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Introduction

The purpose of this study will be to determine if a leader’s understanding of his identity in Christ is essential to creating a positive relationship to effective leadership.  Effective leadership will refer to the contribution the leader makes to the attainment of goals and visions of the organization or group and their subordinate’s satisfaction with them.
  Personal identity and personal identity transformation will be used interchangeably throughout this major writing project.

The research approach will use the tools of historical-grammatical exegesis, bibliographic analysis and empirical survey research.  The emerging model of leadership may have the potential to be applicable within a ministry or business context for the Christian leader at any level of an organization. 

The study of leadership over the past 30 years has been approached from a variety of angles addressing a variety of problems and questions.  Questions concerning how leaders acquire and use power? Why their power fluctuates over time?  What are the key elements of leadership?  Are leaders effective because of personality traits?  What behaviors make for an effective leader?  What is the impact of followers and the group context on leadership?  Who is a leader?  When are leaders effective?  How do we define leadership?   What is the relationship between leader and follower?  What makes for a successful leader?  What is the difference between leaders and managers?  Are leaders born or made?
 

During the late 1800s to mid 1940s the focus was on identifying the genetic traits of leaders that are required to be successful.  From the middle of the 1940s to the early 1970s the focus of leadership research was on behavior and what behaviors can be learned for a leader to be successful.  From the early 1960s to the 1980s, the center of reference was the contingency perspective on leadership using the assumption there is not one best way to lead and that different leadership traits, styles, or behaviors can be effective in a variety of situations.
 

Today, from the 1980s to the present, the focus of leadership research has been on what is called, “Transformational Leadership” as presented by Bernard Bass and colleagues. In 1978 James MacGregor Burns coined the term “Transformational Leadership” in his book entitled, “Leadership”.   Bernard Bass in 1985, building on the work of Burns developed the concept of transformational leadership to include a distinction between transactional verses transformational leadership styles.  Bass also raises the question; what is the relationship of the leader’s self-concept to success in leading others to high performance?
   Bass’s question reflects the concept of personal identity and its relationship to effective leadership.

This present leadership focus is also known as the “New Leadership”.
  New Leadership scholars contend that earlier leadership theories were overly skewed with the study of peripheral or limited aspects of leadership.  They were too focused on the day-to-day operational aspects of leadership.  The New Leadership theorists emphasize issues much deeper than superficial compliance, supervision and management. The new leadership theories encompass core leadership issues.
  However, an area of leadership that has not been addressed in any significant fashion, is the question of what is the internal foundation of a leader’s influence?  Leadership research in the area of transformational leadership, agree, that missing in the work of Burns and Bass, is an explanation of the internal processes, which generate the actions of transactional and transformational leadership.
  To answer this question, it will be proposed that the degree of a Christian leader’s positive influence will be in direct proportion to their understanding of their union and identity in Christ.   The proposed hypothesis is stated as follows: A leader’s transformed personal identity in Christ will determine his effectiveness as a leader.


A model will be developed from scripture that will draw heavily from the leadership qualities of Paul, John, and Jesus, plus other strategic biblical leaders and their situations. The scriptural focus will center on a progressive revelation perspective from Galatians 2:20, 1 Corinthians 2:1-5 & 2 Corinthians 3:4-6, Romans 6:1-14, Colossians 3:1-11, Ephesians 1:3-14, Philippians 2: 5-11 and John 15:1-11.  It is believed that an exegesis of the leadership context of these passages will reveal a universal leadership style based on the leader’s personal identity in Christ. A style that is driven by the leader’s identity transformation in Christ which could form the foundation or center of positive influence toward others.  
There appears to considerable overlap in theological and management research concerning the issue of personal identity. The conceptual cousins of personal identity in leadership research use such terms as, “locus of control”, “self-leadership”, “self-image” and “transformational leadership”.  Leadership and management research couch the concept in terms of the relationship of self-esteem, generalized self-efficacy, locus of control, and emotional stability to job satisfaction?
  They also explore the relationship between self-evaluations and job performance?
  These concepts will be explored to determine how they might reflect the leader’s identity in relationship to organizational performance and Biblical revelation concerning identity transformation in Christ.

In summary, this project will be exploring the relationship between the leader’s sense of personal identity and the leader’s ability to influence others to high performance. This will be explored from both a spiritual and management perspective.  

Statement of the Problem


Organizational renewal in today’s uncertain environment is critical to the future effectiveness any organization, especially the church.  Transformational leadership based on the leader’s personal identity transformation in Christ, could be one key to organizational renewal.  Organizations, who are lead by leaders with clear self-definitions and understand who they are in Christ, may be able to reach higher levels of performance than organizations that are lead with leaders who lack this understanding.  In order to prove this; research will be conducted to determine the effect of a leader’s personal self-identity and its relationship to organizational and follower effectiveness to find out if the leader’s sense of identity influences his leadership style and approach to individual and organizational problems. This should help the reader understand how his own sense of identity impacts the motivation and productivity of those he influences.  It will be proposed that a clear sense of the leader’s identity in Christ will become the defining characteristic of effective leadership and influence.  

Proposed Logic, Structure and Strategy

To prove the hypothesis that identity transformation in Christ is central to effective leadership, a biblical foundation of the importance of understanding the leader’s identity in Christ as the core guiding principle of leadership will be developed.  The foundational assumptions will be based on Scriptural authority.  The scriptures will be the starting point for the development of a solution to discover principles of sound personal identity driven leadership and the biblical assumptions surrounding identity transformation in Christ in relation to effective leadership will be proposed and applied.  

Theological and leadership/management research will be explored and evaluated from a biblical worldview with the fundamental unit of analysis and focus being the “self” or personal identity.   M. B. Brewer, a management researcher, states, “personal identity is the individuated self – those characteristics that differentiate an individual from others.”
  The concept of personal identity can be best defined in two dimensions.  First, it involves an internal evaluation of ones mental, emotional and physical qualities resulting in a sense of personal identity or self.  Second, personal identity is a cognitive and emotional external attraction to be one with an object of attention that is unique to that person.  This object focus and desire to be the same, develops in a person a sense of value, power, belonging, security and competence.  For the Christian, who has experienced identity transformation in Christ, the object is Christ and the desire to live according to the new personal identity or self they now have in Christ.  It is proposed that this identity transformation becomes the center or nucleus from which all effective leadership behavior will surface.  For the unbeliever, the object could be social roles, affiliations, activities, relationships or the value others place on them. 

It is further proposed, leadership concepts such as self-definition, locus of control, transformational leadership and self-leadership should reinforce and confirm the suspicion that a properly grounded identity determines the success of the leader with his followers and the larger organization.  However, this remains to be determined as true.  One social researcher explains the importance of “self” as a major element and fundamental focus of analysis:

“The self is the unquestionable, elementary, universal fact of mental life, and the fundamental unit of analysis for a science of mental life. It is the problem about which everything else revolves.”


From a biblical perspective the issue of the self has been resolved in Christ.  Paul in Galatians 2:20 and Romans 6:6 reveals the fact that the believer’s old man or self has died in Christ and he has exchanged the old for a new self in Christ.  From a management research perspective the self remains elusive and hard to control for the benefit of others in a leadership context.  However, leadership research does suggest the self is the key to leading effectively at any level of the organization.  Leadership research predicts that future leaders will need to develop the skills of self-awareness and self-knowledge, plus effective interpersonal and communication skills, the ability to work with teams, develop negotiation and conflict management skills, strive for mastery of information technology, plus acquire knowledge of political behaviors.
    Robert Katz, in his article entitled, “Human Relations Skills Can Be Sharpened”, explains that enhancing self-awareness of the leader can help the leader become more aware of their adequacies and inadequacies of their observations and actions in situations involving people.
  


From a spiritual perspective, Charles Spurgeon reinforces the strategic value of personal identity transformation management, in his Lectures to My Students, as he writes:

“We are, in a certain sense, our own tools, and therefore must keep ourselves in order...it will be in vain for me to stock my library, or organize societies, or project schemes, if I neglect the culture of myself; for books, and agencies, and systems are not remotely the instruments of my holy calling; my own spirit, soul, and body, and my nearest machinery for sacred service; my spiritual faculties, and my inner life, are my battle axe and weapons of war.”
 (Italics added for emphasis)

Second, a literature search will be performed to locate both biblical and leadership/management resources that reinforce the assumption that identity is the core of effective leadership.  And third, a leadership questionnaire will be designed to collect data to profile an identity based leadership style and the frequency of identity based behaviors, which are practiced from the leader’s sense of identity in Christ.  This survey will be administered to 100 or more leaders through SurveyMonkey.com.  (See Appendix A)  Results will be analyzed using fundamental descriptive statistical conclusions such as mean scores, frequencies, percentages and chi-square test, from which inferences will be established.  


The introduction of this major writing project will present the concept and truth of being “in Christ” as the foundational principle for all influence.   The position of being “in Christ” is central in proving the main thrust of this project, that identity in Christ is the core of all effective leadership, whether in the family, in business, in church, in government, or in any organizational context.  Being “in Christ” is foundational in the theology and practice of Paul in relation to the leadership he provided the local church.  


Chapter 1 will lay the exegetical foundation of identity driven leadership. The focus will center on leadership as practiced by Paul, John and Jesus.  This will include an examination of biblical identity in Christ as the core principle of leading others and the source of power for developing transformational leadership. Seven strategic behaviors will be developed and discussed in relation to personal identity in Christ and the success of the leader in generating positive outcomes for the organization. Such outcomes as spiritual formation, ministry creation, salvations, increase in revenue, market share, profit, compliance, follower satisfaction, high organization performance, financial health and high team performance.  The chapter will conclude by addressing exegetical scriptural problems and pitfalls of an identity driven perspective of life and leadership, plus a description of Jesus as the ultimate identity driven leader.  


Chapter 2 will lay the bibliographic/empirical foundation that reinforces the biblical perspective of identity driven leadership.  Leadership research will be explored that centers on transformational leadership, locus of control and self-leadership from a biblical worldview, analysis and synthesis.  In summary, an integrated transformational/identity driven leadership model will be presented to give the leader a practical diagnostic tool to facilitate leading in the context of any organization.

Chapter 3, will discuss the implications from a biblical worldview of external and internal obstacles of the market context and the lifecycle of the organization in relation to the practice of identity driven leadership.  The chapter will continue the bibliographic/empirical discussion and explore the critics of the integrated model of leadership presented.  The chapter will conclude with a discussion of the importance of prayer and the leader.  

Chapter 4 will present a summary of the empirical survey research.  The survey data will be analyzed to determine if identity in Christ is essential to creating a positive relationship to leadership effectiveness.  The questions will be clustered in to seven categories: (1) Identity transformation (2) Leader-follower transaction (3) Accountability (4) Vision (5) Perspective (6) Motivation, and (7) Synergy.  Simple mode and mean score analysis, frequencies and Pearson chi-square will be applied to determine the probability and strength of the relationship between identity in Christ and leadership effectiveness.  

In conclusion, the closing arguments and applications section will discuss whether the leader’s personal identity in Christ has any influence on the leader’s ultimate effectiveness.  This section will consider the Biblical, bibliographic and empirical evidence to come to a factual and intuitive answer to the question, “Does the leader’s personal identity in Christ determine overall leadership effectiveness in leading others.

This project will be limited to exploring the issue of personal identity transformation in relation to leadership from a biblical perspective. Secular management research will be explored to potentially corroborate biblical truth.  Time constraints will also limit the depth of literature research.  Conclusions and opinions will be based mainly on intuition, insight, and exegesis of scripture, experience and prayer as opposed to a reliance on empirical scientific evidence.   The method of research throughout the paper will be formative; giving form and organization to this field of inquiry, descriptive; presenting views and summaries from competing perspectives in this field of inquiry, and evaluative; drawing conclusions and recommendations from research for the reader’s benefit.  

Chapter 1

Foundational Principles of Identity Driven Leadership

The Meaning of Being In Christ



“In Christ”, is a phrase used more than 180 times in the New Testament, mainly in the writings of Paul.  The phrase forms the heart of Paul’s theology and becomes the heart of Christianity.
  The phrase carries with it the grammatical dimensions of fixed location, sphere and possession.  In other words, the believer in Christ has been rescued from the domain of darkness and transferred into the Kingdom of Christ.  (Colossians 1:13)    And according to Paul, the believer has been baptized into Christ and their identity has been permanently transformed or changed in Christ.  (Romans 6:3-4)   This is the cornerstone of the believer being transformed into the image of Christ.  In reference to leadership, this is the position from which all attempts to influence others find strength.  


There are two dimensions to our identity transformation in Christ.  The first is, “in Christ”; and the second is, “Christ in you.”
  The apostle John captured these two spheres when he writes in John 14:21, “In that day you will know that I am in My Father, you are in Me, and I am in you.”  This remarkable verse states that Jesus is in the Father, Jesus is in the believer and the believer is in Christ, and ultimately in God, because Christ is in God and the believer is in Christ!   John records a prayer from Jesus in John 17 that reinforces the desire of God to live His life out through the believer.  He writes, “May they all be one as You, Father are in Me and I am in You.  May they also be one in Us…  I am in them and You are in Me… so the love you have loved Me with may be in them and I may be in them.”  (John 17: 21, 23 & 26)    Paul expresses the same when he writes, “… He also raised us up with Him and seated us with Him in the heavenly places in Christ Jesus”… “to them God choose to make known how great among the Gentiles are the riches of the glory of the mystery, which is Christ in you, the hope of glory.” (Ephesians 2:6 & Colossians 1:27)   It was Paul’s passion that Christ be formed in the believer, when he states, “My children, again I am in the pains of childbirth for you until Christ is formed in you.”  (Galatians 4:19)   This sphere or fixed location of being in Christ, is the locus of control or nucleus of power for developing effective leadership.  Thus, those who are “in Christ” appropriate to themselves the life of Christ, until it is even possible to speak of Christ being formed in them.
  It is from this center of being in Christ and Christ being in the believer, that will produce effective leadership behaviors and perceptions for achieving organizational goals and outcomes.  Paul, as he addresses the Athenians, touches upon this truth, when he spoke and said, “For in Him we live and move and exist…”  (Acts 17:28)   In Christ an identity transformation or change of heart has occurred that will transform every area of life, including how leadership is approached, understood and practiced.   


Identity will no longer be based on what the leader has done in the past, what the leader is currently doing or what others say about the believer.  The leader’s sense of being or identity is now based upon what Christ has done in the past, what He is doing within the leader in the present moment and what He says about the believer according to the Scriptures.   In Christ the believer has died to what they have done in the past, died to performance oriented security and died to how others want to define them.  The believer has been made alive to what God has done in Christ in the past. They have made alive to the power of God working through them and to what Christ says is true about the leader, in Christ, in the present.  (Romans 6:11)   Paul captures this foundational truth when he writes to the Galatians, “For I have been crucified in Christ; and I no longer live, but Christ lives in me.  The life I now live in the flesh, I live by faith in the Son of God, who loved me and gave Himself for me.”  (Galatians 2:20)  


The believer is now free from condemnation and made right with God.  His identity is based on his redemption in Christ and has entered into a new relationship with the God of the universe.  As he lives his life out dependent in Christ, God listens to him call out and answers his prayers.  He now has a future inheritance to look forward with great hope or anticipation of a future good.  The believer is now seated in the heavens in Christ, he is being transformed into the image of Christ, he is given understanding of the Scriptures and is empowered to live a life of dependence on God that brings God the glory.
   Elias Andrews states: 


“The whole personality, confronted with what God has done in Christ, in absolute trust, surrenders the mind, the will and the heart to it.  Then the gates swing open and the soul is ushered into newness of life, becomes indeed, a “new creation,” begins to share the life of God, the life that is eternal.”
   

Being in Christ is an inward condition of soul based on the external reality of the cross, which issues in Godlike actions.
  This inward experience of joy and spontaneously living out the life of Christ empowers the believer to overcome the nagging feelings of defeat and despair.  This is personal victory and individual achievement is made possible only because Christ dwells within as a reservoir of power, enabling the believer to accomplish anything and everything.
  


Those who are in Christ are in fellowship with Christ and with one another.  To be in Christ also includes being in the church and experiencing fellowship both with the Father and brother or sister in Christ, whether in the family, church or business. It is within the context of fellowship that identity driven leadership in Christ is practiced.  It is the corporate body that becomes the playing field where the fruits of the Spirit are expressed through individual personalities, giving full expression of God and individual potential.  Being in Christ is far more than an ethical way of life.  It is the life of God Himself dwelling in the human soul, and dwelling there as the Spirit of God, the Holy Spirit, or as frequently designated, the Spirit of Christ.
  

To maintain this freshness of the Spirit, as demonstrated in the Book of Acts, requires leadership that is centered in Christ.  It is leadership where personal interests and the purposes of God are no longer separate, but superimposed circles with a common center.  Thus the leader is one with Christ in his expression of the will of God for man.  Sharing the redemptive life of God, the leader becomes an instrument in God’s hands for the extension of the divine life among men in any organization.
 

          The reality of being in Christ, will form the foundation, upon which to develop an identity driven approach to leadership and demonstrate that the origin of all effective leadership begins from a transformed heart.  The heart of man is the target of spiritual transformation and the foundation of spiritual influence. The heart is a term used to describe the way an individual thinks, what an individual feels, it describes the ability to make decisions and take action, the heart includes the process of evaluation and analysis, it includes the memory and conscience.  It is the very dwelling place of Christ and the arena of identity transformation.  Ezekiel says that God will give man a new heart and put a new spirit within and remove the heart of stone and give a heart of flesh and place His Spirit within.  (Ezekiel 36:26-27)  Paul echoes Ezekiel as his describes anyone in Christ as a new creation; old things have passed away and look, new things have come.  (2 Corinthians 5:17)   Paul prays for the believer to be strengthened with power through His Spirit in the inner man in order that Christ may dwell in the heart through faith.  (Ephesians 3:16-17)  And Paul encourages the Corinthians to examine themselves and recognize that Jesus Christ is in you.  (2 Corinthians 13:5)  Jesus said, “The one who believes in Me, as the Scripture has said, will have streams of living water flow from deep within him.”  Being centered in Christ has the potential to bring forth the fruit of transformational leadership.  This fruit appears in attitudes and actions that the apostle Paul displays as he attempts to influence the churches of Galatia, Corinth, Rome, Colossae, Ephesus, and Philippi and as John attempts to influence the church-at-large in the Book of John.  

Seven Principles of Identity Driven Leadership Based In Christ

PRINCIPLE ONE:  Accountability

(Focus Scripture: Galatians 2:11-21)


Daniel Webster said, “My greatest thought is my accountability to God.”  Accountability is defined as the extent to which a person feels that his or her behavior is going to be observed and evaluated by others, and that important rewards and punishment are contingent upon these evaluations.
  In addition, accountability is a pro-active stance to the reality of a situation, personally own the circumstance and persistently look for ways to solve the problem and follow-through before it is too late.  The perspective is on what can I do as opposed to what did I do.
  Accountability is the opposite of command and control and surveillance style management approaches that often prove ineffective in achieving results in today’s organizations.
  


Paul demonstrates this principle of accountability writing to the Galatians. Paul is attempting to hold them accountable to a life based on grace and not one of works.  They were drifting into the belief that the Christian life is lived according to rules and regulations.  Paul was bringing them back to focus on the living reality of Jesus Christ and the depth of His work on the cross, which is available for every believer.   Paul was re-focusing the Galatian believers to live by faith (pistis); a confident, assured belief in the integrity of God to meet all the conditions of living one’s faith in the reality of the demands of life.  One’s confidence is not to be placed in rules and regulations to gain favor with God or man.  Paul defends his leadership authority as an apostle of Jesus Christ and he presents a doctrinal case for justification by faith to show that everyday Christian living is based on freedom from the law in the power of the Holy Spirit.


Paul had to confront Peter for a drift back into keeping rules and regulations after Jewish men persuaded Peter that the law was still needed to gain favor with God. (Galatians 2:11-21)  It is during this confrontation with Peter, that Paul outlines the fundamental doctrine of justification (dikaios) by faith and faith alone.  Paul states that no one is justified by the works of the law but by faith in Jesus Christ.  And we have believed in Christ Jesus, so that we might be justified by faith in Christ and not by the works of the law, because by the works of the law no human being will justified.  (Galatians 2:16)  
          After this confrontation, Paul goes on to build his case for justification by faith through the life of Abraham.  He states that Abraham believed God and it was credited to 

him for righteousness, so understand that those who have faith are Abraham’s sons. (Galatians 3:6-7).  He defines the purpose of the law.  He states that law was designed to bring us to Christ, to act as a tutor or guardians until Christ and to reveal our sinfulness and turn us to Christ by faith to be declared approved of God and begin to experience our freedom from the power of sin in Christ. (Galatians 3:19-26)  
Moving toward the end of the book, Paul develops the relationship between the

Spirit (pneuma) and the flesh (sarx)
, by using an illustration from the Old Testament; Sarah and Hagar.  From these two women, came two sons of Abraham; one born of the flesh and one born of the promise.  The one born of the flesh represents man living life out of his own resources and independent of God and the one born of the promise represents man living by faith and confidence in God.  Paul then applies this illustration to the Galatians and declares that Christ has liberated us into freedom, therefore stand firm and do not submit again to a yoke of slavery.  (Galatians 5:1)   You are called to live in freedom from the law; what matters is faith working through love and to serve one another through love. (Galatians 5:6 & 13)  


This love is a result of walking in the Spirit and not in the flesh.  Paul then develops the revelation given to him from God, about the Spirit and the flesh in constant battle, as the believer lives out his life on earth. (Galatians 5:16-26)  As one author puts it,


“In a way we could say that the converted man is bundle of contradictions.  


He hates and yet he loves God’s law.  He wills and yet he does not will the 


good.  He despises and yet he commits evil.  He is at one and the same time 


a Pharisee and a publican, a Simon and a Peter, sinner and yet a saint.”


Paul has thus framed the fundamental dilemma of every believer in Jesus Christ; how, as a believer, do I resolve this continuing paradox of behavior that flows from the heart?   If I am a new person in Christ, why do I continue to be influenced by sin and live my life independent of God?  Paul presents the solution to this dilemma during his confrontation with Peter.  This “already-not yet” tension of living in Christ and the push and pull of sin, is what caused Peter to fail in maintaining his composure and leadership in the face of opposition among the new Jewish believers in Galatia.  It is the reason Peter was influenced to fall back under the influence of other men who believed in the works of the law.  Paul had been taught this lesson from the Lord, (Galatians 1:12, 15-16) living in obscurity in the regions of Arabia, Syria and Cilicia for fourteen years.  (Galatians 2:1) This revelation becomes the foundation for the believer’s growth in Christ and learning to walk after the Spirit and not the flesh.  It becomes the foundation of all leadership influence in the lives of others; and it is here in Galatians 2:20 that Paul first makes mention of it in context of a leadership conflict with Peter.  To bring resolution to Peter’s dilemma, Paul states, “For through the law I have died to the law, that I might live to God.  I have been crucified with Christ; and I no longer live, but Christ lives in me.  The life I now live in the flesh, I live by faith in the Son of God, who loved me and gave Himself for me.  (Galatians 2:19-20)  This represents the first mention of the “identity transformation” in the New Testament.  Paul develops this idea in much greater depth in chapter 6 of the book of Romans.
  


