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Abstract
Church leaders have historically used attendance and membership as indicators of church
health and leader effectiveness, yet church attendance in America is declining. 131 senior
ministers in mainline Churches of Christ in the state of Texas participated in an ex post
facto study to explore the relationship between the leadership styles of senior ministers
(IV) including, transformational, transactional, and passive avoidant leader styles,
measured by Multifactor Leadership Questionnaire (MLQ) and church attendance (DV)
patterns, including declining, static, or growing congregations between 2009 and 2012.
The findings show that all three MLQ leader styles are present in declining, static, and
growing churches. The data suggests there is no relationship between leader style and
church growth trends. Churches declined, remained static, or grew with each leader style.
The study indicates that senior ministers in Churches of Christ in the state of Texas
demonstrate transformational leader behaviors. However, transformational leader styles
may not be influencing church growth as measured by attendance more significantly than
transactional or passive avoidant leader styles. Because the study did not find a
statistically significant difference in church growth patterns for the three leadership
styles, this suggests there may be other factors at work that are influencing church growth
in Churches of Christ.
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CHAPTER 1. INTRODUCTION
Introduction to the Problem
Several researchers have noted that while interest in spiritual matters remains
strong in America, church attendance is declining (Chaves, Anderson, & Byassee, 20062007; Chaves & Anderson, 2008; Chaves, Konieczny, Beyerlein, & Barman, 1999; Duin,
2008; Hadaway & Marler, 2005). While leaders in the church are more interested in the
spiritual development of their parishioners than they are in monitoring attendance,
metrics like attendance and membership continue to be easier to track and are therefore
often used as indicators of church health and leader effectiveness (Carter, 2009;
McKenna & Eckard, 2009).
The local congregation and church attendance is a central element of religious life
in America (Chaves et al., 1999). McGrath (2009) found the top two motivators for
church attendance include “‘giving thanks for life’s blessings’ and ‘providing personal
spiritual fulfillment’” (p. 130), yet data revealed that about half of the population of the
United States identified with a church affiliation and even less attended church services
regularly (Hadaway & Marler, 2005).
Data collected in 2000 by the Association of Statisticians of American Religious
Bodies (ASARB), which includes a number of churches and adherents for 149 religious
groups, listed 99 religious bodies in six denominational groups in the United States. The
population of the United States in 2000 was 281,421,839, an increase of 13.2% from
1

1990 data. The unadjusted adherent totals of the religious groups listed (141,364,420)
included 50.2% of the total population in 2000.
The decline nationally was also reflected in the largest state (Texas) reporting
more members than any other state in the U.S. in the 2012 directory of Churches of
Christ in the United States (Royster, 2012; Ross, 2009, February, “Wherever two or
more”). Texas reported 2,012 churches with 267,093 members (Royster, 2012). In the
2012 directory, Texas represented 16.16% of the total Churches of Christ (12,446) and
22.08% of all members (1,209,194) of Churches of Christ in the United States (Royster,
2012). Data reported in the directory in 2012 revealed a slight decline in the number of
churches and growth of 1% or less in total members and attendance from what was
previously reported in 2009. This decline occurred during a period when the state of
Texas experienced a 6.54% increase in population in the same period with the total
population in 2012 of 26,403,743 (Texas Department of State Health Services, 2012,
February).
This ex post facto study explored what, if any, impact leadership styles of senior
ministers in Churches of Christ in the State of Texas has on church attendance. The study
explored leader styles of senior ministers in Churches of Christ in the state of Texas,
including, transformational, transactional, and passive avoidant leader styles, measured
by Multifactor Leadership Questionnaire (MLQ). The study further explored what, if any,
impact leadership styles have on church attendance.
The remainder of this chapter describes the background of church attendance in
American churches and describes the problem as it relates to Churches of Christ in the
State of Texas. In addition the purpose and rationale of the study are discussed along with
2

the research questions and hypotheses. Finally, the significance and nature of the study
are described.

Background of the Study
Churches, like any social organization, contain what researchers describe as
essential ingredients of an organization and they are therefore candidates for social
research (Cyert & March, 1992; Scott & Davis, 2007). Church leaders also function
within an environment in which they pursue specific strategies and goals while also
organizing ministry and people, within formal and informal organizational structures.
Finally, church leaders make decisions, communicate with key stakeholders, deal with
change and manage conflict.
Worden (2005) said that religion’s focus on symbol, myth, and ritual is a “natural
source for charismatic leadership” (p. 224). Williams (2011) pointed to what he describes
as a “decisive shift from a fundamental stance of church ‘doing familiar things
differently’ to need to ‘do different things’” (p. 110). This shift is a result of church
leaders who have critically engaged their congregations with socio-cultural queries as
well as questions regarding ecclesiology and orthodoxy. In order to effectively meet this
shift, church leaders will need to become competent in grasping and assessing social
research (Wright, 2008). Leaders in these congregations balance the tension between
mission and maintenance, where mission draws on transformational leader styles and
maintenance draws on transactional leader styles.
Many leaders within Churches of Christ have pointed to an identity crisis within
their movement (Foster, 1994; Harris, 2001; Hughes, 2002; Ross, 2007, February, 2007,
3

March). This identity crisis has negatively impacted Churches of Christ as they have
attempted to remain relevant as well as grow numerically (Ross, 2007, February, 2007,
March). This identity crisis poses a leadership challenge for many Churches of Christ,
regardless of their fellowship designation, with many churches not keeping pace with
population growth (Ross, 2007, February). “Protection of their power base seems to be
more important [to leaders] than reaching people who are missing from the family of
God” (Ross, 2007, October). Citing the 2009 directory of Churches of Christ in the
United States (Royster, 2009), Ross (2009, February, “Church in America”) reported the
fewest number of members in Churches of Christ “since a comprehensive effort to count
members began in 1980” (p. 1).
The decline in membership within the Churches of Christ is attributed to lower
birth rates, an increase in affluence, and an increase in the shift from rural to suburban
and urban communities, institutional loyalty, and complacency (Ross, 2007, April, 2009,
February, “Church in America”). McGraw (2009, March) added that “people are leaving
church because of loss of community, unwillingness to reach out to singles, abuses of
leadership and lack of spiritual depth” (¶ 7). Additionally, theological differences
continue to challenge how Churches of Christ view and define themselves as a
movement. For example, the 2009 directory of Churches of Christ in the United States
(Royster, 2009) excluded 21 congregations who included instrumental music in at least
one of their Sunday morning services (Tryggestad, 2009, February). The exclusion of
instrumental churches resulted in two of the largest churches in the fellowship not being
included in the 2009 directory. Both of these churches are located in the state of Texas:
Richland Hills in Fort Worth, which averaged 4,200 in three weekend services, and Oak
4

Hills in San Antonio with 3,500 members. The directory reversed this decision prior to
the publication of the 2012 directory, which led to a new designation for churches with
all instrumental or partial instrumental services on Sunday morning. As a result, six
congregations with total members of 9,524 were included in the 2012 directory. Despite
this reversal, attendance still remained flat for Churches of Christ in Texas between 2009
and 2012.

Statement of the Problem
Church attendance in America has declined (Chaves et al., 2006-2007; Chaves &
Anderson, 2008; Chaves et al., 1999; Duin, 2008; Hadaway & Marler, 2005). Church
leaders have historically used attendance and membership as indicators of church health
and leader effectiveness (Carter, 2009; McKenna & Eckard, 2009).
The decline nationally is also reflected in the 2012 directory of Churches of
Christ in the United States (Royster, 2012) that lists Texas with more churches (2,012)
and members (267,093) than any other state. In the three-year period from 2009 to 2012,
Texas reported a 1.08% decline in the total number of churches in the state and 1.07%
increase of their members. This decline occurred during a period when the state of Texas
experienced a 6.54% increase in population in the same period (Texas Department of
State Health Services, 2012, February).
Scholars recommend research to understand the spiritual dimensions of leadership
in organizations (Harlow, 1994; White, 2003). Adams (2010) used Multifactor
Leadership Questionnaire (MLQ) to study growth and decline in United Methodist
churches in Elizabethtown, Kentucky. Adams recommended a larger sample, as well as, a
5

study evaluating church leadership utilizing the MLQ in other religious denominations,
including the Catholic Church or other Protestant denominations. The present study
followed Adams’ recommendation as it might apply to the Churches of Christ. Knudsen
(2006) recommended additional studies to understand which components of the overall
MLQ leadership score positively impacts church growth. Finally, Wright (2005)
recommended a study of leaders in Churches of Christ to include ministers, elders,
deacons and other informal leaders to identify leadership behaviors and the impact
leadership behaviors have on congregational performance. It is unknown what, if any,
impact senior ministers’ leadership style has on changes in church attendance.

Purpose of the Study
MLQ measures three leadership styles, including: (a) transformational, (b)
transactional, and (c) passive-avoidant. The purpose of this study was to explore the
leadership styles of senior ministers in Churches of Christ in the state of Texas.
Additionally, the study explored what, if any, impact leader styles have on changes in
church attendance between 2009 and 2012. The sample extends the Adams study
previously mentioned, and will involve Churches of Christ in the state of Texas.
Additionally, this study identified the extent to which senior ministers in Churches of
Christ in the State of Texas exhibit transformational, transactional, or passive avoidant
leader styles.

6

Rationale
Leadership is an everyday activity that involves (a) communicating organizational
direction, (b) developing key relationships, (c) inspiring others, (d) directing operations,
(e) developing the organization, and (f) reinforcing performance (Eicher, 2005). The
challenge for modern organizations, including religious institutions, is to understand
leadership principles and effectively develop leaders for the complex and, often,
ambiguous challenges faced in the marketplace. These complexities present
organizational leaders with numerous choices about how to interpret and interact with
their organizations.
This study of senior ministers in Churches of Christ in Texas described the
leadership styles these leaders employ. In addition, a study of senior ministers will reveal
what, if any, impact leadership style has on church attendance. This study builds on
research from Adams (2010), Knudsen (2006), and Wright (2005) who each studied
church leaders using the Multifactor Leadership Questionnaire (MLQ) and
congregational performance.

Research Questions and Hypotheses
This study addressed the overarching research question of what is the relationship
between the leadership styles of senior ministers in Churches of Christ in the State of
Texas and church attendance. Results from this study answered the following questions:
1. To what extent do senior ministers in Churches of Christ in the state of Texas
exhibit transformational, transactional, and passive avoidant leader styles?
7

2. To what extent do leader styles — transformational, transactional, and passive
avoidant — of senior ministers in Churches of Christ in the state of Texas
produce a change in church attendance between 2009 and 2012?
In support of this latter question, this study tested the following null and alternate
hypotheses:
H0 There are no significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
H1 There are significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
The hypotheses and research questions were answered through collection and
analysis of data from survey responses utilizing the Multifactor Leadership Questionnaire
(MLQ). The survey instrument was administered to senior ministers in the Churches of
Christ in the state of Texas.

Significance of the Study
This study of senior ministers in Churches of Christ in Texas described the
leadership style these leaders employ. Once identified, additional research can be
conducted to determine any relationship to leader effectiveness, as measured by changes
in attendance. Additionally, this study of senior ministers added to the body of
knowledge to help researchers understand the difference, if any, between the leadership
styles of these leaders compared to leaders in other industries. This study of senior
ministers provided additional data to understand how leadership style influences leader
and organizational effectiveness within their organizations.
8

This study of senior ministers in churches added to the body of research on
leadership in general and multifactor leadership theory specifically. In addition, the
results will be useful in understanding the relationship, if any, between leadership style
and changes in church attendance.

Definition of Terms
The terms used in this research include:
Adherent includes both baptized and unbaptized individuals who attend worship
services, including adults and children (Finke & Scheitle, 2005).
Attendance is the Sunday morning worship attendance, including adults and
children (Hadaway & Marler, 2005).
Attendance trends is the net difference in the average Sunday morning worship
attendance as reported in 2009 and 2012 in the directory, Churches of Christ in the
United States (Royster, 2009, 2012).
Elder is a volunteer leader responsible for the care, instruction, and oversight of
the local congregation (Fair, 2008; Ferguson, 1996; Glasscock, 1987; Lewis, 1985;
Mappes, 1997).
Deacon is a volunteer leader responsible for ministry within the local
congregation (Fair, 2008).
Mainstream includes Churches of Christ who are similar enough in doctrinal
matters that they recognize and experience full fellowship between other Churches of
Christ (Royster, 2009).
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Member includes all individuals with full member status as defined by the
religious body (Finke & Scheitle, 2005).
Minister is a paid ministry staff of a local congregation (Fair, 2008; Royster,
2009).
Passive Avoidant Leadership is more reactive and characterized by the following
behaviors: (a) management-by-exception: passive, and (b) laissez-faire (Bass & Avolio,
2004).
Restoration Movement includes Churches of Christ, which were heavily
influenced by Barton W. Stone and Alexander Campbell (Allen & Hughes, 1988; Garrett,
1994). This movement is also known as the Stone-Campbell movement with roots in the
reformation, Puritan, and Baptist movements of the nineteenth century (Allen & Hughes,
1988; Foster, 1994; Garrett, 1994).
Transactional Leadership is present when leaders display more tactical behaviors,
including; (a) contingent rewards, and (b) management-by-exception: active (Bass &
Avolio, 2004).
Transformational Leadership is present when leaders influence in a way that
changes their followers’ awareness of what is important and possible (Bass & Avolio,
1994) by balancing four behaviors, including: (a) idealized influence, (b) inspirational
motivation, (d) intellectual stimulation, and (d) individual consideration (Bass & Avolio,
2004).
Assumptions and Limitations
This study focuses on senior ministers in the 1,526 mainline Churches of Christ in
the state of Texas, as reported in the print and electronic directory, Churches of Christ in
10

the United States (Royster, 2008, 2009, 2012). A random sample of senior ministers from
the 1,526 mainline Churches of Christ in the state of Texas was invited to participate in
the study. From those who agreed to participate, only congregations whose senior
minister was actively serving in the same congregation in 2009 and 2012 were included
in the study. Senior ministers who came after 2009 or left before 2012 were not included
in the study.
The following are the assumptions for this study:
1. The sample selected represented the population of senior ministers in
Churches of Christ in Texas.
2. Senior ministers served the same congregation as senior ministers throughout
the entire study period from 2009 to 2012.
3. Respondents answered both honestly and objectively.
4. Economic conditions affected all churches in the same manner.
There are several limitations of this study, including that the findings from this
study cannot be generalized:
1. to other church denominations;
2. to other geographic regions;
3. to leaders in other industries.

Nature of the Study
This study was an ex post facto study to explore the relationship between the
leadership style of senior ministers and church attendance patterns, including growing,
declining, or static congregations between 2009 and 2012. Figure 1 illustrates the study
11

design with MLQ leadership styles as the independent variable (IV) and church
attendance as the dependent variable (DV).

Figure 1. Overview of study design.

Davis, Bell, and Payne (2010) recommend research that is geographic to
understand church growth. This is consistent with other researchers who suggest that
population change has an impact on church membership and is a factor that should be
taken into consideration (Inskeep, 1993). Nauta (2007) suggested leaders could improve
the appeal to members and outsiders by clarifying the mission and identify of the church.
This study focused on senior ministers in the 1,526 mainline Churches of Christ in
the state of Texas, who were actively serving in a senior minister role in 2009 and 2012,
as reported in the print and electronic directory, Churches of Christ in the United States
(Royster, 2008, 2009, 2012). Additionally, this study explored the extent to which senior
ministers in Churches of Christ in the state of Texas exhibit leadership styles as described
by the Multifactor Leadership Questionnaire (MLQ).

