
organi zational c¢change commitment, and their o
independent variables in the corredatal study are organizational change commitment and the
organi zat i foncldasge,rared @¢hd depeaderd variable is transformational leadership.
The cemographics are the controlling variables. This chapter provides the research design
synopsis, popation, sampling procedures, limitations of generalization, and ethical
consideations, proposed instrumentation, research procedures, data analysis and statistical
procedures, and chapter summary.

Research Design Synopsis

The research design for thisidy is a quantitativapjon-experimental correlational study
which discusses thproblem related to the topic of studiyaddresses the purpose statement and
research questianThis segment concludes with the research design and methodology.
The Problem

Researchers have examined transformational leadership behavior in varices studi
(Bass, 1997; Ismail et al., 2011; Khanin, 2007; Rowold, 20@@)etheless, research is limited in
the study of organizational change leadership in chur@gkgeland & Schmidt, 2016)
Researchers exaning the readiness of pastors, leadership styles, organizational change, and
innovation in churches found that the transformational leader is favoraldledioge initiatives.
Hansson & Andersen (2008budied the vicars (clergy) of the Church of Sweden and found that
the vicars scored lower than other public managers in organizati@@elteadership in their

churches even though they harganizational and professional duties. The researchers found
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that one percent of the clergy in the Church of Sweden were consistent with organizational
change leadershifiansson & Andersen, 2008)

Church attendance in the United States has
states that 38% (four in 10) of Americans are active churchgoers, 43% are unchurched, and 34%
are dechurched (lefbé organized churctiBarna Group, 2017 Pastors musnanage effective
leadershipGartner (2014romments that pastors performed well in vital ministries; however,
there is an alarming trend in some clergy of the Protestant denominations who have not
develod organizational leadership skills. Therehsinge ledershipoptimismfor clergy
transformational leaders, who are role models with a shared vision, encouragement, and
inspiration for followergBrenner & Holten, 2015; Lowe et al., 1996; Lutz Allen et al., 2013)
Purpose Statement

The purpose of this neexperimental correlatiohatudy was to determinghethera
relationship existséot ween pastorsoé perceptions of transf
organizational change commitmeatn d t hei r or gani z afcontrollibgforr eadi r
genderage,job tenureeducationand geographical locations of lead pastors iIrSIGBBC
churches.
Research Questions

RQ1.What relationship, i f any, exists betwee
leadership and their organizational change commitment?

RQ2. What relationstp i f any, exists between pastors

|l eadership and their organizationdés readiness
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RQ3.To what degr ee tHavarglationship exist®betpyem c ei v e
transfor mat i on aorgahizatomhldecrasnigiep ,c oprans tt oresn@ , and t h
readiness for change?

Research Design and Methodology

The researcher collected data through surveys to assess the relationship between a
pastorod6s perceptions of Isef@ drganizbmal ghangecThenmi t me n
independent variables were tested against the dependent varidélertainghe strength of the
relationship between the independent and dependent varibbéesesearcher examined the
strength owsize of thevariablesthrough the static calleda correlation coefficienfAsri et al.,

2018; Prion & Hading, 2014)

Survey designs are suitable for quantitative studies that examine a sample of the
population(Creswell, 2014)The survey generalized the population to make inferences of the
participants (Creswell, 2013The researchesurveyedhe variables, iganizational change
commitmentand t he organi zationds r eafdriChaageScalé or <c ha
(RFCS) and the Organizational Commitmetale(OCS)by Madsen, JohrandMiller (2005)

In this studytheadjustedOr g a n i Reatiness flo6hangesurvey(ORC) is theRFCS

instrument byMadsen, John, et gR005) and theadjusted @ganizationalChangeCommitment

(OCC) surveyis theOCS scale badsen, John, et al. (2009he researcher adapted the
Transformational Leadership survey (TL) from Rafferty and Griffin's (2004).eadership

Survey(LS). The researchanodified the three instruments for lead pastors‘regiihg The

three surveys, including demographics, were combimedheP a st or s Per cept i ons
admiristered on th&urvey Monkey online platfornThe control variables in thguestionnaire

comparegender, agdenure,education, and geographical locations in SC. Education is measured
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because it is positively related to knowledbe et al., 2012)Tenuregender, and age are the
other controlling values impacting effective and efficient transformational leéderst al.,
2012)

The nonexperimental correlational design is mostrappiate for the studyThe
correlational desigexamines the relationships of variables to determine how they are
interrelatedLeedy & Ormrod, 2016)Empirical studies exist thatlidateshe use othe
correlational desigfor organizational change and transformational leadersénpail et al.
(2011)studiedthe orrelation between organizational change empoweriaraht
transformational leadershiph e corr el ati on between the | eader
leadership and organizational performaanalyzedknowledgeand innovatior{GarciaMorales
et al, 2008) Rowold (2008)xaminedhe relationship between transformational and
transactional leadershiprt h e ¢ o n gsatsfgctotrin tlewdishipsenice. Even though
some researchers use the correlational ddsrgnansformational leadership and organizational
change, this researcher is unaware of any study examining the relationship betweed pastors
perceptions of transformational leadership, pastor or gani zat i onal change
organi zationds readiness for change.

Population

The population for this studyas lead pastorsyith active churches the SCBC The
organization has suméd for almost 175 years proclaiming the Gospel of Jesus Christ to all
people(SCBC, 2018a)The SCBC churches are autonomous and unique, from small to large
congregationsTher e s e a ratiohaéefodselecting lead pastors from the SCB@Gadsthey
honor the Great Commissiaf Christ in their leadergh (SCBC, 2018a)Their mission through

prayer anddadership is to spread the gospeChrist,multiply disciples by planting churches,
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andstrengthen churchdsy sending missionarigSCBC, 2018h)Thdr missionexempliies
transformational leaddnsi p, or gani zati onal <change commit mer
for change.

This researcher accessed email addressghe SCBC websittom the Active Churches
list databases. Hence the population was representacaonplerandom probabilit sample of
lead pastors. All willing participants from the 42 associations and 1660 churches listed on the
SCBC website with email addresses comprised the population. The researcher sent an email to
the Executive Director, Trearer, of the SCBC requegin per mi ssi on to use th
addresses listed on the website. The researcher séhtetleet o r s 6 SBreeyadneinstered n s
through the Survelylonkey web formato the lead pastonsith listed internet information. The
computer helps in trackg responses and saves time completing the siresgly & Ormrod,
2016)

Sampling Procedures

Probability sampling is simplerandom selection from the overall population, with
participants having equal probabilities of selecfioeedy & Ormrod, 2016)Nonprobability
sampling does not guarantee ttied total population will participant in the sample (Leé&d
Ormrod, 2016). The randomly selected sample for this study was asiagiedesign retrieved
from names and email addresses of the populé@oeswell, 2014)Nonprobability sampling is
not appropriate for this sample.

The researcher used the Survey Monkey online platformmbice the

guestionnaires i nt orvey,lapwirgasponoents  sefauatereptiesi o n s
to the email survey with anonymitiyeedy and Ormrod (2016) submit that respondents are

truthful when responding to anonymous surv@yee leadersvho selfreported using a core self
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evaluation (CSE), wkh represents how leaders appraise themselves, had a positive evaluation
(Hu et al., 2012)Leaders with higiCSE are seltonfident transformational lead€su et al.,
2012)

Leedy and Ormrod (2016) recommend a 20% sample for a population of around 1,500.
With the confidence levedt 95% and the confidence interval (margin of eratr}/-4%, these
numbergepresent accurate answers of participants correspondingxpidinatios of the total
population(Creswell, 2014)The researcher assumes that the sample population represents the
generapopulation through the random selection procééth an accessiblgpopulation of 477
pastorsthe researcher believes that the resulth@fsurveyareaccurateata +£9% point
margin, using a 95% level of confidence. Given the population sizeath 8295% level of
confidence, a minimum dfl1respondents will be necessary to survey (from sample size
calculator from Creative Researchs8ms).Seeking a response rate of 50%, the researcher
distributedquestionnaire to 1,660veb addresse3 he autlors suggest that there is a low return
of email surveygLeedy & Ormrod, 2016)The researchesentautomated email reminders as a
follow-up for a small performance of email survdigedy & Ormod, 2016).