Paul begins by stating that the law could not give him life and any degree of satisfaction in his life.  As a result of attempting to live in conformity to the law, Paul discovered that he experienced only frustration and death.  The law actually hindered Paul in his attempt to live it in the power of his own strength.  This frustrating experience under the law brought him to God in Christ.  Paul had learned to exchange a law-centered life for a Christ-centered life.
  It is not in any effort of our own that we come to God; it is only by the grace of God.   In the preceding verses, Paul laid the foundation of justification by faith; he now merges with justification, the foundation of our sanctification; the process of being conformed into the image of Jesus, by faith, in verse 2:20.  
          Paul expresses his leadership passion by saying, “My children, again I am in the pains of childbirth for you until Christ is formed in you.”  (Galatians 4:19)   Paul had experienced this freedom that Christ gives the believer and wants all believers to know it to stay the course of faith.  Paul reminds us that it pleased God to set him apart from his mother’s womb and called him by His grace, to reveal His Son in Paul.  (Galatians 1:15-16)  Paul in verse 2:20 presents this theme of our death and resurrection in Christ.  Paul states he has been crucified (sustauroo) with Christ.  This word crucified is in the perfect tense and is a compound word, which indicates a real union, being crucified with Christ.
  This crucified life is a once-for-all transaction that has ongoing results.
  Paul would say that his old habitual patterns of believing and behaving independent of God, have died, or his “old man” has died in Christ.  (Romans 6:6)  Paul used the expression, to die, in other places to indicate, not only reference to the law, but also in relations to the self, sin, and the world.  In each of these cases Paul was stating that his relationship to these powers - self, sin, Satan, death, world, law - had been so deeply altered by his union with Christ that they no longer control, dominate, or define his existence.
 Now, he no longer lives, but Christ lives (zao) in Paul.  Paul is now indwelt by Jesus in his born again spirit.  The life he now lives, he lives by faith in Christ or the faithfulness of Christ, to meet the daily needs of his life, plus live a life that is pleasing to God.  Christ is now living His life through the personality of Paul, yet Paul still remains Paul in the essence of how God created him. 

         Paul was not saying that once a person becomes a Christian the human personality is zapped out of existence and replaced somehow by the divine logos.
 Christ life becomes the animating power through Paul’s spirit, mind, emotions, will and body.   Christ is now at home in the heart of Paul.  (Ephesians 3:17)  Grant Osborne states, “Paul claimed he had been crucified, but he found himself still alive.  Paul had died with Christ, but it was his “old self” that had died: it is not longer I who live.  The self-centered, Jewish  Pharisee, Christian-persecuting law-abiding, violent, and evil Paul no longer lived.  That person’s sinful life had been crucified with Christ on the cross when Paul was saved.  This is the “I” of the flesh (Galatians 5:13-24), of sinful human desires, of works and pride.  Paul was released, not only from the tyranny of the Mosaic law, but also from the tyranny of self.  Thus, this verse could read, “I no longer live I myself” or “no longer I, the old self in the flesh, live.”
  Paul continues the idea in Galatians 5:24, he says, “And those who are Christ’s have crucified the flesh with its passions and desires.  The believer is now free to appropriate the crucified life on a daily basis.  To experience identity transformation, the focus must be on Christ.  Paul says, “But God forbid that I should boast except in the cross of our Lord Jesus Christ, by whom the world has been crucified to me and I to the world. (Galatians 6:14)  The believer has been set free from an identity based on the flesh or the world.  Timothy George adds, “Being crucified with Christ implies a radical transformation within the believer.  The “I” who has died to the law no longer lives; Christ, in the person of the Holy Spirit, dwells within, sanctifying our bodies as temples of the Holy Spirit and enabling us to approach the throne of God in prayer.
 John records Jesus words, which reinforce what Paul is testifying to, “In that day you will know that I am in My Father, you are in Me, and I am in you.”  (John 14:20)  


However, Paul realizes that he is still in his body or flesh, and this life he now lives; he lives by faith in the Son of God, who loved Paul and gave Himself for Paul.  (Galatians 2:20)
  This identity transformation is available for all believers in Christ.  This revelation to Paul represents the first installment of truth to answer the question, how does the leader live a life that is pleasing to God and above the power and pull of sin to stay the course and help others achieve organizational goals and outcomes?  


Paul goes on to say that those who belong to Christ have crucified the flesh with all its passions and desires.  However the verb tense of crucified in this passage is in the aorist tense.  This indicates past action coupled with active responsibility of the believer to appropriate the fact that the flesh remains crucified on a moment by moment daily basis to experience our freedom in Christ.   Paul goes on to say that he will not boast in anything except the cross of our Lord Jesus Christ, through whom the world has been crucified to him, and Paul to the world.  (Galatians 4:24, 6:14)   Here the verb tense reverts back to the perfect tense, indicating that the believer has been set free from the world system or culture he lives at a point in the past that has existing power in the present by the grace of God.  He has been translated into the Kingdom of God out from the Kingdom of Satan.  (Colossians 1:13) He lives now fixed in Christ, yet through a yielded life, he gains victory over the flesh; old habitual ways of believing and behaving from his life lived without God.  The basis of the identity-transformed life is God’s grace and Christ’s death to release the leader from the powers of sin.  Without this, there is no faith, no gospel and no hope of salvation.

Identity-Driven Leadership Practice - Accountability:

Paul’s entire identity had been transformed in Christ, and from this foundation, God built Paul’s leadership effectiveness in his life, his ministry and in the church.  From the center of who Paul is in Christ, Paul is holding the Galatians accountable to Christ to be able to walk in the Spirit as opposed to their flesh.  H. Dale Burke, in his book, “Less is More Leadership”, says that the leader today needs to maintain balance in a culture that is morally relative, self-centered, individually oriented, believes absolutes do not exist and each person imagines his own god.
   The entire purpose or aim of his book is to help the leader breakthrough all the stuff and hold people accountable to the “main thing”, Christ, to maintain growth and a balanced life.
  Alan Nelson, reinforces this idea when says that leadership is a focus on God and living under His direction in the daily pursuit of life.
  Paul was simply re-focusing the Galatians to realize they are dead to the works of the law to maintain a relationship with God.  Paul was helping them to understand the fact of their death in Christ to the law, which forms the foundation of faith, allowing Christ to live His life through them, creating intimacy with God, in the midst of the daily demands of life to stay centered in Christ.  


As an individual leads people to accomplish a vision or a task, he will discover that on a daily basis, those he leads will need to be held accountable to the vision and implementation of that vision to maintain forward momentum and achievement of desired results.  For followers to accomplish the vision, they need (1) clear standards, (2) clear and distinct priorities, (3) agreement about standards, and (4) accurate and timely feedback about their behavior.  To the extent that expectations are unclear, priorities are not salient, and getting similar expectations from all organizational avenues, followers will not feel accountable.

PRINCIPLE TWO:  Power
(Focus Scripture: 1 Corinthians 2:1-5 & 2 Corinthians 3:4-6)


One New Year's Day, in the Tournament of Roses parade, a beautiful float suddenly sputtered and quit. It was out of gas. The whole parade was held up until someone could get a can of gas. The amusing thing was this float represented the Standard Oil Company. With its vast oil resources, its truck was out of gas. Often, Christians neglect their spiritual maintenance, and though they are "clothed with power" (Luke 24:49) find themselves out of gas.
  Believers acting out of they’re own self-centered reserves, will quickly become discouraged and ineffective holding others accountable.  However, in Christ, there is a reservoir of power available on a daily basis. It has been said that a good leader is not one who needs personal success or who is people oriented, but one who has a need for power.
  What is the source of this power and how does the leader access this power?  


Power is the ability of one person to influence another and it comes in many forms.  The three most typical reactions to the use of power are commitment, compliance or resistance.
  Without power the leader cannot guide their followers to achieve their goals.  But what type of power is most effective?  Most management experts classify power as positional or personal.   Positional power includes legitimate, reward and coercive and personal power includes expert and referent.
  The Apostle Paul presents the ultimate source of power to the church at Corinth, transformational power that originates in God and is the foundation for all other forms of power.  


The church at Corinth was in need of learning how to use power in a productive and healthy manner.  The church was riddled with personal power plays and people-pleasing strategies.  Paul says that quarrels are being reported among the church.  Some people are following Paul, some following Apollos, some Cephas and some Christ.  

(I Corinthians 1:11-12)   Many forms of power were being used, except transformational power that would resolve the conflicts in the church.  


Paul introduces this power from God in First Corinthians 2:1-5.  This power is based on the identity transformation Paul experienced on the road to Damascus in Acts 9 and he explains in Galatians 2:20.  It is from this crucified position in Christ that Paul is given the ability to access this power from God to influence others to focus their faith on God and not man’s ability to manipulate.  This death to self was the foundation to receive from God His power to perform not to rely on self.  


A key word in this passage is power (dunamis).  This is power that draws things together and attracts unity.  It is a power that is other focused and inspires others to develop to their full potential in Christ.  This power is not coercive or manipulative.  It is positive and expanding.  This power drives responsibility, organizational clarity and team spirit.
  Leadership research indicates a concern for power, not personal success or the desire to be liked is essential to good leadership.
  It appears that power motivated leaders make their people feel strong rather then weak.  Leaders who are authoritarian in action have the reverse effect, making people feel weak and powerless.
  The identity driven leader loses their egotistic desires and wish to serve others selflessly.
  


Paul was a power motivated leader.  He came to the Corinthians to demonstrate this power and its source in God.  He says to the church at Corinth that he did not come to them with fancy human arguments and broad intelligence. (1 Corinthians 2:1)   But he came to them determined not to know anything except Jesus Christ and Him crucified. 

(1 Corinthians 2:2)   Paul had understood and experienced identity transformation in Christ, and knew that was all that mattered, Jesus Christ and Him crucified!  That was the focus.  Paul continues to explain that he did not come full of himself or self-confidence, but he came in the power of God in much weakness and trembling, hardly a picture of worldly success the church was breeding at the time Paul came to them.  (1 Corinthians 2:3)  Paul’s main concern was where the Corinthians were placing their confidence or faith.  Was it in man or God?  Paul states that his speech was not persuasive word of human wisdom, but in demonstration of the Spirit and of power in order that their faith would be transferred and rest in the power of God. (1 Corinthians 2: 4-5)  Paul’s entire ministry and leadership flowed from the power of God.   The same power that conquered death and raised Jesus from the dead.  (Romans 8:11)  This was the power that the Corinthian desperately needed.  


Not only did Paul gain access to God’s power, he also gain access to God’s competence (hikanotes).  In 2 Corinthians 3:4-6, Paul explains that the objective truth of the crucified risen Lord, creates subjective spiritual ability based on the identity transformation of the believer in Christ.  Paul knew that his ability was not from himself, but came from God working through him in Christ. (2 Corinthians 3:5) His ministry impact was one of spiritual transformation that gave life and not legalistic death, for the letter kills, but the Spirit gives life. (2 Corinthians 3:6) Where the Spirit of the Lord is, there is liberty and people are being transformed into the very image of Christ. 

(2 Corinthians 3:17-18)  Paul was in the “spiritual transformation business” and his leadership was based on the power of God.  (2 Corinthians 4:7)  This type of power all leaders need to develop in Christ.  

Identity Driven Leadership Principle - Power:


In the arena of leadership and people, power must be used; whether the power of your position or the power of God working through the leader.  Followers will demand the leader exercise his power to maintain organizational clarity, responsibility and team spirit to achieve goals and company outcomes.  The type of power used will be dependent on the maturity of the leader.  Research has found that leaders can be classified into four stages of maturity and use of power.  Leaders in Stage I are dependent on others for guidance and strength.  Leaders in Stage II are interested primarily in autonomy.  In Stage III, leaders want to manipulate others.  In Stage IV, they lose their egotistic desires and wish to serve others selflessly.
  This is the attitude that will produce high performance and achieve organizational goals and outcomes.  


This type of power, according to research, would be labeled “personal power”, which originates from personal attributes of the leader, or coming from within, as opposed to “position power”, which originates from attributes of position, title and the situation.
  Research further confirms that effective leaders rely more on personal power than on position power.
  The manner in which power is exercised will largely determine if it results in high levels of commitment, passive compliance, or stubborn resistance.  The most effective leaders will use a blend of personal and position power to enhance the esteem and productivity of followers whereas leaders who apply power in an arrogant, manipulative, domineering manner are more likely to experience resistance.
  


To access the personal power Paul speaks about and serve others selflessly, the leader will need to develop a dynamic prayer life.  From the context of the leader’s life and organizational position, prayer becomes the medium through which the power of God is appropriated and applied.  Paul, in Ephesians 3:14-21, describes the power and records the type of prayer needed to launch the leader into action from the foundation of God’s power to achieve high performance and organizational goals and outcomes.  It requires a strengthening of the inner man with the power of God through His Spirit so that Jesus Christ may dwell in the heart of the leader to dispense grace and not law, in the context of leading others.  (Ephesians 3:16-17)  

PRINCIPLE THREE:  Vision

(Focus Scripture: Romans 6:1-14)

When putting a puzzle together, it is easier to do after looking at the full view on the box cover, then all the details fit together.  Paul offers the Roman believers the opportunity to receive the specific fact of their death, burial and resurrection in Christ from a larger frame of reference.  He presents them the “bigger picture” as he leads them into a deeper knowledge and wisdom of the revelation or vision given him from the Lord Himself.  


God has taught Paul that the entire plan of saving man from their sin, centers in the righteousness of God.  He lays out the penalty of sin, which is death, from chapters 1 to 5:11.  No one is exempt from the judgement and wrath of God, there not one who is 

righteous; not the immoral, moral or religious person.  However in 3:21-26, Paul presents the solution to the penalty of death; faith in the Lord Jesus Christ, a faith that declares one righteous, who places his faith in Jesus Christ.  (Romans 3:26)   From chapters 5:12 to 8, Paul explains the power of sin in the believer’s life.  It is here, Romans 6:1-14, we find the “Declaration of Independence” from the power of sin for the believer or the “Emancipation Proclamation” from the power of sin for the believer.  This is the engine that transforms one’s identity in Christ.  Then in chapters 9 to 11, Paul demonstrates the power of God, in relation to the nation of Israel, and finally, Paul outlines the power of practice for the believer.  He opens up for the believer, the vision of God’s plan for saving man and reversing the impact of the fall of Adam. From out of this vision comes the very core of the believer’s power over the push and pull of sin; the push and pull of living a life independent of God and making life work anyway.  It is from this foundation that the believer will be empowered to live in the Spirit to create any lasting impact of eternal value in the lives of those they lead and influence toward being conformed and transformed into the image of Jesus to stay the course centered in Christ.    


In Romans 6 through 8, Paul discusses the power of sin.  When one is converted to Christ that brings an old state of life to an end, because the power of sin has been broken or rendered inoperative, and opens the possibilities of a new state of being.
  

Living under grace involves a change of masters: from sin to righteousness.
  Before one becomes a Christian there is a struggle in the self between good and evil.  After one accepts Christ, understands their identity transformation in Christ’s death, burial and resurrection, there is also a struggle in the self between good and evil.  The difference is that in the saved state, the power of sin has been broken and divine enablement assists the believer in the struggle.  Before conversion the self is in bondage to sin and is free only to sin; after conversion the self is free to choose not to sin, even if it does so only imperfectly.  In summary, God does not work in us, without us.
  


Beginning in Romans 6:1, Paul addresses criticism from his objectors. Paul was proclaiming a believer’s freedom in grace, and they were accusing Paul of proclaiming a freedom from the law and the proclivity to continue to sin without any law.  Paul answers 

His opponents with a question: What should we say then?  Should we continue in sin in order that grace may multiply?  Paul says, emphatically NO! absolutely Not!!  Why is Paul so certain?  Because he knew what had happened to him in Christ, and he is about to instruct the Roman believers in this truth that will transform their walk with God.  The work of Christ on the cross becomes experiential in the life of the believer at this point.  How is this possible?  


First, Paul wants the believer to know (agnoeo) that they were baptized (bapitizo) into Christ Jesus and His death, burial and resurrection.  (Romans 6:3-5)   The believer needs to become aware that he was in Christ on the cross and the amazing freedom from the power of sin that is now available in Christ.  The illuminating ministry of the Holy Spirit brings about this awareness at the appropriate time in the believer’s life situation.  This union and identification of the believer in Christ form the foundation from which the believer learns to walk consistently in the Spirit and not in the flesh.  


The verb bapitizo is not to be confused with the verb bapto. Greek poet and physician Nicander, who loved about 200 B.C., described a recipe for making pickles.  Nicander says that in order to make a pickle, the vegetable should first be dipped (bapto) into boiling water and then baptized (bapitizo) in a vinegar solution.  Both verbs concern 

immersing of vegetables in a solution.  But the first is temporary.  The second, the act of baptizing the vegetable, produces a permanent change.
  


When used in the New Testament, this word, bapitizo, more refers to our union and identification with Christ, rather than water baptism; e.g. Mark 16:16, “Whoever 

believes and is baptized (bapitizo) shall be saved...”  Christ is saying that mere intellectual assent is not enough.  There must be a union with Him, a real identity transformation, like vegetable to pickle.
 


This illustrates the core of the believer’s spiritual transformation in Christ that is now reflected in his transformed behaviors.  The believer has entered the process of 

being conformed into the image of Jesus, and released from being conformed into the image of an external set of rules and regulations to simple appear moral and good on the outside.  It originates in death (thanatos); a separation of the believer from the power of sin through his union and identification in the death, burial and resurrection (anastasis) of Christ.  The believer is now raised up to live in a new (kainotes) sphere of life; the believer has become a new person or substance in Christ, yet remains himself and now lives in the body by the faith of Christ.  


Second, Paul wants the believer to know (ginosko) that the old man or old self (palaios anthropos) was crucified with Him in order that sin’s dominion over the body may be rendered inoperative, so that the believer is no longer enslaved to the power of sin (hamartia).  Praise God!  Hallelujah!  This knowing is intimate and experiential in nature.  It is the appropriation of the holiness of God, via faith, in the life of the believer.  The body of sin has been defined as the instrument for carrying out sin’s orders.
  W. E. Vine says that the word soma “denotes the body as the organic instrument of natural life; it used here figuratively with that as it essential significance... In the phrase, the body of sin, then, sin is regarded as an organized power, acting through the member of the body, though the seat of sin is in the will.
  The will has been set free in Christ and is now able to chose not to sin.  


Third, Paul wants the believer to know (eido) that death and sin no longer have dominion over the believer.  The word, eido, for knowing, implies knowledge that is discerned by the entire person; his mind, his senses, and his ability to experience something as a fact of reality.  Christ died to sin once and for all, and if the believer died in Christ, he too, has died to the power of sin once and for all.  (Romans 6:8-9)  


In summary, Paul wants the believer to know three things that will transform his walk with God.  First, that he has been united in Christ’s death, burial and resurrection, he is identified in Christ.  Second, that his old self has died in Christ and he is freed from the power of sin and third, to know that death has no dominion over Christ and Christ died to sin once and for all.  In Christ, the believer is now able to fully experience freedom in a world of bondage.  This lays the foundation from which the believer is now able to influence others toward God.  


Next, Paul expresses the fourth aspect of the identity transformation.  He moves the believer into the area of practice.  The verb tense of reckon or consider (logizonai) changes, to focus on the present actions of the believer.  The word means to credit something to the account of another.
  Within the present circumstances of the believer, he is now to consider or reckon the fact that he is dead to sin, but alive to God in Christ Jesus. (Romans 6:11)  Now we are to take our place with Him and regard sin as something to which we also have died.
 


Finally, Paul lays out the fifth quality of responsibility for the believer to experience identity transformation.  Therefore, because of all Paul has listed in verses 1- 11, the believer is not to let sin reign in his body.  The believer at this point is to yield (paristeni) or offer himself to God as an instrument of righteousness (dikaiosune) and not obey the desires of sin in the body.  The believer is to disobey sin and obey God.  For he is no longer under the law (nomos), so sin shall no longer rule over him, because he lives under grace (charis).  The believer has been translated into the Kingdom of His dear Son, Jesus Christ; (Colossians 1:13) he lives under grace and in an acceptable condition to God.  This should influence him to live a life of integrity, virtue, purity and correctness of thinking, feeling and acting.  He is no longer attempting to conform himself into an external list of dos and don’ts.  The believer has died to the law or identity based on performance. (Romans 7:4,6)   He now knows he is being transformed into the image of Christ from the inside out; from the seat of his being, his heart, by the power of the Holy Spirit; no longer by the power of self or the fear of death.  (Romans 6:9)  He is now experiencing the power of the identity driven life in Christ.  

Identity Driven Leadership Principle - Vision:

Romans 6:1-14, provides the believer insight into the vision of what God has

done for the believer in Christ to experience life abundant in Christ.  It is from the big picture of the believer’s death in Christ and resurrection in Christ, that he will be able to influence others for God and toward God.  This vision anchors the believer in God’s will of being transformed into the image of Christ. This gives the believer the ability to recognize God’s work flowing through him, around him and in him, giving the believer credibility to lead others into a more intimate walk with God while achieving organizational goals and outcomes.  This is the nucleus of his influence for God in any context; marriage, family, ministry or work.  


From this transformed life position, the leader is now able to move free from the dominate emotions of anger, revenge, control and intimidation, all manifestations of the old man or the believer’s flesh in the context of leading others.  Top down, autocratic, male-dominated, authoritarian leading is not a sign of spiritual leadership.  Coercion, manipulation, emotional game playing, and threats are all means of human leading.
  The identity driven leader works from the inside out, not merely reacting to statistics and external factors.  The leader’s “locus of control” is internal in Christ as opposed to allowing external opinion, performance or circumstances control their belief about their identity.  Hearing one’s soul, discerning the best improvement, and sensing divine intervention are vital parts of leading in today’s business and ministry context.
  