Organization of the Remainder of the Study
The remainder of this manuscript provides a review of the literature in Chapter 2
followed by Chapter 3, which describes the research methodology and design. The data
12

collected and analysis are described in Chapter 4, followed by a discussion of the results,
implications and recommendations for future research in Chapter 5.
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CHAPTER 2. LITERATURE REVIEW
Background
Churches are unique as an organizational entity. However, like any social
organization, a church also contains what researchers describe as essential ingredients of
an organization and they are therefore candidates for social research (Cyert & March,
1992; Pugh, Hickson, Hinings & Turner, 1969; Scott & Davis, 2007). Churches, like any
other organization has what Drucker (1994) calls a “theory of the business” (p. 96). This
organizational theory of the business includes those assumptions the organization uses to
shape behavior, dictate decisions, and define results (Drucker, 1994). Additionally,
church leaders make decisions, communicate with key stakeholders, deal with change
and manage conflict (Zech, 2003).
While churches are similar to other organizations, churches hold a unique place
among organizations and should be thought of differently from for-profit, governmental,
and nonprofit organizations. A church can best be thought of as a clan that is “a culturally
homogeneous organization, one in which most members share a common set of values or
objectives plus beliefs about how to coordinate effort in order to reach common
objectives” (Ouchi & Price, 1978, p. 36). Churches are similar to other types of
organizations in that they pursue specific strategies and goals to organize ministry and
coordinate staff and volunteers within formal and informal organizational structures
(Zech, 2003). Like nonprofit organizations, churches are hybrids with similarities to the
14

business sector because they manage large facilities and budgets. Churches are also
similar to non-governmental organizations (NGOs) as churches provide services to their
local communities (Heimovics & Herman, 1993). Measuring effectiveness in nonprofits
is a challenge (Kaplan, 2001; Rojas, 2000). Kaplan (2001) said, “success for nonprofits
should be measured by how effectively and efficiently they meet the needs of their
constituencies” (p. 353).
Nonprofit and religious boards can learn much from their counterparts in the
business sector (Bowen, 1994), including clearly identifying goals, establishing action
plans, organizing, and focusing on what matters (Taylor, Chait, & Holland, 1996). It is
not uncommon for one to question the applicability of leadership research to nonprofit
organizations as well as to church leaders. Heimovics and Herman (1993) suggest that
management and leadership practices “cannot be adequately derived by extrapolation or
inference from research on business or government” (p. 425). While Heimovics and
Herman raise a valid concern, other scholars have effectively applied leadership practices
to churches and church leaders (Armour & Browning, 1995; Callahan, 1983; Fair, 2008).
Nash (2001) said leaders in the religious and business institutions are currently
experiencing a “21st-century landscape of moral schizophrenia” (p. 27) in large part due
to the structural separation of these institutions in the eighteenth century. This chasm
impacts the ability of the leadership team within an organization to effectively lead their
religious institution. Nash identified the following “tipping points,” which contribute to
this divide, including: (a) the tendency to disassociate business activities and faith, (b)
minimal exposure in seminary training to organizational or business courses or
interaction with business leaders, (c) religious leaders tendency to view utopianism and
15

pragmatism as mutually exclusive interests, (d) the tension between empowerment, which
attracts business leaders and sacrifice, which attracts religious leaders, and (e) not seeing
the value of wisdom present in the church and the marketplace. The result of these
tipping points is that organizational and governing structures of churches are often
described as over-managed and under-led (Finke & Stark, 2000).
While not referring specifically to church leaders, Hoyle (2002, September)
suggested that the spiritual side of leadership is what adds depth in understanding human
motives and what keeps a leader from destroying organizations and innocent lives.
Bolman and Deal (2002, February) said that leadership qualities are “ultimately rooted in
faith and soul” (p. 21). Leadership in churches, while similar to that found in for-profit
and nonprofit organizations, is unique in the expectations its constituents have for church
leaders. Although interest in spiritual matters remains strong in America, church
attendance has fallen (Chaves & Anderson, 2008; Chaves et al., 1999; Duin, 2008;
Hadaway & Marler, 2005). The effectiveness of church leaders can be illustrated as one
looks at church life in America and the impact leadership has on church members.
Worden (2005) maintained that religion’s focus on symbol, myth, and ritual is a
“natural source for charismatic leadership” (p. 224). Hong (2004) described leaders of
mega-churches, as founding pastors, with long pastoral terms, who are strong charismatic
leaders (p. 103). These magnetic leaders are the types of leaders that will help the church
grow into the twenty-first century. A church that is influenced by a postmodern culture
looking for communities of faith that is more demanding learning communities
committed to “mutual accountability and radical hospitality” (Williams, 2011, p. 115).
Williams pointed to what he describes as a “decisive shift from a fundamental stance of
16

church ‘doing familiar things differently’ to need to ‘do different things’” (p. 110). This
shift is a result of church leaders who have critically engaged their congregations with
socio-cultural queries as well as questions regarding ecclesiology and orthodoxy.
Effective church leaders are competent in grasping and assessing social research (Wright,
2008). This is a leadership task where congregations seek to balance tradition, local
ministry, mission with a community of faith that expresses it self in emergent, new, and
fresh ways in a post-Christendom world. Leaders in these congregations balance the
tension between mission and maintenance, where mission draws on transformational
leader styles and maintenance draws on transactional leader styles.
Developments in leadership theory will be described in the remainder of this
chapter, including detail on the full range leadership model, including transformational,
transactional, and passive avoidant leadership styles. In addition, church growth will be
described to highlight the need for improved effectiveness of leaders in these institutions.
Finally, a review of related research of full range leadership and church attendance will
be described.

Leadership Theory
Religious leaders are described as serving in multiple leader roles, including
spiritual, organizational, community, and societal (Boyatzis, Brizz, & Godwin, 2011). A
religious leaders’ ability to effectively display emotional and social competence is
believed to have a positive effect on the religious organizations vibrancy, where vibrancy
includes parishioner satisfaction and support (p. 192). The minister is the one who is the
most important agent (Nauta, 2007) when leading a congregation through conflict or
17

change. These are the principle leaders who often influence the distinctiveness and the
identity of the local congregation.
The twentieth-century literature is ripe with arguments both for and against the
distinction between management and leadership. Additionally, labels like executive and
administrator tend to add to the ambiguity in the literature. Yukl (1994) correctly
observed that “defining managing and leading as distinct roles, processes, or relationships
may obscure more than it reveals if it encourages simplistic theories about effective
leadership” (p. 6). The argument for the distinction often views managers as more tactical
and functional individuals responsible for achieving organizational goals through the
classic functions identified by Henri Fayol (1916), including: planning, organizing,
commanding, coordinating, and controlling. Leaders, who are also expected to achieve
organizational goals, are distinguished from managers by the manner in which they
achieve these goals. While managers manage goal attainment, leaders use more
charismatic means of achieving goals, by challenging the status quo, creating the future,
and inspiring commitment (Kouzes & Posner, 2002). The methodical study of social
science accelerated in the 1930s (House & Aditya, 1997) attempting to describe and
predict effective leadership.
Regardless of whether an organization is for-profit or nonprofit, there is a strong
expectation that the organizational leaders and managers will “focus their limited
resources on a limited set of objectives and constituents” (Kaplan, 2001, p. 359) in order
to effectively and efficiently produce results. Kaplan cautioned, “attempting to be
everything for everyone virtually guarantees organizational ineffectiveness.” The
challenge for modern organizations, including religious institutions, is to understand
18

leadership principles and effectively develop leaders for the complex and, often,
ambiguous challenges faced within the organization.
Maslow’s (1943) seminal research on motivation theory provides a framework for
understanding basic goals or needs of individuals. These basic goals include: (a)
physiological, (b) safety, (c) love, (d) esteem, and (e) self-actualization. Maslow also
concluded these basic goals are interrelated, in a “hierarchy of prepotency” (p. 394), and
that while the model is depicted as a hierarchy, “it is not nearly as rigid as we may have
implied” (p. 386). Religious leaders may not be satisfied with Maslow’s hierarchy ending
with self-actualization, looking for a transcendent level that goes beyond the individual.
In the 1950’s, Douglas McGregor’s classic work, The Human Side of Enterprise
(2006) helped leaders balance their transformational with the transactional orientation of
leading and managing organizations. “Only if we can free ourselves from the notion that
we are limited to a single dimension—that of more or less authority—will we escape
from our present dilemma” (McGregor, 2006, p. 38). McGregor stated strongly that acts
of management “rest on assumptions, generalizations, and hypotheses” (p. 8) of human
behavior. The traditional assumptions of leadership and management McGregor
described, as Theory X, assume that people dislike work, must be coerced to achieve
organizational goals, and prefer to be directed. An integrated view of leadership and
management is described as Theory Y, which assumes people view work similarly to
play and rest, are willing to work towards organizational goals without external coercion,
are committed to achieve organizational objectives, are willing to accept and even seek
responsibility, and have a high degree of creativity in solving organizational problems
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(McGregor, 2006). The quality movement of the 1980’s pushes Theory Y even further as
Ouchi (1981) introduced Theory Z management.
Theory Z management centers on egalitarianism as its central feature.
“Egalitarianism implies that each person can apply discretion and can work
autonomously without close supervision, because they are to be trusted” (Ouchi, 1981, p.
81). Theory Z may go further than western organizations are willing to go when it comes
to leading and managing their organizations. It will be critical that leaders understand the
culture of their organizations as they seek balance between the economic and emotional
goals (Ouchi, 1981).
Leadership personality taxonomies have their roots in what Bass (1990) described
as the “psychoanalytic conceptualization” (p. 25) of leadership. There are a number of
studies that describe leadership using psychodynamic taxonomies including leadership
personality (Myers & McCaulley, 1985) and leadership styles (Blake & Mouton, 1985;
Tannenbaum & Schmidt, 1973). Leader styles are organized around task- and
relationship-oriented behaviors as well as along a continuum from authoritative to
participative leadership.
Blake and Mouton (1985) contrasted concern for people with concern for
production. This softer side of leadership, often described with labels like emotional or
social intelligence should be viewed in the same way as intellectual and technical ability
when evaluating leadership effectiveness (Goleman, 2004). The extremes of taking a
people-oriented versus task-oriented approach to goal accomplishment have been studied
extensively since the 1940s Ohio State University studies on leadership (Bass, 1990). By
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avoiding a “one size fits all” point of view, leaders are able to work with their teams to
effectively and efficiently move the organization to shared goals.
Finally, the participative approach (Lawler, 1986) is another leadership approach
that highlights the relational aspects of leadership and management. While popular in
some organizational settings, the participative approach does take more of the leader’s
time and may not be appropriate for all organizational types. For example, military, fire,
and police organizations may find the participative approach less effective, where a
command-and-control environment is more efficient and effective. Hersey and
Blanchard’s (2007) situational leadership model is helpful in understanding how
leadership behaviors should match the style and need of the follower, shifting as needed
among (a) directedness, (b) coaching, (c) supporting, and (d) delegating behaviors.
Judge & Piccolo (2004) have suggested that the attention and energy given to
charismatic and transformational leadership theories may have caused researchers to
downplay the more tedious, but necessary transactional leader behaviors. This idea led
O’Shea, Foti, and Hauenstein (2009) to question whether leaders can be both
transformational and transactional. Building on the ideas from Bass and Avolio (Avolio
Bass, & Jung, 1999; Bass, 1985, 1998; Bass & Avolio, 1993) that “the most effective
leaders utilize both behavioral styles” (p. 238), these researchers used pattern-oriented
analysis to test this hypothesis. The researchers developed eight patterns of behavior by
classifying leaders “as ‘high’ or ‘low’ on transformational leadership, use of contingent
rewards, and passive MBE [management by exception]” (p. 242). Registered nurse
leaders (N = 726) who demonstrated one of eight patterns of behavior were invited to
participate in the study. While the study found general support that the most effective
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leaders use a mix of transformational and contingent reward behaviors, the study used a
variant of MLQ-1 instrument, as well as a “composite transformational variable” (p. 253)
that needs to be tested further.
Exploratory studies that are leader-centric are bountiful and helpful as researchers
seek to understand leader behaviors and the impact these have on the organization. An
emerging body of research is beginning to investigate leader and leadership
developmental readiness (Avolio & Hannah, 2008; Day, 2001; Riggio, 2008). Leader
development is when the focus is on an individual leader while leadership development is
broader, focusing on “the shared leadership capacity of the organizational members”
(Riggio, 2008, p. 386). The challenge for these researchers and organizational members
responsible for developing leaders is the lack of a developmental framework. Avolio and
Hannah (2008) suggested that leaders are developed through cyclical experiences over
time, and are a lifelong developmental journey. These experiences tend to include
originating and turning point events that shape the development of leaders.
The challenge for modern organizations, including religious institutions, is to
understand leadership principles and effectively develop leaders for the complex and,
often, ambiguous challenges faced in the marketplace. These complexities present
organizational leaders with numerous choices about how to interpret and interact with
their organizations. Avolio and Bass (1994; 2004) described what they call a full range of
leadership, which will be described next.
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Full Range Leadership Theory
While discussions of transformational leadership, and charismatic leadership
(Conger & Kanungo, 1998), in particular are popular, the nature of full range leadership
theory is ideal for leader selection and development. Bass and Avolio (2004) described
their model as making “it possible to identify managers suited to a particular kind of
organizational culture, department, work group, project, or situation” (p. 6). Full range
leadership captures the common elements in leadership and management, including (a)
communicating organizational direction, (b) developing key relationships, (c) inspiring
others, (d) directing operations, (e) developing the organization, and (f) reinforcing
performance (Eicher, 2005).
Building on the work of Burns (1978), full range leadership includes three distinct
leadership styles, including (a) transformational, (b) transactional, and (c) passive
avoidant leadership. Each of these is described below.