Limits of Generalization

Generalization draws broad conclusions by making an inference about what was not
observed based on what wasnd (Leedy & Ormrod, 2016)The surveys captured a moment in
time, and the researcher concluded findings from the data generalizing the perceptions of
p a s t eadesstip, drganizational change cotmmie nt and their organi zal
change. The population of 8C lead pastors is the entirety of pastors in other areas of the
country that have sharetharacteristics of transformational leadership, orgdimmal change

commitmentandtheorgani zati ondéds readiness for change. T
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who serve other denominatiomsdifferent regions of the United Stat@sdhave a minimum of
three yearsod experience pastoring.
Ethical Considerations

The researcher applied ttee Institutional Review Board (IRB) before the collection of
data(Leedy & Ormrod, 2016)TheIRB at Liberty University evaluated the research proposal to
determine the potential risk to participants. The IRB approval letter is in Appendix A.
Documents were disclosed tlatknowledgd the protection of humanghts, including
identification of tphaer triecsi epaarnct lthemordicdentiabty bfoermeantti, o
participantstheright to withdraw, and contact information. The researcher accessed email
addresseen the SCBC websitEom the Active Churches list databaseslincludedthewaved
signature participant informed conseocumentdgor the anonymous survey.

This researchdras naaffiliation with the SCBCThere wasno coercion to participata
the resarch. All participats received an email request invitation to participate in the study
explaining what the research entails. The par
researcher emailed findings of the investigation to interested parties SCBC. No hanful
information of participants was collected or reported. The researcher will keep data stored in a
passworeprotected computer for five years before destroying the cor(teraswell, 2014)

Proposed Instrumentation

The researcher accessed quantitative data by seeking permissiothifosgeenitem
Readiness for Clmge scale (RFS) ard nine questions from the Organizational Commitment
survey (OCS)with minor changes 0 mo d e | -pvalsationMasis@n, 3olen| et al., 2005)

The researcheggrantedpermission to use the RIB&nd the OCS (see Appendix B). The
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adapted RFSqguesti ons began with fAMy organizationos
researcher substituted the Warganization fothe companyfrom the RFCS.

TheRFCS has 14 questions on a 7 point Likert scale. The response was as follevys:
likely = 7 pts. Likely = 6 pts.,.Somewhat likely= 5 pts. Neither Likely nor unlikely= 4 pts.,
Somewhat unlikely 3 ps.,Unlikely = 2 pts., an&/ery unlikely= 1 pt. (Madsen, John, et al.,

2005. The RFG has 14 as the lowest possible score, and 98 as the higheklepsssre. The
researcher chose nine questions from the OCS 7 point Likert Shaleesponse was adlbws:
Strongly agree 7 pts., Agree= 6 pts., Somewhagree= 5 pts., Neitheagreenor disagree= 4
pts., Somewhalisagree= 3 pts. Disagree= 2 pts., andStrongly disagree 1 pt. (Madsen, John,
et al., 2005)The OCS has nine as the lowest poss#idore, and 63 was the highest possible
score.The researcher substituted the word organizatioerfggloymenfrom theOCS

Rafferty and Griffin (20@) developed a short measure for transformational leadership,
the Leadershicale(LS), adapting the Edership measurementlédbuse (1998), and
Podsakoff, MacKenzie, Moorman, and Fetter (199@knowledyment to use the Rafferty and
Griffin (2004) Leadershifscaleis in Appendix C. The researcher incorporated minor changes
fort he past o robtlie stpdgguahn bsarte and nigr others employeegor followers,
he/sheor the organizationand Ifor they.

Rafferty and Griffin (2004) selected an instrumtirait measured the transformational
leader as a single construct with questions that did not need significant changes to survey pastors.
Rafferty and Griffinreassessed the MI-&X developed by Bass (1985) and found five
subdimensions of transformational leadership that authenticates validity with their independent

and dependent variables on ttfginstrument.
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ThelLS measuremeritas 15 questions on a 5 point Likert scale. The response was as
follows: Strongly agree = 5 pts., Agree = 4 pts., Neutral = 3 pts., Disagree = 2 pts., and Strongly
disagree = 1 p{Rafferty and Griffin 2004). TheLS has 15 as the lowest ggble score, and 75
as the highest possible score.

Survey respondentompleted a threpartassessmentith a five-question demographic
section controlling for gender, agenure education, and geagphic locations in SC (see
Appendix D).Madsen, Miller, eal. (2005)advocate that the suggesteorrelation between
readiness for change, organizational commitment, and age, education, tenure, and gender are in
the literature. The survey usedriable codes for demographics. For example, the researcher
repregnted the age questions with optiond8 {0 24), 2 (25 to 34), 3 (35to0 44), 4 (45t0 54) 5
(55 to 64) and 6 (65+). The researcher believes these demographics relate to the study of the
independent and dependent variables. The demographics are impioitarthey influence
pastor§perceptios of transformational leadership, readiness, and commitment.

Validity

The RFG usesa 14 item, sevepoint Likert scale from 1= very unlikely to 7 = very
likely. An example of the questisiby (Madsen, Miller, etal., 2003) s A My wi | | i ngnes:
openness to (1) work more because of thangk is, (2) find ways to make the charigil is
(Reverse score), (p.(2&) Thesauthops belidve thahtlaercliargesitosthe
original survey byHanpachern et al. (1998)ade the questions easy to understand.

The OCS is a ningem severpoint Likert scale from 1 = Strongly Disagree to 7 =
Strongly Agreeincluding the3-three item subscas (Identification, Involvement, and Lalyy)
(Madsen, John, et al., 200&)xamples of the item followi | aitenprapd to be able to tell

peoplethat wor k for my company (Il dentification). o
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made a beneficial contribution to the organi z
this employment for good (Reversed s¢ore ( L o yMadsenyMiller et al., 2005, p. 222The
authors mdified the original questions from Cook and Wall (1980) for clgitadsenMiller,
et al., 2005)Theitems in theMadsen, John, et al. (2008urvey closely alighwith the
researchoés purpose for studying the relations
transformational leadershipnd organizational change commitment and readiness.

Rafferty and Griffin (2004) adaptedethS, which compriseghe 15 items, 5point Likert
scalefrom 1 = Strongly Disagret 5 = Strongly agree. The survey measures the
transf or mat i o nnapiratidna @hrauniéason, inielkedtual stimulation,
supportive leadership, and personal recognition (Rafferty & Griffin, 20GfjeRy and Griffin
(2004) used the following questions on the leadershipdtdtta s a c¢cl ear under st a
wearegoi ng (vision). o0 ASays things that make em
(I'nspirational C o mmy persana fealingnbeforéactimd>(Supmoritive e r s
L e a d e r(pm B3D)pThedquestions in the Rafferty and Griffin (2004) eyiclosely align with
the researchodés purpose for studying the relat
transformational leagtship, and organizational change commitment and readiness.
Reliability

Madsen, Miller, et al(2005)slight adjustment to Hanpachern et al., (1998) BFC
instrumentmeasured .82ro t he Cronbachdés al pha, the same me
Hanpachern et al., REECThe authors reported that tB&€Ssubscales ltareliability issues
since identificationbs alpha = .68, (Madeem,0l v e me
Miller, et al., 2005) The overall reliability coefficient ithe study was alpa = .&, which the

authors considereeliable(Madsen, Miller, et al., 21b). The Cronbach alpha, used to measure
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reliability for thepresent studywas .95 {eadiness for chanyand .70 ¢rganizational change
commitmen}.

The transformational leadership survey by Rafferty and Griffin (2004) recorded the
Cr onb ac h Olefor aticplétiag a visioa .82, Intellectual Stimulation .84, Inspirational
Communication .88, Supportive leadeps5, and Personal recognition .96. The reliability of
theLS is very good for use in the study of leadershijpe Cronbach alpha usedrteasure
reliability for transformational leadership the present studyasan overall.80.