In Romans 4, Paul is presenting Abraham’s faith as an example of a man who responded to God’s big picture for his life.  Paul says, “He believed in God, who gives life to the dead and calls things into existence that do not exist. (Romans 4:17) God is a God of vision.  Faith always focuses beyond the present, beyond what is to what could be.
  Leadership must provide others with a vision or big picture of what kind of company or ministry you want to be - what kind of service you want to offer, what sort of product you want to produce.
  This is motivational for those who follow and it gives them direction for their actions to apply their faith and remain centered in Christ.

PRINCIPLE FOUR:  Perspective

(Focus Scripture: Colossians 3:1-11 & 2:9-15)

Paul now brings us to consider the practical daily out working of the believer’s death, burial and resurrection in Christ.  The believer’s union and identification with Christ in His death, resurrection and exaltation is the foundation upon which his earthly life must be built.
  However, Paul helps the Church at Colossae make some mid-course corrections and correct some of their faulty thinking and perceptions in reference to spiritual growth and spirituality to keep them on course.  


God reveals to Paul the practical application of the believer’s union with Christ to the church at Colossae.  The believers at Colossae were being bombarded with false notions of spirituality, very similar to our modern day culture in America.  They were being enticed with the pleasures of human philosophy (Colossians 2:6), legalism (Colossians 2:16), mysticism (Colossians 2:18), and a lifestyle of self-denial (Colossians 2:20); all designed to gain the approval of God and boost one’s own sense of spirituality, self-worth and identity.  Paul was determined to correct this faulty thinking that had crept into the body that was drawing believers away from a central focus on Christ.  They needed a mid-course correction, as they were growing in Christ. 


Paul immediately reminds them of their identity and victory over the enemy in Christ that demonic power has been defused. (Colossians 2:11-15)  He reminds them of their union in Christ’s death and resurrection, which is through faith in the working of God. (Colossians 2:12) Paul also explains that we are forgiven and in Christ are victorious over demonic powers. (Colossians 2:15)   It is from this foundation of strength in Christ the believer acts based upon their identity in Christ.  Paul now explains how this fundamental revelation works in the life of the believer.  (Colossians 3:1 - 4:6)


Paul begins with correcting their faulty thinking to restore proper perspectives in Christ.  He encourages them to seek (zeteo) what is above, where Christ is, and set (phroneo) their minds on what is above, not on what is on the earth.  Paul realizes that to influence anyone or lead anyone, the target of influence is the mind, the realm of thought and thinking, the heart of man.  The heart includes, not only, the mind, but also the will, emotions, the ability to decide and make judgements, intention, intuition, memory and the conscience. It is the realm of the heart that one’s ability to lead will become evident in the behavior of others.  


          To correct their faulty thinking, Paul had to encourage them to crave more from the God above and direct their thoughts toward God.  This will help to create the unity of thought that is essential to develop a group of people into a high performance team.  Again, Paul reminds them that they had died, and their life is hidden with Christ in God.  

(Colossians 3:3)  From this foundation of security, flows the ability to influence others toward a deeper, more intimate walk with the Lord Jesus and achieve organizational goals and objectives.        

After focusing on the mind, Paul now addresses the will.  (Colossians 3:5-17)


Paul realizes that the will has been set free and the believers in Colossae now have the ability through Christ to put off the old man and put on the new (kainos) man, who is being renewed in knowledge according to the image of his Creator.  This new man is real in substance within the believer, not just a new way of life.  (Colossians 3:10) The old man is the unregenerate self, the former manner of life in Adam and the new man is the regenerate self.  The old man died and now the flesh, which includes all the sinful desires, drives and passions associated with our humanness, dangles the garments of the old self in front of the new man, or inner man, to urge him to put them on and, once again, live in sin.
   Paul is giving them insight into the continuing push and pull of sin within the flesh of the believer. Yet he encourages them to exercise their new ability in Christ to put on, what has already been accomplished at the cross, and put off what has already been defeated at the cross, and live a life of victory in Christ, in the power of the Holy Spirit. Paul reinforces this point in Ephesians 4:22-24, where he states the very same thing; the former manner of life is gone and you are being renewed in the spirit of the mind.   The new man has been put on, which is created according to God’s likeness in righteousness and purity of the truth.  


          The word of God is essential in this process.  (Colossians 3:16)   Paul encourages

them to let the word of God dwell in them richly.  The result is praise to God.  Now the emotions of the believer are impacted.  Paul is targeting the heart of man, which is the center of influence for all leadership attempts.  Paul is describing the process of spiritual transformation, the very essence of change.    

Identity Driven Principle - Perspective:

          Jesus demonstrates that the heart is the target of influence in the parable of the sower.  (Matt 13:1-23)   Here the words of Christ are either received for a short period of time then rejected or received openly, resulting in transformation and the individual becomes productive for God.  It is this arena of the heart and mind that Christ’s influence is demonstrated.  Paul states that we should not be conformed to this world system of thinking, but be transformed by the renewing of your mind.  It is within the thought processes that proper perspective takes hold and works its way out into actions of willingness or resistance, to one’s attempts at leading others.  


Frustration over the performance of the people who follow you can destroy your confidence and effectiveness.  You will do better to adopt a seed planter’s mentality.  You cannot know how your words of direction, encouragement, admonition, or even forgiveness will sound to their ears or play out in their minds.  All you can really do is commit yourself to being as clear as possible and spreading the seeds as evenly and consistently as you can.  Someone will hear. Someone will respond.
  The leader is daily seeking opportunities to correct the thinking processes of those they lead to ensure unity of direction and catch potential mistakes to accomplish the mission and bring glory to God.  

PRINCIPLE FIVE:  Motivation

(Focus Scripture: Ephesians 1:3-14)


Every organization will require money, people, physical buildings, equipment and a fresh flow of new ideas to maintain motivation and forward momentum.  The organization needs resources to fuel its growth and to clarify its purpose.  Resources that lie ready for use or that can be drawn upon for aid and to take care of a need.  Paul now catalogs, for the Christian, the believer’s resources we have available in Christ to fuel the Christian’s motivation, clarify the believer’s purpose and meet his every need on his journey through life to experience their true identity in Christ.


Up until now, Paul has displayed his power base to the Corinthians, Paul has held the Galatians accountable to live their new life in Christ.  He has shown the Romans God’s vision of their union and identification in Christ.  Paul has given the Colossians a mid-course correction to keep them focused on Christ to maintain proper perspective about spirituality.  And now Paul presents the Ephesians, in Ephesians 1:3-14, a treasure chest of spiritual resources to empower and motivate their actions.  


Paul is clarifying for the Ephesians the clear purpose of God as He works out everything according to His divine plan.  Paul helps the Ephesians to realize the aim of the church and the purpose for their individual lives.  He is clarifying the believer’s purpose as he lives out this purpose in the church through the power of the Holy Spirit. To do this, the believer needs to understand their spiritual blessings they have in Christ to maintain motivation.  These spiritual benefits, which relate to the human spirit and rational soul, are God’s means of motivating the believer to live centered in Christ.   It is the arena of communion with God, an intuitive sense of His presence that motivates the believer to achieve organizational objectives.  


Paul begins to catalog these benefits that clarify purpose or aim and impact the spirit, by stating that the believer is chosen (eklegomai).  God has picked out the believer to receive God’s gracious oversight and be separated from sin and separated unto God for His use, based on the merits of Christ and Christ alone.   Second, the believer is predestinated (proorizo).  He is defined before hand to be conformed into the image of Christ.  The boundaries are set to look like Jesus.  Third, the believer is defined beforehand to be adopted (huiathesia).  The believer becomes a son of God, a relationship developed by God as a result of the believer receiving the Spirit of God into their souls.  Fourth, the believer is accepted (chairo) in Christ.  A benefit that grants us the status of highly favored in the sight of God.  Fifth, the believer has redemption (apolutrosis).  This is a compound word, which means to separate from something by paying a ransom, to deliver, to overthrow and to do away with.  The believer is set free from the power of sin, redeemed.  Sixth, the blood of Christ resulting in the forgiveness (aphesis) of our trespasses brings about this redemption.  The believer is free from the bondage to sin.  Seventh, the believer is made aware of the mystery of God’s will (thelema) to sum up history in Christ.  God reveals His purpose, desire and pleasure for the believer throughout all of history.  Eighth, we have an inheritance (kleros), an allotted portion in ministry and in the coming Kingdom. Ninth, God sets forth His purpose (prothesis) according to the counsel of His own will that we should be to praise of His glory for our salvation.  God clarifies the purpose of our lives and the church according to his divine inclination.  And tenth, God seals (sphragizo) the believer as security from Satan.  God authenticates the believer as real, secure and safe.  His life is hidden with God in Christ. (Colossians 3:3)  


Paul lists these benefits or resources in Christ through an attitude of praise and adoration of God.  These benefits give the church and the believer motivation and purpose in living life and reaching others for Christ.  This empowers the believer to live out Christ’s life in all areas of life and bring glory to God.  

Identity Driven Leadership Principle - Motivation:

There was not a particular problem in the church at Ephesus that Paul was addressing.  This letter is like a sermon on the greatest and widest theme possible for a 

Christian message; the eternal purpose and motivation of God, which He is fulfilling through the Church.
  Paul was clarifying the purpose of the believer and the church.  He was outlining for the people of the church, their incredible spiritual resources they have to draw upon to gain motivation and strength in living life.  


Paul was exercising his influence in this body, because he knew that spiritual success is a product of uncompromising attention to purpose.
  He was aligning the members’ individual motivation with the overall purpose of the church.  Clear alignment is one of the most important roles of leadership.
  Alignment is achieved one person at a time.  It cannot be achieved through mandate or a passionate plea from the podium.
  The goal of a high performance team is not merely to get along, but rather to get aligned behind a clear purpose or task, and, through that, to get results.
  


Additional leadership research suggests that humans are motivated by a variety of reasons, including an identity that aligns with the overarching organizational vision.  Research indicates that followers are motivated with the opportunity to express their identity.  Followers are motivated to maintain and enhance their self-esteem and self-worth which is based on a sense of competence, power, achievement, and the ability to cope with and control one’s environment.  They are motivated to maintain consistency between identity and behavior.  They are motivated from linking their identity to organizational identity and they are motivated by faith.
  Research confirms that even identity drives followership needs to align with identity driven leadership for productive organizational outcomes to occur.  This is the essence of identity driven leadership; individuals operating out their resources from their union with Christ, contributing to a purpose beyond them to reach others for Christ and achieve organizational goals and outcomes.

PRINCIPLE SIX:  Attitude
(Focus Scripture: Philippians 2:5-11)


Creating a culture of accountability with the proper use of power coupled with seeing the big picture is essential to promoting high performance and motivation.  God now reveals through the Apostle Paul the underlying quality of humility.  A quality that God Himself displays in Jesus.  


Defining humility is difficult because of its elusive nature.  Humility is hard to pin down, but is easily recognized when interacting with someone who is not focused on themselves and what they have accomplished.  The humble person has a profound sense of who they are in Christ and an honest assessment of their true value in the eyes of God.  According to Jim Collins, who wrote the best selling book, “From Good to Great”, this quality is essential for an organization to become great, without humility at the top, a company is handicapped.
  


Paul in Philippians 2:5-11 describes the humility of the greatest leader in the universe, Jesus.  The church at Philippi was experiencing a conflict between two women, Euodia and Syntyche.  (Philippians 4:2-3)  Paul’s focus was to encourage an attitude of humility and a focus on the need of others to create a culture of unity.  This attitude or mind-set is a product of the cross and the believer’s co-crucifixion in Christ.  Without this identity transformation, authentic humility is impossible to acquire yet essential to create high levels of unity and performance.  Unity can only come from an attitude of genuine humility, of believers truly regarding others as more important than themselves – the attitude that was supremely manifested in Christ Jesus during His incarnation.
  Paul knew this as he addressed the situation at Philippi as he approached the situation from his humble position in Christ.  


Prior to verse 5, Paul says that each person needs to look out for the interests of others and not only his own interests.  Then Paul says that the attitude or disposition toward others that Jesus displayed should be among the group or church.  It should be an attitude that flows from within and creates a unity that only originate in God and reflects the unity of the Godhead.   Jesus is the model as He empties Himself of acting of divine privilege yet not emptying Himself of divinity.
  Jesus is fully man and fully God.  Jesus then humbled Himself and became obedient to the point of death, even the death of the cross, therefore God highly exalted Him and everyone will name the name of Jesus someday.  (Philippians 2: 8-9)  

Identity Driven Leadership Principle - Attitude:


The authentic quality of humility is emerges from personal identity transformation in Christ.  It is birthed in the exchange of the believer’s life for Christ’s life.  The leader must come to the end of himself and empty himself of intimidation, attempts to control, schemes of manipulation, and statements of condemnation to lead others; identity driven leadership will be driven by faith, humility, patience and mercy.
  


Leaders operating from their identity in Christ, will be empowered to listens to others and see things from the perspective of others.   They will be able to balance their own self-interest and the interest of others.  They will be able to understand their limitations, strengths and weaknesses.  They will be able to admit mistakes and cultivate excellence in others.  And finally, they will be able to get more done through team effort.  

PRINCIPLE SEVEN:  Synergy

(Focus Scripture: John 15:1-11)

          With the passage of time and progression of revelation, God now exerts influence within the church through the apostle John and his gospel writing.  A key concern for John was the productivity of the body for Christ.  It is very likely that in the Johannine churches there were a number of people who were identified as Christians but who were not bearing fruit or being productive for God’s glory.  The problem has only grown in the years since that time; and the problem is one of distinguishing between productive and unproductive people, and dealing appropriately with them in both cases.
  This presents a leadership challenge, of how to help believers stay the course and remain productive and produce a result for the glory of God’s Kingdom and not for the glory of self.  


The Apostle John gives us the answer through the teaching and example of Jesus Himself in John 15:1-11.  We find in this passage theme of intimacy and productivity, concepts of teamwork, synergy and resulting joy.  John amplifies the fact that without Christ we can do nothing of eternal value.  We can be temporarily productive for God in and of ourselves, yet this type of productivity is useless in the eyes of God.  God desires His Son’s life flowing through the leader producing the results that, in the end, bring glory to God, develop unity and synergy with a group of people serving others and the organization as a whole.  


John outlines a strategy to sustain and renew believers to be productive by developing an intimate relationship with Jesus, which is maintained by God Himself.  The believer’s co-crucifixion in Christ, as we witnessed in Romans 6:1-14, lays the foundation for the believer to experience an authentic deep productive, intimate relationship with the Lord and others in an organization or body as a whole.  


John teaches that Jesus is the vine and God is the vineyard keeper, and the believer is the branch who lives his life dependent on the teamwork and synergy of the Godhead; God the Father, God the Son and God the Holy Spirit.  It is out of this union that the believer can produce (phero) fruit (karpos) and reflect the synergy of the Godhead in working relationships.  From this intimate relationship, God is able to bring forth from the believer the fruit of works, acts of kindness, deeds of service, advantage, profit, utility, and praise.  Plus manifest His character of love, joy, peace, patience, long-suffering, kindness, goodness, faith, gentleness and self-control; that will benefit and contribute to the overall whole and synergy in achieving organizational goals and objectives.  


During this abiding process, God is concerned with the unproductive and will prune (kathairo) the unproductive for greater productivity.  He will free the believer from corrupt desires, the power of sin and guilt.  The believer will enter into a deeper experiential understanding of their death, burial and resurrection in Christ, resulting in greater productivity in the future.  (John 15:1-4)


For this to take place in the believer’s life he must remain or abide (meno) in Christ and Christ must abide in the believer and His words abide in the believer.  Then the believer can ask whatever he wants and it will be done for him. This abiding relationship not only produces fruit but super charges his prayer life.  (John 15:5-8)  


John goes on to display the relationship of the Father to Son, as a model of the relationship of the Son to the believer.  As the Father has loved Me, I have loved you.  Remain in my love and if you keep my commandments you will remain in my love, just as I have kept my Father’s commandments.  (John 15:9-10)  This is an incredible demonstration of universal teamwork to bring glory and attention to Jesus.  


The ultimate result is a mature, complete (pleroo) joy (chara) for the believer that develops high levels of team synergy in Christ.  (John 15:11)   A gladness that is full to the brim and running over because of what God is doing through the believer and impacting others for Christ. This intimate relationship is the fuel that builds up people in the body of Christ to behave according to who they really are in Christ.  It is highly interactive and team oriented to help the believer stay centered on who they are in Christ.  

Identity Driven Leadership Principle - Synergy:

Peyton Manning, the quarterback of the Indianapolis Colts and Super Bowl 2007 champions, was asked by a reporter, what made this season different from last season.  Peyton responded and said that he finally learned he could not do everything and that he had to trust his players completely to carry out their responsibilities. Once he learned to do this, everything else fell into place, but the key was trust and intimate relationships that built teamwork and synergy among players to achieve way beyond individual attempts.   


In a similar way, the apostle John was exerting influence in the church to encourage continuing belief in Christ and love among the body based on an intimate, abiding union with Christ.  As leaders in today’s organizations, the leader must be able to build effective teams, start new ones and fix broken ones.
  This will require an understanding of how to create opportunities to develop intimacy with God and others in the context of teams or small groups.  Through the development of teams, organizations will be able to change and spread the stress of change through highly interactive groups of teams, to ensure organizational effectiveness in the community and marketplace.  


A team is a group of people committed to a common purpose who choose to cooperate in order to achieve exceptional results.
  This will require the leader to be familiar with the dynamics of the group.  An understanding that groups will need a common purpose, crystal clear roles, accepted leadership or servant hearted leadership, effective thought and work processes, solid relationships based on trust and excellent communication and conflict management.
  Plus facilitate how decisions are made and problems are solved in the context of growing a group of individuals into becoming a unified cohesive team to encourage believers to stay the course and achieve organizational goals and outcomes. 

Identity Transformation - Exegetical Problems & pitfalls

Identity driven leadership is based on some fundamental doctrinal positions with have divergent views and arguments.  In addition, once a believer is experiencing the victorious abundant life in Christ, he must be aware of some potential practical pitfalls that can shortcut the power of identity-driven leadership and influence.  Developing clarity in these pitfalls will greatly enhance leadership effectiveness. In this section, we will briefly examine both the doctrinal problems and the practical pitfalls.

Doctrinal Problems:

          First, is the problem of whether the believer has one or two natures?  This confusion arises from equating the “old man” with the “flesh”.  When you determine that the “old man” and the “flesh are the same, then you teach that the believer still has the “old man” alive, when scripture teaches that the “old man” died and is gone.  (Romans 6:6) These terms are not the same.
  The believer has one nature, a new nature in substance and lifestyle.  Paul teaches that the “Old Man” has been crucified with Christ and as a result, the believer is set free from the power of sin, which had power over the “old man”.   


Then why does the believer still have the propensity to sin and come under the power of sin once again?  Why does the believer still do what they do not want to do and not do what they know they should do?  Paul addresses this very issue in Romans 7.  Paul discovers that nothing good lives in him, that is in his flesh, which is not the old man. (Romans 7:18)  Understand that the old man is not there. The only way to stop living as if he were still there is to realize that he is not there.  This is the New Testament method of teaching sanctification.  The whole trouble with us, says the New Testament, is that we do not realize what we are in Christ, that we still go on thinking we are the old man, and go on trying to do things to the old man that have already been done in Christ.  The old man was crucified with Christ.  He is non-existent; he is no longer there....  If we but saw this, as we should, we would really begin to live as Christians in this world.
   The believer also discovers that he has a desire to do what is good, but there is not ability to do it.  (Romans 7:19)  The desire to do good is evidence of the new identity in Christ.  To overcome this problem, the believer needs to understand their new identity in Christ.  


Paul tells us, in the letter to the Ephesians, that we are new men in Christ.  The word for new is kainos, which means of a new kind, unprecedented new substance, fresh.  The believer is one new nature, one new heart, one new man in Christ; he is not made up of a bad nature and a new nature, the believer does not have two identities.  However, he does still struggle with the flesh, old patterns from the past, that still have existing influence in the present life of the believer, from which the powers of evil will tempt the believer with sin to bring him back under the control of sin, the world and Satan.  But the believer will find victory as he yields to the Holy Spirit, delight his new man in the word of God and know and experience their death, burial and resurrection in Christ. 


It is from this new man that real identity-driven leadership emerges that will have influence in the lives of others and build teams to accomplish a mission for the Kingdom of God.  This represents the doctrinal foundation that allows for a whole new way of leading to develop; servant oriented leadership, as taught by Jesus to His disciples in Luke 22:24-30.  It is a leadership that is focused on identity in Christ serving others and not on having power over others.


Second, is the problem of man’s constitution?   Is man a dichotomy, a soul and body, or is man a trichotomy, a spirit, soul and body?  If man is only soul and body, then believers have two natures at war within them, although we have seen that the believer does not have two natures.  The Spirit wars against the flesh, not against the old man.  (Galatians 5:17)  In Scripture, the spirit can be synonymous with soul and scripture does interchange spirit with soul.  However, scripture also indicates that man is spirit, soul and body.  Paul makes that clear in I Thessalonians 5:23, Hebrews 4:12, II Corinthians 5:17 and Romans 8:16.  Paul also seems to indicate that the spirit and soul are contained in the heart.  In Ezekiel 36:26 and Jeremiah 31:33, the heart is the target of spiritual identity transformation.  Ezekiel said that God will give the believer a new heart and put a new spirit within them.  The born again believer’s spirit is the locus of regeneration, the crucifixion of the old man, the creation of the new man, the reception of the divine nature.  The spirit is the constitutional part of man that changes identification from Adam to Christ at conversion.
  (I Corinthians 15:22, Romans 5:14-21)  Man becomes a new spirit in Christ, which in turn begins to transform his soul into the image of Christ on a daily basis, while the body waits for the ultimate redemption.  (Romans 8:23)  Man is made of one nature composed of spirit, soul and body surrounded by the heart or inner being of man, which is being renewed day by day.  (2 Corinthians 4:16)   The heart is the locus of control where the Holy Spirit continues to transform the believer into the image of Christ.  


Third, is the problem of the relationship of justification and sanctification?  Critics say that identity transformation teaching takes justification to far.  They say the death of the old man was only judicial or positional and not actual and spiritual in the experience of the believer.   However, Paul tells us in Romans 5:18-19, that justification gives new life and the believer is made righteous in Christ.  Justification and sanctification are two sides of the same coin.   You can not have one without the other.  Justification declares us to be right with God and sanctification transforms us into the image of Christ on a progressive daily basis.  Justification has an imputed experiential quality upon which sanctification builds.  Both views would agree that the believer still combats an opposing force of sin in their lives, however, the solutions to remedy the warfare are very different.  The dichotomous view would suggest a more works oriented mortifying the flesh solution that has the potential to produce a performance power oriented approach to leading others. This in contrast to the identity transformation trichotomous solution of belief in the facts of one’s death, burial and resurrection in Christ, death of the old man, and then simply rest in this truth from which works will be inspired by faith in God.  (Philippians 2:12-13)   This has the potential to create a Spirit identity driven service-oriented approach to leading others.  However, this resting forms the basis of the potential doctrinal problem of passivity, which we will discuss later.  