Transformational Leadership
Leadership is a “vast, amorphous, slippery, and, above all, desperately important”
(Bennis, 2007, p. 2) activity in the life of the organization. Heifetz and Laurie (2001)
described leadership as an everyday activity that involves (a) setting direction, (b)
protecting the organization from external threats, (c) orienting the organization, (d)
managing conflict, and (e) shaping norms. Since the industrial revolution (eighteenth
century) westerners have been obsessed with quantifying and reproducing everything
from automobiles to leaders (Finke & Stark, 2000).
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Transformational leaders influence in a way that changes their followers’
awareness of what is important and possible (Bass & Avolio, 1994). Leaders accomplish
this by balancing four behaviors, including: (a) idealized influence, (b) inspirational
motivation, (d) intellectual stimulation, and (d) individual consideration (Bass & Avolio,
2004). These proactive leaders move followers to see themselves and the opportunities
and challenges of their environment in a new way. They seek to help individuals and
groups to strive for higher levels of performance as well as higher levels of moral and
ethical standards.
Idealized influence (IA/IB) behaviors are those that lead followers to trust,
respect, and admire them as leaders (Bass & Avolio, 1994). Bass and Avolio (2004)
described idealized attributes (IA) and idealized behaviors (IB) for leaders demonstrating
idealized influence. Idealized attributes are those that instill pride, are other-focused,
establish mutual respect and trust, and demonstrate confidence on the part of the leader
(Bass & Avolio, 2004). Idealized behaviors exist when leaders share their values and
beliefs, demonstrate a “strong sense of purpose”, contemplate ethical and moral
repercussions, and draw attention to “a collective sense of mission” within the
organization (Bass & Avolio, 2004).
Inspirational motivation (IM) behaviors inspire and motivate followers (Bass &
Avolio, 1994). Leaders exhibiting these behaviors motivate and challenge followers by
talking passionately and optimistically about the present and future needs of the
organization, are able to describe a future that is compelling, and convey confidence in
achieving individual and organizational goals (Bass & Avolio, 2004).
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Intellectual stimulation (IS) behaviors activate creativity and innovation in
followers (Bass & Avolio, 1994). Leaders demonstrating these behaviors frame and
reframe organizational dilemmas by re-appraising existing assumptions and questioning
their current relevance, seeking fresh perspectives to problems, encouraging others to
take fresh approaches to problems, and advocating new ways to achieving individual and
organizational tasks (Bass & Avolio, 2004).
Individual consideration (IC) behaviors exist when leaders provide personalized
interactions with followers that are typically seen by mentors and coaches (Bass &
Avolio, 1994). Leaders exhibit these behaviors when they teach, interact with followers
in individualized and personalized ways, and works with followers to develop their
aspirations and strengths (Bass & Avolio, 2004).
Kotter (1990) argued that leaders are different than managers. Leaders set
direction, align, and motivate people (Kotter, 1990). Leaders carry themselves with more
confidence than others, create desired futures, are more risk tolerant, and develop longterm/strategic relationships (Zaleznik, 2004). Understanding leadership is one thing,
determining leader effectiveness is more challenging.
Eicher (2005) identified three behaviors of effective leaders, including: (a)
communicating organizational direction, (b) developing key relationships, and (c)
inspiring others. Effective leaders communicate organization direction based on their
understanding of the organizational landscape. This effective communication drives the
congregation to a single, overarching objective. In addition, effective leaders develop key
relationships as they influence all individuals, groups, and/or organizations that view
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themselves as having a critical role in the success of the congregation. These leaders
clearly acknowledge the roles of these key relationships. Finally, effective leaders, inspire
others by establishing immediate credibility with the key parties and filling them with a
sense of commitment to each other, the congregation, and its constituents.
When applied to leaders in the church, Gipson (1984) used Matthew 25:31-46 to
describe the relational nature of leadership in the church as being “given in service to
others” (p. 49). McNeese (1984) pulled from Mark 10:35-45 to strongly assert, “only
those who serve are leaders. Purported leaders are not leaders unless they serve” (p. 96).
McNeese went on to describe leaders who “stimulate the church to develop a servant
mind and a servant heart” by shepherding and modeling servant leadership. L. Anderson
(1984, January) reminded church leaders of the importance of the relational nature of
Jesus’ leadership, based on John 1:14-15. Finally, Marcear (1984) used the analogy of the
family to highlight the importance of servant leadership as well as the relational nature of
leadership. This servant leadership approach is not without conflict, which highlights the
need for modern church leaders to be effective political leaders (Bolman & Deal, 1984).
Transformational leadership often produces conflict as individuals are stretched
beyond the norms of daily organizational life. This applies to churches as well as other
organizations. Effectively managing conflict is an important skill for leaders to develop
as they work to transform the organizations they lead.
A study of congregational conflict found that “conflicts arise around theology,
authority, and resources” (Becker, Ellingson, Flory, Griswold, Kniss, & Nelson, 1993).
Becker, et al. identified four causes of intrachurch conflict, including (a)
liberal/conservative divisions, (b) external pressures, (c) clergy/laity differences, and (d)
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demographic changes. Becker, et al. found that “over half of the events (9 out of 17)
involved authority, the political dimension” (p. 198). Church type may also contribute to
conflict between congregational churches and larger, more centralized church types that
may be more prone to conflict (Becker, et al, 1993, p. 195). Chou, H.-T. G. (2008)
suggested, “effective leadership can still reduce the likelihood of conflicts” (p. 95).
While conflict in the church often affects only a small number of individuals,
these individuals tend to be church staff members and lay leaders or other “lay elites”
within the congregation (Ellison, Krause, Shepherd, & Chaves, 2009). Barnhill (1978)
captured a common sentiment throughout the history of the Churches of Christ where
contrarians, or “negative thinkers,” are encouraged to “go somewhere else” if they cannot
not get on board (pp. 202-203). This approach to conflict prevents church leaders from
effectively developing the political frame orientation (Bolman & Deal, 1984). Rather
than viewing conflict only in a negative light, church leaders should understand
organizational politics in a neutral way (Schmidt & Tannenbaum, 1983). For example,
Gamson (1961) described coalitions as “temporary, means-oriented, alliances among
individuals or groups which differ in goals” (p. 374). These coalitions can be positive,
utilitarian and beneficial for the organization, or negative. Understanding the political
dynamics within the organization as well as group dynamics will help church leaders
become more effective as they interact within the leadership team. Herbert and Trist
(1990) identified three levels of participation as they conclude that, “no man acts merely
as an individual, but within a group” (p. 162). These three levels of participation include:
(a) speaking members, (b) silent members, and (c) absentee members. Each member, in
his or her own way, influences the dynamics of the leadership within the organization.
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One way organizational leaders address “priorities, beliefs, habits, and loyalties”
(Heifetz, Linsky, & Grashow, 2009, p. 19) is through the symbolism in their
communication and behavior. Ortner (1973) described two categories of symbols that are
important for church leaders to understand, including: (a) summarizing and (b)
elaborating symbols. Summarizing symbols “are seen as summing up, expressing,
representing for the participants in an emotionally powerful and relatively
undifferentiated way, what the system means to them” (p. 1339). Elaborating symbols
provide “vehicles for sorting out complex and undifferentiated feelings and ideas, making
them comprehensible to oneself, communicable to others, and translatable into orderly
action” (p. 1340). These ideas are often applied to for-profit organizations; however, they
are equally applicable to religious institutions.
Common imagery of the church as a family, community, vine or tree is
comparable to the natural model of organizations. Churches that follow a congregational
structure, where each church is independent, adhere to an open systems organizational
model. The symbols and ceremonies in a religious institution create and carry meaning.
McMullen (1994) suggested the “authority of social institutions is maintained via myths
and rituals that function to legitimize the institutional rules and scripts (p. 711). Often,
“the meaning of an object or event can be far more powerful than the reality” (Bolman &
Deal, 1999, p. 10). Church leaders who understand this dynamic can implement
organizational change more effectively (Heifetz et al., 2009). The symbolic pattern of
servant leadership that influences modern church leaders is based on Jesus as described
by Paul in Philippians 2:5-11 (New International Version, 1985). Bolman and Deal
(2001) highlighted the importance of symbolic leadership when they stated, “without
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ritual and ceremony, transitions remain incomplete, a clutter of comings and goings” (p.
117). Leaders need to understand organizational culture so they can interpret, build, and
change their organizations (Schein, 1992). An organizational culture is defined as:
A pattern of shared basic assumptions that the group learned as it solved its
problems of external adaptation and internal integration, that was worked well
enough to be considered valid and, therefore, to be taught to new members as the
correct way to perceive, think, and feel in relation to those problems (Schein,
1992, p. 12).
Schein went on to describe three levels of culture, including: (a) the visible structures and
processes, or artifacts, (b) the strategies, goals, and philosophies, or the espoused values,
and (c) the unconscious beliefs, perceptions, thoughts, and feelings, also known as the
basic assumptions in the organization. Understanding organizational culture helps leaders
as they plan, organize, command, coordinate, and change the organization over time.
Without this sense making skill, leaders are unable to maintain organizational balance
because they have not been effective at defining the organization and its boundaries
(Schein, 1992).
Louis (1980) described the sense making process as it relates to new comers
entering an organization. Research in this area focuses on turnover and socialization of
individuals within an organization. The turnover perspective considers the unrealistic or
unmet expectations of the individual. The socialization perspective considers the stages
of socialization, learning orientation and socialization practices. “Decisions to stay in or
leave organizations and feelings of commitment or alienation would appear to follow
from sense made by newcomers” (Louis, 1980, p. 243). Individuals will use what Louis
described as “inputs to sense making” to diagnose and interpret their experience. These
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inputs include: (a) past experience, (b) personal characteristics, (c) the individual’s
cultural assumptions, and (d) information and interpretations from others in the
organization (pp. 241-242). While the research is focused on new employees in for-profit
organizations, additional research in nonprofit and religious organizations may prove
fruitful in helping leaders understand attendance and membership patterns within their
organizations.
Carter (2009) pointed out that today’s church leaders are just as responsible for
the spiritual care and development of their members as they are for the organizational
development of their church. However, the training many of these leaders received in
seminary left them “unprepared to deal with administrative challenges” (p. 261). These
administrative challenges are often associated with transactional leader behaviors
described next.

Transactional Leadership
When considering transactional orientation from the aspect of the leader, it is
helpful to understand that despite a large amount of material about leadership and
management, “abstract generalities devoid of the hard data of empirical research persist”
(Mintzberg, 1973, p. 7). The transactional orientation is similar to the classical schools of
organizational management, which include Henri Fayol (1916), Frederick Taylor (1916),
Max Weber (1922) and Luther Gulick (1937). In the classical school of organizational
theory the leader plans, organizes, coordinates, weighs, measures, and directs work
efforts on behalf of the organization (Mintzberg, 1973; Shafritz & Ott, 1996).

30

Katz (1991) defined an administrator as one who accepts responsibility for
achieving organizational objectives by directing the activities of others. Katz continued
by describing an effective administrator as one who works within three domains,
including: (a) technical, (b) human, and (c) conceptual skills.
Transactional leaders display more tactical behaviors associated with transactions,
including; (a) contingent rewards, and (b) management-by-exception: active (Bass &
Avolio, 2004). Transactional leaders define expectations and promote performance to
achieve these levels. While these core behaviors are associated with ‘management’
functions in organizations, leaders are also known to perform these as well as
transformational behaviors.
Contingent rewards (CF) behaviors tend to be constrictive in nature and will have
a contingent nature to them (Bass & Avolio, 2004). Leaders using these behaviors
exchange leader assistance for follower efforts, clarify and manage follower performance
expectations, and provide tangible expressions of satisfaction to followers (Bass &
Avolio, 2004).
Management-by-exception: active (MBEA) behaviors are more corrective as they
seek compliance from followers (Bass & Avolio, 2004). Leaders using these behaviors
will focus on performance that is inconsistent with agreed upon standards, with special
attention given to mistakes or complaints, may track errors, and generally focus more on
mistakes than successes (Bass & Avolio, 2004).
Atchley (1987) describes how modern church leaders set priorities by
overemphasizing rational approaches in their leadership style. The tension for Atchley is
between reason, elitism, and institutionalism with revelation, evangelism, and the
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individual. “We must not allow the rationalist to shape our message into a quagmire of
philosophical and metaphysical theories” (Atchley, 1987, p. 199). It may be true that in
“matters of spirit, wisdom and experience count far more than technique or strategy”
(Bolman & Deal, 2001, p. 175), but this does not mean that the transactional dimension
of leadership is not important within religious institutions.
From a sociological perspective, “polity refers to a denomination’s form of
government” (McMullen, 1994, p. 710) and organizational structure. To the extent that
churches are an organizational entity needing to organize and coordinate activities, the
transactional style applies. Examples include the developmental approaches and
catechism models that churches use to teach their adherents core doctrines. In addition,
churches that are organized by denominational structures also incorporate transactional
theories into their organizational model.
Church structures “have long-mirrored the organizational structures that exist in
the corporate world” (Zech, 2003, p. 323). Monahan’s (1999) described two types of
church organizational structures. Churches organized with a centralized or regional
hierarchy for authority and decision making are described as denominational.
Denominational church structures are similar to Mintzberg’s (1980) divisionalized form.
Congregational churches, on the other hand, are identified by a decentralized
organizational structure with authority and decision-making dispersed among local
church members. Congregational church structures are similar to Mintzberg’s (1980)
simple structure.
Finke and Stark (2000) suggested some churches experience a maturation process
where a small group (simple structure) becomes an established mainline church (machine
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bureaucracy or divisionalized form) with more formalized and professionalized polity.
An increase in the participation of lay people along with the increased professionalism of
clergy presents role ambiguity among church leaders (Monahan, 1999) and may
contribute to the declining attendance and membership in churches (Finke & Stark,
2000).
Eicher (2005) identified three behaviors of effective managers, including: (a)
directing operations, (b) developing the organization, and (c) reinforcing performance.
Effective managers direct operations by implementing the support mechanisms that allow
the congregation to move forward in fulfilling their ministry goals. In addition, effective
managers develop the organization by setting in motion all the people skills, including
competencies, roles, responsibilities, and task definitions, which the congregation needs
to perform its ministry. Finally, effective managers reinforce performance by providing
the personal, one-to-one messages that individuals need to manage and understand their
performance in the wider context of the team, group, or ministry in which they serve.

Passive Avoidant Leadership
MLQ describes a third leadership style: passive-avoidant leadership (Bass &
Avolio, 1994). This style is more reactive. Behaviors associated with this style include,
(a) management-by-exception: passive, and (b) laissez-faire (Bass & Avolio, 2004).
Passive-avoidant leaders avoid specifying agreements, clarifying expectations, or
providing goals and standards to be achieved by followers.
Management-by-exception: passive (MBEP) behaviors are more passive and
ineffective than transactional behaviors (Bass & Avolio, 1994). Leaders demonstrating
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these behaviors will be reluctant to interfere until absolutely necessary, choosing to avoid
any action until things become noticeably chronic in nature or of a serious nature that
continued avoidance is no longer viable (Bass & Avolio, 2004).
Laissez-faire (LF) behaviors are the most passive and ineffective of the full range
leadership behaviors (Bass & Avolio, 1994). Whereas leaders demonstrating MBEP
behaviors will be reluctant to get involved, LF leaders avoid involvement, are absent
when needed, and avoid or delay decisions to important organizational needs (Bass &
Avolio, 2004).

Dynamics in Church Attendance
The local congregation and church attendance is a central element of religious life
in America (Chaves et al., 1999). Researchers categorized church growth into three
sources, including, organic, conversion, or transfer growth (Davis et al., 2010; Rainer,
1993). Organic growth occurred when children of current members become members in
their own right. Conversion growth occurred when a church draws from the “community
and winning people to Christ” (Davis et al., 2010). Transfer growth was described as
current church members who “move to a new church” (Davis et al., 2010). Rainer (1993)
described transfer growth as growth “at the expense of another church” (p. 22). Hong
(2004) used four classifications for church growth, including (a) internal, (b) expansion,
(c) extension (church planting), and (d) bridging (church planting in different cultures)
growth. Hong combined biological, transfer, and conversion growth for his expansion
growth type.
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McGrath (2009) found the top two motivators for church attendance included
“‘giving thanks for life’s blessings’ and ‘providing personal spiritual fulfillment’” (p.
130), yet data showed that about half of the population of the United States identify with
a church affiliation and even less attended church services regularly (Hadaway & Marler,
2005). For the purpose of this study, the change in church attendance between 2009 and
2012 will serve as the dependent variable (DV).
Using data from the Social Capital Community Benchmark Survey (SCCBS),
Borgonovi (2008) studied the relationship between religious pluralism and attendance,
volunteering, and giving. The study used logistic regression random intercept models to
test each of these variables. For volunteering and giving, the study separated religious
and secular activities to determine any significant difference. While Borgonovi (2008)
found no significant relationship between attendance and religious pluralism, she did find
that “those who attend services regularly are significantly more likely to give to, and
volunteer for, both religious and secular causes than are individuals with more sporadic
contacts with a religious community” (p. 121). These findings are important for church
leaders to understand as they lead and manage their religious organizations.
Data collected in 2000 by the Association of Statisticians of American Religious
Bodies (ASARB), which included a number of churches and adherents for 149 religious
groups, lists 99 religious bodies in six denominational groups in the United States. The
population of the United States in 2000 was 281,421,839, an increase of 13.2% from
1990 data. The unadjusted adherent totals of the religious groups listed (141,364,420)
include 50.2% of the total population in 2000. Table 1 lists the top five religious bodies,
regardless of theology in the United States based on the number of congregations
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(Religious congregations and membership in the United States: U.S. membership report,
2000). Table 1 also lists changes in the number of congregations (increases or decreases)
from data collected in 1990.
Table 1
Top Five Religious Bodies in the United States in 2000