Research Procedures

The researcher sought approval from Liberty
(IRB). The researcher accesse@BC websitemail addresss from the Active Churches list
databasewith grantedpermission (Appendix E Theleadpastors received an emagloruitment
letter (See Appendik) explaining the research, which included an informed consent declaration
(See AppendixG). Theemail recuitment letter stated thaarticipation vascompletely
anonymous, and no personal identifying information will Héected The email recruitment
letter included a link tthe SurveyMonkeyeb surveyfPa st or 6 s Penforepti ons St
participants who rggnded to the informed consent declaration. Flees t or 6 s Sireey cept i ¢
onthe SurveyMonkey online platformcludedthetransformational leadershipl()
measuremerddapted from the & Model byRaferty and Griffin's (2004)the organizational
change commitmentCC) surveyslightly modifiedfrom theOCS instrumenby Madsen,
Miller, et al.(2005)theor gani zat i on6s OROesdrveymodified sbnewhatc han g e
from the RFG instrumentoy Madsen, Miller, et al(2005) ard thes t u digmégsaphicsTwo
qualifying questionsequiring the answer yes to both questigage participants access to the

survey Are youl8 years old or oldeandDo youhave at leaghreeyearsof pastoral
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experienc® The survey participantgainaccesstthePast or 6 s Pertwepti ons Su
gualifying questionsthree survey instruments totaling 38 questions, plus the five demographic
items. In two weeks, the researcher sent a follgpvietteras a reminder to complete the survey
to leadpastorson the SCBC Active Churches lidthe Survey Monkeylatform is easy to
operateto assemi® datg and toforceareply for each questiaon

The researcher kept a datasheetakinowledgedurvey email addressegheconsent
form sent to participan®xplaned how results are used and stofidte researchexpresed
thanksin emailsto each completed survey. The researcher will save and secure completed
surveyson apassworeprotected computdor five years; then, they will be destroygereswell,
2014)

Data Analysis and Statistical Procedures

Theresearcher synthesized tRea s t Percefians Surveydata by transferring it tde
IBM Statistical Package for Social Scienc8RPE§S, Version 26 softwardo perform statistical
calculations and generate graphs for analyzing the Tlat¢aresearcher used descriptive
statistics. Leedy an@rmrad (2016) submit that descriptive statistics describe the aath,
inferential statistics allows the researcher to draw results about a large population using a small
sample
Data Analysis

The data analysissedthe research problem and the researobsions assessingata
correlatingta he r el ationship that exists between pas
leadershippast or s6 organizati onal change commit ment
change. The independent variables were organizatchange commitment and the

organi zati on6s andheddpendestsarigble waarsformational leadergh
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The researcher presented data for RQ1, RQ2, and RQ3 using descriptive statistics
applyingassumption tests to check normalifipearity, bivariate outliers, and homoscedasticity
using scatterplots, boxplots, and histograms to analyze the varibldesesearcher used the
correlation coefficient to determine the direction and strength of variables to capture the
relationship thaexists between an independent and dependeiablein all research questions
(Leedy & Ormrod, 2016)

Statistical Procedures

The independent variables in the correlationadigtwere organization change
commitmentt he or gani zat i on,awxddemeqaphicBhe dependent variable a n g e
was tranformational leadershiescriptive statisticanalyzd thedemographiaiumber (N)and
percentagérequency Descriptive statistics determidi¢éhe variables mean and standard
deviation Graphs, chart¥olmogorov+Smirnoy, and ShapireVNilk tess examinedhe
assumptions of a normal distributiohthe variablegLeedy & Ormrod, 2016)

To discover whether two or more variables are related, the statistical proaess is
correlation, and the statistic is the correlation coeffiojeaedy & Ormrod, 2016)The
correlational design is appropriate to investigate several variables at once to determine the
direction andstrengthof two concurrentvariables(Leedy & Ormrod, 2016).eedy and Ormrod
(2016) postulate that the caaBion coefficient gives the direction of the relationstsma
positive or negative sign of the correlation coefficighgtedy & Ormrod, 2016)The correlation
coefficientis reportechs a minus oplus decimal number betweehand +1(Cohen et al., 2003;
Leedy & Ormrod, 2016)f one variable increases, the other variable also increase, giving a
positive correlation (linea)Cohen et al., 2003; Leedy & Ormrod, 2016)ne variable

increasesthe other variable degases, giving a negative correlation (nonlinear -shbped)
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(Cohen et al., 2003; Leedy & Ormrod, 2016¢edy and Ormrod infer that if the correlation is

+1 or-1, it is a perfect correlation (Leedy & Ormrod, 2016). Numbers close to the-thave

strong correlaons, while numbers near 0 are week correlations (Leedy & Ormrod, 2016). Cohen
et al. (2003) suggest that a perfect correlation is rare.

The Pearson produatoment orr is best for measuring a correlation with a statistical
valueranging from-1.0 to +10 (Cohen etal., 2003; Leedy & Ormrod, 2016)he Spearman
rank order correlatiomeasureghe strength and direction of data not normally distributetbor
linear(Laerd, 2018)The Spearman rank correlation coefficient measures the monojasfici
variables, which is less restrictive than a linear relationship by the Pearson product moment
correlation(Hauke &Kossowski, 2011)

Leedy and Ormrod suggest other correlation statjstickidingthe coefficiert of
determinationrwhichiit el ' s how much of the variance i s
325).The coefficient of determination (regression asalyis the square of the coefficient of
correlation R?); consequently, the coefficient of deterntina controls the degree of linear
correlation of variables (Leedy & Ormrod, 201Blultiple correlation or regressiaa n, which
eqguals the association between three or more variables simultan@uisin et al., @03). The
researcher ran a correlation ffa@ent and multiple regressiofto predict the value of the
controlling variableson scores gained from the Pastorsé

Chapter Summary

The procedure that researchers used to prepare data for inspection and interpretation
significantlyaffected the results learned from the data (Leedy & Ormrod, 2016). This section
presents a synopsis of the research design and methodology, which incdugesbtem,

purpose statement, and research questidrsresearcher explained the population sardpling

P
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methodology in this sectiohe sampling procedure is describggecifyingthe sampling
methodsThe researchiadiscusedthe limitations of genatization and ethical mattershe
researcher presented the instruments used to cthitsdata. he researchatetermired each
step in the procedures used to conduct the study. The resgambidedhow data is analyzed.
This section concludes with tisgatistical methodased inthe study. The next section gives an

analysis of the findings for tretudy.
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CHAPTER FOUR: ANALYSIS OF FINDINGS
Compilation Protocol and Measures
The purpose of this quantitative correlational study was to detemmethera
relationship exists betwe¢hep ast or s6 perceptions of transforn
organi zational change commitment, Thestadyt hei r o
used the Pastorso6 Percepti omskeSurpvey faodmi.n iTshte
Perceptions Survey combined fhie survey adapted from tHeS leadersip Model byRafferty
andGiriffin's (2004) the OCC survey adapted from tB€S byMadsen, John, et gR005) and
the ORC survewrdapted from th&FCS by Madsen, John, et al. (2009)he surveys were
adaped tostudylead pastors who seffvaluatedinternal consistency on the adaptaestiuments
usingCronb& hés al pha reported reliability for TL (
focus of this study was three research questions: (BtVélatioship, if any, exists between
pastorsdé6 perceptions of tr ansf achanga tcommiment? | ead
2)What relationship, if any, exists between pa
and their or gaforickaage®B)dndsshaeadegesge tdlaba pastor s
relationship exists between transformatidnasd a der shi p, the pastorsé or
commi t ment, and their or Jhkerhaztexdescobesdtle r eadi nes
demographic and s#le data, data analysis, findings, and an evaluation of the research design.
Demographic and Sample Data
The researcher collectedtd for tle study fom August 29, 2019, to September 30, 2019
Onethousand six hundred and sidyailablepastordrom the SCBC web pages received the
recruitment letter, an attached consent form, including a link to therPésso Per cept i ons

on SurveyMonkey.com. Respondents completed an unsigned consent document, an anonymous
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40-question survey, and five demographiegtions. A total of 183 emails were undelivered
with incorrect email addresses, pastors optedavlead pastor with less than three years tenure,
providing a total of 1477 useful emails. After about two weeks, the 1477 useful emails that
remained in the sample received a second survey request. A sample of 104 participants agreed to
the informed conserand completed the two eligibility screening questions returning a response
rate of 7.04%. Three participants did not qualify for inclusion because one participant was not
eighteen years of age, and two participants did not have pastor tenure of threalpétarg 101
eligible participants. Of the 101 eligible participants, nine participants answered the two
gualifying questions, and seven participants completed the first 15 survey questionsfiaghty
participants completed the entire survey withspoase rate of 5.75%.