Fourth, it is claimed that identity exchange teaching presents a low view of sin.  However, identity transformation views sin as a very serious power that the believer has been set free from.  Identity transformation does not define sin any less than what scripture defines sin.  Paul tells us that the law was given to help the believer see the sinfulness of sin, that sin would become exceedingly sinful.  (Romans 7:13)  This perception of sin is necessary in identity transformation and experience, for the believer to come to the end of him, and be open to the deliverance from the power of sin that is available in Christ.  If identity transformation does anything in relation to sin, it amplifies the serious nature of sin, and does nothing to reduce the impact of sin in the life of the believer.


Fifth, it is claimed that abiding in Christ for power promotes passivity.  Paul states in Philippians 2:12-13, “So then, my dear friends, just as you have always obeyed, not only in my presence, but now even more in my absence, work out your own salvation with fear and trembling.  For it is God who is working in you, enabling you both to will and to act for His good purpose.”  It is a balanced effort with the believer taking responsibility for his spiritual transformation and at the same time relying on the power of God to bring about the transformation of his character.  In no way does abiding in Christ for power promote a passive approach to spiritual leadership as contrasted with the opposing view that would promote more of a works-performance oriented approach to spiritual leadership.

Pitfalls of the Identity Driven Leadership:

Once the leader in Christ begins to experience the victorious life in Christ, and actually experience victory over the power of a specific besetting sin in their life, there are ten leadership pitfalls that he will need to avoid.  Satan will tempt the leader to doubt his victory or the reality of victory in various ways to grieve and quench the Holy Spirit’s work in the life of the exchanged life believer.
   The Christian life is the most tempted life, but the temptations are opportunities to experience the victory we have in Christ.  Jesus was tempted in the wilderness and was victorious and the believer in Christ can be victorious as well.  


First, is the pitfall of seduction - co-exist with evil.  The Moabites used this technique after the attempt by Balak and Balaam to stop the Israelites failed.  (Numbers 25)  Moses records that while Israel was staying in the Acaia Grove, the people began to have sexual relations with the women of Moab.  The believer’s standing in Christ is untouchable, but Satan will begin to attack the believer’s walk.  


Second, the pitfall of failure - if we fail, Satan will cause us to think we never had the victorious life and you will have to start over.  This is only a lie to keep the believer from trying again.  At this point, the believer simply needs to confess his sin, repent and start over right where he left off.  


Third, the pitfall of deception - the longer we live in the abundant life the stronger we get.  This too is a lie of the devil.  The believer does not get stronger, God will allow him to become weaker.  It is from this weak state that the power of Christ will rest on the believer. (2 Corinthians 12:9)   The victory is based on Christ, not us.  Prayer, meditation, and Bible study will aid the leader to grow in the grace and knowledge of the Lord Jesus Christ, keeping the leader on course 


Fourth, the pitfall of distractions - things that look like God’s will but are simply not His prompting.  The believer will be tempted to do things that produce no fruit.  He becomes busy for God in the power of his own energy. 


Fifth, is the pitfall of self-confidence - which is depending on experience or mystical experience to create self-confidence in the leader.  Experience should strengthen the believer in Christ, not self.  When the believer says to himself, “I’ve experienced it, so I know it is right”, he is looking at his experience and not the Lord of the experience.   Trusting in the experience is the essence of this pitfall.


Sixth, the pitfall of going it alone - doing things based on selfishness. The walk with God requires fellowship with other believers to gain strength and safety in the midst of the spiritual battle.  Going it alone is the first hint this temptation is taking hold and beginning to quench the leader’s victory.  


Seventh, the pitfall of forgetting God
 - we get so wrapped up in the blessings, we forget about the one whom blesses.  We begin to worship the gift, the experience, or the fruit, and not Jesus, Himself.   In essence, someone once said, “Once I tried to use Him, now He uses me.”


Eighth, is the pitfall of pride - false assumption that I am spiritual in comparison to others.  When the believer is walking in victory and someone else is not, what is your attitude toward that person?  The answer to that question will always expose pride in the life of the victorious believer. When we harbor these thoughts, the victory is already gone.
  We, in ourselves, are no better then any other self in others.
  The believer must ask himself if his victory drives him to criticize and judge others or drives him to humility and compassion for others.  


Ninth, is the pitfall of becoming unteachable.  How do you handle criticism and what is your attitude toward the critic?   The answer to this question will expose a closed, unteachable spirit in the leader.  The believer needs to stay teachable with a continuing desire to learn, remain open to change, and get his eyes off of self; this will help to protect himself from this temptation.  We never know everything.  


Tenth, is the pitfall of presumption and complacency.  The temptation will be to take advantage of God’s grace for the benefit of self to enjoy sin, as the believer passively drifts from God.  The victorious believer may also become passive in his spiritual growth, and not realize that growing spiritually requires his dependent effort in the Lord as God causes the increase.  (John 15:4, 1 Corinthians 3:6, Philippians 2:12-13)  


These ten temptations are all designed to derail the victory in the life of the leader in Christ.  Satan wants to create an active resistance in the believer toward God and destroy his total trust of God in his life.  The strategy is to capitalize on pockets of unbelief in the heart of the believer, to encourage a passive drift from intimacy with the Lord; and keep him from experiencing an enduring victory throughout his lifetime to knock him off course and destroy his leadership effectiveness.  

Jesus, the Ultimate Identity Driven Leader

Jesus was of the greatest leaders of all time.  He downplayed his leadership, and told his disciples they would do even greater things then He.  He relied on encouragement, counsel, wisdom and personal challenge. Jesus did not rule from atop a mighty fortress of lower-level employees.  In short, his leadership style broke all the molds and models and altered the course of the world in the process.
  


His disciples disputed about who would the greatest and have control in the Kingdom.  Jesus counter their mis-directed passion with a vision of leadership that was revolutionary.  (Luke 22:24-26)  He told his disciples that the kings of the Gentiles seek to dominate and control those they lead, and those who lead, are controlled by those above them.  It is a power dominated control and command organizational culture


Jesus told his disciples that it must not be like this among you.  On the contrary, whoever is greatest among you must become like the younger, and whoever leads, like the one serving.  (Luke 22:26)   He said, I am among you as the One who serves.  (Luke 22:28)   Jesus modeled for his disciples a style of influence that would transform individuals and cultures.  Jesus embodied a style of leadership that set the stage for every believer to emulate.  Jesus was completely dependent on the God, the Father for His leadership to be effective.  Jesus was the original identity driven leader.


The Apostle John records the words of Jesus in reference to his influence style and origin of power and ability.  In response to the Jews persecuting Jesus because He was doing things on the Sabbath, Jesus says, “I assure you; The Son is not able to do anything on His own, but only what He sees the Father doing.  For whatever the Father does, the Son also does these things in the same way.” (John 5:19)  Jesus could only do what the Father did through Him.   This is the same goal for the identity driven leader, or allowing Jesus to live His life through the leader.   Jesus goes on to say, “For just as the Father has life in Himself, so also He has granted to the Son to have life in Himself.”  (John 5:26)   It is the very life of God that Jesus gives to the believer as a result of the believer’s death, burial and resurrection in Christ.  Jesus concludes by stating, “I can do nothing on My own.  I judge only as I hear, and My judgment is righteous, because I do not seek My own will, but the will of Him who sent Me.”  (John 5:30)   Jesus had exchanged His life for the life of the Father, and without the Father working through Jesus, He could not do anything of eternal value.  It is the same for the believer.  Without the life of Christ working through the believer, he cannot do anything of eternal value.  On the other hand, Paul explains that the believer can do all things through Christ who gives the leader strength. (Philippians 4:13)  


Jesus also makes it clear to His disciples that the flesh is of no help in achieving spiritual understanding or results.  The disciples were finding the teaching of Jesus hard, and Jesus knew who would believe and not believe, so He explained to them that it is the Spirit who gives life.  The flesh doesn’t help at all.  The words that I have spoken to you are spirit and are life.  (John 6:61-65)   Jesus is the life-giver, He gives life to those who believe, and the flesh is of no value.  Paul discovered the same thing when he discovered that in his flesh dwells no good thing.  (Romans 7:18)   This insight or spiritual illumination is essential to experiencing identity driven life in Christ.


Jesus begins to predict his departure, and the Jews are trying to determine just who Jesus is and whether He would kill himself or not.  Jesus tells them, “When you lift up the Son of Man, then you will know that I am He, and that I do nothing on My own.  But just as the Father taught Me, I say these things; The One who sent Me is with Me.  He has not left Me alone, because I always do what pleases Him.”  Again Jesus emphasizes His total dependence on God, the Father.  (John 8:28-29)


Right after this, Jesus speaks that if you continue in My word, you are demonstrating that you are really my disciples.  (John 8:30) And you will know the truth, and the truth will set you free.  (John 8:32)   The Jews considered themselves descendants of Abraham and not enslaved to anyone.  They did not need this freedom Jesus spoke about.  Jesus was speaking about being free from the power of sin, the very same teaching of Paul, when he said that the power of sin has been rendered inoperative. (Romans 6:6)   Jesus continues, therefore if the Son sets you free, you really will be free.  (John 8: 36)   This truth that Jesus speaks is what He has seen in the presence of the Father.  (John 8: 38)   It is the core of identity driven leadership.  Jesus was modeling identity driven leadership.  


Again Jesus is questioned by the Jews to tell them plainly that He is the Messiah.  Jesus says has told them and they did not believe Him.  Jesus goes on to explain that He is God and they attempt to stone Him for blasphemy.  Jesus says to them, “If I am not doing 

My Father’s works, don’t believe Me. But if I am doing them and you don’t believe Me, believe the works.  This way you will know and understand that the Father is in Me and I 

in the Father.”  (John 10:37-38)   Again, Jesus demonstrates the abiding power of resting in God and allowing God to work through Him.  It is the same relationship that Jesus has with the believer.  Abiding in Christ, and His word abiding in the believer, gives the believer the transforming power to be used of God, just as God was using Jesus, who is God.  A most amazing relationship! 


The public influence of Jesus was coming to an end and He now turns to teach His select group of men privately and intimately.  John gives a summary of the mission of Jesus.  (John 12:44-50)   Jesus explains that if you believe in Me you actual believe in God, because the one who sees Me sees Him who sent Me, God!  (John 12:45) I am the light who has come into the realm of spiritual darkness, so if you believe my words and keep them, you are transferred into the realm of spiritual light and grace. (John 12:46-47)  If you do not believe, you remain in darkness and my words will condemn you on the last day.  I did not come into the world to judge it, but to save the world.  (John 12:47-48) Jesus now concludes this summary of His mission by saying, “For I have not spoken on My own, but the Father Himself who sent Me has given Me a command as to what I should say and what I should speak.  I know that His command or message is eternal life. So the things that I speak, I speak just as the Father has told Me.”  (John 12:49-50)   Jesus once again, is exhibiting the divine oneness of the unity of God.  Jesus walks in an intimate relationship with the Father and He wants us to do the same.  Jesus said, “This is eternal life: that they may know You, the only true God, and the one You have sent - Jesus Christ.  (John 17:3)   


Jesus is now in the upper room enjoying a meal with His disciples and teaching them how to relate to the Father through Himself in a very intimate way.  Jesus responds to Phillip’s question to show us the Father, God Himself.  We find Jesus practicing the five principles of identity driven leadership with His team of disciples.  In answering Phillip’s question, Jesus will hold Phillip and the twelve accountable to His teaching that Jesus is God.  He will give them the vision of God working through Himself and them.  Jesus will correct their faulty thinking about who He is and motivate them to live based on who He is, and finally Jesus will develop team synergy so that, when He is gone, the disciples will transform the world through the power and humility of Christ working through them.  


Jesus says to Phillip and the twelve that if you have seen Me you have seen the Father.  Jesus then asks Phillip a question, “Don’t you believe that I am in the Father and the Father is in Me?”  He continues, “The words I speak to you I do not speak on My own.  The Father who lives in Me does His works.  Believe Me that I am in the Father and the Father is in Me.  Otherwise, believe because of the works themselves.”  (John 14:8-11)   Again, Jesus hammers away at the fact of the mutual indwelling of God in Christ on earth to demonstrate He wants the same relationship with us.  The transforming life of Christ in us is the hope of glory.  (Colossians 1:27)   It was also Paul’s ministry passion, when he says, “My children again I am in the pains of childbirth for you until Christ is formed in you.  (Galatians 4:19)   


Now Jesus applies this mutual divine indwelling of God in Christ, directly to the disciples.  He says, “In that day you will know that I am in My Father, you are in Me, and I am in you.”  (John 14:20)   In the day of the resurrection along with the Day of Pentecost, the disciples will know experientially (ginosko) of the essential unity of the Father and the Son (I am in My Father) and the intimate relationship Jesus shares with believers (you are in Me, I am in you).
  


Jesus develops a metaphor to further solidify the intimate relationship He wants to have with all believers.  He says, “Remain in Me. And I in you.  Just as a branch is unable to produce fruit by itself unless it remains on the vine, so neither can you unless you remain in Me.  I am the vine; you are the branches.  The one who remains in Me. And I in him produce much fruit, because you can do nothing without Me.”  (John 15:4-5)   Jesus has an expectation that the believer is productive, although it His productivity flowing through the believer.  In addition, the benefits if remaining or abiding in Christ are a powerful prayer life, (John 15:7-8) the experience of a living relationship with Christ through obedience to His commands, (John 15:9-10) and finally, joy is a by-product of abiding in Christ.
  (John 15:11)   


From this relationship, Jesus will work out His salvation in various forms of fruit; character that is Christ-like, (Galatians 5:22-23, Ephesians 5:8-13)  confession of Christ’s name in praise, (Hebrews 13:15) contributing to those in need, (Philippians 4:17) converts through witness, (John 4:31-36) Communication that blesses others, (I Corinthians 14:14) and Christian conduct in general (I Timothy 5:9-10: Titus 2:7-10).
  


Jesus concludes this teaching with a prayer that all believers will experience this spiritual unity patterned after the unity shared by the Father and Son and Holy Spirit.  (John 17)   The Godhead now indwells the believer.  (Colossians 2:9-10) Jesus prays that all believers will be one, as You, Father are in Me and I am in You.  May they also be one in Us, so the world may believe You sent Me.  (John 17:21-22)   This oneness is a witness to the world of Jesus Christ.  Jesus concludes the prayer with a request that the love God has loved Jesus with, may be in the believer and Jesus may be in the believer, God’s love and Jesus, are one and the same.  (John 17:26)   Expressed divine love is the end result of identity driven leadership.  Love for God and His love for us, the ultimate state of adoration for the believer to be able to stay the course and achieve organizational goals and outcomes.  

Conclusion:


From a Biblical exegetical deductive approach to leadership, it is reasonable to conclude that an identity transformed in Christ will have direct impact on leadership effectiveness.  The transformed life is a continual abiding in Christ and expressing the life God is, through the leader’s life.  However, there are doctrinal problems to resolve and potential pitfalls to avoid because of the residue of old habitual patterns of the past or flesh that influence the leader’s life in the present that may cause failure.  
          From the witnesses of Paul, John and Jesus, yes, there is a direct relationship between the identity transformation and the ability to lead and influence others toward a deeper walk with God, plus accomplish the calling of God in their lives.  

And finally, the best style of leadership is leadership that is dependent on the working of the Holy Spirit, inspirational in nature, and models before others a servant heart.
   It is a leadership style that is focused on Christ.  It is a leadership style that will display behaviors to encourage a transformation from “doing” to “being” and to live out who we really are in Christ, thus producing high performance and excellent outcomes that bring glory to God.  

This kind of leadership and endurance can only emerge from a resurrected spiritual life in the believer.  We all need this kind of leadership in our lives.  We all need the power of God operating in our lives.  We all need to be held accountable for our actions.  We all need to see the vision that God has for our lives.  We all need to proper perspective to make wise choices.  We all need to understand our resources in Christ to remain motivated under all circumstances.  We all need to empty ourselves and develop humility, and we all need to continually develop intimacy with the Lord and synergy with others to accomplish His mission for our lives on earth, until we see Him face to face.  

Chapter 2

Transformational Principles of Identity Driven Leadership
In this section, leadership/management research will be explored to expand upon and potentially confirm the previous exegetical principles of identity driven leadership derived deductively from Scripture.  Leadership research approaches the subject from inductive, empirical processes as opposed to exegetical deductive processes.  

Leadership Overview:


The current state of leadership theories presents the researcher with a challenge.  The wide array of approaches and leadership ingredients studied gives the researcher the opportunity to synthesize and integrate the varied approaches to develop a model of leadership that is conceptual, practical and diagnostic.  In 1974, after making an extensive review of more than 3000 leadership studies, Stogdill concluded: "“Four decades of research on leadership have produced a bewildering mass of findings…. the endless accumulation of empirical data has not produced an integrated understanding of leadership.”
   Another author states, “After 2,500 years of research and 10,000 published leadership studies and endless best-selling books, we still do not know how to produce leaders. No model of leadership has been able to predict reliably which people will be effective leaders.”

In chapters two and three, an attempt will be made to develop an integrated model of leadership from a transformational perspective.  This will include both situational and contextual aspects of the leadership environment.   From this conceptual base will be developed practical approaches to achieve high performance in the context of any organization or group.  Combining this conceptual model with the exegetical basis established earlier, will present the practitioner of leadership a diagnostic model to perceive and evaluation their leadership behaviors on the productivity of the group they lead.  It will enable the leader to diagnose areas of weakness in the leadership situation they currently operate, both internally and externally, then design appropriate interventions to improve productivity and outcomes to ultimately being glory to God. 

Definition of Leadership:

There are multiple ways to complete the sentence “Leadership is….”  In fact, Stogdill again pointed out in his review of leadership research, there are almost as many different definitions of leadership as there are people who have tried to define it.
   According to one classification system, there are six ways to organize the leadership data on definition. First, a focus on group process, (2) a personality perspective, (3) a behavioral approach and analysis, (4) evaluate location of power and influence, (5) analyze the degree of goal achievement, and (6) catalog the skills of the leader.
  Other approaches include the trait approach, style approach, situational approach, path-goal theory, leader-member exchange theory, transformational leadership, followership, team leadership and the psychodynamic approach.
  The fundamentals of leadership involve a process, groups, goals, leaders and followers.
  From these fundamentals, this project will use the following definition of leadership:

“Leadership is a person, with an identity formed in Christ, involved in a process of influencing and developing a group of people in order to accomplish a purpose by means of supernatural power.”

Effective leaders will carry out this process by giving subordinates what is missing in their environment and by helping them compensate for deficiencies in their abilities.
  This will require the leader to develop their diagnostic and intervention skills to improve organizational outcomes.  The leader will need to understand the growth dynamics of groups and define clearly the purpose and goals of the endeavor.  What makes this definition unusual and different from others is the source of power.  The leader will depend on God and encourage others to draw upon the power of the Holy Spirit to ultimately accomplish the God given mission in the context of any organization, both secular and sacred.  


Various Approaches to Leadership Defined:


Trait Approach


The trait approach emphasizes the personal attributes of leaders.  Throughout the 20th century, the trait approach was one of the first systematic ways to study and explain leadership.
  From various trait studies, five general characteristics emerged in the literature that, if present in the leader, would indicate success in a leadership situation.  They are intelligence, self-confidence, determination, integrity and sociability.
  However, hundreds of these studies were done in the 1930s and 1940s and they failed to confirm these elusive qualities that define success.  In recent years the focus has shifted to managerial motivation and specific skills as opposed to a focus on personality traits and general intelligence.
  Recent studies have identified high self-confidence, energy, initiative, analytical ability, planning skills, inductive and deductive reasoning, creativity in solution generation, emotional maturity, stress tolerance, belief in internal locus of control, desire for power, desire to compete with peers, and a positive attitude toward authority figures, as being qualities that make for effective leadership.
  However, the trait approach has failed to delimit a definitive list of leadership traits that ensure success as a leader.
  


Skills Approach


This approach takes a leader-centered approach to understanding leadership.  Similar to the trait approach, this perspective outlines three areas of skill needed to be an effective administrator.  Katz, in his 1955 article, “Skills of an Effective Administrator,” states the three skills are technical, human, and conceptual.  Technical skill involves specialized knowledge, analytical ability within a specialty, and ability in the use of the tools and techniques of a specific discipline.  Human skill is the ability to work effectively as a group member and to build cooperative effort within the team he leads.  And conceptual skill involves the ability to see the enterprise as a whole.  It includes recognizing how the various functions of the organization depend on one another, and how changes in any one part affect all the others.  It extends to visualizing the relationship of the individual business to the industry, the community, and the political, social, and economic forces of the nation as a whole.
  


Technical skill is more important at the lower levels of the organization than the higher levels.  However, the conceptual skill is most important at the higher levels of the organization, and the ability to work with people is important at all levels of the organization.
  


In the 1990s, additional skill perspective emerged.  This recent emphasis developed a model composed of three areas of leadership skill – individual attributes, competencies and leadership outcomes.
  Individual attributes include four qualities; first, general cognitive ability which includes perceptual and information processing, general reasoning skills, creative and divergent thinking capacities and memory skills. Second, crystallized cognitive ability, which is intellectual ability that is learned over time through experience in a particular area.  Third, motivation is the expression of willingness to take on responsibility, desire for power and desire to enhance the social good; and fourth, personality, which includes such characteristics as openness, tolerance for ambiguity, curiosity, confidence and adaptability in conflict situations.
  


Competencies outline three areas of focus; first, problem-solving skills.  This is the ability to solve problems, gather information and formulate the nature of the problem and then find solutions to improve the outcome.  Second, social judgement skills.  This refers to the capacity to understand people, group dynamics and social systems; and third, knowledge.  This is the capacity to accumulate information and mentally provide structure and organization to the information to solve organizational problems.
  


Leadership outcomes, the third component of the model, list two outcome areas; first, effective problem solving.  Good problem solving involves creating solutions that are logical, effective, and unique and that go beyond given information; and second, performance.  Performance is how well the leader has done in the job measured against external criteria.
  


This model adds two other areas that impact the leader’s success; first, career experience, and second, environmental influences.  Career experience includes challenging job assignment, mentoring, appropriate training and hands-on experience in solving new and unusual problems.  Environmental influences are events, trends or situations that lie outside the leader’s ability to control.  These include but are not limited to, bad location, lack of technology, level of skill of subordinates, complexity of task, poor communication systems or bureaucratic structures.
  