Congregations Religious Body

Theology

Change from
1990 Data

41,514

Southern Baptist Convention Evangelical Protestant

+ 3,592

35,721

United Methodist Church

Mainline Protestant

- 1,517

21,791

Catholic Church

Catholic

13,027

Churches of Christ

Evangelical Protestant

- 70

11,880

Assemblies of God

Evangelical Protestant

+ 731

- 650

What is the perception of Americans about their spiritual life and participation in
a local church? One perception is that “Americans are increasingly uncomfortable or
even suspicious of organized religion” (Dougherty, Johnson, & Polson, 2007, p. 483).
This perception is strong enough that researchers have created a category—religious
nones—to describe those cynical of religious institutions and to track their activity
(Dougherty et al., 2007). While the trends indicate a decline in church affiliation,
Americans continue to be involved more in religious organizations than any other civic
organization (Dougherty et al., 2007). Dougherty et al. identified conservative
Evangelical Protestants, representing more than 30% as the largest group among seven
religious traditions they studied.
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One study looked at weekly worship attendance among five religious traditions,
finding that fewer than 22% of Americans attend worship services each week, which is
significantly less than the previously accepted level of 40% (Hadaway & Marler, 2005).
Included in the five religious traditions was a non-Catholic and non-Orthodox category
called “Other Christian,” which included Churches of Christ and other
nondenominational churches (Hadaway & Marler, 2005). Because nondenominational
churches are not part of a centralized denominational entity, attendance figures are often
estimates. Hadaway and Marler found the average attendance of the “Other Christian”
religious tradition was 97.9 per week. This is consistent with the National Congregations
Study (NCS), which “finds 59% of U.S. congregations have fewer than 100 regular
participants” (Chaves et al., 1999, p. 468). A second NCS conducted in 2006-2007 found
no change in the median congregation size of 75 participants, concluding that, “10% of
American congregations contain half of all churchgoers” (Chaves, et al., 2006, p. 3). This
means that while there are a large number of small congregations in the U.S., most
members can be found in larger churches. Chaves, et al. (2006) cautioned researchers to
understand this nuance, as data will need to be interpreted from either an “Attenders’” or
“Congregations’” perspective (p. 21). While attendance patterns remained similar
between the study periods, Chaves and Anderson (2008) identified four changes that
occurred within congregational life. These changes include (a) technology, (b) worship
styles, (c) clergy age, and (d) member and community demographics. Technology use has
increased within churches, worship styles have become more informal, the median age of
the head clergy has increased “from 48 in 1998 to 53 in 2006,” and the income and
educational levels of members have also increased (Chaves & Anderson, 2008).
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Another study considered the mortality rate of religious institutions (Anderson,
Martinez, Hoegeman, Adler, & Chaves, 2008). The study, conducted in 2005, focused on
the status of 1,234 congregations from the 1998 NCS. The study concluded that religious
institutions average a low annual mortality rate (1%) compared to other types of
organizations. However, one disturbing finding was that weak congregations appear to be
more willing to “limp along rather than die” and stressed congregations tend to “live on
as permanently failing organizations” (Anderson et al., 2008, p. 326). One reason for the
marginal effectiveness of churches is the inability of the organization to manage conflict.
S. L. Anderson, et al. (2008) identified conflict as the reason congregations disbanded (p.
325). This is in direct contrast to “congregations destined for revival,” who were willing
to adapt “their congregational identity in response to change in the communities in which
they are located” (p. 327). This adaptation often produced or resulted in conflict. The
ability to adapt while also managing conflict and organizational change is an important
skill for church leaders to develop.
Finke and Stark (2000) took a slightly different approach to evaluating growth
patterns in American religious institutions, adapting economic models to analyze
religious polity, clergy, doctrines, and evangelization techniques. They defined their
model of religious economies as, “a device that allows [one] to examine the dynamic
interplay of religious bodies as they seek to attract and hold a committed membership”
(p. 6). By contrasting the growth of the Methodists, Baptists, and Catholics between 1776
and 1990, Finke and Stark described a maturation process where a small group (sect)
became an established mainline church, concluding, “mainline bodies are always headed
for the sideline” (p. 275), which was manifested by declining attendance and
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membership. This suggests that all churches are destined to declining membership at
some point in their life cycle. While this needs to be studied further, the implication for
leaders is clear. Leaders in the church need to understand the organizational dynamics
and implement tactics, strategies, and practices to help the church remain
organizationally healthy as these leaders also work to influence the spiritual health of the
congregation.
Hadaway (1993) described a religious marketplace that continues to be influenced
by the counter-cultural values of the sixties. Churches are faced with prospects who
distrust institutions (also known as the establishment) and expect to ‘do things their own
way’ in any organization or circumstance. These values have resulted in what is often
described as “religious consumerism” (p. 349). Churches have long since found
themselves in what may be described as a “deregulated religious market” (p. 356). This
market is one in which effective churches will be entrepreneurial, evangelistic, and a
“market savvy specialist” (p. 351) as they pursue ministry in the communities they serve.
When considering congregations in other English-speaking countries outside the
United States, researchers found similar results (Bruce, Sterland, Brookes, & Escott,
2006). Hayward (2005) conducted a study of church growth in the United Kingdom and
the United States. Building on his 1999 model of church growth, Hayward identified
three types of church growth: (a) equilibrium, (b) survival, and (c) revival growth.
Equilibrium occurred when the population was stable and the church relied on growth
from within versus conversion from outside the congregation. Equilibrium growth was
minimal, and usually came from within the congregation through the children born to
members or other family members who placed membership with the church. Survival
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growth occurred when the church was in a growing population and was able to make
converts from those who moved into the community. Revival growth occurred in a
growing population and was characterized by enthusiasts, as opposed to only converts,
being created. The purpose of the study was to understand the long-term connection
between church attendance and membership figures. What was not considered in this
study was the role leaders play in church growth. Hayward concluded church growth was
influenced by the reproduction of enthusiasts of sufficient quality to drive sustained
growth. Another study in Australia, England, and New Zealand, which included
Churches of Christ in its sample, reported similar patterns as the United States including:
(a) congregations with an average of less than 100, (b) more women than men in
attendance, (c) increasingly older congregations with 25% of their members being over
age 65, (d) a higher ratio of married members versus singles, and (e) most attendees
having been born in the country where they worship (Bruce et al., 2006).
Decreases in participation and membership are considered “typical of modern
secular society” (Nauta, 2007, p. 48). “The measure of sacramental participation was the
percentage increase or decrease in average weekend mass attendance over the 3 years”
(Boyatzis et al., 2011, p. 197). A study commissioned by the Willow Creek Community
Church asked the question, Does attending church services significantly change a
person? (Hawkins, Parkinson, & Arnson, 2007). This is a slightly different question than
simply looking at attendance and shifts the focus to growth within an individual member.
Wright (2008) reviewed the Willow Creek study and found “the relationship between
church activity and spiritual growth modest at best” (p. 109), and suggested “two
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counteracting causal mechanism [were] at play: Church activities increase spiritual
maturity and spiritual maturity decreases church activities” (p. 110).
Davis et al., (2010) recommended research that is geographic to understand
church growth. This is consistent with other researchers who suggested that population
change has an impact on church membership and is a factor that should be taken into
consideration (Inskeep, 1993). Other factors to consider when studying church growth
include institutional and contextual factors. Inskeep (1993) maintained, “the role of
contextual factors in church growth and decline can never be ignored” adding, “it is clear
that congregations cannot control their contexts, but they can control their relationship to
their contexts” (p. 147). This is a crucial role for leaders to understand the organizational
dynamics as well as the cultural changes occurring in their communities. Nauta (2007)
suggested leaders could improve the appeal to members and outsiders by clarifying the
mission and identify of the church.
The national findings from ASARB, NCS, NCS-II, and other studies were
consistent with the findings of a series of articles about church growth in Churches of
Christ published between 2007 and 2009 in The Christian Chronicle. There were 12,446
Churches of Christ in the U.S., including five fellowship groups: (a) mainstream, (b) noninstitutional, (c) non-class, (d) one cup, and (e) mutual edification (Royster, 2009).
Mainstream Churches of Christ represent over 76% of churches that are similar enough in
doctrinal matters that they recognize and experience full fellowship between them
(Royster, 2009). Non-institutional churches, also known as ‘anti,’ are churches who do
not agree with mainstream churches in the support of children’s homes, missionary
cooperatives, or other centralized religious institutions (Ross, 2007, March). Non-class
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churches do not have individualized Bible classes for their children or adults (Ross, 2007,
March). One-cup churches oppose the use of individual communion cups (Ross, 2007,
March). Mutual edification churches are opposed to the professionalism of paid church
leaders, preferring to allow men of the congregation to officiate (Ross, 2007, March).
Texas has more churches (18,466), of any theological background, than any other
state. Data collected in 2000 by the ASARB, shows the population of Texas, including
253 counties in 2000 was 20,851,753. Data shows 55.50% of the population (11,573,549
residents) identified with at least one of the six denominational groups. Texas residents
attended 18,466 congregations averaging 627 members per church. Table 2 lists the top
five religious bodies, regardless of theology in the state of Texas based on the number of
congregations listed (Religious congregations and membership in the United States: State
membership report, 2000). Table 2 also lists changes in the number of congregations
(increases or decreases) from data collected in 1990.
Table 2
Top Five Religious Bodies in the State of Texas in 2000

Congregations Religious Body

Theology

Change from
1990 Data

4,973

Southern Baptist Convention Evangelical Protestant

2,188

Churches of Christ

Evangelical Protestant

- 27

2,110

United Methodist Church

Mainline Protestant

- 76

1,293

Catholic Church

Catholic

+3

1,291

Assemblies of God

Evangelical Protestant
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+ 688

+ 17

According to the ASARB, Churches of Christ is the third largest religious body in
the United States and second largest in the state of Texas, based on total number of
congregations. However, this religious body may not be as well known as others. Hughes
(1997) identified five characteristics and two themes of the heritage of Churches of
Christ. The characteristics include: (a) allegiance to the Bible, (b) flexibility on nonscriptural matters, (c) a rational approach to both Bible interpretation and application, (d)
pursuit of the unity of all Christians, and (e) a sectarian spirit. The two themes are the
restoration vision and apocalyptic worldview. These themes produced dramatic growth
between 1916 and 1926 in the Churches of Christ of 656% (Finke & Stark, 2000, p. 208)
as well as a significant amount of congregational conflict.
Many leaders within Churches of Christ have pointed to an identity crisis within
their movement (Foster, 1994; Harris, 2001; Hughes, 2002; Ross, 2007, February, 2007,
March). This identity crisis has negatively impacted Churches of Christ as they attempt to
remain relevant as well as grow numerically (Ross, 2007, February, 2007, March). This
identity crisis poses a leadership challenge for many Churches of Christ, regardless of
their fellowship designation, with many churches not keeping pace with population
growth (Ross, 2007, February). “Protection of their power base seems to be more
important to [leaders] than reaching people who are missing from the family of God”
(Ross, 2007, October). Citing the 2009 directory of Churches of Christ in the United
States (Royster, 2009), Ross (2009, February, “Church in America”) reported the fewest
number of members in Churches of Christ “since a comprehensive effort to count
members began in 1980” (p. 1). The decline in membership within the Churches of Christ
was attributed to lower birth rates, an increase in affluence, and an increase in the shift
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from rural to suburban and urban communities, institutional loyalty, and complacency
(Ross, 2007, April, 2009, February, “Church in America”). McGraw (2009, March) adds
that “people are leaving church because of loss of community, unwillingness to reach out
to singles, abuses of leadership and lack of spiritual depth” (¶ 7). Additionally,
theological differences continue to challenge how Churches of Christ view and define
themselves as a movement. For example, the 2009 directory of Churches of Christ in the
United States (Royster, 2009) excluded 21 congregations who now include instrumental
music in at least one of their Sunday morning services (Tryggestad, 2009, February). The
exclusion of instrumental churches resulted in two of the largest churches in the
fellowship were not included in the directory. Both of these churches are located in the
state of Texas: Richland Hills in Fort Worth, which averaged 4,200 in three weekend
services, and Oak Hills in San Antonio with 3,500 members. The directory reversed this
decision prior to the publication of the 2012 directory, which led to a new designation for
churches with all instrumental or partial instrumental services on Sunday morning. As a
result, six congregations with total members of 9,524 were included in the 2012
directory. Despite this reversal, attendance still remained flat for Churches of Christ in
Texas between 2009 and 2012.
The decline nationally is also reflected in the largest state (Texas) reporting more
members than any other state in the U.S. in the 2012 directory of Churches of Christ in
the United States (Royster, 2012). Texas reported 2,012 churches with 267,093 members
(Royster, 2012). In the 2012 directory, Texas represented 16.16% of the total churches
(12,446) and 22.08% of all members (1,209,194) of Churches of Christ in the United
States (Royster, 2012). Data reported in the directory in 2012 showed the state of Texas
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experienced a slight decline in the number of churches and growth of 1% or less in total
members and attendance from what was previously reported in 2009. This decline
occurred during a period when the state of Texas experienced 20.6% population increase
between 2000 and 2010 (U.S. Census Bureau, 2012, January).
“Church growth movements have shown a great interest in numerical growth”
(Hong, 2004, p. 109). Van Gelder (Engle & McIntosh, 2004) observed a shift in church
growth literature to what he describes as “more nuanced themes” of church health,
effectiveness, and transformational leadership (p. 78). Hong described a need for
“reflection on the meaning of mission” and a focus on the kingdom of God and maturing
disciples. Elkington (2011) asserted that “church size should no longer be the measure of
success; rather, the church’s missional footprint should be the measure of true success”
(p. 10). This missional model is further described as circular more than it is linear. This
circularity means that church growth should not be viewed as cause-and-effect, but rather
as a “systematic interaction of a multiplicity of factors” (p. 9). One of these factors is the
leaders role in equipping and deploying members for ministry and service. These
equipping and deploying leadership functions require leaders with both transformational
and transactional leader styles.