Descriptive statisticshowed thelemographis (age gendertenure educationand SC
geographical locationsAll respondents are madkad pastors in the SCB®@ith 46 pastorsn
the45 to 64(54.124) age rangdNo females respated to the surveyrifty-sevenparticipants
(67.08%) have 15 or more years tenure as a pastor, 2002®4%) participants have graduate
degreesThirty-five (41.18%) participants are from the Upstate region of S@dlolina.Table 1
summarizes the demiaphic analysis for the number (N) and the percentage of participants.

Table 1

Participants6é Demographic Dat a

Demographic Classification N % of Participants
Sample Pastors 85 100%
Age Range (1) 1824 0 0.00%
(2) 2534 1 1.18%
(3) 3544 19 2235%
(4) 4554 23 27.08%
(5) 5564 23 27.06%
(6) 65 + 19 2235%
Gender (1) Male 85 100.0%
(2) Female 0 000.0%
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Tenure (1) 36 years 8 9.41%
(2) 7-15 years 20 23.5I
(3) 15 or more years 57 67.06%

Highest educational | (1) High school dgree 1 1.18%

level (2) Some college but no degree 3 3.53%
(3) Associate degree 2 2.35%
(4) Bachelorés djl17 20.000
(5) Graduate degree 62 72.9%%

The geographical (1) Upstate 35 41.18%

locations in South (2) (Midlands 23 2706%

Carolina (3) Lowcountry 27 31.76%
(Homed SC.goy 2019)

Data Analysis and Findings

The SPSSVersion 26 softwarevas utilized to perform statistical calculaticarsd
generate graghfor analyzing the datahe researcher calculated descriptive statistianalyze
pastor soé peindepepdent varraldes @riganizatiomal commitment to change, and the
organi zati onods andthalependesvariabdleqtransioratonagleadership)
Table 2 represents descriptive statistics with the minimum scores, maximum scores, mean, and
standard deviation. The lowest standard deviation scoresdAd®5.4) imply that TL and OCC
are closer to the mean witlonstant data in mormal distribution (see Table 2). The standard
deviation13.70for the ORC variable was noteworthy, meaning there was a broader distribution
of data in the ORC variabl(see Table 2)The lowest score in the TL survey is, Shile the
lowest score in OCG 37, revealing skewness in the OCC histogram (see Table 2).
The OCC variable hdsur scores in quartile one, a mean of 56t62 standard deviation of
5.14 and the ORC variable has six scores in quartilevatitea mean of 76.2andthe standard

deviation of 13.7(see Table 2).
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Table 2

Descriptive Statistics

N Range Minimum Maximum Mean Std. Deviatior
TL Scores 85 21.00 54.00 75.00 65.28 4.9
OCC Scores 85 26.00 37.00 63.00 56.62 5.14
ORC Scores 85 72.00  26.00 98.00 76.21  13.70
Valid N 85

(listwise)

The researchemplementedasssumption test® check normality, linearity, bivariate
outliers, and homoscedasticitgingscatterplots, boxplots, and histograms to analyze the
variablesTheH i s t o garnaalitydtest ohsymmetric distribioin mustappeaion either side of
the curve showing the distribution of data that cluster near the middle of thg(lkerdy &
Ormrod, 2016)Scatterplots are dots plotted on a grdmirepresergthe visual data sets, and
boxplots show the visual quantil@kacoby, 1997)Linearity assumptionfollow a straight line
through the dots on tlggaph(Leedy & Ormrod, 2016)Outliers are extremeath that differ
from the data set and can distort statistical analysis by skewing scores or reducing the power of
the statistical testdovach & Ke, 2016) The outliers for OCC (responder3, 54, 61, and 74)
and ORC (respondents 3, 20, 28, 56, and 68) are legitimate participants in the sample
population, and the researcher retained them in the study. Homoscedasticity is present when the
relationship between the variables is simflazedy & Ormrod, 2016)

Because OCC and ORt@velegitimateoutliers that lack normality, the researchezdis
the Spearman rank correlation coefficient to summarize the strength and direction of the
relationship between the independent and dependent variables. The Spearman rank correlation
coefficient measures thmonotonicity of variables, which is less redtiie than a linear

relationship by the Pearson product moment correlgti@nike & Kossowski, 2011)he
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pastorsdé survey data wer e he$péarnmarank coeficiertis i ng r
appropriate. Ondal data is rarely a normal distributifpeedy & Ornrod, 2016)

Research QuestionOne What rel ationship, if any, exi
of transformational leadership and their organizational change commitfif@éstGuestion was
measured usinthe TL survey adaptettom theLeadership Suryeby Rafferty and Griffin's
(2004)andthe OCC survey adaptédm theOrganizational Commitment Survey Madsen,
John, et al(2005) ThePastors in the studyerceived themselves as transformational leaders
with a statistical mean of @B (see Tabl8). The pastorsd OCC statistica
Table 3).

Table3.

TL and OCCDescriptive Statistics

N Mean Std. Deviatiol
TL Scores 85 65.28 4.A9
OCC Scores 85 56.62 5.14
Valid N 85

(listwise)

Thescatterplot for TL and OCC data used to analyze linearity shows that the variables
are positively related since the line slants up from left to right in Figure 1. Homoscedasticity is
met in the scatterplot because the observed variable data poiatodrthe same distance from

the regression line in Figure 1.
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Simple Scatter of OCC_Scores by TLScores

R? Linear = 0.080
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Figure 1. TL and OCC Scatterplot
The boxplot shows the spread of values and the variability in the quartiles. The boxplot

for the TL dataindicatesa virtually normaldistribution of the datani Figure 2

TLScores

Figure2. TL Boxplot
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The boxplot fothe OCC datashowsshorter whiskersvith four outliers (sed-igure 3),
symboliang respondentsho scored in the first quartile (lower) range on the GG@ey

therefore, normality is not present the OCCvariable

Figure3. OCC Boxplot
The TL data have a median of 66.00 and a mean of 65.28 (see Table 4). The @@ode
for TL and 61 for OCC, signaling the frequency of these scores in the survey (see Tabée 4).
OCC data have a median of 58&nd a mean of 56.62 (see Table 4).
Table4
TL and OCCMean, Median, and Modscores

TL Scores OCCScores

N Valid 85 85
Missing 0 0
Mean 65.28 56.62
Median 66.00 58.00
Mode 60.00 61.00

TheTL histogram in Figurd indicatesthe normabdistribution of datafor
transformational leadershipith skewness of data at209 and kurtosiftail distribution)or

normal distribution at. 717 (see TablB), suggesting this leadership style is current with lead



pastors in the SCBC. In Figubethe moderatglskewed left data in the asymmetrical

hi st o gstriautian $or QCIC is atl.43 and kurtosis at 2.4(see Tabld).
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Figure4. TL Histogram

—— Normal

Histogram
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Figure5. OCC Histogram

113
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Tableb.
Skewness forL, andOCC

TL ScoresOCCScores

N Valid 85 85
Missng O 0
Mean 65.28 56.62
Median 66.00 58.00
Skewness -.209 -1.43
Std. Error of .261 .261
Skewness
Kurtosis -717 240
Std. Error of Kurtosis.517 517

The researcharonducted goodness of fit tegbr normality of the sample using the
Kolmogorov+Smirnov test and the ShapiWilk tests (see Tablé&). The tests in Tablé indicate
that TL follows an averagalistribution D (85) =051 with statistical significance .05 on the
ShapireaWi | k 6 s @C&data.isp <T.0000n bothKolmogorov+Smirnos and ShapiraNilk
(see Tabl&), meaning the assumption of distribution data significantly different from
normal

Table6

Kolmogorov+Smirnov and ShapirdVilk Test of Namality

Kolmogorov+Smirnov ShapireWilk

Statistic df Sig. Statistic df Sig.
TL Scores .107 85 .018 971 85 .051
OCCScores .164 85 .000 .879 85 .000

a. Lilliefors Significance Correction

A Spearman rank correlation coefficient summarizes the strength and direction of a

monotonic relationship between the independent (OCC) ependlent (TL) variables. In a
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monotonic relationship, the value of one variable increases, and the value of aaotixde
increase, or the value of one variable increases while the value of another variable decreases
(Laerd, 2018)A Spear man rank correlation coefficient
statisticgLeedy & Ormrod, 2016)Nonparametric statistics does not require data to be
categorized in a normal distribution, to suggest an interval or ratio scale, or to maintain a
horizontal symmetrylLeedy & Ormrod, 2016)The researcher used the Spearman rank
correlation coefficiehbecause the study variables lacked normalcy, contain outliers, and are
moderately skewed. The study implies thaganizational change commitment is statistically a
positive correlation with the perceptions of a transformational leader at .354**. Tieéational
significance is at thp < .01, a 2tailed level suggesting that the two varialilestedaregreater
than chancatless than 1%see Tabl&). The OCC and tenure variables are statistically
correlated at .2358ignificantat the p < .05 suggesg that the two variables tested are greater
than chance at less than 5% (see Tabl®TL is statistially correlated with ORC at .338**,
age at .021, education at .048, and SC geographic locatibp2at