Style Approach


This approach focuses on the behaviors of the leaders as opposed to the traits and skills of the leader.  This approach turns the corner and opens the door for all to become leaders as various levels of any organization or group.  Leadership is not just inherent traits and skills. Leadership can be taught, learned and applied.  Leadership is more then assigned position, but is emergent and a process based upon the needs of the situation and the individuals involved.  


The style approach focuses on what leaders do and how they act.  Researchers studying the style approach determined that leadership is concerned with two general areas of behavior – task behaviors and relationship behaviors.
  They also found that subordinates describe leaders in one of two ways.  The leader is concerned about initiating structure or demonstrates consideration for people.
   In other words the leader has a focus on production or employees.  


In the early 1960s Blake and Mouton developed the Managerial Grid®.  This approach to leadership is widely used in leadership training today.  They created a grid that placed a leader’s style along a continuum focusing on production to a concern for people.  They identified five leadership styles.  First, the authority-compliance style places heavy emphasis on task and job requirements and less emphasis on people, except to the extent that people are tools for getting the job done.
  Second, country-club style represents a low concern for task accomplishment with a high concern for taking care of the attitudes and feelings of people, at the expense of production.  Third, impoverished management style shows no concern for task or people concerns.  This leader goes through the motions of being a leader but is uninvolved and withdrawn.
  Fourth, middle-of-the-road style are leaders who compromise on reaching maximum levels of production and concern for people.  They avoid conflict and emphasize moderate levels of production and interpersonal relationships.
  And fifth, team management style places a strong emphasis on both task and interpersonal relationships.  They inspire high levels of participation and teamwork.  They stimulate participation, act determined, get issues into the open, make priorities clear, follow through, behave open-mindedly, and enjoy working.
  These different styles are effective in various management contexts.  The key is to become aware of which situation will demand each style.  


Situational Leadership


The basic premise of the theory is that different situations demand different kinds of leadership.  To be an effective leader from this perspective requires the leader to adapt his or her style to the demands of the each situation.
  Situational leadership teaches the leader to change the degree to which they are directive or supportive based on the contextual factors of the leader’s authority and discretion, the nature of the work performed by the team, the attributes of subordinates, and the nature of the external environment.
  


Similar to the Managerial Grid®, situational leadership identifies four combinations of leader style that is contingent upon the maturity, commitment and task competence of the followers.  The behaviors range from directive to supportive.  The first style is called directing or high directive-low supportive style. The focus is on goal achievement without much supportive behaviors.  This style is recommended by this approach to be used with followers who are new, dependent and in need of high levels of direction.  The second style is called coaching or high directive-high supportive style.   This style requires the leader to be involved with subordinates through the giving of encouragement and at the same time still make decisions as to direction of tasks.  The coaching style is recommended for subordinates who are somewhat competent yet still need socioemotional support to get the job done.  The third style is called supporting or high supportive-low directive style.  Here the leader is leading and managing followers who are competent, mature and able to perform the work yet still need encouragement, praise and consultation in making certain decisions.  And the fourth style is called delegating or low supportive-low directive style.  The leader offers less task input and social support.  The subordinates are highly mature and internally directed and able to determine the ways and means of task accomplishment without social approval.  The goal of situational leadership is to transform each follower to become internally directed over time.  In any given situation, the goal of the leader is to diagnose the nature of the situation and apply the appropriate leadership style.
  This approach is popular with managerial workshops but not with leadership scholars due to limited empirical research validity.


Path-Goal Theory


This approach suggests that leaders motivate higher performance and improve worker satisfaction by acting in ways that influence subordinates to believe valued outcomes can be achieved by making a serious effort.
  The nature of the work, the work environment and subordinate abilities will determine the amount of each type of leader behavior to employ to improve performance and worker satisfaction.
  In essence, this theory is about how leaders motivate followers to accomplish targeted goals.
  


According to this theory there are four leader behaviors a leader can choose based on their diagnosis of the task, the environment, the ability of subordinates and the identification of obstacles to goal achievement.  The degree to which the leader matches the leader style to the need of the situation, will be the degree the to which the leader increases follower motivation and achievement of valued organizational outcomes.  


The first style is directive.  Here the leader tells subordinates what the goals are, how to achieve them and by what time.  They make expectations, standards of performance, rules and regulations clear.  The second style is supportive.  This approach is friendly and approachable, is supportive and treats subordinates as equals.  The third approach is participative.  This style consults with followers, obtains their ideas and opinions, and integrates their suggestions into decisions regarding how the organization will proceed.  And the fourth approach is achievement-oriented.  This leader will challenge subordinates to perform the work at the highest level possible.
  


Another key area this approach brings to clarity is the needs of subordinates and their desires for certain types of leadership styles that motivate based on their needs.  Subordinates have needs in four areas – need for affiliation, preference for structure, need for control and self-assessed level of task ability.
  


The goal of the leader is to match the subordinate need with the style that will best motivate the follower to high levels of goal attainment.  For example, subordinates who have high affiliation desires will want supportive leadership.  Subordinates who have high needs of structure will want a directive style.  Subordinates who have high levels of task competence will want participative and achievement oriented leadership.  In the area of control, the path-goal approach introduces the concept of  “locus of control”.  Studies of personality present locus of control that can be divided into internal and external dimensions.
  Those subordinates with high internal locus of control or an established identity will desire a more participative style of leading and those with an external locus of control will want more directive and involved leadership to reduce uncertainty and ambiguity of the task environment.  This concept of locus of control, especially the internal locus of control, reflects the biblical concept of identity in Christ to achieve high motivation and desire to accomplish organizational outcomes.  


Followership


The study of followers dates back to June of 1965, when Abraham Zaleznick wrote an article entitled, “The Dynamics of Subordinate”, and set the stage for a model to perceive the relationship between the leader and follower.  Zaleznick classified followers on two continuums.  First, followers can be either dominant (controlling) or submissive (being controlled), and second, followers can be active or passive.
  


Building on this foundation, Robert Kelley, in an article published in 1988, entitled, “In Praise of Followers”, states, “Effective followers share a number of essential qualities:

1. They mange themselves well.

2. They are committed to the organization and to a purpose, principle, or person outside themselves.

3. They build their competence and focus their efforts for maximum impact.

4. They are courageous, honest and credible.”

Kelley further explains that followers are either actively engaged or passively

uninvolved with accomplishing organizational goals and mission; and followers either offer critical constructive thinking or give dependent, uncritical thinking as they interact with the leader.
  Research agrees that a critical-independent outcome of transformational leadership is consistent with Kelley’s conceptualization of styles of followership.
  The goal for the leader is to develop followers to become actively engaged to offer good critical thinking to move the organization forward.  


This is the focus for the identity-driven transformational leader.  It is the desire of the transformational leader to find ways to link the identity of followers to the collective identity of the organization, thus heightening internal motivation to achieve organizational goals and objectives.
  These leaders view leadership as being inseparable from followers’ needs.
  This perspective feeds the leader’s passion to build a group of individuals into a high performing team.

Team Leadership


Leadership today requires the leader to tap into and release the initiative and leadership of everyone in the work group.
  The team leader will to focus on team performance and team development.  Team performance is a concern with the task.  The leader will perform such functions as getting the job done, making decisions, solving problems, adapting to changes, making plans and achieving goals.  Team development is a concern with people.  The leader will perform such functions as developing a positive climate, solving interpersonal problems, satisfying members needs, and developing cohesion.  Both functions are internal and interrelated.
  


Externally the leader will need to perform networking functions and form alliances in the adjacent marketplace of influence.  The leader will need to gather information, represent the team and increase the influence for the work team in the external marketplace.  Buffer the team members from environmental distractions and share relevant information to increase awareness of opportunities and threats.  Negotiate upwards to secure necessary resources, support and recognition of the team.  Plus assess environmental indicators of team’s effectiveness through surveys, evaluations and performance indicators.
  


The team leader will need to facilitate attention to and balance the following six group dynamics:

1. Common purpose

2. Crystal clear roles

3. Accepted/Shared/Servant leadership

4. Effective work and mental processes

5. Solid relationships based on trust

6. Excellent communication
  

In addition to these six elements, the leader will need to know how groups grow and develop through various phases.  For example, members in a group will need to resolve issues that relate to power and personal intimacy with another.
  To resolve these issues the group will pass through various stages. One group theory calls the first phase, the dependence stage, during this stage the group members are in the process of resolving issues of power and self-oriented behaviors.  This can be a turbulent process until the appropriate leadership style is applied.  Once the power issue is resolved, the group develops into the second phase, called the interdependence phase.   During this stage, the group members wrestle with the issue if intimacy or closeness.  As the appropriate leadership style is applied, the group moves into becoming a high performance team.


Another team development model identifies four stages of development – forming, storming, norming, and performing.  The forming stage members are exploring acceptable behaviors and starting the endeavor.  The storming stage members wrestle with the authority issue and progress on the task.  After they resolve this, they move into the norming stage. Here competitive relationships become more collaborative and the group gets down to business.  Now the group is ready to enter the performing phase of achieving organizational outcomes and realizing group expectations.
  Being aware of these group dynamics will aid the leadership in diagnosing and applying appropriate leadership styles.

Transformational & Identity Driven Leadership:


Building on the above definition of leadership and overview of approaches to leadership, this section will present transformational leadership as the most viable approach to leading others and an approach that will reinforce the exegetical foundation of leadership presented previously in chapter one.  Transformational leadership will include an examination of “locus of control” and “self leadership”, two additional concepts that reinforce and mirror the biblical basis of identity driven leadership.


In the 1980s researchers became interested in transformational leadership.  This has become the most popular approach to leadership in the current strands of leadership focus and research.  Transformational leadership refers to the process of influencing deep changes in the attitudes and assumptions of organization members and building commitment for the mission, objectives, and strategies of the organization.
  Included in this process is the inclusion of subordinates to empower followers to participate in the process of transforming the organization.
  Not only transforming the organization, but the individual as well.  It is concerned with emotions, values, ethics, standards, and long-term goals.  This approach assesses followers’ motives, attempts to satisfy their needs and treats them as full human beings.
  Transformational leadership has been shown to have a positive relationship with performance.
  Where the leader is able to inspire and activate subordinates to perform beyond expectations and to achieve goals beyond those normally set.
  The transformational leader accomplishes this level of high performance by (1) creating a sense of urgency to reach organizational goals, (2) by increasing awareness of subordinates about the importance of designated outcomes, (3) by inspiring individuals to transcend their own self-interest for the sake of the team, (4) by motivating subordinates to realize their true potential, plus (5) coach, teach and mentor subordinates.
  One study found that transformational leadership can produce changes in subordinates’ perceptions of effectiveness of managers’ leadership behaviors, increase subordinates’ own commitment to the organization, and some aspects of financial performance.
  Another study discovered a positive and significant relationship between transformational leadership and empowerment as well as support for innovation and a positive relationship between support for innovation and organizational innovation.  Transformational leadership can enhance organizational innovation directly and create a culture that releases subordinates to freely discuss and try out innovative ideas and approaches to solving problems and achieve organizational outcomes.
   Research clearly indicates that transformational leadership impacts performance, follower satisfaction and subordinate perceptions of effective leadership.  Just what is transformational leadership?


Historically, leadership has been primarily viewed as an exchange or a transactional relationship.  Early social science perspectives on leadership focused on the dichotomy of directive (task-oriented) versus participative (people-oriented) leadership.
  Over the past 20 years researchers have developed the concept of a transformational/transactional leadership approach.  Transformational leadership can be either directive or participative and is not an either-or-proposition.
  The leader may use both types of interactions at different times in different situations.


Transformational leaders motivate followers to go above and beyond what they thought was possible.  They set challenging expectations which impact higher performance and more committed and satisfied subordinates.  These leaders inspire followers to commit to a shared vision and goals for the organization and unit.  Challenging them to innovative problem-solvers and developing subordinates through coaching and mentoring.  Moreover, transformational leaders pay attention to the individual needs of the followers and encourage them to develop their leadership potential.
  The focus is on developing the follower, it is not a leader focused approach.


Transformational leadership in many ways augments and expands the transactional nature of leadership.  Transactional leadership focuses on the transaction or exchange that takes place between leaders, colleagues, and followers.  This exchange is based on the leader discussing with followers what is a required and developing conditions and rewards followers will receive if they meet the requirements.
  While transactional leadership results in expected outcomes, transformational leadership results in performance and outcomes that go well beyond what is expected.
  Research confirms that both transformational and transactional contingent reward leadership is positively correlated with high levels of team cohesion, group potency, member commitment and morale.


Transformational leadership refers to the process whereby the leader engages followers and creates a connection that increases the level of motivation and morality in both the leader and follower.
  There exists a positive relationship between transformational leadership and ethics.
  Transformational leadership focuses on developing the follower’s motivation, morality or other-centeredness and their sense of empowerment and autonomy.
  It links the followers and their self-concept or identity to the organizational identity, thus increasing performance.
  In a similar way the God links the believer’s identity in Christ with God and the filling of the Holy Spirit, thus increasing the work of God through the believer.  This relationship begins to develop the link with identity driven leadership, with its source being the Scriptures.  


Transformational leadership is made up of seven specific factors of behavioral influence.  These seven areas have been researched and studied using the Multifactor Leadership Questionnaire. (MLQ)   Factor 1 is called idealized influence. Transformational leaders behave in ways that serve as role models for their followers.  The leader provides vision and s sense of mission, expresses confidence in the vision, instills pride, gains respect and trust, and increases optimism.
  This factor measures the degree of followers’ admiration and respect for the leader.  A sample MLQ question from the idealized influence scale is “The leader reassures others that obstacles will be overcome.”


Factor 2 is called inspirational motivation.  The leader inspires motivation by providing meaning and challenge to the followers’ work.  Team spirit is aroused, enthusiasm and optimism are manifested.  The leader communicates high-performance expectations.
  A sample MLQ question from the inspirational motivation scale is “The leader articulates a compelling vision of the future.”


Factor 3 is called intellectual stimulation.  Here the leader encourages followers to be innovative and creative.  Approach old problems in new ways, by questioning assumptions and reframing problems to generate new ideas and solutions.  Their thinking is not criticized because it is creative or different from the leader.  The followers are encouraged to solve problems in their own way.
  A sample MLQ question is “The leader gets others to look at problems from many different angles.”


Factor 4 is called individualized consideration.  This scale measures the degree the leader cares about those they lead.  Individual differences in terms of needs and desires are recognized.  The leader supports and gives leadership in a variety of ways, i.e. some employees receive more encouragement, some more autonomy, other firmer standards, and still others more task structure.
  The leader delegates task as a means to develop people and checks back to see of the follower needs additional structure or support.  Followers do not feel they are being checked on.  A sample MLQ question from the individualized consideration scale is "The leader spends time teaching and coaching."
  


These first four factors reflect identity driven behaviors as produced by Christ working through the believer.  The transformational leader envisions, inspires, challenges and cares deeply about those they lead, behaviors that display the ultimate transformational leader, Jesus Himself.   


In addition to the four factors of transformational leadership, the model provides three more factors that highlight the transactional nature of leading others.  Transactional leadership occurs when the leader rewards or disciplines the subordinate, depending on the level of performance.
  Transactional leadership diverges from transformational leadership in the sense that the transactional leader does not pay individual attention to the needs of subordinates or their personal development.  They are influential because it is in the best interest of followers to do what the leader wants.
  This approach is more leader centered then follower centered. 


Factor 5 is called contingent reward.  Here the leader assigns or obtains follower agreement on what needs to be done and identifies rewards to be received when goals are attained.  It refers to an exchange process that has been reasonably effective in motivating others to achieve higher levels of achievement but not as great as the transformational factors.
  A sample MLQ question is “The leader makes clear what one can expect to receive when performance goals are achieved.”
  


Factor 6 is called management-by-exception.  Management by exception refers to leadership action that takes the form of corrective criticism, negative feedback and negative reinforcement.  It comes in two forms, active and passive.  In the active form, the leader will monitor deviancies from standards, mistakes, and errors in the follower’s actions then take corrective action as needed.  In the passive form, the leader will wait passively for deviancies, mistakes and errors to happen and then take corrective action.
  According to Bass and Riggio, this type of factor tends to be more ineffective than contingent reward or other components of transformational leadership.  A sample MLQ question is “The leader directs attention toward failures to meet standards” (active) “The leader takes no action until complaints are received” (passive).


Factor 7 is called laissez-faire.  Here the leader abdicates responsibility, postpones decision, gives no feedback, readily unavailable and makes little effort to help followers satisfy their needs.  There is no exchange with subordinates or any attempt to help them grow personally or professionally.
  A sample MLQ question is “The leader avoids getting involved when important issues arise.”
  


The four transformational factors coupled with contingent reward and active management by exception forms the nucleus that correlates with behaviors generated from identity driven leadership in Christ.  As with identity driven leadership, transformational leadership originates from within or the center of the individual.  They are internally derived not externally driven.  The goal of transformational leadership is to produce the same internal drive or self-efficacy in the followers.  The goal of identity driven leadership is to inspire the inward transformation of the individual into the image of Christ.  In addition, leadership research that deals with “locus of control” and “self-leadership” confirm the biblical foundation of identity driven and transformational leadership.  

Locus of Control & Self-Leadership


Locus of control is a variable important in the explanation of human actions in the organizational context.  The concept describes how people perceive their environment.  Those who attribute control of events to themselves are said to have an internal locus of control and referred to as internals.
  Self leadership which is described as leading from the core of self resulting in a sense of optimism, competence in a process to influence themselves to control their own actions and thinking, is closely correlated with those leaders having an internal locus of control.
  Several studies have confirmed an internal locus of control is associated with transformational leadership and improved work performance.
  


People who attribute control to outside forces are said to have an external locus of control and are termed externals.
  These individuals perceive that their actions do not have a great impact on the rewards they receive, but are a result of chance, luck, fate, as under the control of powerful others, or as unpredictable because of the great complexity of forces surrounding him.
  Research indicates that externals are not correlated with transformational leadership.  They display an autocratic style of leadership and as followers desire high levels of structure and direction.
  


Research in this area of locus of control has included studies that state individuals who believe God is in control will be positively related to an internal locus of control as opposed to an external locus of control.  Research concludes that both high God control and a more internal locus of control are positively related to intrinsic religious motivation.
  These findings indicate that the exact opposite of the traditional psychological position that God control is equal to an external locus of control.
  A God control view of life is not seen as forfeiting personal control but enhancing personal control.  God Control integrates both external and internal locus of control perspectives since God is both the awesome Other that one worships and also the Holy Presence who reside within and empowers the believer.
  


This has direct implications for leadership.  The leader’s identity based in Christ will boost influencing others and achieving organizational performance.   Where the leader derives identity will be the key to leading others effectively.  Identity is composed of four elements – sense of value, sense of competence, perspective on control, and emotional stability.
  There are basically two sources from which identity is formed and develops over time.  First, identity will be based in a combination comparison with others, the role the leader plays, reactions from others or in the group or organization the leader identifies with.  This source of identity will be fluid and unstable over time.  Second, the leader’s sense of identity will be based in Christ, which will give the leader a sense of internal freedom to lead others from a position of strength that God supplies.  Paul indicates in Romans 6:1-14 and Philippians 4:13, that God has given the believer/leader a new identity to live beyond the power of identity based in comparison with others, the role and reactions from others, or an identity found in an organizational unit.  The leader’s identity is now based in identification with Christ and God empowers the believing leader to excel in leading others for the glory of God and not the leader.

        An internal locus of control is highly correlated with transformational leadership and performance.
  Internally oriented managers display greater confidence in their ability to influence the environment. They are more capable of dealing with stressful situations, please greater reliance on open and supportive means of influence, pursue riskier and more innovative strategies and generate higher group and company performance, than do external oriented managers, all characteristics of transformational leadership.
  Leaders with an internal locus of control based in God will super charge transformational leader behavior, which will empower both the leader, and followers to excel beyond expected outcomes in certain situations.  


In addition, internally driven transformational leadership will have a transformative impact on followers.  This approach will develop initiative in followers, encourage active participation, and develop self-leadership and an internal locus of control.  Help followers think for themselves, give critical-independent advice, be their own person and express high levels of activity, initiative and responsibility.
  

In summary, identity driven leadership based in God will become the foundation and augment the ability of the leader to influence others.  Identity driven leadership forms the center of the leader’s ability to spiritually transform the individual, organizational culture, and identity driven leadership based in God, will generate behaviors that create a culture of accountability and synergy in Christ to achieve performance outcomes that bring attention to God.  

Integrated Leadership Pyramid Model:


This project proposes an integrated conceptual leadership model that has as its foundation or base, Identity Driven Leadership.  (see figure 1)  The center of influence is the indwelling Christ in the leader.  Research confirms that effective leaders lead from the innate core of the psyche or core self, which provides a sustaining internal environment, which produces effective leadership behaviors.
   To be effective this core self needs healthy esteem, a generalized sense of competence, an internal locus of control and emotional stability.
 All of which is supplied as the leader realizes their true identity in Christ.   Research indicates that these internal changes in motives and values will result in changed attitudes toward the organization and in outward behaviors of productivity.  Leadership is not about what one does, but who one is.
  

The leader’s new identity in Christ will generate the ability to hold people accountable in the process of transforming followers into the image of Christ and effective employees.  From this center if influence, the leader will place faith in the power of God, not just his own personal powers or position power to accomplish the business or ministry. The leader now having a new identity in Christ will be able to see the bigger picture and communicate the vision of the organization in the context of spiritual transformation to encourage results and maintain motivation.  The leader’s mind and thoughts will be renewed each day to correct faulty perceptions of the business at hand and correct negative subordinate perceptions.  To encourage internal motivation, the leader will encourage the followers to depend on God their position in Christ to inspire long-term motivation and perseverance.  Leading under the influence of God will create humility in the leader’s approach and generate synergy as the leader depends on God to work through the leader and others resulting in unity and organizational performance.  

The second tier of the pyramid is the Transactional/Transformational Approach.  Emerging from the leader’s identity in Christ will be leadership accepted and desired by the followers.  The leader will be able to motivate, show concern and stimulate subordinate’s thinking to further the process of transforming the individual and organization.  The leader will be empowered to offer rewards for work well done and meeting expectations, plus freely correct followers’ actions when standards are not achieved as explained.  


Transformational leadership will fuel the leader’s particular style as identified in the Managerial Grid® or style approach to leadership in the third tier of the pyramid.  The leader will have natural tendencies to be either task or relationship oriented.   The Managerial Grid will help the leader to be balanced in both tasks and relationships in the process of leading others.
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Situational Leadership will now come into play at the fourth tier of the pyramid.  This approach will give the leader a view of follower maturity, ability and commitment to get the job done.  The leader will learn to match the directive, coaching, supporting and delegating approaches to followers based on their level of maturity in the organizational context.  