Related Research
Research has been conducted with church leaders utilizing Avolio and Bass’
Multifactor Leadership Questionnaire (2004) survey instrument (Adams, 2010; Knudsen,
2006; Wright, 2005). In each case, the independent variable (IV) was the leadership style
and the dependent variable (DV) included church growth or decline as well as other
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church performance and demographic variables. In addition, there was variance in other
control variables these researchers included. These studies are described below.
Adams (2010) conducted correlational research study of the transformational
leadership of pastors and congregants in the United Methodist Church in Elizabethtown,
Kentucky. Results from the quantitative design were used to determine any relationship
between transformational leadership practices and growth or decline on Sunday morning
worship attendance. Adams used Avolio and Bass’ Multifactor Leadership Questionnaire
(2004) survey instrument. Adams used three overarching research questions and four
hypotheses to guide the study.
The research sample consisted pastors and congregants in the United Methodist
Church in Elizabethtown, Kentucky in North America with attendance over 150. Two
growing churches and two declining churches were selected for the study. Adams used a
convenience-sampling plan to invite volunteers over eighteen years of age to participate.
A convenience sample is not useful for generalizing findings (Swanson & Holton, 2005).
248 respondents participated in the research.
Statistical tests included Analysis of Variance (ANNOVA) to test for differences
in leadership behaviors (IV) and church attendance (DV). Data was tested for equality of
variances using Levene’s Test. Data was tested for normality using the KolmogorovSmirnov Test. The Mann-Whitney U test was used to compare the MLQ scores of
declining and growing churches.
Based on the study and 248 respondents, the average age was 50, and slightly
more females–138 (55.6%)–than males’ participated. 138 (55.6%) respondents were from
growing churches.
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Adams found positive average ratings of MLQ transformational leadership
behaviors for pastors in growing (2.76) and declining (2.30) churches, concluding that
growing churches do not having higher MLQ scores than declining churches. However,
when Adams looked at the difference between pastor and congregant MLQ scores,
Adams found a significant difference in pastor and congregant results, with growing
churches showing significantly higher scores than declining churches. Finally, Adams
showed a significant difference between the MLQ scores of growing and declining
churches for all of the 10 MLQ subscales.
Adams recommended the following for additional research to further understand
the relationship between elders leadership behavior and church growth, including: a
comparison of the senior pastor perceptions to their congregants; increase the sample
size; include other denominations (e.g., Catholic Church or other Protestant
denominations).
Knudsen (2006) conducted a study of transformational leadership of senior
pastors in Wesleyan churches. Results from the mixed design were used to determine any
relationship between transformational leadership behavior and church growth between
2002 and 2005. Church growth included increases on Sunday morning worship
attendance and contribution. Knudsen used Avolio and Bass’ Multifactor Leadership
Questionnaire (2004) survey instrument. Knudsen used four overarching research
questions and three hypotheses to guide the study.
The research sample consisted 421 senior pastors from Wesleyan churches in
North America with attendance over 100. 128 (30.4%) surveys were usable in the
research.
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Knudsen found all variables to be statistically normal based on the KolmogorovSmirnov test for normality. Statistical tests included multiple regression analysis to test
for church growth (DV) and leadership behavior (IV).
Knudsen included in his congregational performance measures Sunday morning
worship attendance and weekly congregational contribution. Knudsen found that 77
(60.2%) of respondents reported an increase in average weekly attendance and 101
(78.9%) reported an in increase average weekly contributions between 2002 and 2005.
Knudsen concluded that church growth (attendance and contribution) is not
positively associated with transformational leadership behaviors. Knudsen also did not
find any significant correlation between Inspirational Motivation (IM) and church
growth.
Knudsen recommended the following for additional research to further understand
the relationship between senior pastor leadership behavior and church growth, including:
a comparison of the senior pastor perceptions to members they lead and relationship
between leadership behavior of leaders from different denominations.
Wright (2005) conducted an exploratory study of the transformational leadership
of elders in Churches of Christ. Results from the quantitative design were used to
determine any relationship between transformational leadership behavior and growth or
decline on Sunday morning worship attendance and contribution. Wright used Avolio and
Bass’ Multifactor Leadership Questionnaire (2000) survey instrument. Wright used four
overarching research questions and two hypotheses to guide the study.
The research sample consisted of elders who attended the Pepperdine Lectureship
in May 2005 at the Pepperdine University campus in Malibu, California. This sample,
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while providing a cross-section of elders across North America, is a convenience sample
and is not useful for generalizing findings (Swanson & Holton, 2005).
Statistical tests included T-tests, Pearson correlation, Analysis of Variance
(ANNOVA), and regression analysis. T-tests show descriptive and relational significance
between factors. Pearson correlation was used to analyze the relationship between
leadership behavior and congregational performance measures. ANNOVA was used to
test for differences in leadership behavior and demographic variables. Regression
analysis was used to test for significance between leadership behavior and congregational
performance measures.
Wright included in his congregational performance measures Sunday morning
worship attendance and weekly congregational contribution. 31.82% of respondents
reported average weekly attendance over 300.
Wright found that respondents “practice more transformational leadership
behaviors than transactional behaviors when leading their congregations” with
individualized consideration (IC) being exhibited more than any other trait. When
considering the congregational performance factors, Wright concluded there was a
moderate correlation between the transformational leadership behavior of inspirational
motivation (IM) and Sunday morning attendance. Additionally, Wright found that elders
who “routinely” practice management by exception-active and laissez-faire behaviors are
associated to congregations with lower Sunday morning attendance.
Wright recommended the following for additional research to further understand
the relationship between elders leadership behavior and church growth, including:
increase the sample size; include other church leaders (e.g., deacons and ministers); a
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comparison of the elders perceptions to those they lead including staff and church
members; relationship between elder leadership behavior and member retention; and a
qualitative study to understand the interpersonal dynamics between elders and their
constituents.
Understanding the dynamics and relative effectiveness of transformational versus
transactional leadership is important as one considers specific circumstances a leader
faces when building a team, making decisions, resolving conflict, or managing a project.
Kotlyar and Karakowsky (2007) studied the relationship between transformational leader
behaviors and decision-making when a team transitions from cognitive to affective
conflict. The study found that “transformational leaders have the potential to unwittingly
ignite disproportionately high levels of affective team conflict” (p. 38). Transformational
leader behaviors, like charisma, are best suited when leaders need to “communicate a
vision and motivate followers to embrace this vision” (p. 44). This vision casting
resonates with the cognitive thinking processes of individuals. However, when
organizational members move from cognitive to affective conflict, effective leaders
should also shift from transformational to transactional leader behaviors. Kotlyar and
Karakowsky (2007) observed that the leader behaviors that “reduce the likelihood of
cognitive conflict degenerating into affective conflict” (p. 42) are transactional leader
behaviors.
A natural derivative of leadership studies is research on the effects leaders have
on their followers. Often this comes in the form of satisfaction. Followership is important
in any organizational setting, and especially in non-profit organizations like churches that
depend on large numbers of volunteers. Rowold and Rohmann (2009) studied the
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relationship between leader behavior style and followers’ emotional experience and
effectiveness. A random sample of 300 choir members in Germany was studied.
Researchers used the MLQ-5X instrument to measure leader behaviors. Subjective
performance indicators were measured using a 5-point Likert scale for extra effort (three
items), leader effectiveness (four items), and satisfaction (two items). Finally, the
researchers measured the leaders ability to elicit emotions using a 7-point Likert scale for
nine emotions, including: enthusiasm, admiration, joy, pride, indifference, sadness,
jealousy, anger, and contempt (p. 276). The study found that “applying transformational
leadership styles and active management-by-exception can help leaders of voluntary
organizations to optimize their leadership role” (p. 281). Future studies are recommended
that include experimental or longitudinal designs to understand the relationship between
leader behavior and follower interactions (Rowold & Rohmann, 2009).
Rowold (2008) conducted two studies in Germany to explore the effect of
transactional and transformational pastoral leadership on four outcome criteria of the
members. In study one, the Multifactor Leadership Questionnaire (MLQ) 5X was used
for leadership style, and the outcome criteria included, a) satisfaction with the leader, b)
extra effort of the member, c) effectiveness of work group, and d) job satisfaction of
member. These criteria were chosen to explore any relationship between leader style and
organizational outcomes. Participants included a sample volunteers (N = 247) from 74
different evangelical protestant congregations in Germany. Study one found that
transformational leadership was positively related to followers’ outcome criteria. The
researchers also found that transactional leadership and outcome criteria are positively
associated, but this may be an artifact “due to the high intercorrelations between
51

transactional and transformational leadership” (p. 407). The second study focused on the
congregation and also used the MLQ-5X for leadership style. In place of the outcome
variables from study one mentioned previously, Rowold used satisfaction with the
worship service as the performance indicator. Participants included a sample of members
(N = 120) from 31 different evangelical protestant congregations in Germany. This
sample was drawn independently from study one and included at least three direct
followers per congregation. Results from study two suggested that transactional
leadership is not relevant to explaining satisfaction with worship. Rather,
transformational leadership has a stronger effect on worshipers’ level of satisfaction.
These findings are not a surprise given the nature of leading worship and articulating the
mission and vision of the church through teaching and preaching. Rowold concluded that
leaders should concentrate on the “set of behaviors within their leadership role” (p. 410).
To the extent the leadership role is focused on daily work, transactional leader behaviors
may be more effective. Conversely, to the extent the leadership role requires casting
vision and motivating followers, transformational leader behaviors may be better suited
to that function. Rowold suggested future research that relies on longitudinal designs, as
well as designs that include additional religious denominations.
The Hartford Institute of Religion Research (Hadaway, 2011) conducted a study
of church growth that included 7,403 U.S. congregations. The study focused on the
question: “Why do many congregations thrive but other find growth to be elusive?” (p.
2). The dataset included 23.8% mainline, 55% conservative Protestant and Black, 6.4%
Roman Catholic and Orthodox, 11.2% other Christian, and 3.6% non-Christian
congregations. Participants were asked to complete an 8-page instrument through either
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an online or mail survey. The study looked at several sources of growth, including,
demographics, church identity, worship, programs, and church leadership. The study
measured growth “by change in average weekly worship attendance from 2005 to 2010
using a 5-category growth/decline measure that ranged from severe decline, decline,
plateau, some growth, to greatest growth” (p. 2). When focusing on the relationship
between leadership and growth, the study found that churches with multiple leaders,
leaders who understand what is unique about their congregation, and leaders who actively
recruit (evangelize), develop and promote a vision and purpose for their church, and
teach their members about the faith and scripture are most likely to have grown in the
study period between 2005 and 2010. “Congregations tend to thrive on stable leadership”
(p. 17). Another leadership connection to church growth was found in the church identity
source of church growth. In this area, the study found that “conflict over the leader’s style
of leadership followed by conflict over money” to be types of conflict most likely to
cause a decline in the congregation (p. 10). These findings highlight the importance of
understanding the relationship between leader style and church growth.

Summary
A study to explore the relationship between the leadership style of senior
ministers and church attendance patterns, including growing, declining, or static
congregations between 2009 and 2012 will help describe current leader and
organizational effectiveness. In addition, study findings will help determine strategies for
developing future leaders.
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The remainder of this study describes the research methodology and design, in
Chapter 3. The results are described in Chapter 4 followed by a discussion of the
implications and recommendations for future research in Chapter 5.
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CHAPTER 3. METHODOLOGY
The purpose of this study was to explore the leadership styles of senior ministers
in Churches of Christ in the state of Texas. Additionally, the study examined what, if any,
impact leader styles have on church attendance between 2009 and 2012. This chapter
describes the design of the research, study sample, instrumentation and measures,
strategy for data collection and analysis, instrument validity and reliability, and, finally
the ethical considerations for the study are discussed.

Research Design
This study was an ex post facto study that builds on the Multifactor Leadership
model from Bass and Avolio (2004). The study was a non-experimental design utilizing
Bass and Avolio’s (2004) Multifactor Leadership Questionnaire (Form 5X Short)
instrument to measure leadership styles of senior ministers, completed in an online
survey (see Appendix A).
Ex post facto research designs are non-experimental quantitative designs, and are
also described as causal-comparative research (Swanson & Holton, 2005). Ex post facto
designs are non-experimental because the independent variable is not manipulated. This
research design was also descriptive and at best may only infer causality. The research
design fits the postpositive research methodology in that it is deterministic, reductionistic,
empirically observable, and seeks to test and verify theory.
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Research Questions and Hypotheses
This study addressed the overarching research question of what is the relationship
between the leadership styles of senior ministers in Churches of Christ in the state of
Texas and changes in church attendance between 2009 and 2012.
The independent variable describes three leadership styles, including: (a)
transformational, (b) transactional, and (c) passive avoidant. This variable utilized the
Bass and Avolio (2004) Multifactor Leadership Questionnaire (Form 5X Short)
instrument to measure leadership styles of senior ministers, completed in an online
survey (see Appendix A).
The dependent variable was the net difference in the average attendance in 2009
and 2012 as identified in the print and electronic data source, Churches of Christ in the
United States (Royster, 2008, 2009, 2012). The net difference was calculated to
determine whether a church grew, declined, or remained static during the study period.
Results from this study answered the following questions:
1. To what extent do senior ministers in Churches of Christ in the state of Texas
exhibit transformational, transactional, and passive avoidant leader styles?
2. To what extent do leader styles — transformational, transactional, and passive
avoidant — of senior ministers in Churches of Christ in the state of Texas
produce a change in church attendance between 2009 and 2012?
In support of this latter question, this study tested the following null and alternate
hypotheses:
H0 There are no significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
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H1 There are significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
A comparison of means was performed using a one-way analysis of variance
(ANOVA) to determine any significant difference in leadership styles (IV) and the
change in church attendance (DV) between 2009 and 2012. Researchers choose ANOVA
as a statistical test when they want to compare several population means based on simple
random samples (Moore, McCabe, & Craig, 2009). ANOVA is appropriate when a
researcher is looking to compare the effects of one factor on a continuous dependent
variable (Cooper & Schindler, 2008). In this study, senior minister leadership style was
treated as a demographic category. Findings will be considered significant at the alpha
level of ≤	
 .03.
Should the data analysis reveal significant differences in attendance change across
the three leadership styles, further analysis will be conducted to determine if a specific
relationship (direct or inverse) exists between MLQ results and attendance patterns.
Simple regression analysis might reveal if such a relationship exists. Researchers choose
simple linear regression as a statistical test when they want to study the relationship
between a response variable and a single explanatory variable (Moore et al., 2009). In
this study, the response variable was a change in church attendance between 2009 and
2012 and the explanatory variable was senior minister leadership style.
The hypotheses and research questions were answered through collection and
analysis of data from survey responses utilizing the Multifactor Leadership Questionnaire
(Form 5X Short) instrument developed by Bass and Avolio (2004). The survey
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instrument was administered to senior ministers in Churches of Christ in the state of
Texas described below.

Sample
Many studies have been conducted on the leadership styles of church leaders
(Adams, 2010; Knudsen, 2006; Wright, 2005); but few studies have explored the extent
to which leadership styles of senior ministers in Churches of Christ (Wright, 2005)
influence congregational performance. Adams recommended a larger sample and a study
evaluating church leadership utilizing the MLQ in other religious denominations,
including the Catholic Church or other Protestant denominations. Wright recommended a
study of leaders in Churches of Christ to include ministers, elders, deacons and other
informal leaders to identify leadership behaviors and the impact leadership behaviors
have on congregational performance. Other scholars have called for research to
understand the moral and spiritual dimensions of leadership (Bolman & Deal, 1992;
1994; 1995; 2002; 2006; 2008; Dupree, 1989; 1992; Fair, 2008; Greenleaf, 2002; Hoppe,
2005; Klenke, 2003; Nash, 2001). This study followed Adams’ recommendation as it
might apply to senior ministers in Churches of Christ in the state of Texas.
The population of this study was senior ministers in 1,526 mainline Churches of
Christ in the state of Texas, as identified in the print and electronic data source, Churches
of Christ in the United States (Royster, 2008, 2009, 2012). Senior ministers, who were
not affiliated with the same church during the period 2009-2012, were eliminated from
the study. In addition, senior ministers who started with the congregation after 2009 or
left before 2012 were not included in the study.
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The population was reduced by 12% (N = 183) based on the finding that some
senior ministers did not serve the church in 2009 and/or left the senior minister position
before 2012. According to the 2011 Minister Salary Survey conducted by Abilene
Christian University’s Office of Church Relations (2011), 12% of ministers have been in
their position less than three years.
Starting from the adjusted population of 1,343 mainline Churches of Christ in the
state of Texas, a random sample was drawn using Microsoft Excel’s formula = RAND ()
to generate a random list of numbers. This list was sorted and 252 churches were invited
to participate in the study.
Once participants started the online survey, they were given background
information, instructions on using the online survey, and asked to select “continue” to
start the study. This action on the website constituted “consent” by the participant.
Participants were first asked a Yes/No question to determine if they were actively serving
as senior minister in the same church between 2009 and 2012. Participants that selected
“Yes” were allowed to continue in the survey. Participants that respond “No” were taken
to a page thanking them for their participation and explaining that they were not selected
to participate because they were not actively serving as a senior minister between 2009
and 2012. The final sample included in the study was any senior minister in the state of
Texas who was actively affiliated with the church during the period 2009-2012.
Swanson and Holton (2005) describe statistical power as the “the ability to reject
a null hypothesis when it truly is false” (p. 54). The common method for maximizing
power is to increase the size of the sample. Samples larger than 200 yield limited gains in
precision (Fowler, 2009). Bartlett, Kotrlik, and Higgins (2001) describe how
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oversampling affects research accuracy and quality. A 3% margin of error is acceptable
for quantitative research using continuous data (Bartlett et al., 2001). This study sample
included 131 congregations representing a 95% confidence level and 3% margin of error.
This study represents a simple random probability sample of Churches of Christ
in the State of Texas. Simple random samples are drawn using random number
table/generator to ensure “each population element has a known and equal chance of
selection” (Cooper & Schindler, 2008).
Permission was granted to the researcher by email on December 31, 2009 by the
publisher to use the directory in this study. Churches of Christ are organized as
congregational churches. These are churches that are identified by a decentralized
organizational structure with authority and decision-making dispersed among local
church members versus a centralized denominational body (Fair, 2008; Ferguson, 1996;
Garrett, 1994; Hughes, 1996, 2002). Based on this organizational structure, each church
is autonomous and independent. Therefore, permission to contact was obtained from the
directory versus each individual, and independent church.