Table 7

TL and OCCSpearman's rh@orrelation

Variable TL ocCcC
1.TL | -

2.0CC 354** | e

3. ORC .294** | 338**
4. Age A77 .021

5. Tenure .023 .235*
6. Education| .018 .048
7.SC -,065 -.122
Geographic

Location

**_Correlation is significant at thé.01 level (2tailed).
*. Correlation is significant at th@.05 level (2tailed).
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Research Question Twowh at r el ati onship, i f any, exi st
of transformational | e aadmessfor changdihims duedtitnevasr o r g a
measured using the TL survey adapted fronlLtbedershipSurveyby Rafferty and Giffin's
(2004) andthe ORC survey adapted fraime Readiness for Change ScaleMadsen, Johret
al. (2005) The scatterplot for TL and ORC data anatgdinearity shows that the variables are
postively related since the line slants up from left to right in Figlur€he linear relationship
shows that as the TL variable increases, the ORC Vaiiadreases. Homoscedasticity used to
measure the relationship in the distribution of variables is mibtei scatterplot because the

observed variable data points are about the same distance from the regression line & Figure

Simple Scatter of TLScores by ORC_Scores

65.00

TLScores

60.00

55.00

50.00
20.00 4000 60.00 B80.00 10000

ORC_Scores

Figure6. TL and ORCScatterplot

The TLmean of 65.28hemedian of 66.00and modeof 60in Table8 indicate a normal
distribution of dataThe CRC data shows smaller mear{76.21)than the media80.00),

indicating skewed dat@ee Table).
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TableS8.
ORCMean, Medianand Mode scores

TL ScoresORC Scores

N Valid 85 85
Missing O 0
Mean 65.28 76.21
Median 66.00 80.00
Mode 60.00 82.00

The boxplot in Figure 7 shows shorter whiskers, with six outliers representing
respondents who scored in the first quartile ramgéhe ORC data because their survey scores

were ranked low; therefore, normality is not present for the ORC variable.

ORC_Scores

Figure7. ORC Boxplot
The ORChistogram in Figur® has a left skew indicating an asymmetrical distribution of
the data, in whiclthe mean is smaller than the median. The ORC data has a skew+1eS2 of
and kurtosis of 2.6ih Table9, with the bulk of the data to the left of the mean indicating the

datais not normally distributed.
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Histogram — Normal

25 Mean = 76.21
Std. Dev. = 13704
N=85
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Frequency
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Figure8. ORC Histogram

Table9
ORCSkewness
ORCScores

N Valid 85

Missing O
Mean 76.21
Median 80.0
Skewness -1.52
Std. Error of .261
Skewness
Kurtosis 2.67

Std. Error of Kurtosis.517

The researcher conducted goodness of fit tests for normality of the sample using the
Kolmogorov+Smrnov test and the Shapiilk tests. The ORCis at thep <.000in both the

Kolmogorov+Smirnov test and the Shapiwilk test (see Tabl&0), meaning the asimption of

distribution data is not normal.
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Tablel0

Kolmogorov+Smirnov and ShapirVilk Test ofNormality for ORC

Kolmogorov+Smirno ShapireWilk
Statistic df Sig. Statistic df Sig.
ORCScores .154 85 .000 872 85 .000

a. Lilliefors Significance Correction

The study 1 mplies that the pastorso percep
change are statistically a positive correlation with the perceptions of a transformational leader at
294 The correlation significance is at tlpe< .01,a 2-tailed level suggesting that the two
variablegestedaremore significanthan chance at lesisan 1%(see Tablel1). Table 11shows
that the ORC variable satisticallypositively correlated with OCC at .338 andthetenure
variableis at .268. The statistical significance for ORC and tenure is at the p < .0%ited
level implying thathe two variablesestedare greater than chance at |#sn.05%. ORC is
positively corelated with age at .133, education at .021, and SC geographic locatibat

Table 11

Spearman's rh@orrelation

Variable TL OocCC ORC | Age Tenure | Education | SC
Geographic
Location

1.TL | -

2.0CC 354*%* | -----

3. ORC 294** | .338** | -----

4. Age A77 .021 133 | -

5. Tenure .023 .235* .268* | .403** | -----

6. Education| .018 .048 .021 -.106 107 | -

7.SC -,065 -122 -.106 | -.005 -.067 -036 |-

Geographic

Location

**_Correlation is significant at the 0.0é&vel (2tailed).
*, Correlation is significant at the 0.05 levettgled).
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Research Question ThreeTo what degree do pastors percedivata relationship exists
betweentrafsor mat i on al | eader ship, the pastorso
organi zati onds The aLdurveeasiapted from theadeesmGueveyby
Rafferty and Griffin's (2004the OCC survey adapted from the Organizational Commitment
Survey byMadsen, John, et al. (2002nd theORC scale adapted from tReadiness for
Change Scalby Madsen, John, et al. (200&kre used to test question thr&ece the
independent and dependent variables are linearly related, the respegpleed a multiple
linear regressioanalysisto determir the variance of Tin OCC and ORCTheresearcher
predictedthevalue of the dependent variable (TL) against the independent variables (OCC and
ORC) in a combination relationship called multiple correlati®e®dy & Ormrod, 2016)Table
12 shows that = .296, therefore,087 or 9% of the variance in TLsiaccounted for by the
combination of the OCC and OR{ata This model indicates that the SCBC lead pastors
perceive that amallpercentage of transformational leadershipecessarfor organizational
change commitmentarideor gani z at i aomcbasge;therafare, over 8086 of their
examinedperceptionsdr atransformational leader gromptedoy something else. There are no
issues with the overall fit in the linear regressabmhe variance in the data sets.

Table12

Multiple Correlation

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .2962 .087 .065 4.77538

a. Predictors: (Constant), ORC Scores, OCC Scores
b. Dependent Variable: TL Scores

The standardized beta coefficients in Tal8dor OCC is 275and 116for ORC. The

OCC variable has a stronger relationship with TL @b (8ee Tabld3) than the ORC variahle
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The OCC variable hassatisticalsignificarcelevel atp = .024 in Table13, which significantly

predicts a relationship with the TL varialdep < .05 However, the ORC variable makes a less

significant contribution to the prediction of outcome in the TL variabje=at348. The OCC

variable does the best job of expliag the variance in the TL variable. The demographics tenure

and age are statisticallygsificantwith TL at .045 and .064 in Tabls.

Table13

Coefficients

Unstandardized Coefficients

Standardized

Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 49.210 7.776 6.329 .000
OCC Scores .265 115 275 2.308 .024
ORC Scores .042 .044 116 .943 .348
Age 1.043 511 .234 2.041 .045
Tenure -1.685 .897 -.226 -1.878 .064
Education -.406 .657 -.066 -.618 .539
SC geographic area -.073 .612 -.013 -.120 .905

a. Dependent Variable: TL Scores

The scatterplot in Figur@ shows a wek combinedinearity with TL, OCC, and ORC at

9%. Figure9 multiple correlatiorpointsare nearerto the regression lind.he majority of the

points follow the regression line, with the bulk of the scores around the 66 to 70 lines. The low

guartile scorson the OCC and ORC data satecausingsome expected deviatiomsvariables
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R Linear = 0.087
75.00 o °

70.00

65.00

TLScores

60.00

55.00

50.00
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Unstandardized Predicted Value

Figure9. TL, OCC, and ORC Scatterplot
Evaluation of the Research Design

The nonexperimental correlational design is most appropriate for the study because it
examineghe relationships of variables since different variables are assessed to determine how
they are interrelatefLeedy & Ormrod, 2016)The independent variables (OCC and ORC) were
tested against the dependent variable (TL) to assess the strength and direction of the relationship
between the independent angbeledent variableShe convenience and the capability to reach
more participants onlinis an asset for the design. The downside of the design is that email
addresses must undergo maintenance, and low survey completion rates are challenging to make
assumpbns about a large population.