Complementing the situational approach, in this pyramid of leadership, is a focus on goal setting through the Path-Goal Approach at the fifth tier.  Here the leader will establish a goal setting process and facilitate the process removing any obstacles to achievement of goals.  The leader will take into consideration characteristics of the situation and subordinates in analyzing and identifying hindrances to growth and progress.  The leader will supply the needed elements of coaching, guidance, support and reward to maintain forward momentum.  Research also suggests that goal setting empowers the impact of transformational leadership on both affective commitment and follower performance.
  


At the top of the pyramid is Followership, the ultimate focus of the identity driven leader.  The ultimate goal of the leader is to develop a mature follower capable of performing beyond expectations in the power of God.  Here the leader becomes a servant to the follower.  The leader’s effect on organizational success is only 10 to 20 percent.  Followership is the real “people” factor in the other 80 percent that makes for great success.  Without followers, little gets done, with them, mountains get moved.
  Exemplary followers add value to the organization and its customers by focusing on the goal, doing a great job, taking initiative and realize they add creative value by just being who they are.
  Leaders value followers, who are achievement-oriented, have healthy esteem and enjoy taking reasonable risks.
  These followers manage themselves well, are committed to the organization’s purpose and vision, build their competence and focus their efforts for maximum impact and they are courageous, honest, and credible.
  

Followership is surrounded by the Team Approach.  The focus now is to create team synergy.  To do this the leader will rally focus around purpose, clarify clear roles, practice leadership that is accepted and shared, enhance effective thinking and work processes, develop excellent trusting relationships and model frequent communications that motivate and keep people informed.  


Identity Driven Leadership is based in God, transformational, relational as well as task focused, flexible and situational, goal oriented with a thrust to build unity to gain maximum outcomes in the power of Christ.  The practical implications of these dynamics are lived out in the real world of the external marketplace and in the framework of both a growing and aging organizational structure that will also influence the potential of the leader to lead others to achieve above and beyond what is expected.  


The external marketplace and the stage of development of the organization, are two additional mediating variables that will help or hinder the practice of identity driven transformational leadership.  It has been suggested a relationship exists between the stages of organizational life cycle and the style of leadership demanded based on the context of the organization within the marketplace.
  

Chapter 3

Implications for the Practice of Identity Driven Leadership


This section will focus on four aspects of the practice of Identity Driven Leadership.   First, the importance of monitoring the external and internal environments of the organization on a daily basis, the biblical anchor for this discipline is the leadership approaches of Joshua and Nehemiah.  Second the mediating variable of the life cycle of the organization and how this will impact approaches to leadership.  The Biblical anchor for this process is the leadership crisis of Moses in the Book of Exodus.  This will be contrasted with Ichak Adizes diagnosis of the life cycle problems of organizations.  The Adizes model of organizational life cycles is the only model, out of nine life cycle models, that accounts for both growth and declining stages of organizations.
  Third, the critics of contemporary leadership approaches and theory will be considered to determine the practically of the “Transformational/Identity Drive Leadership Model”.  And, fourth, explore the impact of prayer on Transformational/Identity Driven Leadership.

External and Internal Environments


The Identity Driven Leadership perspective is mainly a focus on developing the subordinate.  However, there are many other variables that will need to be monitored to ensure organizational health and vitality over the long haul.  In addition, to developing people is the concern over external elements that will impact an organization and the style of leadership needed to navigate forces that are beyond the control of leadership.  Managers call this an environmental scan to update and expand planning databases with respect to external trends and events.
  The external elements that can cause trouble range from increased competition to legal/political/economic, demographic and technological aberrations and changes.
  Organizations, business or ministry, survive these changes only because of the ability of the leaders and the grace of God.  Foresight and flexibility will help leaders anticipate and safeguard against these uncontrollable elements.
  


Joshua and Nehemiah were leaders who modeled both an external and internal audit perspectives.  After the death of Moses, Joshua was assigned by the Lord to lead His people across the Jordan to inhabit the land God had given to Israel. (Joshua 1:1-5)  The Lord instructed Joshua to be strong and of good courage and stay focused on God and His Word to ensure success. (Joshua 1:8)  Joshua then rallied the support of his people and leaders. (Joshua 1:10-18)  It was at that point, Joshua confronted his first external uncontrollable obstacle, the city of Jericho.  His first step at resolving this problem was to conduct an environmental scan by sending out two men to spy out the city.  (Joshua 2:1-24)   Through this environment scan, Joshua discovered that God had gone before them and given the land over to the nation of Israel.  Joshua’s position before God was empowering his leadership as he demonstrated a transformational style of leadership, which is most effective under uncertain and unstable situations.
  (Joshua 2:23-24)  Joshua’s locus of control was in God as God was working through Joshua to give him wisdom, courage and credibility in the sight of the people, his followers.  As a result of the scan, Joshua and the people were encouraged and infused with courage to take the city.  Joshua had the people consecrate themselves to prepare for victory in the Lord.  (Joshua 3:1-13)  


Another obstacle that Joshua discovered from his scan of the external environment was the river Jordan, which was at flood stage during the Harvest season.  (Joshua 3:15)   However, Joshua instructed the priests to cross first with the Ark of the Covenant and as soon as they touched the river, the river flowing downstream stood still and the people crossed to the other side. (Joshua 3:16 – 4:24)  


Joshua was now directly facing the powerfully walled city of Jericho.  In the conclusion of Joshua’s external scan of the city, he was near Jericho and encountered a man standing with his sword drawn.  (Joshua 5:13-15)   He was the commander of the Lord’s army, the Lord Himself.  Joshua fell to his face and worshiped.  From this position of worship, the Lord revealed the battle plan to take the city, all as a result of an environmental scan prior to taking action to solve a problem.  (Joshua 6:1-5)  


After this victory over Jericho, the Israelites experienced defeat by the men of Ai. (Joshua 7:1-15)  At this point Joshua performs an internal audit to discover the reason for the failure.  According to research, only 20% of organizations fail because of external elements, and 80% fail because of mishandled internal forces.
  This internal review was critical to the continuing success of the nation of Israel.  Joshua began he review in having a conversation with God.  (Joshua 7:6-15)   Developing a dynamic prayer life is essential for effective leadership and channel to respond to the leadership of God in any situation.  The internal appraisal should be a dynamic and on-going activity.  What may seem like a clean bill of health today, may become a life or death matter under tomorrow’s changing business conditions.
  This was the situation Joshua was now facing, discovering the cause of failure.  He had to re-evaluate his strategy, because the aim of strategy is to find a position in the environment where the organization can best defend itself against competitive and enemy forces or influence them in the organization’s favor.
  Joshua needed a strategic – operational turnaround.   His answer came directly from God. (Joshua 7:10-15)  God informed Joshua the problem was disobedience resulting in sin.  God told Joshua exactly how to solve the problem to turn the situation around.  Joshua executed the internal audit, discovered the man Achan responsible for the sin removed the problem and restored the favor of God, and further victories ensued.  (Joshua 7:16-26)  Both on-going external and internal environmental scans are essential to maintain perspective and the vision of any organization to determine and adjust the leader’s approach and style of leadership.  


Nehemiah was another leader who depended on his position in God and prayer to see clearly what he must do lead the people in rebuilding the walls of Jerusalem.  His main task was to rebuild the walls to provide protection, a sense of identity and security for the people.
  How did Nehemiah do this?


First he was informed of a need.  Then Nehemiah’s scanning process began with having a conversation with God.  Nehemiah mourned, fasted and prayed for days.  (Nehemiah 1:4-11)   The need or obstacle was a broken spirit in the people of God, which resulted in a lack of productivity.  They stopped rebuilding the wall.  


The next thing Nehemiah did was to get authority from the King to go and rebuild the wall.  (Nehemiah 2:1-10)  When he arrived in Jerusalem Nehemiah took three days to perform his external environmental scan.  (Nehemiah 2:11)  He carefully examined the situation and took a few men with him, but did not reveal to them the reason for his analysis.  After this initial assessment, he went to the people and officials and revealed his God given mission to rebuild the walls.  It was at this point he began his internal audit of equipment and personnel, from this internal audit he organized the people into small groups of teams to accomplish the task. 


Nehemiah was a transformational identity driven leader.  He did not use the authority from the King to ramrod his agenda down the throat of the people.  Instead, he acquired the trust of the followers from his concern for them and the task at hand.  He inspired them, stimulated their thinking, demonstrated concern for them and they responded to his integrity and followed his lead.  He acted in the interest of God and the people he served.  There were no signs of manipulation or coercion but only a desire to do what was in the best interest of God and the people he was leading.  Nehemiah assessed what was missing in the situation and supplied the vision, competence, planning, organizing, motivation, progress, assessment, encouragement, optimism and sustaining spirit needed to complete the project successfully.  Leadership is lifting a person to higher sights, the raising of a person’s performance to a higher standard, and the building of a personality beyond its normal limitations
, in essence transformational identity driven leadership.  The internal and external environment, and the life cycle of an organization, will influence the style and approach to leadership needed to develop followers into a high performance team.

Life Cycle of an Organization


This section will be reviewing the life cycle model of Ichak Adizes.  Each stage will be briefly explained to identify the implications of what leadership perspective is needed to move and maintain the organization from stage to stage of the organization development-declining life cycle.


Ichak Adizes, in his article, Organizational Passages, acknowledges his debt to the adult life cycle theorists, such as Gail Sheehy, Daniel Levinson, Erik Erikson, Jean Piaget, Lawrence Kohlberg and James Fowler, which influenced his theory of organizational life cycles.
  His theory mirrors the human development life cycle and his theory emerged from his work with organizations seeing patterns that seemed to repeat themselves across organizations and cultures.  Adizes has experience with hundreds of organizations around the world that have ranged in size from billions in annual sales to about $2 million in annul sales.  Reports from managers who have used this model have verified its validity and usefulness.
  People, products, markets, even societies, have life cycles - birth - growth - maturity - old age, and death.  At every life cycle passage, a typical pattern of behavior emerges.
   Adizes believes there are 10 stages to the corporate life cycle, six stages are considered growing phases and the last four stages are considered aging phases:
  






Growth Stages:


1.
Courtship


2.
Infancy


3.
Go-Go


4.
Adolescence


5.
Prime


6.
Stable


Declining Stages:


7.
Aristocracy


8.
Early Bureaucracy


9.
Bureaucracy

10. Death




Complementing these 10 stages of life are four leadership styles, identified by Adizes, that mirror and parallel aspects of transformational/identity leadership.  At each phase of development, a particular ingredient of leadership is needed to move the organizational along the life cycle and to maintain the organization in a state of, what Adizes, calls “prime”, an organization condition of high performance and environmental flexibility.  Beyond the “prime” or “stable” phase the organization enters the aging stages which, if left unchecked without the right kind of leadership, the organization will end in death.  


The first leadership role is called “Producer” (P).  This role is about producing results. The focus is on specific programs and services to be undertaken in response to the needs of its own customer or membership.
  The producer performs the purpose of the organization to serve the needs of the clients for which the organization exits, i.e., to add value.
  For a business, to solve problems and generate a profit or a return on investment, and for a ministry, to transform lives and advance the Kingdom of God.   This role would parallel the transactional nature of leadership; issuing rewards for services rendered and monitoring results for gaps and short falls in achieving organizational goals.  This would involve the identity driven aspect of holding followers accountable. 


The second leadership role is called “Administrator” (A).   To administer means to systematize, routinize, and program the activities of the organization so the right things are done at the right time and with the right intensity.
  More time is spent on planning and coordinating meetings.  It involves a higher degree of discretion such as the setting of goals, mission statements, strategic planning and policymaking and budgets.
  This role seeks stability as opposed to change.  This would parallel the transactional and accountability nature of transformational identity driven leadership.  It is short-term focused and concerned with results, control or power, and the way things are performed, it is not transformational in nature.


The third leadership role is called “Entrepreneur” (E).  This role is creative and innovative, and transformational in nature.  The entrepreneur is the energizing and transformational factor.  It includes such things as vision, hope, excitement and enthusiasm and a sense of potentiality with intensity.
  This decision role is pro-active and not re-active.  It is the ability to be creative to envision the future and then risk taking action to survive the changes taking place in the outside environment.
  This function is analogous to planning – deciding what to do today in light of what you expect tomorrow to be.
  The entrepreneur role reflects the transformational/identity driven qualities stimulating the thinking of others to envision the future and inspiring them to act.  


The fourth leadership role is called “Integrator” (I).  This is a process by which individual values and strategies are merged into group unity and group strategy.  Individual values synthesize with organizational values.
  It requires a leader who is sensitive to people’s needs.  This leader is a team builder and is persistent in the unifying process.  This role mirror’s the transformational/identity driven quality of getting subordinates to transform their own self-interest into the interest of the group through concern for a broader goal.
  They show a concern for individuals and desire a fair distribution of power within the group.  Their leadership is accepted as follower’s values and the leader’s values are fully related, involved and integrated producing a climate conducive to a high level of productivity.  


Each of these four leadership/decision qualities play a significant role to move the organization along the organizational lifecycle, maintain the organization in a state of “prime” or high productivity and rejuvenation, plus prevent the organization from dying.  Understanding the ten phases of growth and decline are potentially important for matching a leadership style to organizational growth.


Courtship is the birth phase of the process of organizational development life cycle.  The founders are focused on ideas and future possibilities, making and talking about ambitious plans.
  The founders are full activity and frantically looking for members to sell, join and convert.  At this point the organization may be more in love with the thoughts and feelings of being alive than anything else is.  They are in the process of building commitment and at the first sign of obstacles, the commitment can evaporate.
    The style of leadership for this phase is a willingness to take on risk, persevere and attract followers. It needs to be transformational, energetic and creative in nature.  

 
Infancy is the next phase if the organization emerges from the event and time of courtship.  In this stage the founder’s attention shifts from ideas to producing results, and task generated risk leads to changes in behaviors.  The need to make sales or generate memberships drives the organization’s focus and behaviors.  The needed leadership style remains the same as in courtship, however, the push is now for greater commitment and closure in sales.  The infant organization has hardly any policies, systems, procedures, or even a budget, but the main need at this stage is operating capital, so the infant is vulnerable to disillusionment, loss of commitment, negative cash flow, erosion of membership and market challenges.
   The main obstacle to growth is pro-longed undercapitalization.  Once the infant stabilizes, it moves to the next stage, go-go.  The leadership focus will need to become more transactional and task oriented during this phase, while remaining transformational. 


Go-Go is a stage with rapid growth.  Sales and a growing membership are the focus.  It is organized around people rather then functions.  They see everything as an opportunity and may make decisions that can hurt the future growth of the organization.
   The leadership style is outward focused and fixed on producing results.  The founder still makes all the decisions and has a disregard for administrative procedures.  The main obstacle to growth is arrogant, centralized leadership. The risk is that the founder will not release the organization to grow to the next stage, adolescent.  During this stage leadership is both transactional and transformational, a healthy balance is needed to ensure continued growth.


Adolescence is the stage where the founder’s leadership becomes institutionalized through policies, procedures and systems; more time is spent on planning and coordinating meetings.
   This is the phase characterized by competing priorities and conflict.  There is the tension between the need to produce results and lean back to organize to lay the groundwork to reach the next stage, prime; the ultimate healthy state of organizational life.   The leadership style needs to shift from an entrepreneurial style a more administrative/managerial approach for the organization to survive.  The main obstacle to growth during this phase is too much in-fighting.  The leader’s focus during this phase is establishing standards and holding follower’s accountable, plus forming a team climate to ensure future growth through the resolution of conflict.  The attitude of humility will be essential.  This approach will be a transformational thrust that augments the transactional nature of maintaining systems.  


Prime is the climax of the life cycle curve.  The leadership is now able to focus on producing sales and satisfying customers or a focus on programs and meeting the needs of the membership; a balance between people and programs is now established.  Functional systems and organizational structures exist, the vision and creativity is institutionalized, the organization make plans and then follows through on those plans, the organization predictably excels in performance, the organization can afford growth in both sales and profitability, and the organization spins off new infant organizations.
   The leadership style is team oriented in this stage and needs to focus on results, administrative functions plus maintain an outward focus on the external environment.  The organization displays an optimum of energy, openness to others and responsiveness to members and the broader community.  It has the capacity to integrate its activities and maintain a balance between the emotional and the rational, the visionary and the pragmatic, people concerns and program concerns, customer concerns and sales/profitability concerns, control and flexibility, with its mission acting as the fulcrum.
   The main obstacle to growth at this stage is complacency.  


To avoid this trap, aspirations of the leadership need to remain high.  When aspirations decline, a sense of urgency to grow will decline as well.  As aspirations decline, the organization will move from the climax to the next stage of the life cycle, the first phase of decline, the mature organization.  The leadership need in this phase is full blown transformational/identity driven leadership.  All the transformational qualities and universal behaviors that emerge from a grounded identity in Christ will be required to maintain this high performance position to ultimately glorify God.  


A study of Interstate Batteries Corporation, performed by Louis Fry and John Slocum, in their article, “Maximizing the Triple Bottom Line through Spiritual Leadership,” describe an organization in the state of prime with a strong spiritual focus.  They state,  “Where employees’ spiritual needs are met and aligned with organizational objectives, this creates high motivation, commitment and productivity that has a direct impact on the bottom line… There is emerging evidence that spirituality provides competitive advantage on organizational performance and if sustained and compounded, spiritual leadership would result in a 13% increase in sales growth.” 
  Without this transformational focus the organization will enter the aging cycle of decline. 


The Mature Organization is now comfortable with how it does business and welcomes new ideas with less excitement then they did during the growing stages.  The emphasis on marketing and research and development wanes.
   They are more interested in interpersonal relationships than risk and more attention is given to membership retention than to new member acquisition and development.  Members seem to be spending time with each other than on the work of the organization, the results orientation declines.  Lower expectations for growth and fewer expectations to conquer new markets, implement new technologies, discover better programs and encounter new frontiers, begin to permeate the culture of the organization.  The leadership style needed at this stage is a release of the entrepreneurial spirit to develop an outward focus once again to return to prime.  A transformational and transactional ingredient is needed in leadership, with a flare to handle entrenched political land mines.  Without a change in focus, the negative condition lingers and the organization will enter the next phase of decline, aristocracy.


Aristocracy is characterized by not making waves. Power and authority are jealously guarded by the centers of influence to preserve the status quo.
   Emphasis is on how things are done rather then what and why it is done.  There is low internal innovation and the organization is cash rich.
   The leadership style needed at this point is one that is creative, open to new ideas and inclusive of other members and markets.  The leader must an identity based in Christ to handle power plays with a deep sense of humility along with a sense of firm professional will or the organization will continue to decline.


Early Bureaucracy is the next stage of decay.  The organization now turns to find out who did wrong rather then try to discover what went wrong and how to fix it.
  There is now much conflict, backstabbing and infighting and people are fired.  The customer or members now become a nuisance.  The style of leadership needed is strong and objective transformational style to assess the situation to turn this organization around or it will pass to the next stage, bureaucracy and finally death.


Bureaucracy begins to take its toll as the organization’s members are locked into a transactional mode of relating.  The organization has many systems, with little functional orientation.  It disassociates from the environment and focuses mainly on itself.  An outward focus has ceased to exist, and it will eventually experience the last stage, death.  


At each stage of the organizational life cycle, problems will be experienced that will need to be solved to move to the next stage.  The proper application of transformational/identity driven leadership is a long-range effort to improve an organization’s problem-solving and renewal processes and alignment of the organization with its external marketplace, particularly through a more effective leadership and collaborative management of the organization culture - with special emphasis of developing functional work teams.


Leadership and management research corroborates the need to match leadership approach with the position of the organization along the life cycle.  Baliga and Hunt developed a five-phase life cycle model and agree that from inception to birth a transformational approach is needed to get the organization off the ground.  In phase 2, birth to growth, they suggest a transformational/transactional style be applied to begin to formalize and systematize the growing organization.  From growth to maturity, phase 3, an intensified transactional approach will be needed to bring the organization to phase 4, maturity.  In the maturity phase, which will always include the need to renew and revitalize the organization to prevent decline and eventual death, a balanced transformational and transactional approach will be required.


At each stage of the life cycle, diagnosis and treatment will be necessary to move the organization toward health or the prime state and to keep the organization from decline into bureaucracy.  Organizational treatment that will focus on leadership, team-building, motivation, organizational structure, product innovation, finance, marketing, or in the case of a religious organization, leadership, structure, evangelism, discipleship, fellowship, prayer, ministry and worship.  Once areas have been identified, the organization will prioritize one or two dysfunctional areas to develop action plans to resolve problems which will further enhance the growth of the entire organization.

Criticisms and Problems of Leadership Theory – Transformational Leadership,

 
Managerial Grid®, Situational Leadership, Path-Goal Theory and Team Leadership:


Transformational – Transactional Leadership:


Critics contend that the conceptual foundation of transformational leadership as present by Bernard Bass lacks clarity.
  Gary Yukl argues that, “The identification of specific types of transformational behavior seems to be based mostly on an inductive process (factor analysis), and the theoretical rationale for differentiating among the behaviors is not clearly explained.”
  In other words, the critics believe the term charisma includes Bass’s categories of idealized influence, inspirational motivation, intellectual stimulation and individualized concern.  They contend that you cannot dissect and divide charisma into the Bass categories.  However Bass argues that transformational leadership has intuitive appeal which confirm the divisions of “charismatic” leadership and it gives a broader view of leadership that augments traditional transactional approaches to leading others.


A second criticism revolves around the statistical conclusions of Bass.  Transformational leadership is measured using the Multi – Factor Leadership Questionnaire (MLQ).  Major concerns center around its reliability, validity and discriminate validity concerning Bass’s categories of transformational leadership mentioned earlier.
  However Bass states that the MLQ has been highly researched.  Articles published in the Leadership Quarterly over the past decade show that 34% of the articles were about transformational/charisma leadership confirming its reliability.


A third criticism made by some critics is that Bass’s theory examines leadership more as a personality trait or personal style issue rather than behaviors people can learn to be more effective.
  However Bass emphasizes that fact that transformational leadership is focused heavily on the follower and teaching the follower to be transformational.  It views leadership, as a process that occurs between the leader and the follower and places a strong emphasis on the follower’s needs, values and morals.
  


Managerial Grid® - Style Approach:

Two main problems surface when we turn our attention to the Managerial Grid or style approach to leadership.  First, results from massive research efforts concerning the style approach have been contradictory and inconclusive. Researchers have been unable to link task and relationship behaviors consistently with outcomes such as morale, job satisfaction, and productivity.  However, researchers have been able to determine that leaders who are considerate have followers who are more satisfied.
  On the other hand, there exists a substantial amount of studies that validate and give credence to the basic tenets of the approach.
  