Instrumentation / Measures
This study utilized the Multifactor Leadership Questionnaire (Form 5X Short)
survey instrument developed by Bass and Avolio (2004). The MLQ instrument served as
the Independent Variable (IV) for this study. The researcher was given permission to use
the survey to collect data. The following describes the instrument.
Participants described their leadership style by identifying to what extent the
statement describes them. The instrument contained rating scales organized according to
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the three leadership styles, including: (a) transformational, (b) transactional, and (c)
passive avoidant. Table 3 summarizes each leadership style and sub-scale.
Table 3
Leadership Style with Corresponding Sub-Scale
Leadership Style

Sub Scale Name

Scale Abbreviation

Transformational

Idealized Attributes or Influence

IA or II (A)

Transformational

Idealized Behaviors or Influence

IB or II (B)

Transformational

Inspirational Motivation

IM

Transformational

Intellectual Stimulation

IS

Transformational

Individual Consideration

IC

Transactional

Contingent Reward

CR

Transactional

Mgmt by Exception (Active)

MBEA

Passive Avoidant

Mgmt by Exception (Passive)

MBEP

Passive Avoidant

Laissez-Faire

LF

A five-point Likert scale was used for these ratings (0 = Not at all, 1 = Once in a
while, 2 = Sometimes, 3 = Fairly often, and 4 = Frequently, if not always). 36 of the 45
questions correspond to one of the nine leadership sub-scales: Idealized Attributes or
Influence (10, 18, 21, 25), Idealized Behaviors or Influence (6, 14, 23, 34), Inspirational
Motivation (9, 13, 26, 36), Intellectual Stimulation (2, 8, 30, 32), Individual
Consideration (15, 19, 29, 31), Contingent Reward (1, 11, 16, 25), Management by
Exception (Active) (4, 22, 24, 27), Management by Exception (Passive) (3, 12, 17, 20),
and Laissez-Faire (5, 7, 28, 33). Questions 37-45 address outcomes of leadership,
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including (a) extra effort (39, 42, 44), (b) effectiveness (37, 40, 43, 45), and (c)
satisfaction (38, 41). Data from this section was used as independent variables.
In addition to the MLQ, the researcher used attendance data as the dependent
variable (DV). The DV is the net difference in the average attendance in 2009 and 2012
as identified in the print and electronic data source, Churches of Christ in the United
States (Royster, 2008, 2009, 2012). The researcher calculated the net difference in
average worship attendance between 2009 and 2012 to determine churches that grew,
declined, or remained static in the study period. Data analysis was performed to
determine if there was any significant difference in leadership styles (IV) and changes in
church attendance (DV) between 2009 and 2012.
In 2012, Texas represented 16.16% of the total churches (12,446) and 22.08% of
all attendees (1,209,194) of Churches of Christ in the United States (Royster, 2012).
Table 4 summarizes the attendance data in 2009 and 2012 in the state of Texas.
Table 4
Church of Christ Attendance in Texas

Year

Total
Churches

Attendance

Avg. Weekly
Attendance

2009

2,034

244,369

120

2012

2,012

244,455

121

The number of churches dropped in 2012 by 1.09%, to 2,012 churches. However, the
total attendance for the state of Texas increased by .04% to 244,455 attendees (Royster,
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2012). The state of Texas reports a 6.54% increase in population in 2012 (26,403,743)
from data reported in 2009 (Texas Department of State Health Services, 2012, February).
This study used leadership styles as the independent variable (IV) and changes in
church attendance between 2009 and 2012 for the dependent variable (DV).

Data Collection
The researcher used a CD-ROM and print version of the directory Churches of
Christ in the United States (Royster, 2009, 2012) to identify churches in the state of
Texas in 2009 and 2012. Churches were filtered so that only mainline churches remained
in the sample.
Data was exported to Microsoft Excel™ to create the initial data set. Microsoft
Excel’s formula = RAND () was used to generate a random list of numbers. This list was
sorted and the first 252 were invited to participate in the study. One hundred and thirtyone congregations represent a 95% confidence level and 3% margin of error.
Participants with known email addresses were added to zommerang.com. A
specific survey URL was generated for each participant and cannot be forwarded to
others or posted on a website. A separate email was sent to each participant so they could
not see who else received the survey. This specific URL enabled the researcher to send a
reminder email from zoomerang.com to those participants. Zoomerang.com merged with
SurveyMonkey.com in the winter of 2012. However, no changes in the secure/unique
links or process were required. This change was transparent to the participants invited to
participate in the study.
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Participants who did not have email received an invitation via USPS. Reminder
communication was sent to all participants who received the USPS invitation, as there
was no way for the researcher to know who had/had not responded.
Data collection was online using a web-based survey tool:
www.surveymonkey.com. Internet surveys can be delivered quickly and data can be
saved electronically (Swanson & Holton, 2005). The study invitation was sent via email,
when available, and United States Postal Service’s (USPS) first-class mail. USPS was
used when email was not available because not all churches have websites or email
addresses. Using USPS increased the ability of the researcher to reach the intended
audience within each congregation. Both email and paper versions of the invitation were
identical, with the only difference being the paper version will require the participant to
go to a web browser to initiate the survey.
An email/invitation letter was sent to churches as identified in the print and
electronic directory, Churches of Christ in the United States (Royster, 2008, 2009, 2012).
Senior ministers were asked to complete an online web-based instrument (Appendix A)
utilizing www.surveymonkey.com. This tool allowed the researcher to create, send, and
analyze Internet survey results securely and on-demand.
Once participants started the online survey, they were given background
information, instructions on using the online survey, and asked to select “continue” to
start the study. This action on the website constituted “consent” by the participant.
Participants were first asked a Yes/No question to determine if they were actively serving
as senior minister in the same church between 2009 and 2012. Participants that select
“Yes,” were allowed to continue in the survey. Participants that respond “No” were taken
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to a page thanking them for their participation and explaining that they were not selected
to participate because they were not actively serving as a senior minister between 2009
and 2012.
It was estimated to take 10 minutes to complete the online survey instrument.
Participants who did not want to participate, were instructed in the invitation as well as
the website that they could “opt out” by either not starting the survey, or stopping at any
point in the survey and not completing the instrument.
Neither the congregation’s name nor the leader’s name was entered on the online
survey. A follow-up letter was sent two weeks following the initial invitation letter to all
non-respondent congregations.
Participants were asked to participate voluntarily, utilizing their own computer.
Participants were expected to have access to a computer with Internet access to complete
the online survey instrument. Basic computer skills were needed and required for
participants to participate in this study.
Participants interacted with the instrument one time. No additional information
was required and no follow-up was requested of those who completed the instrument.
Participants who wished to withdraw from the study were able to do so by quitting the
online survey at any point or not selecting the “continue” button.
Survey-based research is consistent with previous researchers who have studied
church leaders using MLQ and church performance (Adams, 2010; Knudsen, 2006;
Wright, 2005). Advantages include the ability to reach geographically dispersed
population, low cost of contact, provides participants with feeling of anonymity and
control, and rapid data collection. Disadvantages of survey research include, low
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response rate in some cases, no researcher intervention, requirement for computer literacy
for internet-based surveys, and undelivered surveys for traditional mail or email SPAM
(Cooper & Schindler, 2008).
Data Analysis
Statistical analysis of the data obtained in this study was performed using SPSS
21.0 for MAC™. Descriptive statistics and one-way analysis of variance (ANOVA) was
used to analyze the data.
The data analysis used in other studies based on the Multifactor Leadership
Questionnaire (Form 5X Short) instrument (Bass & Avolio, 2004) included descriptive
analysis and comparative statistics (Adams, 2010; Knudsen, 2006; Wright, 2005). The
descriptive analysis included frequency distributions as well as measures of central
tendency and variation. This is consistent with Hsu (2005) who asserts, “descriptive
statistics is the foundation of quantitative analysis [and] is indispensable for any data
analyses” (p. 121). These data analysis procedures are applicable to a study of church
leaders in the nonprofit sector.
For Research Question 1, “To what extent do senior ministers in Churches of
Christ in the state of Texas exhibit transformational, transactional, and passive avoidant
leader styles?” descriptive statistics were used, including frequency distributions as well
calculating the mean to measure central tendency, and variation were analyzed using
standard deviation to analyze the spread of the data. Descriptive statistics are appropriate
to “depict the center, spread, and shape of distributions and are helpful as preliminary
tools for data descriptions” (Cooper & Schindler, 2008). These statistics provide a
summation of each individual’s responses to the items, sorted by leadership style.
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For Research Question 2, “To what extent do leadership styles —
transformational, transactional, and passive avoidant — of senior ministers in Churches
of Christ in the state of Texas produce a change in church attendance between 2009 and
2012?” and Hypothesis H0, a comparison of means was performed using a one-way
analysis of variance (ANOVA) to determine any significant difference in leadership
styles (IV) and the change in church attendance (DV) between 2009 and 2012, as
identified in the print and electronic data source, Churches of Christ in the United States
(Royster, 2008, 2009, 2012).
ANOVA is appropriate when a researcher is looking to compare the effects of one
factor on a continuous dependent variable (Cooper & Schindler, 2008). Findings were
considered significant at the alpha level of ≤ .03. Sink and Mvududu (2010) address the
importance of statistical power, sampling, and effect sizes in quantitative research. The
common method for maximizing power is to increase the size of the sample. Samples
larger than 200 yield limited gains in precision (Fowler, 2009). The required sample size
was computed using a priori power analysis (Faul, Erdfelder, Lang, & Buchner, 2011). A
priori power analysis is appropriate before a study is conducted and provides “an efficient
method of controlling statistical power” (Faul, Erdfelder, Lang, & Buchner, 2007). The a
priori power analysis was conducted based on the following assumptions: (a) a medium
effect size of ƒ = .4, (b) margin of error = .03, (c) confidence level = .95, and (d) three
groups. Based on these assumptions, a sample size of 131 congregations represents an
actual Power of .9788017.
ANOVA “always has categorical independent and continuous dependent
variables” (Swanson & Holton, 2005). In this study, the categorical independent variable
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is leader style and the continuous dependent variable is church attendance. Average
attendance for churches in 2009 and 2012 will be calculated. ANOVA was performed to
determine if there is any significant difference in leader styles and church attendance
patterns.
Reliability and Validity
The Multifactor Leadership Questionnaire (Form 5X Short) (Bass & Avolio,
2004) instrument was developed to measure the styles used by leaders with 45 rating
questions. The researcher chose to use the instrument because of the established validity
and reliability of these items.
Bass and Avolio (2004) demonstrate strong internal reliability with Chronbach’s
Alpha between .64 and .92. The instrument now includes data based on over 20 years of
studies from thousands of leader and non-leader raters from a multi-sector sample of
managers and leaders in business, non-profit, and educational organizations (Bass &
Avolio, 2004). Table 5 illustrates the internal consistency reliability for each style.
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Table 5
Cronbach’s Alpha for Avolio and Bass’ Multifactor Leadership Questionnaire
Leadership style

Cronbach’s alpha

Charisma/Inspirational

0.92

Intellectual Stimulation

0.78

Individualized Consideration

0.78

Contingent Reward

0.74

Management-by-Exception – Active

0.64

Passive Avoidant

0.86

Note. Correlations from a replication set of samples
(N = 1,498 after listwise deletion).

Given the reliability of the Avolio and Bass’ instrument, a pilot study was not
necessary. However, the researcher performed Chronbach’s Alpha for data collected in
this study to test the internal consistency and degree to which the items are reliable.
Validity refers to whether a measure accomplishes its claims (Cooper &
Schinlder, 2008). There are two types of validity, (a) internal validity and (b) external
validity. Internal validity is the “extent to which [the study] actually (correctly) answers
the questions it claims to answer using the data that were gathered” (Swanson & Holton,
2005). External validity is “the extent to which answers based on the observations
correctly generalize to other unobserved situations” (Swanson & Holton, 2005).
Threats to internal validity have been accounted for by the design of this
quantitative study. Participants were asked to complete the study in one sitting, which is
designed to take less than ten minutes and participants were not exposed to multiple
versions of the same or different study.
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Swanson and Holton (2005) suggest, “the level of external validity tends to be
determined by sample selection” (p. 78). This study accounted for threats to external
validity by the nonprobability judgment sample of senior ministers in Churches of Christ
in the state of Texas. The researcher expected results to be generalizable to Churches of
Christ in North American. The challenge will be determining whether results are
generalizable to churches of other denominations.

Ethical Considerations
The risks to this study are minimal and included some anxiety or frustration as
participants reflected on their individual leadership style. Participants who wished to
withdraw from the study were able to do so by quitting the online survey at any point and
not selecting the “submit” button.
Participants with known email addresses were added to surveymonkey.com. A
specific survey URL was generated for each participant and could not be forwarded to
others or posted on a website. A separate email was sent to each participant so they could
not see who else received the survey. This specific URL enabled the researcher to send a
reminder email from surveymonkey.com to those participants. Participants who did not
have email received an invitation via USPS. Reminder communication was sent to all
participants who received the USPS invitation, as there was no way for the researcher to
know who had/had not responded.
An online survey asked participants to consent to participate voluntarily in the
study and proceed to data collection. Neither the congregations name nor the senior
ministers name was entered on the online survey.
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Access to password-protected data on surveymonkey.com was available to the
researcher alone. Once the deadline has passed, data was downloaded to the researchers
laptop. Data on surveymonkey.com was deleted once it was downloaded.
A data file was created of churches in the state of Texas as identified in Churches
of Christ in the United States (Royster, 2009, 2012). Data was stored on a removable hard
drive, encrypted and stored in a locked desk. The researcher is the only one with a key.
StuffIt Deluxe™ for the MAC (http://www.stuffit.com/mac-deluxe.html) was used to
secure data using strong encryption (512-bit RC4) protocol.
Finally it should also be noted that the researcher is currently a member of the
Church of Christ. I am a member only and do not serve in a paid or volunteer minister,
leadership, or administrative role in the congregation. However, because this could
change, this church was not included in the study.

Summary
This chapter described the research methodology and research design, including
research questions and hypotheses for exploring the relationship between leadership style
and church attendance patterns. The sample was described as well as the instrumentation
and measures. Data collection procedures were also described along with the data
analysis plans. Finally, validity and reliability of the instrument was described as well as
the ethical considerations for this study. The remainder of this study is described in
Chapter 4 followed by a discussion of the implications and recommendations for future
research in Chapter 5.
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CHAPTER 4. RESULTS
This study explored the leadership styles of senior ministers in Churches of Christ
in the state of Texas. The study investigated what, if any, impact leader styles have on
church attendance between 2009 and 2012. The study used the Multifactor Leadership
Questionnaire (MLQ) (Form 5X Short) instrument (Bass & Avolio, 2004) to identify
leadership styles of senior ministers in Churches of Christ in the state of Texas.
Attendance data from the print and electronic data source, Churches of Christ in the
United States (Royster, 2008, 2009, 2012) was used to calculate the net difference in the
average attendance between 2009 and 2012.
This study addressed the overarching research question of what is the relationship
between the leadership styles of senior ministers in Churches of Christ in the state of
Texas and changes in church attendance between 2009 and 2012. Specifically, the study
addressed the following questions:
1. To what extent do senior ministers in Churches of Christ in the state of Texas
exhibit transformational, transactional, and passive avoidant leader styles?
2. To what extent do leader styles — transformational, transactional, and passive
avoidant — of senior ministers in Churches of Christ in the state of Texas
produce a change in church attendance between 2009 and 2012?
In support of this latter question, this study tested the following null and alternate
hypotheses:
72

H0 There are no significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
H1 There are significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
The remainder of this chapter describes the data collected, the sample, and the
results of statistical analysis performed.