Eighty-five lead pastors from SCBC completed Bessto s 6 Perwwyt i ons S
respondingta hei r perceptions of transformati onal I
to change, and t hei rchangeQastar(200%impliedtha&is r eadi ness

transformational leadership is ideal among pastehile Gartner(2014)believed thathe
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transformational pastor leader thinks theologically in ways that creatasfciichange The

average score for the three scales was 84% or 213 points2i#t pbintsThe percentages for

the Pastorso6 Percefpdti ons Survey are in Tabl e
Table 14

Statisticss r om Pastorsdéd Perceptions Sur ve

Lowest Score | Median Highest Score | Mean Standard Deviation

57% 85% 99% 84% 7%

A single survey during a single time of the year may yield what the pastors are dealing
with atthe timeandmay not di scl ose the complete story o
organizationsT h e P a s t donssSarve® bwestsgore wakom the ORCdata setwhich
revealed six respondents who indicated that their organization was not willing or open to
supporting changéJnreadiness for change in religious constructs is expected baseitizon
Allen et al. (2013)who notal that churchebave not kept up with organizational change
leadershiglue toan absence afision or fearful d change

There is cautioconcerningmplying or making causation in correlational studiesedy
& Ormrod, 2016)Correlational studies canndécidethata cause fronthe other variable
influences related variabledlany factorqstudiel or not studiel) may cause a relationship
between variablesiowever, Leedy and Ormrod (2016) suggdshat rigorous or experimental
studies may reveal betteprclusions for research.

The research designdicatedthat four variableg¢TL, OCC, ORC, and tenurgjere
significant at the.01 level (2tailed) The .01 level is consistent witMorrow (2011),who

assertedhatin empiricalresearch oaffective orgaizational changeherelationshipbetween
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the independent and dependent variablesild begreater than chanc&hepositive relationship
between the study variables is consistent withiteeature from research studidsat
successfully linked transformational leadershithvarganizational chang8renner & Holten,
2015; Eisenbach et al., 1999)

The results of this study will help to advance the literature concerning transformational
leadershp, organizational change commitment, éimelorganz at i on6s readi ness f
religious institutions. The literature on transformation leadership, organizational change
commitmentandtheor gani zat i on 6 s areprevadntinghe priaté ama puldidh a n g e
sectors. The findings are useful fead pastors who are transformational leaders seeking to
incorporate change commitment and change readiness in their organizations. They will find that
transformational leadership is related to orgamzeti change commitment atite
organi zanhessdboreabdange. Lead pastors will fi
significantly relatedo organizational change

The following chapter presents a discussion of the results from the findingketban
the three research questions. It presen¢éviaw of the research implications of the findings and
their connection to the existing literature. Ultimately, the following chapter considers research

limitations and insights on potential future reskar
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CHAPTER FIVE: CONCLUSIONS
Research Purpose

The purpose of this neexperimental correlational studyagto determinavhethera
relationship exists between pastorsoé percept.i
organizational change commitmeatn d t hei r or gani z at invofidggor r eadi r
age, gendejpb tenureeducation, andeographical locationsf lead pastors iSCBCchurches.

The subsequent sections discuss the research questions, research conclusions, implications and
applications, research limitations, and furthesegech.
Research Questions

RQ1.What relationship, 1 f any, exists betwee
leadership and their organizational change commitment?

RQ2.What relationship, 1 f any, exisanal bet wee
leadership and theirorgamiz i onds readiness for change?

RQ3.To what degr ee thava rglationship exist®betpweem c ei v e
transformati onal | eadership, the pastorsodé org
organi zati onfasgerr eadi ness for ¢

Research Conclusions, Imptations, and Applications

In conclusion, the purpose of this Rerperimental correlational study was to determine
whethera r el ati onship exists between pastorsod per
p a st mgangabional change commitmenbd t hei r organizationbs r ea
slightly alteredversion ofRafferty andGriffin's (2004)transformatioal leadership
measurement, the Leadership Modsb), was developed into the Transformational Leadership

(TL) survey.This researchesurveyedOrganizational change commitment and the



126

organi zati onods rngtheReadnass forClrange S¢REO?) el tha s |
Organizational Commitment Survey (OCS)Mwadsen, John, et al2005)with minor alterations
referred to in this study as the ORC and OCC survHys alterations were necessary to survey
lead pastorsThe three surveys, including demographics, were comlaindddministered on the
Survey Monkey onlia platform. Eightyfive SCBC lead pastors answeredtha st or s 6
Perceptions Survey

The studyoés findings show that a statistic
SCBC | ead pastorsmmapemanapt il emsl eo fstatioped n ¢ her pas
change commitment, and t hei Mransformpaional leaadrship n6s r
has a significant predictive effect on organi
readiness for ch@e. The SCBC lead pastors scored higlth@TL surveyindicatingmature
leaderswith 54.12%6 ages 45 to 64 yeandd. Fifty-sevenlead pastors in the SCBC have tenure
of 15 plus years as a pastor. No fenihd e pasto
average score for eleven respondentshe email survey was 84%, with 213 points out of 254
possible points. Fiftgwo respondents scored between 206 and 229 points out of a possible 254
points.

The study contributes to the literature by furtherarsthnding transformational
leadershipn a religious context; therefore, the grounding of the study is in transformational
leadership theoryAntonakis et al. (2003 ssertedhat transformational leaders are hands
helping followers accomplish goals instituteglthree concepts: perfect encouragement
(associated with behavioralues, and beliefs), knowledge stinmi(urges followers to think
critically), and inspired incentive (tactics for stimulating followeds)dge & Piccolo (2004)

added a ne concept called personalized attention (focusing on the needs of followers).
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Research question odescussedf anyr el at i onshi p exi sts bet wee.]
of transformational leadership and their orgamizeal change commitmenthe authorsmplied
thatreligiouscongregations must experiereransformatiorthat is ¢ynamicwith leadership
that implementspiritual goal§Branson & Martinez, 2011; Weems, 2010he TL survey
guestios underscoredHersey, Blanchard, and Johnson's (JGis3ertion that effective leaders
are confident and focused on peopledbdsastrengt
changesOrganizaibnal commitment ishe choice and approval @flliancesbetween workers
and the organization; thus, comradtindividuals are likely to back organizational commitment
as a multtarget construatSeggewiss et al., 2019¥ommitted workers are desirable for
decreased absenteeism, job satisfactionj@ndetention (Morrow, 2011).

Transformational leadership has a positive linear correlation with organizational change
commitment (OCC). A scattglot andhomoscedasticitfrom the present study showed a
positive linear relationship witttansformationaleadership and the organizational change
commitment perceptions of pastofhe correlational significance between transformational
leadership an@CC isp < .01, implying that the two variables are linearly correlalda esults
of this study suggeshat transformational lead past@re positive organizational leadewho
areproud oftheir followers and organization. The findings are consistéhtKouzesand
Posnel(2017 andNorthousg2016) who believedthat transformational leaders are strong role
models who influence flowers to acceptthe r g a n i goals.Yuld (199%)emphasizedhat
transformational leadership theories consider the mutual influence methods that cause a shared
relationship between leaders asammittedfollowers.