Second, some believe the approach has failed to identify universal behaviors that are associated with dynamic and effective leadership.  However, the style approach does provide the leader a method to bring balance between task and relationship needs.  This approach gives the leader a grid to evaluate their style and then make adjustments to improve their impact and productivity of followers.
  


Situational Leadership:


The first criticism of situational leadership is that research is limited to justify underlying assumptions and propositions.
  However, this approach to leading has stood the test of time and the marketplace.  In spite of limited research, over the past 40 years situational leadership training is highly trusted and practiced in many organizational settings.  


A second criticism is the ambiguous conceptualization of subordinate’s development levels or maturity levels and how commitment is measured.
   Blanchard et al indicates that the model is intuitive in understanding how to match a particular style of leading with the development levels of the followers.  The model provides a very practical approach for the leader to be flexible and prescriptive in solving leadership and productivity problems.
  To test the theory’s underlying assumptions, both psychological and job maturity assertions, remain the major criticism of this model.
  


Path-Goal Theory:


As with other theories, one of the main criticisms is the lack of research empirical validity.
  Several studies address and study directive and supportive leadership, yet few study participative and achievement oriented leadership. These are the four styles of leading the path-goal theory prescribes to help followers reach organizational goals.  


A second criticism of the model is that it is complex and does not adequately explain the relationship leadership behavior and follower motivation.
  However, this is one of the only theories that incorporate the idea of motivation.  This approach is constantly asking what motivates followers, how to motivate followers and how can the leader remove obstacles to help followers reach their personal and organizational goals.
  


A final criticism of this approach is that it appears on the surface to be leader centered and has the potential to create subordinate dependence on the leader as the leader helps the subordinate achieve goals.
  However, the path-goal approach requires the leader to be flexible in reference to the maturity of the follower to help the follower set goals that help create initiative and grow the follower professionally.


Team Approach:


The main criticism of the team approach to leadership is the complexity of the approach and the lack of research support.  This approach is more empirically intuitive than empirically statistical.   The team approach involves the analysis of the leader monitoring the internal and external environments and what actions to take to solve problems.  It involves a decision to focus on task or relationship issues and determine what function or skill is needed to move the group along to becoming a high performance team achieving organizational goals.  How the group deals with authority issues, group cycle and content issues all add to the complexity of the approach.
  


However, this approach does give the leader a conceptual map to follow in monitoring the environment, choosing appropriate actions to take to resolve problems, and methods to develop the group into an authentic team.  A team that is centered around a unified purpose, crystal clear roles, accepted and shared leadership, effective work and mental processes, trusting relationships and excellent communications.


Summary:


The integrated transformational/identity driven leadership model is based on and emerges deductively and intuitively from Scripture; it has a biblical foundation confirmed in the experience of the Biblical leaders.  This Biblical foundation will be the main focus of secular critics.  Critics will attack the validity of a leadership theory that emerges from the Bible.  They will question the origin of truth and the certainty of application in the organizational context.  Traditional critics will attack the inerrancy and infallibility of Scripture, the assumed existence of God, origin of truth and the issue of religious intolerance.  Responses to these issues are beyond the scope of this project; however, the biblical foundation supplies the ultimate validity to the leadership approach presented in this project.  

In addition, identity oriented critics and critics of positional theology will attack the issues of the composition of man, whether he is body and soul or body, soul and spirit.   Spiritual issues that concern what exactly is new in man as a result of regeneration and what is the flesh will be debated, as presented earlier in this project.   Other critics will question the integration of secular leadership research with biblical truth.  And the secular critics question the complexity, statistical validity, and conceptuality of the leadership theories and approaches.  

However, from a biblical worldview based in Christ, these issues can be resolved, which clears the way for a leadership theory that emerges from Scripture and confirmed through secular leadership and management research.  

“The PowerSource”: The Responsibility of Leadership: A Word on Prayer -

Glenn Daman, in his book, “Shepherding the Small Church,” states:


“Effective leadership does not begin with developing a vision, outlining goals, and building strategies and programs.  It begins with prayer.  Without prayer, headship loses it validity, vitality, and influence.  Prayer is the means by which God works through the individual to challenge and affect people.  A call to leadership is a call to devoted prayer.”
  

There is power in prayer for the leader.  This section will briefly address the issue of prayer in the leader’s life and work.  Prayer will be presented as the fundamental activity of the leader to activate and empower Transformational/Identity driven leadership.  Without prayer, leadership is powerless, hopeless and without direction.  Without prayer, leadership is mere human ingenuity.  


Why don’t people pray?  Terry Muck, in his book, “Liberating the Leader’s Prayer Life,” discovered a common complaint among Christians: “I don’t have much faith that my prayers will be heard – so I don’t pray.”
  Christian leaders attribute their inconsistent prayer lives to four basic problems: (1) not enough time, (2) diversity of tasks to be performed, (3) a lack of discipline or weakness of the flesh, and (4) keeping freshness in prayer.
  


John Piper notes that “prayer is the barometer of your spiritual life. It measures your sense of absolute desperation and dependence on God.”
  The following red flags are common tip-offs that your prayer life is not going well:

1. When you are easily irritated with people

2. When you find yourself conforming and not transforming

3. When prayer lacks a sense of urgency

4. When you don’t feel you prayers are being answered

5. When you are dry

6. When you work is in disarray

7. When apathy strikes

8. When you feel good about your spiritual progress

What are some techniques the leader can use to overcome the inertia of the

flesh to pray?   As Jesus was in the garden praying before his death, he noticed Peter, James and John had trouble staying awake and praying.  He told them, “Stay awake and pray, so that you do not enter into temptation.  The spirit is willing, but the flesh is weak.”  (Matthew 26:41)   The first insight to gain and experience is the fact you have been crucified with Christ and the leader must crucify the flesh daily.  (Romans 6:1-14, Galatians 5:24)  To maintain a vibrant prayer life, the flesh must be dealt the blow of the cross in Christ.  This will become the core of the leader’s influence.  


Second, master the lack of time.  Look for opportunities to pray at any time during the course of the day.  Pray while standing in line to check out, pray at a stoplight, while doing dishes or pray while watching the news and for the situations in the news.  Maintain a prayer account book and schedule prayer in your planner.
  


Third, to overcome and manage the diversity of administrative tasks, withdraw to a quiet place to pray.  Find a chapel in a nearby hospital or a quite library.  Wed the tasks of business or ministry to prayer.  Perform administrative tasks through prayer.  Pray during meetings as you anticipate offering advice or making decisions.
   


Fourth, to attack the weakness of the flesh, build accountability into the leader’s prayer life.  Accountability is a powerful force that will enhance the leader’s perseverance in prayer. The leader can become a part of a prayer chain.  The leader can pray while jogging, swimming or any other physical act that will help to overcome the lethargy that can strike us all.
  


Fifth, keep the content fresh to overcome dryness in prayer.  Many leaders keep a prayer list or keep a running journal of requests and answers.  Other leaders create a very focused prayer hit list to keep the freshness alive.  The leader can pray walk the sanctuary before services, to inspire his prayer life.
  Be creative, innovative, and think outside the box and stay in the Word!  


A healthy prayer life will give a sense of completeness to all the disparate and disjointed elements that make up the leader’s life.  As the leader’s faith and prayer life grow, life will become more and more oriented and centered around Christ.  As a result, the leader will noticed a growing desire for more prayer and experience the joy of prayer.
  Samuel Taylor Coleridge said, “The act of praying is the very highest energy of which the human mind is capable.  Praying, that is, with the total concentration of the faculties.”
  


Paul demonstrates this high level of concentration in his recorded prayer in Ephesians 3:14-21.  Paul’s prayer is a prayer for spiritual power, a power that comes from the “PowerSource”, God Himself.  Because Paul’s new identity in Christ makes him a dwelling place for God, for this reason he bows his knees before the Father from whom every family in heaven and on earth is named.
  (Ephesians 3:14-15)  Paul’s position in prayer before the Father, is the foundation of his identity driven leadership and influence for God.  


His request is that all believers would experience the spiritual power of God working through them in the inner core of their being, the very center of the dwelling place of God in the believer.  (Ephesians 3:16)  It is from this center point in Christ, that all leadership and influence emerges.  Paul’s focus was on the development of others to experience the continuing transformation into the image of Jesus.  Paul was concerned about the growth of followers, a key core concept in transformational leadership. 


This spiritual power was necessary to strengthen the believer through the Holy Spirit in order that Christ may be at home in the heart of the believer.  (Ephesians 3:17)  It is from this foundation that the Spirit strengthens the believer’s spirit and changes the way the believer’s thinks about God and himself.  It is the core of the transformation process that overflows into the leadership process bringing about unexpected outcomes.  (Ephesians 3: 20)   The entire Trinity, God, the Father, God, the Son and God, the Holy Spirit are involved in this process.  The leader will reflect the very transformational/identity driven leadership of the Trinity accessed through the power of prayer.  


The result or God’s answer to this prayer of Paul is a deeper knowing and understanding of the love of God.  (Ephesians 3:18-19)   The believer will begin to experience a decreasing desire and frequency to sin as he feeds him mind with the Word of God and submits to the Spirit.  Where the strength of God increases, sin necessarily decreases.  The nearer we come to God, the further we go from sin.
  This knowledge and experience of God will go beyond man’s rational knowledge and the believer will come under the influence of God’s leadership and be filled with the fullness of the Godhead.  (Ephesians 3:19)   This means to be totally dominated by Him, with nothing left of self or any part of the old man.  To be filled with God is be emptied of self.  It is not to have much of God and little of self, but all of God and none of self.
  This is the essence of transformational/identity driven leadership and influence that brings glory to God. (Ephesians 3:21)  


Up to this point, the Biblical/exegetical foundation of identity driven leadership has been established.  Through a bibliographic – literature review and analysis, the transformational link with identity driven leadership has been presented with high probability that identity transformational leadership does impact leadership effectiveness in achieving organizational goals and objectives.  Transformational leadership has been consistently linked with high levels of efforts and performance, follower satisfaction with the leader, heightened emotional attachment to the organization, trust in the leader and brings about organizational citizenship behaviors.
  As a result of the Biblical foundation and literature review, an integrated identity transformational leadership model was presented. 


The organizational life cycle and the internal and external environments have been considered as mediating variables that will influence the style of identity transformational leadership that will be needed based on the growth or decline of the organization, plus various tensions inside and outside the organization or group.  


Through the use of survey research, spiritual leaders were surveyed during February and March of 2009 concerning their perceptions of the frequency of their behaviors that display identity driven transformational leadership.  What follows is an analysis of their responses.  

Chapter 4

Survey Research


This section will present a summary of the “Lead From the Center” Leadership survey.  Survey data was collected from Internet survey website, surveymonkey.com from February 2009 to March 2009.  Individualized survey solicitation emails were sent to 346 spiritual leaders in both ministry and business settings.  The survey generated 112 responses, a 32% response rate.  Five surveys with 50% missing responses were eliminated, resulting in a total of 107 valid responses.  Of the 107 responses, 22 responses represent spiritual leaders from the business/ministry environment.  

“Lead From the Center” Questionnaire Development


This particular set of 52 questions is a compilation from a review of several leadership surveys, which measure various leadership variables and qualities plus my own questions of interest.
  The questions are clusters around eight identity-driven areas of leadership – (1) Identity in Christ Leadership (2) Transformational leadership, (3) Transactional leadership, (4) Accountability,  (5) Vision, 

(6) Perspective, (7) Motivation, (8) Synergy.  The identity/transformational and transactional leadership areas reflect the transformational/transactional areas of leadership research. The leadership areas of accountability, vision, perspective, motivation and synergy reflect the biblical basis of identity driven leadership.  


The purpose of the survey is to gain insight on the frequency of transformational behaviors in the context of ministry and business.  It is proposed the level of frequency or mode of behaviors should reinforce the hypothesis that a leader’s transformed personal identity in Christ will determine his effectiveness as a leader and confirm the biblical behaviors that facilitate both the transformation of the individual, the organization and surrounding community.  

“Lead From the Center” Questionnaire Analysis


Fundamental statistical methods are applied to determine the mode, mean and chi-square values within each of the eight categories on a scale of 1 to 5, 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, and 5 – frequently if not always.  The scale is measuring the perceived frequency of particular attitudes and behaviors within each category.  Percentage scores will also be discussed to determine the mode and level of support and agreement concerning the frequency of behaviors that produce effective leadership influence and transformation.  The chi-square test was selected to determine the strength of relationship between identity in Christ and transformational/transactional leadership categories.  

The chi-square statistic was applied to twelve pairs of relationships.  The four categories of transformational leadership are idealized influence, individual consideration, inspirational motivation and intellectual stimulation.  The three categories for transactional leadership are contingent reward, management by exception and laissez faire.  The five categories for identity driven leadership are accountability, vision, perspective, motivation and synergy.  A chi-square score was calculated for each of the twelve leadership qualities in relation to the leader’s identity in Christ using significance level of .05 to test the strength of the leader’s transformed identity to leadership effectiveness.  (See Appendix C)

However, upward bias in individual self-ratings and the author’s bias will be considered in the final overall evaluations of each category.  Other limitations include the inability of gaining voluntary participation in the survey, limits to make validated evaluations from the data collected, limited sample size and the inability to create inductive statistical certainty.   

“Lead From the Center” Category Insights

Category One: 
Identity in Christ Leadership:


The questions of this section reflect the five qualities of identity driven leadership as developed from the exegesis of scripture. A mean score of 1 – 2.9 indicates a weak to non-existent internal identity driven leadership focus.  A score in this range implies an attitude that is self-absorbed, lacks clear definition and arranges others and situations for the benefit of the leader.  A mean score of 3.0 – 5.0 indicates a growing and strong identity based centered leadership focus.  A score in this range implies a dependence on God for power and an attitude to develop others to reach their God-given potential.  A score in this range the leader will be able to hold other accountable, cast vision effectively, correct the faulty perceptions of others, inspire others to rely on their identity in Christ, and create team synergy to accomplish organizational goals and objectives. 


This category attempted to measure the frequency of time a leader spends relying on who they are in Christ to lead others to accomplish the mission and goals of the organization.  This score represents the foundational mean from which all others influence attempts are based to transform individuals, organizations and cultures to reflect and become more like God.  


The following cluster of questions within this category represents the degree and frequency the leader decides and acts from their identity in Christ.  The frequency scale is as follows: 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, 5 – frequently if not always.  

Table 1: Identity in Christ Leadership

	Question:
	1
	2
	3
	4
	5
	Mean
	Church.
	Bus.

	3 -I lead others from my spiritual identity in Christ
	0.0%
	0.9%
	4.5%
	30.4%
	64.3%
	4.37
	4.54
	4.09

	14 -My thoughts, words and actions are the same when leading others
	0.0%
	0.9%
	8.0%
	44.6%
	46.4%
	4.15
	4.17
	4.09

	25 -I perceive leading others through my identity in Christ
	0.0%
	0.0%
	5.4%
	39.3%
	55.4%
	4.29
	4.33
	4.14

	26 –Under stress, Christ controls the way I come across to others
	0.0%
	0.9%
	14.3%
	67.9%
	17.0%
	3.82
	3.96
	3.64

	45 –My identity in Christ allows me to be flexible in leading others
	0.9%
	0.9%
	4.7%
	48.6%
	44.9%
	4.16
	4.31
	3.95

	35 –I hold others accountable because I am accountable to God
	3.7%
	3.7%
	16.8%
	43.9%
	31.8%
	3.96
	3.96
	3.95

	39 – I express a sense of power and competence in Christ
	0.9%
	0.9%
	14.0%
	42.1%
	42.1%
	4.04
	4.10
	3.91

	9 –I lead others from my abiding position in Christ
	0.0%
	0.0%
	5.4%
	41.1%
	53.6%
	4.28
	4.44
	3.86

	16 –I exercise faith in the power of God when leading others
	0.9%
	0.0%
	5.4%
	36.6%
	57.1%
	4.41
	4.50
	4.05


The mean score for this cluster of questions is 4.34, 4.41 for church responses and 4.34 for business responses.  The church environment is more conducive to depending on God for results, whereas the business context presents more pressures to rely on man-made techniques to gain results, thus a lower mean score. Leadership research confirms that Christian leaders score much higher on tests measuring transformational leadership than business managers.
  It was discovered that church leaders (75%) are more consistent in leading others from their identity in Christ than are the business leaders (54%).  

However, approaching the data from the composite level, the results support the assumption that the leader’s identity in Christ is critical to the influence and transformation of those that follow. Of the leaders who responded, 55% to 65% express confidence that their spiritual identity in Christ contributes to their success fairly often to frequently if not always.  They almost always depend on that identity to hold others accountable, approach situations with flexibility and allow Christ working through them to handle the stress of their work. 
Although when leaders are under stress, this is the most vulnerable time they may revert to acting from their self-oriented resources and not their resources in Christ.  Only 17% of the leaders rely on their identity in Christ frequently if not always under stress.   When the leader is under stress, attempting to hold others accountable, demonstrating competence and power in God, and matching their thoughts, words and actions, will require spiritual growth and a deep dependence on God to improve in these weak areas of identity driven leadership.  

Category Two: 
Transformational Leadership:


The questions in this section reflect the transformational nature of leadership as develop by Bernard Bass.  The frequency scale is as follows: 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, 5 – frequently if not always.

Table 2: Transformational Leadership

	Question:
	1
	2
	3
	4
	5
	Mean
	Church
	Bus.

	35 –I remain positive even when faced with obstacles and setbacks
	0.0%
	1.9%
	11.2%
	57.9%
	29.0%
	3.96
	3.96
	3.95

	15 –I will sacrifice self-interest for the overall vision
	0.9%
	0.0%
	5.4%
	36.6%
	57.1%
	4.31
	4.38
	4.09

	47 –I communicate my most important priorities and beliefs
	0.9%
	0.9%
	5.6%
	47.7%
	44.9%
	4.15
	4.19
	4.09

	49 –I emphasize unity of mission and action
	0.0%
	1.9%
	11.2%
	40.2%
	46.7%


	4.13
	4.29
	3.73

	46 –I provide frequent positive feedback and encouragement
	0.0%
	1.9%
	13.1%
	50.5%
	34.6%
	3.99
	4.04
	3.77

	48 –I rely on excellent relationship to get work done
	1.9%
	2.8%
	8.4%
	47.7%
	39.3%
	4.01
	4.00
	3.82

	40 –I encourage internal motivation and initiative in Christ
	0.0%
	3.7%
	5.6%
	53.3%
	37.4%
	4.05
	4.15
	3.86

	13 –I coach individuals to develop the group as a whole
	0.9%
	4.5%
	15.2%
	49.1%
	30.4%
	3.83
	3.85
	3.55

	4 –I feel comfortable giving power away to others
	0.0%
	1.8%
	18.8%
	55.4%
	24.1%


	3.82
	3.92
	3.77

	12 –I seek out difference of opinion before offering solutions
	0.9%
	4.5%
	29.5%
	51.8%
	13.4%
	3.58
	3.58
	3.14



The mean score for this set of questions is 4.29, 4.20 for churches and 4.16 for business responses.  The main difference is that in the church environment, leaders remain more positive in the face of obstacles than those leaders in the business environment.  

Identity driven leaders will emphasize their main beliefs and the importance of unity as opposed to a compliance approach to get the job done.  However, they also struggle to remain positive, promote unity, give praise to followers when the task is accomplished and coach individuals to develop an effective team.  


Category Three: 
Leader/Follower Transactional Leadership:


This category reflects the transactional qualities of transformational leadership as developed by Bernard Bass.  The mean score for this category is 3.31, 3.56 for churches and 3.75 for business responses.  The mean scores in this category are lower then the mean scores in the transformational category.  This area requires a greater level of confrontation than does the transformational area.  For the leader to do this effectively, they must rely heavily on their identity in Christ.  The business mean is higher than the church mean, basically because it is more acceptable to use compliance as a tool to accomplish the mission then it does in the church environment.  However, holding followers and leaders to high standards needs to be a top priority for the spiritual leader as well.  


A mean score of 1 – 2.9 indicates a lack of desire to facilitate fundamental management functions to ensure organizational efficiency.  A score of 3.0-5.0 suggests the leader is able to reward followers for performance and identify areas that need improvement and create a plan to raise performance.  This enables the leader to focus on developing followers to their highest potential. 


The following cluster of questions within this category represents the degree and frequency the leader attempts to facilitate compliance to expectations and standards.  It is the transactional level of leading others.  The frequency scale is as follows: 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, 5 – frequently if not always.

Table 3: Transactional Leadership

	Question:
	1
	2
	3
	4
	5
	Mean
	Church
	Bus.

	33 –I make clear how performance is rewarded
	2.8%
	8.4%
	43.9%
	34.6%
	10.3%


	3.26
	3.13
	3.23

	10 –I desire to help others in exchange for their cooperation
	18.8%
	17.9%
	22.3%
	25.9%
	15.2%
	2.92
	2.79
	3.14

	42-I express praise when others meet expectations
	0.9%
	1.9%
	4.7%
	40.2%
	52.3%
	4.21
	4.27
	4.00

	11 –I utilize standards and expectations to direct others
	1.8%
	4.5%
	14.3%
	53.6%
	25.9%
	3.78
	3.77
	3.95

	24 –I take initiative in correcting failures and complaints
	0.9%
	2.7%
	12.5%
	45.5%
	38.4%
	3.96
	4.02
	4.05

	36 –I use rules and regulations to get compliance
	15.0%
	43.0%
	22.4%
	17.8%
	1.9%


	2.38
	3.52
	2.73

	27 –I use my position and title to get things done
	15.2%
	41.1%
	25.9%
	11.6%
	6.3%


	3.34
	3.40
	3.14

	23 –I am specific in assigning tasks for the day
	1.8%
	11.6%
	32.1%
	34.8%
	19.6%


	3.41
	3.37
	3.82

	44 –I expect compliance with organizational authority and policy
	1.9%
	0.9%
	15.0%
	43.9%
	38.3%
	3.97
	3.88
	4.18

	34 –I concentrate on mistakes in order to maintain policy standards
	24.3%
	39.3%
	26.2%
	7.5%
	2.8%
	2.15
	2.12
	2.32

	43 –I am not effective enforcing policy standards
	22.4%
	42.1%
	30.8%
	4.7%
	0.0%


	2.08
	2.08
	1.45

	54 –I avoid involvement and making decisions
	50.5%
	32.7%
	11.2%
	4.7%
	0.9%


	4.08
	4.13
	4.05

	52 –I give others the opportunity to lead
	0.0%
	0.9%
	15.0%
	55.1%
	29.0%


	3.94
	4.02
	3.68


The main issue in this category is the ability to enforce the transactional side of the ministry/business to ensure organizational efficiency.  Leaders desire to hold others accountable, yet at the same time resist enforcing compliance, which in the long run hinders performance.  Leaders give clear information on rewards for performance and allow others opportunities to lead.  On the other hand, leaders express hesitancy to using regulations to enforce their expectations of organizational compliance.  This transactional level augments the leader’s ability to practice more transformational attitudes and behaviors to increase organizational performance.  