Description of Population and Sample
Starting from the adjusted population of 1,343 mainline Churches of Christ in the
state of Texas, a random sample was drawn. From this list 252 churches were invited to
participate in the study. Of the 252 churches invited, 131 (51.98%) completed the study.
For the purpose of this study N = 131 unless otherwise noted. The a priori power analysis
was conducted to determine actual power: (a) a medium effect size of ƒ = .4, (b) margin
of error = .03, (c) confidence level = .95, and (d) three groups. Based on these
assumptions, a sample size of 131 congregations represents an actual Power of .9788017.
All participants included senior ministers in mainline Churches of Christ in the
state of Texas. Additionally, participants were asked if they were actively serving as
senior minister in the same church between 2009 and 2012. Table 6 shows participants by
church size.
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Table 6
Frequency by Church Size
Cumulative
Church Size

Frequency

Percent

Percent

1-99

10

7.6

7.6

100-250

55

42.0

49.6

251-500

40

30.5

80.2

Over 500

26

19.8

100.0

Total

131

100.0

While the smaller congregations represent a small number of responses (7.6%),
Figure 2 shows a normal distribution based on respondents church size.

Figure 2. Histogram of respondents and church size.
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No additional demographics were collected for this study, as they were not
expected to be influential in the impact of church growth.

Summary of Results
A comparison of means was performed using a one-way analysis of variance
(ANOVA) to determine any significant difference in leadership styles (IV) and the
change in church attendance (DV) between 2009 and 2012. In this study, senior minister
leadership style is treated as a demographic category. Findings were considered
significant at the alpha level of ≤	
 .03.
The independent variable describes three leadership styles, including: (a)
transformational (TRANSF), (b) transactional (TRANSA), and (c) passive avoidant
(PASSA). This variable utilizes the Multifactor Leadership Questionnaire (Form 5X
Short) instrument (Bass & Avolio, 2004) to measure leadership styles of senior ministers.
Table 7 summarizes responses sorted by the three leadership styles of transformational
(TRANSF), transactional (TRANSA), and Passive Avoidant (PASSA).

Table 7
Frequency by MLQ Leader Style (N = 131)
Leader Style

M

SD

TRANSF

3.065

.411

TRANSA

2.004

.445

PASSA

1.138

.464
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The dependent variable is the net difference in the average attendance in 2009 and
2012 as identified in the print and electronic data source, Churches of Christ in the
United States (Royster, 2008, 2009, 2012). The dependent variable was the net difference
in the average attendance in 2009 and 2012 as identified in the print and electronic data
source, Churches of Christ in the United States (Royster, 2008, 2009, 2012). The net
difference was calculated to determine whether a church grew, declined, or remained
static during the study period.
For Research Question 1: “To what extent do senior ministers in Churches of
Christ in the state of Texas exhibit transformational, transactional, and passive avoidant
leader styles?” a comparison of means was performed. The data shows that
transformational behaviors rank higher than transactional behaviors with passive avoidant
behaviors trailing the others. Table 8 shows a rank order by mean scores of leader
behaviors of senior ministers in Churches of Christ in Texas. Transformational behaviors
ranked higher than transactional and passive avoidant behaviors. Table 8 does show that
Management by Exception (Passive) (M = 1.391, SD = .593), a passive avoidant leader
behavior, ranked slightly higher than the transactional Management by Exception
(Active) (M = 1.344, SD = .551).
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Table 8
Leader Behaviors of Senior Ministers in Churches of Christ in Texas Ranked by Mean
Scores (N = 131)
Leadership Behavior

M

SD

Idealized Behaviors (IB) (TRANSF)

3.335

.441

Individual Consideration (IC) (TRANSF)

3.225

.453

Inspirational Motivation (IM) (TRANSF)

2.997

.579

Intellectual Stimulation (IS) (TRANSF)

2.912

.515

Idealized Attributes (IA) (TRANSF)

2.854

.513

Contingent Reward (CR) (TRANSA)

2.664

.663

Mgmt by Exception (Passive) (MBEP) (PASSA)

1.391

.593

Mgmt by Exception (Active) (MBEA) (TRANSA)

1.344

.551

.886

.480

Laissez-Faire (LF) (PASSA)

For Research Question 2: “To what extent do leader styles — transformational,
transactional, and passive avoidant — of senior ministers in Churches of Christ in the
state of Texas produce a change in church attendance between 2009 and 2012?” the data
suggests there is no relationship between leader style and church growth trends. Churches
declined, remained static, or grew with each leader style. Table 9 shows the frequency
statistics for respondents by growth trend.
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Table 9
Frequency by Growth Trend
Growth
Trend

Cumulative
Frequency

Percent

Percent

Declining

29

22.1

22.1

Static

75

57.3

79.4

Growing

27

20.6

100.0

Total

131

100.0

The data shows that more churches, 75 (57.3%) represented the static growth trend.
However, each growth trend also shows leaders with all three of the leader styles
(TRANSF, TRANSA, and PASSA). The data shows, for example, that churches with
senior ministers reporting a transformational leader style were in churches that were
growing, static or declining in membership between 2009 and 2012. Figure 3 shows this
pattern for each leader style.
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Transformational

Figure 3. Leader styles and church growth trends

Transactional

Passive Avoidant

All three MLQ leader styles are present in declining, static, and growing
churches. The data shows that transformational leader styles are strongest in each growth
pattern. Table 10 illustrates these frequencies across each growth trend.

Table 10
Frequency by MLQ Leader Style and Church Growth Trends (N = 131)
Declining

Static

Growing

(N = 29)

(N = 75)

(N = 27)

TRANSF

3.027

3.116

2.966

TRANSA

1.862

2.117

1.842

PASSA

1.103

1.158

1.120

A closer look at the nine behaviors shows that the static church growth pattern reports a
stronger pattern of behaviors over growing and declining churches in all categories
except Laissez-Faire (LF), which growing churches (M = 0.898) slightly edged out static
churches (M = 0.897). Table 11 lists each leader behavior by rank, grouped by church
growth trends.
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Table 11
Frequency by MLQ Leader Behavior and Church Growth Trends Ranked by Mean
Scores (N = 131)
Declining

Static

Growing

Leader Behavior

(N = 29)

(N = 75)

(N = 27)

IB (TRANSF)

3.341

3.360

3.259

IC (TRANSF)

3.133

3.300

3.111

IM (TRANSF)

2.922

3.058

2.907

IS (TRANSF)

2.879

2.974

2.777

IA (TRANSF)

2.836

2.888

2.777

CR (TRANSA)

2.422

2.833

2.453

MBEP (PASSA)

1.362

1.420

1.342

MBEA (TRANSA)

1.301

1.402

1.231

LF (PASSA)

0.844

0.897

0.898

Detail of Results
For Research Question 1, “To what extent do senior ministers in Churches of
Christ in the state of Texas exhibit transformational, transactional, and passive avoidant
leader styles?” descriptive statistics were used, including frequency distributions as well
calculating the mean to measure central tendency, and variation were analyzed using
standard deviation to analyze the spread of the data. Table 12 provides a summary of
responses sorted by the three leadership styles of transformational (TRANSF),
transactional (TRANSA), and Passive Avoidant (PASSA).
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Table 12
Frequency by MLQ Leader Style (N = 131)
Leader Style

M

SD

TRANSF

3.065

.411

TRANSA

2.004

.445

PASSA

1.138

.464

Each leader style is composed of specific behaviors. Table 13 provides a
summary of these behaviors for the entire sample. Idealized Behaviors (IB) and
Individual Consideration (IC) are both transformational behaviors and ranked the highest
from all others.

Table 13
Frequency Statistics by MLQ Leader Behavior (N = 131)
Leadership Behavior

M

SD

Idealized Attributes (IA) (TRANSF)

2.854

.513

Idealized Behaviors (IB) (TRANSF)

3.335

.441

Inspirational Motivation (IM) (TRANSF)

2.997

.579

Intellectual Stimulation (IS) (TRANSF)

2.912

.515

Individual Consideration (IC) (TRANSF)

3.225

.453

Contingent Reward (CR) (TRANSA)

2.664

.663

Mgmt by Exception (Active) (MBEA) (TRANSA)

1.344

.551

Mgmt by Exception (Passive) (MBEP) (PASSA)

1.391

.593

Laissez-Faire (LF) (PASSA)

0.886

.480

82

Reliability statistics were performed for each behavior included in the instrument.
Table 14 illustrates the inter-item correlation between the behaviors for the sample.
Cronbach's Alpha of .667 was calculated for these behaviors.
Table 14
Inter-Item Correlation Matrix (N = 131)
IA

IB

IM

IS

IC

CR

MBEA MBEP

IA

1.000

IB

.626

1.000

IM

.603

.739

1.000

IS

.401

.613

.545

1.000

IC

.615

.561

.616

.622

1.000

CR

.491

.577

.571

.449

.511

1.000

MBEA

.183

.065

.039

-.124

-.052

.094

1.000

MBEP

-.144

-.351

-.281

-.219

-.133

-.135

.259

1.000

LF

-.194

-.426

-.394

-.215

-.266

-.187

.245

.504

LF

1.000

The data suggests that senior ministers in Churches of Christ in the state of Texas
demonstrate more transformational than transactional or passive avoidant leader
behaviors. However, when it comes to managing by exception, leaders tend to
demonstrate passive avoidant tendencies (MBEP) more than transactional behaviors
(MBEA).
For Research Question 2, “To what extent do leadership styles —
transformational (TRANSF), transactional (TRANSA), and passive avoidant (PASSA) —
of senior ministers in Churches of Christ in the state of Texas produce a change in church
attendance between 2009 and 2012?” and Hypothesis H0, a comparison of means was
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performed using a one-way analysis of variance (ANOVA) to determine any significant
difference in leadership styles (IV) and the change in church attendance (DV) between
2009 and 2012, as identified in the print and electronic data source, Churches of Christ in
the United States (Royster, 2008, 2009, 2012). Table 15 shows the frequency statistics for
respondents by growth trend.

Table 15
Frequency by Growth Trend
Growth
Trend

Cumulative
Frequency

Percent

Percent

Declining

29

22.1

22.1

Static

75

57.3

79.4

Growing

27

20.6

100.0

Total

131

100.0

Data was split for each growth trend and descriptive statistics were calculated for
transformational (TRANSF), transactional (TRANSA), and Passive Avoidant (PASSA)
leader styles.
Table 16 shows for churches reporting a decline in membership (N = 29) between
2009 and 2012, senior ministers mostly reported transformational behaviors (M = 3.027,
SD = .444) compared to transactional (M = 1.862, SD = .463) and passive avoidant
(1.103) leader styles.
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Table 16
Frequency by MLQ Leader Style in Declining Churches (N = 29)
M

SD

TRANSF

3.027

.444

TRANSA

1.862

.463

PASSA

1.103

.465

A rank order by mean scores of leader behaviors of senior ministers in Churches
of Christ in Texas reporting a decline in membership between 2009 and 2012 is
summarized in Table 17. Transformational behaviors ranked higher than transactional
and passive avoidant behaviors. The data shows that Management by Exception (Passive)
(M = 1.362, SD = .614), a passive avoidant leader behavior, ranked slightly higher than
the transactional Management by Exception (Active) (M = 1.301, SD = .548).
Table 17
Frequency by MLQ Leader Behavior in Declining Churches Ranked by Mean Scores
(N = 29)
Leader Behavior

M

SD

IB (TRANSF)

3.341

.400

IC (TRANSF)

3.133

.381

IM (TRANSF)

2.922

.634

IS (TRANSF)

2.879

.596

IA (TRANSF)

2.836

.568

CR (TRANSA)

2.422

.818

MBEP (PASSA)

1.362

.614

MBEA (TRANSA)

1.301

.548

LF (PASSA)

0.844

.419
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Table 18 shows that for churches reporting static membership trends (N = 75)
between 2009 and 2012, senior ministers mostly reported transformational behaviors
(M = 3.116, SD = .428) compared to transactional (M = 2.117, SD = .461) and passive
avoidant (M = 1.158, SD = .516) leader styles.

Table 18
Frequency by MLQ Leader Style in Static Churches (N = 75)
M

SD

TRANSF

3.116

.428

TRANSA

2.117

.461

PASSA

1.158

.516

Table 19 shows a rank order by mean scores of leader behaviors of senior
ministers in Churches of Christ in Texas reporting static membership between 2009 and
2012. Transformational behaviors ranked higher than transactional and passive avoidant
behaviors. The data shows that Management by Exception (Passive) (M = 1.420,
SD = .651), a passive avoidant leader behavior, ranked slightly higher than the
transactional Management by Exception (Active) (M = 1.402, SD = .615).
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Table 19
Frequency by MLQ Leader Behavior in Static Churches Ranked by Mean Scores
(N = 75)
Leader Behavior

M

SD

IB (TRANSF)

3.360

.483

IC (TRANSF)

3.300

.495

IM (TRANSF)

3.058

.588

IS (TRANSF)

2.974

.541

IA (TRANSF)

2.888

.547

CR (TRANSA)

2.833

.596

MBEP (PASSA)

1.420

.651

MBEA (TRANSA)

1.402

.615

LF (PASSA)

0.897

.547

Churches reporting growing membership trends (N = 27) between 2009 and 2012
are summarized in Table 20. Senior ministers mostly reported transformational behaviors
(M = 2.966, SD = .307) compared to transactional (M = 1.842, SD = .258) and passive
avoidant (M = 1.120, SD = .291) leader styles.

Table 20
Frequency by MLQ Leader Style in Growing Churches (N = 27)
M

SD

TRANSF

2.966

.307

TRANSA

1.842

.258

PASSA

1.120

.291
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The data for growing churches shows similar ranking of leader behaviors to
declining and static churches. Table 21 shows a rank order by mean scores of leader
behaviors of senior ministers in Churches of Christ in Texas reporting growing
membership between 2009 and 2012. Transformational behaviors ranked higher than
transactional and passive avoidant behaviors. Similar to declining and static growth
trends, for growing churches; the data shows that Management by Exception (Passive)
(M = 1.342, SD = .374), a passive avoidant leader behavior, ranked slightly higher than
the transactional Management by Exception (Active) (M = 1.231, SD = .301).

Table 21
Frequency by MLQ Leader Behavior in Growing Churches Ranked by Mean Scores
(N = 27)
Leader Behavior

M

SD

IB (TRANSF)

3.259

.356

IC (TRANSF)

3.111

.362

IM (TRANSF)

2.907

.486

IA (TRANSF)

2.777

.327

IS (TRANSF)

2.777

.280

CR (TRANSA)

2.453

.519

MBEP (PASSA)

1.342

.374

MBEA (TRANSA)

1.231

.301

LF (PASSA)

0.898

.327

A one-way ANOVA was conducted to evaluate the impact of leader style on
church growth patterns. Leader style was calculated using the Multifactor Leadership
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Questionnaire (MLQ) (Form 5X Short) instrument (Bass & Avolio, 2004) to identify
leadership styles of senior ministers in Churches of Christ in the state of Texas. Data was
transformed to create three groups based on MLQ data. Group 1, 2, and 3, represented
Passive Avoidant (M = 2.03, SD = .781), Transactional (M = 1.80, SD = .410), and
Transformational (M = 2.00, SD = .465), respectively. Church growth was calculated
using attendance data from the print and electronic data source, Churches of Christ in the
United States (Royster, 2008, 2009, 2012). The net difference in the average attendance
between 2009 and 2012 was calculated. Churches were categorized into one of three
groups, including (a) declining, (b) static, or (c) growing churches. Results showed that
there was not a statistically significant difference in church growth patterns for the three
leadership styles [F (2,128) = .957, p < .001]. The effect size was moderate [eta squared
= .18]. Post-hoc comparisons using Bonferroni correction showed that the mean score for
each group was not significantly different from each other. Table 22 summarizes the
ANOVA findings.

Table 22
Leader Styles and Church Growth Patterns ANOVA

Between Groups
Within Groups
Total

Sum of Squares
.824
55.145
55.969

df

Mean Square
2
.412
128
.431
130
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F
.957

Sig.
.387

To answer the question: To what extent do leader styles — transformational,
transactional, and passive avoidant — of senior ministers in Churches of Christ in the
state of Texas produce a change in church attendance between 2009 and 2012, the
following null and alternate hypotheses were empirically tested:
H0 There are no significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
H1 There are significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.