Research qustion two discussed any relationshipexs s b et ween pastorsao

of transformati onal | eadership and their orga
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that readiness for change has undergone limited res@&esher, 2009) Organizational
readiness is related t otosupportandimgpemenz at i on me mb
organizational chage (Weiner, 2009). Transformational change leads to innovation, and the
leader has the responsibility to lead change efforts that support organizational change readiness
(Gilley et al., 2008; Lutz Allenetal.,2013) The fourth question on the
a clear sense of wheet want our organization to be in 5 yearhe lead pastors in the SCBC
answered 441% strongly agree, 408% agree, 41 neither agreed nor disagreed, are3%
disagreed. Zero percent strongly disagrdéeb results of this study suggest that tramafdronal
lead pastors are ready to implemerganizational change. At least 79 lead pastors are ready for
changewhile six lead pastors expresmsalack of readiness for change in their organizations.
Nordinds (2012) st udy erelationship batweentreadinhse fore wa s
changeand transformational leadership=0.433). Weiner (2009) admits that previous
instruments for organizational readiness for change have not exhibited evidence of reliability and
validity. This study usetadsen, Miller, et al(2005) researctwhich has an overall tebility
coefficient of alpha = .81, which the authors consider reliable. The present study changed the
Madsen, John, et gR005)s t udy 6 s w o thdorganizatiofn @ 1s s u $ with past
perceptionsThe Cronbach alpha, used to measure internal consistency or reliability after
changes to the instrument (ORC), was alph@5=for the presdrstudy.
Transformati onal | eadership has a positive
readiness for chang&he scatterploandhomoscedasticitfrom the present study showed a
positive linear relationshifrhe correlational sigificance betweetransformational leadership

and ORC is ap < .01, implying that the two variables are linearly correlated.
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Research question three discussedhat degree do pastors percdivata relationship
exists between transformational leadergh, t h ergapizagohabchange canmitment, and
their organizationés readiness for change. Re
transformational leadership and its influence on change leadershipprofd@rorganizations
(Herold et al., 2008)Grandy (2013) postthat leadeship theories ap@d in profit, and public
sector organizations are appropriate and practical for nonprofit organizations. Shegtiogose
church leaders need empirical research to link social science leadership theories with nonprofit
organizationgGrandy, 2013)Several authors propasthatscholarly studieare insufficient for
religious organizational <c¢change | eadership, w
the spiritual formation of Christiar{&skeland & Schmidt, 2016; Grdg, 2013; Steway 2008)

Nordin (2012)asserdthat organizational commitment theories enhance organizational
change success efforts by establishing organizational readiness for change. His study found that
there was agsitive relationship between readiness for change and transformational leatership
= 0.433), and the relationship between organizational readiness for change and organizational
commitment was positive at= 0.526 (Nordin, 2012Madsen, Miller, et al(2005)study
demonstratethat the organizational commiant to change suppedt he or gani zati ono
readiness to changerat.45 andp = .001.

The findings of tlke currensstudy agree with theprecedinpput hor s t hat t he p
perceptions of transformational leadershipda positive correlation with orgaational change
commi t ment and the organi zatasstrongaprevioesadi ness f
research, thcurrentresearch shows a statistically positive relationship between transformational
leadership, organizational change commitmentthed r gani zat i onds r eadi nes

296 (Tablel12). Scores were the lowestthe commitment and readiness survdgar(low
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scores irthecommitmentdataand six low scores ithereadinesslatg, but these scores
represent legitimate lead pastariso perceive unreadiness and lack of commitment in their
organizations.

Neverthéess, thecurrentstudy confimstha® of t he variance i n t he
perceptions of transformational leadership is accounted for by the combination of their
perceptions borganizational change commitment anditioer gani zati ondés readi n
Thecurrentstudy revealed thdhe perceptions dfansformationalead pastorarevital to
changngtheo r g a n i eudureandempasveringollowersto assume leaderghrolesthat
foster organizational change commitment and readiness.

Madsen, Miller, et al(2005)research found a correlation betweleegmployeé age
and organizational commitment believing older employees are more committed than younger
employees. Té currenstudy found a significant correlation betwdenure and age at= .40
(see Tabld 1), which implies that older pastors hawaintained their pastoral employment for
fifteen years or more. Tenure is statistically correlated with organizational change commitment
and the organi zat i ojrr625ande=a263 (seeTalddl) respectivdlya nge a
Tenurebs statistical correlation implies that
organi zationds r eadi n e sagurdtianof sarvicaintgesorganizagioni nt er
implying thata committedand readywvorkforceremainswith the organizationSince no
respondentred low onboththe commitment and readiness data, this study revealesixhat
transformational pastors perceiMbat thér organizatonalchangecommittedwascurrent
However their organizatiorwasnotready to changd-our transformational pastors perceived
that their organization was ready to charimgé their organizational change commitment was

present
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Thecurrentstudyd 8ndingspresenédseveral implications. SCBCded past or s 0
perceptions ofransformational leadership are vital in churches that attrsictthe awareness of
people to Christ. This study will benefit pastors who perceive themselves as transformational
leaders evangelizing and discipling their membearsyiding moral and spiuial value to
parishionersthe communityand the worldTransformational pastors change the culture through
job satisfaction while empowering others to assume leadership roles that exceed expectations in
loyalty, efficiency, andnnovation.

Another implication is thatastoral leadership is vital and must be studied as
organizational leadership because pastadchurch leaders set the direction and vision of the
church. There are countless theoretical studies on leadershipyér, empirial leadership
studies are scarce in the theology context (Ayers, 2006), especially regarding pastoral leadership
styles and organizational change in the churcinthermorescholars believe that Church
leadership must travel a different pditom nonspitiual leadership because pastors receive their
leadership from theology since Christ is the head of the Cl{Bextley & Britton, 2009)

Moreover theology is the method of leadership that is essential for Christidersedastoral
leadershignustincorporateempirical stuéessince leadership isssential for influencing people
living in a world of societal changes and cultural diverésanson& Martinez, 2011)

Lutz Allen et al. (2013)esearctobservedhat when church members perceive that the
pastor exhibits transformational leadership that inspires, motj\atdssippors people, the
more they feel the church is readym@ake changes in the organization. New ideas, generated by
innovation championgan encourage and engagellectually stimulatedollowers, which are
traits of the transformational leadgtowell & Boies, 2004) The majority (2.94%) of lead

pastors in the SCBC hageaduatelegrees and are equipped educationally to perform dynamic
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leadership in theiorganizationsLutz Allen et al. (2013) findings indicatedathparishioners

have positive attitudes towards their pastoro

climate for change readiness and creativity.

Thecurrentstudyconfirmedthat there is positivecorrelation between transformational
leadership, organizational change commitmandtheor gani zati onds r eadi
Thus the results suppa@t pastors as transformational leaders who seize solutiotisefalecline
or success of church life. The organizational changes necess@fyristiangrowth must
incorporate new technologies, creative methods, and spirituality in the Christian community.
This researcher believes that pastors, who have the perefir transformational leadership,
organizational change commitment, andtber gani zati onés readi ness
congregations to productivenovativeorganizationathange

An additional implication ishe literatureaffirmedthatlead pastors, who are seeking to
increase transformational leadership througlowation, are leaders who empower followers to
exceed expectations in faith, productivity, and innovation that welcomes organizational change
leadershigCarter, 2009)Several authoracknowledgedhat innovation in religion is contextual
(MolokotosLiederman & Stauning Willert, 2012In other wordswhat is innovation in one
congregation is nahnovationto another grop. Religious innovation is moving toward house
churches, missional communities, pragkisters, religious investigations of the Bible or Torah,
flexible and efficient support groug&scheile, 2015)Lead pastors must havarnsformational
leadership traits as innovation champions that encourage and engag@Cfollowers. New
ideas are ensued, communicated, and implemented by innovation champions found in every
sector of life. Thus, this study revedkhat transformatioal leaders are committed to

organizational change and readiness for change thatsatioaavation. ORC survey question 23

f

nes

(0]
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askeMg, ofigani zationds willingness or openness
and the SCBC lead pastors respon2@d0% very likely, 36.4% likely, 2706% somewhat

likely, 8.24% neither likely nor uritely, 2.35% somewhat unlikely, 41% unlikely, and 118%

very unlikely. Transformational change leads to innovation, and the leader must lead change

efforts that reinfore organizational change readin€Sdley et al., 2008; Lutz Allen et al.,

2013)

The applications for the present study are significant. Thisemperimental coelational
research adds to the | imited body of knowl edg
perceptions of transfor mat i alclahge tcommitnent,andi p, t

their organizationdés r e aedearohestsidies Hagsuccassfullydimked. L i
transformational leadership with organizational chai@yenner & Holten, 2015; Eisenbach et
al., 1999)
The past orskilfsaré relaed o theirhmisgion and their abitiiylead. This
study indicatd that the lead pastors from the SCBC are more than qudlifiedd Thepastors
possessing graduate degraes/2.94% andthe eperience and informed pastossith 15plus
yearsare67.08%. Pastors must relate to othersrhgbilizing followers to become leaders
(Kouzes & Posner, 2017Pastors muaise their training toelate topeople,organizing
followerswho will lead Transformational @stors are visionarieglealiss, encouragersand
servants who must incorporate inatien and organizational change as ttead followers
Pastors are organizegBarna, 1998)providing an environment for knowled@€ouzes &
Posner, 2017)
The currenstudyconfirmedt hat t he | ead pastorsé percept.i

leadeship, organizational change commitmeatn d t hei r organi zatidonés r
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a statistically positive correlation. The organizational change commitment varidtde ha
significant level ap = .024 (seeTable8), which significantly predicts eelationship with the
transformationaleadership variablé?revious research studies have positively linked
transformational leadership with organizational chai@yenner & Holten, 2015; Eisenbach et
al., 1999) The literatire reveals that transformational leadership is successful in change
leadership amid quantitative and qualitative stufigsenbach et al., 1999)

The applications for change leadersimpheology is possible among lead pastégsers
(2006) believel that theology and leadership are practical and pragmatic for Christians who
desire to institute leadership principles. The scattespdoeakdthattransformational pastors
are committecnd readyor thechange that empowers followersexceed expectations in faith,
productivity, and innovation. Transformational pastors are ready for organizational change that
fosters inclusion, cultivates rewarggspmotes collaboration, anaurturesfeedback

The study has applications f8pcial Netvark Theory, which implies that wetirganized
people form enormous cooperation behavigysicella et al, 2012) Networks adopt different
individual concentrations of results, indicating tbabperation occurs when similar individuals
work togetheApicella et al., 2012)The SCBC lead pastare involved in the Baptist social
network structure, which illuminates differences aoperative behavior by taking into
consideration individuals' similarity in geography and societal formaipisella et al., 2012)
Apicella et al. (2012yommentedhat while people requinghysical closeness for cooperation,
the genetic factor should predict likeness in cooperation; subsequently, the social aspect of
closeness is also essential ingexation. The authors are suggesting that people who are
categorized as cooperators estdblielationships with other cooperators creating effortless social

networks in a supportive environmedApicella et al., 2012)TheSCBClead pastors have
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opportunities to exchange and shateas because of thg@iroximity andaffiliation. Through
their associations, these pastoray disrupt social bonds revising networks, formswperior
networks involving followers in innovatioribatincludetheir communities and the world in the
Great Conmission Theattitudes ocommitted and ready pastarsuld help pastors whare
uncommitted The transformational lead pastors mastk in unreadiness environments
ensuring thabtherSCBCassociation pastors receive hglpmproving their organizatioal
changestructures.

There are applications for social change theory which discloses that people, who are in
shared relations of multarges, gaceimportance on the desires of the other pe(Smggewiss
et al., 2019)Committed pastors are noticeable, and they promote change. Commitment to
organizational change means that pgstaits are willing to support and implement
organizational changgierold et al., 2008)Commitment to the growth of people and building
communty are characteristics of a servant leader that places othe(dfirthouse, 2016)

The transformational leadership styleeiceptiondly favorable toward changa the
SCBC based on scatterplots, boxplots, and histograms displaying a né&g28oThecurrent
study reveadthat lead pastors in the SCBC are committed to organizational change
commitment with a mean of 5&6People whare involved in the organization, report greater
readiness, and they accept chafiigrnes et al., 2016).ead pastors that support organizational
changes must incorporate applications for new technologies, innovations, and spirituality in the
Christian communityTransformational pastors support innovation encouraging and creating
opportunities for followesto endorse mobile websites and social media that connect the church
to worship in the community:ransformational leadexsill find that readiness for change and

the commitment to change are interla{@ldsen, Miller, et al., 20055eggewiss et al. (2019)
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research showed that organizational commitment and change readvepsdudical
implications and applications for organizational change leadershipsastersvho encourag
changegainsupportersvho seepastors as commitmeabjects

Research Limitations

Several research limitations are significant for this stiithg. correlational design
eliminates causalitgince @ausalityor experimental research answers questions beyond
relationship variable€Experimental designs could study #higects oftransformational
leadershipn organizational change commitmentahdorg ani zat i onés r,eadi nes
providing awareness into why some pastors are more committed to organizational change than
other pastorsCase studies would give insight into why pastors perceive that their organizations
are not ready for change.

Thesample size was smaller than the researcher was expecting. The research used an
email surveyto sample lead pastors from the SCBC populafidre low return rate may not
accurately reflect pastorsé percepthangens of tr
commitment, antheiror gani zati onés readiness for change
generalizability of the findings limited @ small number of pastodsarger sample sisavould
have significantly added to the body of knowledgsedy and Ormrod (201@)dvisel that
people reeiving email questionnaires may not respond and return the surveys creating a low
return rate.

Another research limitation that is of contés selfrating. Some authordeemedhat
respondentselfrating issubjectto overconfidence and modegBradley et al., 2006)The
respondents from thaurrentstudy reported information concerning self in a positive or

favorable viewpoint. When setéporting, all respondentsaséd that they are transformational
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leaders, but some scores decreased when pastors evaluated perceptions of their organizational
changecomi t ment and their organizationds readine:
the overall OCC and ORC resulendering a weak but positive correlation among the variables.
The low scores are legitimate and represent how the lead pastors perceivgydrezations.
The study was anonymous to minimize bias reporting.

The survey may have research limitations bseatiwas short, with 38 questions and
five demographic questions. Construction of the adapted surveys was from those used in
businesses witminor changes to reflect the religious construct. The questions asked may not
have addressed the relevant peragstiof transformational leaders as lead pastors. Leading
change in the church involves focusing on trends, demographics, and relatiomsbijggdus
contexts(Branson & Martinez, 2011 here are many views concerning pastoral leadership
limited surveysard e mpi r i c al research on pastorsodé per ce
Huizing (2011) iscritical of social science leadership for cblnes. He proposkhat leadership
research has studied directional behavioral, interpersonal relationships jtgreatal teamwork,
which influences Christian leadership, but Christian leaders should trust the advice that4is Christ
like (Huizing, 2011) Transformational leadership research is limited in the area of organaatio
changgEisenbach et al., 1999 he limitation is even more sigrafint for transformational
leadership and organizational change in-poofit organizations such as churcliestz Allen et
al., 2013)

Further Research

The body of knowledge on the perceptions of lead pastors must be advanced through

provenresearctihat will achieve new conclusions through systematic ingéidgitional

research must studyganizational change commitmenn d t he or ganifoe ati onds
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changeof lead pastorthat support thdiffusion of innovationsn churchesNew ideas that
encourage worship and supply the demands of the congregation and community would give lead
pastors additional information oerying their populatiorDiffusion generates new ideas and
supportgpastoran exchanging knowledge thafill contributeto achieving theiorganizational
commitment and readinegsals
Additional qualitative and mixed metha@signamustexplore the tpics of
organizational changeoomi t ment and t he organi mlgibisondés r ea
constructsA qualitative study that explas¢éhe thoughts and reasons behind the perceptions of
lead pastors would develop the theory for pastoral leaderBhgory can be grounded in the
data that investigates grounded theory research using information frgmesesstatistics to
derive new theoryCreswell, 2014)Mixed methodglesigns are capable exploringthe culture
of religiousorganizations that are experiencing uncertainty in readiness and comnigment
acquie information associatewith the phenomenon of inteted more indepth discussion
concerning organizational change commitment a
support pastors alerting them to the importance of needed transformation in their organizations.
Theliterature would benefit frortherefinement in instruments that addréssreligious
needs and duties of pastabevelopment of surveys that are responsive to theology and
Christian beliefs would i mpr oveirotghngatiens.udy o f
Furthermore, instruments developed on religious constructs could guide lead pastors into an in
depth exploration of organizational change.
A larger samplgincluding male and female pastorsyuld increase the scope of existing
findingsgereralizing tonewpopulations irothergeographic settings since the problem of

declining church attendance is not limited to South Carolrarger sample could explorbe
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study of tenure as\ariable.In the present study, tenunas statisticallysignificant with age,

organizational change commitment, dhdor gani zati onds readiness f ol
Thecurrentstudy reveadthatastatisticly posi t i ve r el ationship ex

perceptions of tr ansf or nemitaiionahchdngelcanaithemnd hi p, t

their organi zat i oThésudyfilkdadap mmstasperceptioncoh a n g e .

organizational changesearchThe studycontributel to the literature by examining the

theological and theoretical framework afjanizational change leadershiging Christian

constructs.
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Disagree Agree
Vision

Inspirational Communication

SURVEY QUESTIONS REMOVED TO COMPLY WITH COPYRIGHT LAWS.

Part 2: Organizationbdés Readiness for Change (

Assume that your organization has proposed a change for innovation. Please answer how you
perceive tht your organization will respond to readiness for change. There is no right or wrong
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