Based on the findings of the study, the following can be adopted regarding these
hypotheses:
•

The null hypothesis is accepted. There are no significant differences in church
attendance between 2009 and 2012, based on the senior minister leadership
style.

•

The alternate hypothesis is rejected. There are not significant differences in
church attendance between 2009 and 2012, based on the senior minister
leadership style.

Conclusion
This chapter presented the results from the study to explore the leadership styles
of senior ministers in Churches of Christ in the state of Texas. The study investigated
what, if any, impact leader styles have on church attendance between 2009 and 2012.
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Findings were described, including the data collected, the sample, and the results of
statistical analysis performed.
The remainder of this study includes a discussion of the implications and
conclusion in Chapter 5. In addition, limitations of this study are presented along with
recommendations for future research.
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CHAPTER 5. DISCUSSION, IMPLICATIONS, RECOMMENDATIONS
The purpose of this study was to explore the leadership styles of senior ministers
in Churches of Christ in the state of Texas. Additionally, the study examined what, if any,
impact leader styles have on changes in church attendance between 2009 and 2012. The
sample extends the Adams (2010) study, focusing on senior ministers in Churches of
Christ in the state of Texas. Additionally, this study identified the extent to which senior
ministers exhibit transformational, transactional, or passive avoidant leader styles using
the Multifactor Leadership Questionnaire (MLQ) (Form 5X Short) instrument (Bass &
Avolio, 2004).
This chapter includes a brief summary of the results. In addition, a review of the
results will be provided along with implications. Finally, limitations will be discussed and
recommendations for future research.

Summary of Results
Church leaders have historically used attendance and membership as indicators of
church health and leader effectiveness (Carter, 2009; McKenna & Eckard, 2009). Church
attendance in America has declined (Chaves et al., 2006-2007; Chaves & Anderson,
2008; Chaves et al., 1999; Duin, 2008; Hadaway & Marler, 2005). The decline nationally
is also reflected in the 2012 directory of Churches of Christ in the United States (Royster,
2012) that lists Texas with more churches (2,012) and members (267,093) than any other
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state. In the three-year period from 2009 to 2012, Texas reported a 1.08% decline in the
total number of churches in the state and 1.07% increase of their members. This decline
occurred during a period when the state of Texas experienced a 6.54% increase in
population in the same period (Texas Department of State Health Services, 2012,
February).
The present study followed Adams’ recommendation as it might apply to the
Churches of Christ. This study of senior ministers in Churches of Christ in Texas
described the leadership styles these leaders employ and what, if any, impact leadership
style has on church attendance.
This study addressed the overarching research question of what is the relationship
between the leadership styles of senior ministers in Churches of Christ in the state of
Texas and changes in church attendance between 2009 and 2012. Specifically, the study
addressed the following questions:
1. To what extent do senior ministers in Churches of Christ in the state of Texas
exhibit transformational, transactional, and passive avoidant leader styles?
2. To what extent do leader styles — transformational, transactional, and passive
avoidant — of senior ministers in Churches of Christ in the state of Texas
produce a change in church attendance between 2009 and 2012?
In support of this latter question, this study tested the following null and alternate
hypotheses:
H0 There are no significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
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H1 There are significant differences in church attendance between 2009 and
2012, based on the senior minister leadership style.
Starting from an adjusted population of 1,343 mainline Churches of Christ in the
state of Texas, a random sample was drawn. From this list 252 churches were invited to
participate in the study. From the 252 churches invited, 131 completed the study, which
is a response rate of 51.98%. The a priori power analysis conducted on this sample size
(N = 131) represents an actual Power of .9788017.
For Research Question 1, “To what extent do senior ministers in Churches of
Christ in the state of Texas exhibit transformational, transactional, and passive avoidant
leader styles?” descriptive statistics were used, including frequency distributions as well
calculating the mean to measure central tendency, and variation were analyzed using
standard deviation to analyze the spread of the data. These statistics provided a
summation of each individual’s responses to the items, sorted by leadership style.
For Research Question 2, “To what extent do leadership styles —
transformational, transactional, and passive avoidant — of senior ministers in Churches
of Christ in the state of Texas produce a change in church attendance between 2009 and
2012?” and Hypothesis H0, a comparison of means was performed using a one-way
analysis of variance (ANOVA) to determine any significant difference in leadership
styles (IV) and the change in church attendance (DV) between 2009 and 2012, as
identified in the print and electronic data source, Churches of Christ in the United States
(Royster, 2008, 2009, 2012). Findings were considered significant at the alpha level of
≤ .03.
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Discussion of Results
This study examined the relationship between the leadership styles of senior
ministers in Churches of Christ in the state of Texas and changes in church attendance
between 2009 and 2012. Conclusions from the findings are discussed in relation to the
research questions for this study.
For Research Question 1: “To what extent do senior ministers in Churches of
Christ in the state of Texas exhibit transformational, transactional, and passive avoidant
leader styles?” a comparison of means was performed. The findings show that for the
sample (N = 131), transformational behaviors (M = 3.065, SD = .411) are exhibited more
than transactional (M = 2.004, SD = .445) and passive avoidant (M = 1.138, SD = .464)
behaviors. However, all three MLQ leader styles are present in declining, static, and
growing churches. The data shows, for example, that churches with senior ministers
reporting a transformational leader style were in churches that were growing, static or
declining in membership between 2009 and 2012 (Figure 3). The findings show that
regardless of growth trend, that transformational leader styles are strongest in each
growth pattern (Table 10). The findings also show that static churches that show neither
growth nor decline between 2009 and 2012 exhibited the strongest leader style behaviors
in all three leader style, transformational, transactional, and passive avoidant behaviors,
than leaders in churches with declining or growing growth trends.
While transformational behaviors ranked higher than transactional and passive
avoidant behaviors. The findings show that Management by Exception (Passive)
(M = 1.391, SD = .593), a passive avoidant leader behavior, ranked slightly higher than
the transactional Management by Exception (Active) (M = 1.344, SD = .551). This
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finding is inconsistent from Bass and Avolio’s (2004) findings that transformational
behaviors are more prominent than transactional or passive avoidant behaviors. However,
this finding is consistent with Adams (2010) study of leader styles of elders in Churches
of Christ. Adams found that participants in his study exhibited Management by Exception
(Passive) (M = 1.34, SD = .73) more frequently than Management by Exception (Active)
(M = 1.26, SD = .82). These findings may suggest there is something unique about
leaders (elders and/or senior ministers) in Churches of Christ when it comes to their
understanding and practice of managing by exception.
For Research Question 2: “To what extent do leader styles — transformational,
transactional, and passive avoidant — of senior ministers in Churches of Christ in the
state of Texas produce a change in church attendance between 2009 and 2012?” the data
suggests there is no relationship between leader style and church growth trends. Churches
declined, remained static, or grew with each leader style. A closer look at the nine
behaviors shows that the static church growth pattern reports a stronger pattern of
behaviors over growing and declining churches in all categories except Laissez-Faire
(LF), which growing churches (M = 0.898) slightly edged out static churches
(M = 0.897).
A one-way ANOVA was conducted to evaluate the impact of leader style on
church growth patterns. Leader style was calculated using the Multifactor Leadership
Questionnaire (MLQ) (Form 5X Short) instrument (Bass & Avolio, 2004) to identify
leadership styles of senior ministers in Churches of Christ in the state of Texas. Data was
transformed to create three groups based on MLQ data. Group 1, 2, and 3, represented
Passive Avoidant (M = 2.03, SD = .781), Transactional (M = 1.80, SD = .410), and
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Transformational (M = 2.00, SD = .465), respectively. Church growth was calculated
using attendance data from the print and electronic data source, Churches of Christ in the
United States (Royster, 2008, 2009, 2012). The net difference in the average attendance
between 2009 and 2012 was calculated. Churches were categorized into one of three
groups, including (a) declining, (b) static, or (c) growing churches.
Findings show that there is not a statistically significant difference in church
growth patterns for the three leadership styles [F (2,128) = .957, p < .001]. The effect size
was moderate [eta squared = .18]. Post-hoc comparisons using Bonferroni correction
showed that the mean score for each group was not significantly different from each
other. Based on the findings of the study, the null hypothesis is accepted. The study found
that there are no significant differences in church attendance between 2009 and 2012,
based on the senior minister leadership style.

Implications of Results
The study findings suggest a number of implications that should be considered by
other researchers seeking to understand leader behaviors of church leaders.
The MLQ has been used in many public, non-profit, and government
organizations to understand leader behaviors. This study extends previous research of
leaders to include senior ministers. The findings from this study show similar patterns for
senior ministers in Churches of Christ in the state of Texas. Because the study did not
find a statistically significant difference in church growth patterns for the three leadership
styles, this suggests there may be other factors at work that are influencing church growth
in Churches of Christ.
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Several leaders within Churches of Christ have pointed to an identity crisis within
their movement (Foster, 1994; Harris, 2001; Hughes, 2002; Ross, 2007, February, 2007,
March). Findings from this study related to management by exception behaviors (active
and passive) suggest there may be some confusion with the senior ministers
understanding of their leadership role organizationally outside of their teaching and
preaching responsibilities. This role confusion impacts decision-making, accountability,
and if not managed properly can lead to organizational conflict. Since Churches of Christ
operate independently, with each church leadership functioning specific to their local
history, understanding the dynamics between those serving in formal leadership roles
(e.g., elders, deacons, and ministers) needs to be understood from an organizational
management perspective.
Many studies utilizing MLQ tend to identify one leader style as a dominant style
that contributes to organizational outcomes. It is important to note that Bass and Avolio
(2004) describe their model as making “it possible to identify managers suited to a
particular kind of organizational culture, department, work group, project, or situation”
(p. 6). Because this researchers study did not find a statistically significant difference in
church growth patterns for the three leadership styles, it may be worth considering if a
specific “situation” may prompt a leader style versus a leader style generating a specific
outcome. For example, to what extent does organizational change or conflict prompt a
leader to move between a transformational, transactional, or passive avoidant leader
style? Should the goal be to elevate transformational leader style as the “best” style in all
situations or are there situations where other styles are more effective. If there are, then
these need to be understood better.
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Finally, the findings from this study will be helpful in developing those in a
ministerial role. While those with preaching and teaching responsibilities may be drawn
to the transformational behaviors, there is also a need to understand the transactional and
passive avoidant behaviors and the impact those can have on leader effectiveness.

Limitations
The following limitations apply to this study, including:
1. The focus of the study was senior ministers; therefore, the findings are limited
to those serving in a senior minister role. Other leader roles, for example,
elder, deacon, associate ministers were not considered in this study.
2. This study focuses on senior ministers in the 1,526 mainline Churches of
Christ in the state of Texas. The findings from this study cannot be
generalized to other church denominations.
3. Because the study was limited to the state of Texas, findings from this study
cannot be generalized to Churches of Christ in other geographic regions.
4. With the focus on senior ministers in Churches of Christ, the findings cannot
be generalized to leaders in other industries.

Recommendations
The findings from this study point to other areas for future research.
1. A study that compares the senior minister’s perception of their own leader
behaviors with the perception held by elders, deacons, and other fulltime
ministers. This research would provide a cross validation of the actual leader
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behaviors held by the senior minister. Results could be useful in strengthening
relationships between leaders.
2. A mixed methodology study that includes a qualitative component to explore
participant views of leader style and congregational outcomes and overall
organizational health.
3. A study to understand what, if any, organizational situations (e.g.,
organizational change or conflict) prompt a leader to move between a
transformational, transactional, or passive avoidant leader styles. The goal of
this study would be to determine if one leader style is the “best” style in all
situations or if there are situations where other leader styles are more
effective.
4. Religious institutions tend to demonstrate higher levels of symbolism than
other organizations. A study to understand the relationship between symbolic
dimensions of leadership (Bolman & Deal, 1984, 1995, 2002) and leader style
would be helpful to understand how traditional leader behaviors and symbolic
practices interact to enhance or detract from organizational effectiveness.
5. Churches of Christ are organized as congregational churches. These are
churches that are identified by a decentralized organizational structure with
authority and decision-making dispersed among local church members versus
a centralized denominational body (Fair, 2008; Ferguson, 1996; Garrett, 1994;
Hughes, 1996, 2002). Based on this organizational structure, each church is
autonomous and independent. While this study was a survey of senior
ministers in Churches of Christ in the state of Texas, future research is
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recommended in an individual church. This research should include elders,
deacons, and fulltime ministers to understand the relationship between their
leader style and performance as a leadership team (Naranjo-Gil, Hartmannw,
& Maasz, 2008).

Conclusion
This study explored the leadership styles of senior ministers in Churches of Christ
in the state of Texas. Specifically, the study examined what, if any, impact leader styles
have on changes in church attendance between 2009 and 2012. The study focused on
senior ministers in Churches of Christ in the state of Texas. Additionally, this study
identified the extent to which senior ministers exhibited transformational, transactional,
or passive avoidant leader styles using Bass and Avolio’s (2004) Multifactor Leadership
Questionnaire (MLQ) (Form 5X Short) instrument.
The findings show that transformational behaviors are exhibited more than
transactional and passive avoidant behaviors. However, all three MLQ leader styles are
present in declining, static, and growing churches. The findings also show that static
churches that show neither growth nor decline between 2009 and 2012 exhibited the
strongest leader style behaviors in all three leader styles: transformational, transactional,
and passive avoidant behaviors, than leaders in churches with declining or growing
growth trends. Findings show that there is not a statistically significant difference in
church growth patterns for the three leadership styles.
In conclusion, the findings of the study indicate that senior ministers in Churches
of Christ in the state of Texas are demonstrating transformational leader behaviors.
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However, these may not be influencing church growth as measured by attendance. Future
research with Churches of Christ in other geographic areas as well as expanding research
to include all church leaders within a given congregation will add to the understanding of
the relationship between leader style and church growth.
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APPENDIX A. SURVEY INSTRUMENT
From Multifactor leadership questionnaire: Manual and sample set (Third ed.), by Bass,
and Avolio, 2004, Menlo Park, CA: Mind Garden, Inc. Copyright 2004 by Bernard Bass
and Bruce Avolio. Adapted with permission.

SCREENING QUESTIONS
I am a Senior Minister.
I minister in a Church of Christ.
The church I serve is located in the State of Texas.
I have been affiliated with the same church between 2009 and
2012.
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Yes
Yes
Yes
Yes

No
No
No
No

Multifactor Leadership Questionnaire
Leader Form
My Name: ______________________________________________ Date: _____________
Organization ID #: _________________________ Leader ID #: _______________________
This questionnaire is to describe your leadership style as you perceive it. Please answer all
items on this answer sheet. If an item is irrelevant, or if you are unsure or do not know
the answer, leave the answer blank.
Forty-five descriptive statements are listed on the following pages. Judge how frequently
each statement fits you. The word “others” may mean your peers, clients, direct reports,
supervisors, and/or all of these individuals.
Use the following rating scale:

Not at all
0

Once in a while
1

Sometimes
2

Fairly often
3

Frequently, if
not always
4

1. I provide others with assistance in exchange for their efforts .................................................. 0 1 2 3 4
2. I re-examine critical assumptions to question whether they are appropriate .......................... 0 1 2 3 4
3. I fail to interfere until problems become serious ...................................................................... 0 1 2 3 4
4. I focus attention on irregularities, mistakes, exceptions, and deviations from standards ........ 0 1 2 3 4
5. I avoid getting involved when important issues arise .............................................................. 0 1 2 3 4

!
!
!
!
!
!
!
!
!
!
!
!
!
!
!
Copyright 1995, 2000, 2004 by Bernard Bass and Bruce Avolio. All rights reserved.
Published by Mind Garden, Inc., www.mindgarden.com
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