Identity driven leaders, when acting from their identity in Christ, are able to give power away to others and seek out the opinions of others to develop better solutions.  And at the same time, they struggle with developing a team, allowing others to lead, maintain unity and hesitate using their position or standards to accomplish organizational goals and objectives.  

Category Four: 
Accountability:


The first two categories reflect the identity/transformational and transactional nature of leadership.  The next five categories reflect identity driven behaviors that are essential to facilitate effective biblical leadership; Biblical concepts that are embedded in Scripture from Galatians, Romans, Colossians, Ephesians and the Book of John.  The accountability category is measuring the frequency that leaders follow up and hold followers accountable to achieve what is expected which generates power, momentum and teamwork.
  This cluster reflects the transactional nature of transformational leadership.


The composite mean score is 3.87, for churches 3.71 and for business 4.04.  Church leaders are not as effective in holding followers accountable probably because of the volunteer quality of the environment.  A mean score of 1 – 2.9 indicates a lack of delegation and inability to trust others to accomplish tasks.  A mean score if 3.0 – 5.0 suggests a healthy ability to trust and train others to do various tasks and hold them accountable to get the task done.  


The following cluster of questions within this category represents the degree and frequency the leader attempts hold others accountable.  The frequency scale is as follows: 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, 5 – frequently if not always.

Table 4: Accountability

	Question:
	1
	2
	3
	4
	5
	Mean
	Church
	Bus.

	5 –I teach others to do most jobs better and faster than I can
	0.9%
	9.8%
	42.0%
	34.8%
	12.5%
	3.30
	3.23
	3.45

	17 –I delegate tasks to others and expect them to report progress
	0.9%
	2.7%
	17.9%
	44.6%
	33.9%
	3.87
	3.85
	3.86

	18 –I feel uncomfortable delegating tasks to others
	28.6%
	42.0%
	25.0%
	1.8%
	3.7%
	3.71
	3.77
	3.55

	28 –I follow-up to make sure tasks are completed as expected
	0.0%
	0.9%
	14.3%
	57.1%
	27.7%
	3.91
	4.00
	3.82



The main issue in this category is teaching others to do things better than the leader, only 42% report they do this sometimes. Another concern is following up to be sure tasks get done and delegating tasks in a way the follower reports progress.  Leaders seem to express their willingness to delegate yet hold back teaching others to do it better or faster than the leader.  This is where the leader’s security in Christ is critical to inspire high performance.  Identity driven leadership is essential in this area of leadership.

Category Five: 
Vision:


This category is measuring the frequency and the ability of the leader to see and communicate the “big picture” and tie it in to the daily issues of accomplishing organizational goals and tasks.  This category reflects the transformational leadership cluster of “idealized influence”.  The global mean score is 4.12, churches is 4.21 and business 4.09.  


A mean score of 1 – 2.9 indicates a short-term pragmatic perspective on tasks and relationships.  A mean score if 3.0 – 5.0 suggests an ability to see the “big picture” and communicate the vision in a practical daily manner leading to higher levels of performance.  


The following cluster of questions within this category represents the degree and frequency the leader attempts to tie the vision with everyday operations.  The frequency scale is as follows: 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, 5 – frequently if not always.

Table 5: Vision

	Question:
	1
	2
	3
	4
	5
	Mean
	Church
	Bus.

	6 –I present every task in light of the vision of the organization
	0.9%
	1.8%
	15.2%
	45.5%
	36.6%
	3.96
	4.02
	3.77

	19 –I articulate a compelling vision of the future
	0.0%
	1.8%
	25.0%
	47.3%
	38.4%


	3.79
	3.90
	3.41

	29 –I express, talk about and help others understand the big picture
	0.0%
	0.9%
	13.1%
	48.6%
	37.4%
	4.04
	4.17
	3.91

	38 –I help others see the future state of the organization
	0.9%
	2.8%
	15.0%
	45.8%
	36.4%
	3.97
	4.10
	3.77



The main issue in this category is the frequency of communicating the larger picture to those the leader leads to inspire higher levels of performance.  This is the area where the followers’ values and vision needs to link to the larger organization to raise morale and motivation.  Vision is the glue that binds individuals into a group with a common goal.  Communication that motivates followers to act tends to focus on the core values and beliefs that support the vision.
  However, these leaders seem to understand the importance of communicating the vision, but lack the confidence to express a compelling statement of the vision in relation to daily, routine tasks.  

Category Six: 
Perspective:


This category is measuring the frequency that the leader is able to maintain a positive perception of the organization and the organizational tasks the leader is called to accomplish.  The global mean score for this category is 4.07, for churches 4.12 and business 4.23.  


A mean score of 1 – 2.9 indicates negative attitudes toward organizational tasks and relationships.  A mean score if 3.0 – 5.0 suggests an ability to correct faulty thinking of others and turn negative perceptions into something positive and transforming for the benefit of others and the organizations leading to higher levels of performance.  This cluster reflects “intellectual stimulation” mode of transformational leadership.


The following cluster of questions within this category represents the degree and frequency the leader attempts to maintain positive perceptions and correct interpretations of ministry/business issues.  The frequency scale is as follows: 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, 5 – frequently if not always.

Table 6: Perspective

	Question:
	1
	2
	3
	4
	5
	Mean
	Church
	Bus.

	7 –I challenge the faulty thinking of others
	0.9%
	6.3%
	27.7%
	51.8%
	13.5%
	3.53
	4.40
	3.64



	20 –I remain positive about all tasks and expectation
	0.0%
	0.0%
	14.3%
	47.3%
	38.4%
	4.05
	4.12
	4.00

	30 – I turn negative perceptions into positive
	0.0%
	3.7%
	19.6%
	55.1%
	21.5%


	3.77
	3.85
	3.68

	50 –I talk enthusiastically about what needs to be done
	0.9%
	0.0%
	9.3%
	35.5%
	54.2%
	4.22
	4.31
	4.05



The main issue in this category is the negative pull away from challenging the faulty thinking of others and turning it into a productive, positive perception that releases productive energy to accomplish organizational and tasks.  Leaders appear to talk enthusiastically with a positive tone, but without much effect.  

Category Seven: 
Motivation:


This category is measuring the frequency that the leader is able to develop the internal motivation to create perpetual optimistic thinking to achieve productive outcomes.  The global mean score for this category is 4.25, for churches 4.31 and business 4.33.  


A mean score of 1 – 2.9 indicates a lack of desire to connect and develop the internal motivation of others.  A mean score if 3.0 – 5.0 suggests the desire to connect and develop the internal motivation of others leading to higher levels of performance.  This cluster reflects “inspirational motivation” mode of transformational leadership.


The following cluster of questions within this category represents the degree and frequency the leader attempts to develop the internal motivation of those that follow.   The frequency scale is as follows: 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, 5 – frequently if not always.

Table 7: Motivation

	Question:
	1
	2
	3
	4
	5
	Mean
	Church
	Bus.

	8 –I talk optimistically about the future
	0.0%
	0.0%
	4.5%
	41.1%
	54.5%


	4.29
	4.40
	4.18

	21 –I express confidence that goals can be accomplished
	0.0%
	0.0%
	3.6%
	37.5%
	58.9%
	4.34
	4.42
	4.14

	31 – I inspire others to do more than is expected
	0.9%
	1.9%
	21.5%
	58.9%
	16.8%


	3.71
	3.69
	3.77

	51 – I accept others as they are to encourage higher performance
	0.9%
	2.8%
	15.9%
	49.5%
	30.8%
	3.88
	4.04
	3.64



Leaders in this category look to the future with optimism and confidence yet do not seem to be able to inspire others to go beyond expectations.  They express an inability to accept those that follow as they are to encourage higher levels of performance.   This lack of acceptance hinders the followers desire to achieve beyond the high expectations of the leader.  On the other hand, employees must have strong expectations that their effort put into certain tasks will yield accomplishment and achieve desired goals and rewards.
  Leadership is the ability to influence, motivate, and enable others to contribute toward the effectiveness and success of the group of which they are members.
  The leader will need to merge individual needs for achievement, affiliation and power into a coherent whole to create motivational forward motion to accomplishment organizational goals.

Category Eight: 
Synergy:


This category is measuring the frequency that the leader is able to manage conflict and develop an effective team to accomplish organizational outcomes.  The global mean score for this category is 3.98, for churches 4.04 and business 4.01.  Overall, this is the lowest mean score of any category.  Team building is critical to achieving and developing high levels of organizational outcomes.  


A mean score of 1 – 2.9 indicates a lack of attention to develop an effective team and create a clear plan of action.  A mean score if 3.0 – 5.0 suggests the ability to manage conflict and set goals to keep others focused on the unifying purpose resulting in high performance.  This cluster reflects the “individual consideration” mode of transformational leadership.


The following cluster of questions within this category represents the degree and frequency the leader attempts to build a team of followers into a cohesive and potent group able to go beyond organizational expectations.  The frequency scale is as follows: 1 – not at all, 2 – once in a while, 3 – sometimes, 4 – fairly often, 5 – frequently if not always.

Table 8: Synergy

	Question:
	1
	2
	3
	4
	5
	Mean
	Church
	Bus.

	22 – I make sure others’ roles are crystal clear.
	0.9%
	1.8%
	17.9%
	60.7%
	18.8%


	3.76
	3.87
	3.64

	32 – I help others resolve interpersonal conflicts
	0.9%
	5.6%
	23.4%
	54.2%
	15.9%
	3.62


	3.67
	3.36

	41 – I am skilled at goal-setting
	0.9%
	4.7%
	29.9%
	40.2%
	24.3%


	3.65
	3.65
	3.68

	53 – I emphasize the importance of having a unifying purpose
	0.9%
	0.0%
	9.3%
	40.2%
	49.5%
	4.18
	4.33
	3.91



Leaders within this cluster indicate they are able to communicate and help others understand the roles people are to accomplish, however, they seem to be unsure how to set goals, resolve conflicts and build teams among those they lead.  A lack of goals and unresolved conflict hinders productivity, the effective achievement of organizational outcomes and the development of synergy.  Synergy is the evolving phenomenon that occurs when individuals work together in mutually enhancing way toward a common goal.
  Synergy is the experience of producing something greater than what followers can create from their individual efforts.  Synergy is the fruit of abiding in Christ.  

Identity in Christ Leadership Relationship Pearson r chi-square Results:


Crosstabs were calculated using SPSS (Statistical Package for the Social Sciences) to measure the strength of relationship between the leader’s identity in Christ and twelve leadership effectiveness categories. Seven of the categories represent transformational/transactional leadership and five categories represent the biblical foundation of identity driven leadership.  The seven factors focusing on transformational/transactional leadership are: (1) idealized influence, (2) inspirational motivation, (3) individualized consideration, (4) intellectual stimulation, 

(5) contingent reward, (6) management by exception, and (7) laissez faire.  The five identity driven factors are (1) accountability, (2) vision, (3) perspective, (4) motivation, and (5) synergy.  


Eight of the twelve factors proved significant at the .05 level or lower with the leader’s identity in Christ and four of the twelve factors proved not statistically significant in relation to the leader’s identity in Christ.  The non-significant concerns centered on three issues (1) idealized influence or vision, (2) individualized consideration, and  (3) management by exception.  The significant factors will be discussed first. 

Identity in Christ Relationship to Transformational/Transactional Leadership:


First, identity in Christ proved highly significant in relation to the transformational factor of inspirational motivation at the .000 level using the Pearson chi-square test.  There exists a strong relationship between a leader’s clear sense of their identity in Christ and inspiring followers to achieve levels of motivation well beyond expectations.  Acting from the leader’s identity in Christ, the leader is able to articulate clear directions on reaching organizational goals and objectives, sets high standards of performance and show determination and confidence resulting in high levels of follower motivation.  They inspire “buy-in” to the organizational vision and encourage a sense of identity with their jobs.  The crosstab questions were, “I lead others from my spiritual identity in Christ” and “I inspire others to do more than is expected.”

Second, identity in Christ proved highly significant in relation to transformational factor of intellectual stimulation at the .000 level using the Pearson chi-square test. There exists a strong relationship between a leader’s clear sense of their identity in Christ and the ability to help others become more creative, innovative and encourage followers to think outside the box and view their work in different ways.  The leader is able to define problems and make decisions with the input of other perceptions aiding in the process.  The leader’s identity in Christ creates an internal confidence allowing this to take place.  The crosstab questions were, “I lead others from my abiding position in Christ” and “I seek out difference of opinion before offering solutions.”

Third, identity in Christ proved significant in relation to transactional factor of contingent reward at the .050 level using the Pearson chi-square test.  There exists a positive relationship between a leader’s clear sense of their identity in Christ and the ability to reward and praise others for performance well done.  The leader is inspired to continually offer praise for behavior that meets organizational goals and objectives.  The crosstab questions were, “I lead others from my spiritual identity in Christ” and “I make clear how performance is rewarded.”

Fourth, identity in Christ proved significant in relation to the transactional factor of laissez-faire at the .008 level using the Pearson chi-square test.  There exists a strong positive relationship between a leader’s clear sense of their identity in Christ and the ability to stay involved in all business and ministry responsibilities and decisions.  Without a clear sense of identity in Christ the leader will have the potential to withdrawal and avoid taking the necessary actions in situations that demand the leader’s involvement.  The crosstab questions were, “I lead others from my spiritual identity in Christ” and “I avoid involvement and making decisions.”  

Identity in Christ Relationships to Identity Driven Behaviors:


First, identity in Christ proved highly significant in relation to identity driven behavior of accountability at the .000 level using the Pearson chi-square test. There exists a strong positive relationship between a leader’s clear sense of their identity in Christ and the ability to develop a sense of follower ownership and hold followers accountable to the expectations and standards of the leader and the organization.  Paul demonstrated the effectiveness of a clear sense of identity in Christ holding Peter accountable in Galatians 2: 11-21, as explored at the beginning of this project.  The crosstab questions were, “I express a sense of power and competence in Christ” and “I delegate tasks to others and expect them to report progress.”  


Second, Identity in Christ proved highly significant in relation to identity driven behavior of perspective or challenging the faulty thinking of others at the .000 level using the Pearson chi-square test. There exists a strong positive relationship between a leader’s clear sense of their identity in Christ and the ability help others maintain a positive perspective concerning organizational issues impacting followers.  Paul displayed this quality dealing with the faulty thinking of the Colossians.  In Colossians 3: 1-17, Paul re-orients there thinking in Christ, so they begin to approach life from their true identity in Christ, as explored in the beginning of this project.  The crosstab questions were, “I express a sense of power and competence in Christ, and “I challenge the faulty thinking of others.” 


Third, identity in Christ proved highly significant in relation to identity driven quality of motivation at the .000 level using the Pearson chi-square test. There exists a strong positive relationship between a leader’s clear sense of their identity in Christ and the ability to inspire others to rely on their God given resources and identity in Christ, which generates results that go above and beyond organizational expectations.  In Ephesians 1: 3-14, Paul is laying out for the believer, their God given motivational resources in Christ, to help them maintain endurance in the midst of a spiritual battle.  The crosstab questions were, “I express a sense of power and competence in Christ” and “I express confidence that goals can be accomplished.”


Fourth, identity in Christ proved highly significant in relation to identity driven quality of synergy or building a team at the .000 level using the Pearson chi-square test. There exists a strong positive relationship between a leader’s clear sense of their identity in Christ and the ability to synthesize and integrate individual identities with the overall purpose of the team.  Individuals are empowered to serve beyond self-interest and strive to accomplish a selfless mission for the organization bringing glory to God.  In the end, the whole team effort becomes greater than the sum of its individual efforts.  God revealed this truth through the Apostle John in John 15: 1-11.  The unity or synergy of abiding in Christ creates a highly productive team environment and will produce results beyond expectations.  The crosstab questions were, “I express a sense of power and competence in Christ” and “ I help others resolve interpersonal conflicts.”


The implementation of these eight qualities in the power of the Holy Spirit, will create an environment in which the individual will have the maximum opportunity to reach their God given potential in Christ.  The identity driven leader will be able to describe ideal expectations around which followers will rally.  The leader will stimulate their thinking to generate creative approaches to problem solving and decision-making.  The leader will authentically reward and praise followers for positive effort and results.  The identity driven leader will be highly involved in all aspects of the followers’ responsibilities and easily accessible. Relying on their identity in Christ, the leader will be empowered to empower others and hold them accountable to expectations thus resulting in higher levels of return.  The identity driven leader will be able to discern a proper perspective on situations and issues to correct the faulty thinking and perceptions of followers.  The leader will encourage others to act from their God given resources in Christ, creating confidence and a sense of competence in followers to get the job done for His glory. And the leader will be an integrator and servant to the needs of others resulting in a high performance team.  This concludes the positive identity driven relations to effective leadership.  The project will now explore four non-significant identity driven relationships to effective leadership.  These relationships scored above the .05 level of significance, indicating these relationships do not have statistical strength to draw practical leadership conclusions.

Non-Significant Identity in Christ Leadership Results:


First, identity in Christ proved not significant in relation to the transformational leadership quality of individualized consideration at the .635 level using the Pearson chi-square test.  This transformational quality pays attention to the specific needs of followers, accepting them are they are, and will assign tasks based on the individual needs of the followers.  This quality also includes being available for followers and providing timely feedback.  There exist a weak positive relationship between identity in Christ and paying attention to followers. The leader’s transformed identity in Christ, is not essential to manifest this quality toward those that follow.  This conclusion seems contradictory to the essence of Christian leadership, i.e. service to others.  However, this particular crosstab of questions, may not conclusively rule out a more positive relationship between individual consideration and identity in Christ.  The crosstab questions were, “I lead others from my abiding position in Christ” and “I accept others as they are, to encourage higher performance.”  In reaction to this question, some of the survey respondents expressed concern over accepting others to achieve higher performance.  However, this weak relationship could indicate that spiritual leaders are more concerned about their own self-agendas over the development of those that follow them.  This would be indicative of leaders who need to grow in their understanding and experience of living from their new identity in Christ. 


Second, identity in Christ proved not significant in relation to the transactional leadership quality of management by exception at the .511 level using the Pearson chi-square test.  There exists a weak positive relationship between a leader’s clear sense of their identity in Christ and the transactional behaviors of checking up on followers only after deviations from standards and expectations have been discovered.  This relationship is more understandable because a leader operating from their identity in Christ would practice this type of leadership less frequently as compared to operating from other more traditional foundations of leadership identity, that demand this type of frequent management by exception behavior.   The crosstab questions were, “I lead others from my spiritual identity in Christ” and “ I concentrate on mistakes in order to maintain policy standards.” 


Third, identity in Christ proved not significant in relation to the transformational leadership quality of idealized influence at the .139 level using the Pearson chi-square test. There exists a weak positive relationship between a leader’s clear sense of their identity in Christ and the ability to cast vision and help followers see the big picture and inspire trust in their leadership ability.  It appears that the leader’s sense of identity in Christ is not essential to develop a vision, however, without a clear sense of identity in Christ, the leader may be lead astray in the vision that is developed for the followers.  This transformational factor also includes the ability to empower followers and inspire them to strive beyond their expectations.  Without a clear identity in Christ, the spiritual leader may not be secure enough to show interest and develop followers outside the leader’s own self-interest.  This aligns with the non-significant relationship between identity in Christ and the transformational factor of individualized consideration described earlier.  The crosstab questions were, “I lead others from my spiritual identity in Christ” and “I articulate a compelling vision of the future.”


And fourth, identity in Christ proved not significant in relation to the identity driven leadership quality of vision at the .132 level using the Pearson chi-square test. There exists a weak positive relationship between a leader’s clear sense of their identity in Christ and communicate and help others understand the big picture.  This confirms a disconnection between identity in Christ and the ability and desire to communicate vision and help others to understand and accomplish the vision as described in the previous section on the relationship between idealized influence and identity in Christ.  Leaders seem to lack that deep understanding of the power of vision and the importance of developing followers to achieve the mission of the organization.  Day to day details may simply crowd out a continuous emphasis and daily application of how to accomplish the big picture on a daily basis.  The crosstab questions were, “I express a sense of power and competence in Christ” and “I express, talk about, and help others understand the big picture.”  


In conclusion, there exists a definite strong positive relationship between the leader’s identity in Christ and effective leadership impact on followers.  However, the data does present a concern that the leader does not consistently show genuine concern for helping others understand and achieve the vision of the organization or demonstrate a need to develop followers to reach their potential in the process of accomplishing the big picture of the organization.  A lack of vision and the practical reality of achieving the vision plus a lack of concern for people, maybe two contributing factors to organizational decline.  Simply being perceived, as a transformational leader does not guarantee organizational growth, other factors could be involved that effect organizational growth and decline.
 

Survey Respondents’ Concluding Thoughts about Leadership:


Question 55 of the Lead From the Center Leadership Survey, prompted the leader to make any final comments about the importance of leadership.  Of the 112 respondents, 31 left written comments stating their view of leadership that the survey may not have addressed.  Listed below are 8 of those responses considered to be relevant to the hypothesis of this project.

1. “Consistency in vision, articulation and modeling are critical parts of leadership”

2. “Be consistent, yet with a view to customizing and personalizing praise and correction.  Be honest but always positive”

3. “Be willing to jump in and do the hard assignment or task together”

4. “The most important issue in leadership, in my mind, is humility”

5. “Identity is key to leading others to higher levels of performance”

6. “Through surrender and identification with Christ, the leader can trust Christ to lead through him/her (Gal. 2:20).  As Christ affirmed servanthood leadership rather then worldly power-based control, so the leader who is abiding in Christ can exercise servanthood leadership.  Positive influence and persuasion takes the place of posturing and manipulation”

7. “Knowing policies and regulations and expecting compliance, but achieving that through relationships and setting an example for others around you.  Having a “big picture” approach to accomplishing goals and encouraging others along the way to achieving those goals” 

8. “Leadership for me means getting people to follow towards a meaningful vision given by God and perceived by leaders.  Visions have to have “buy in” by the membership and especially the staff if it has any chance of occurring.  Leadership styles are neither good nor bad but should be appropriate.  Sometimes a leader must use different styles at different times with different groups according to their maturity levels and acceptance of the main mission.  For a leader to use the same style all the time would be like being a broken clock, only right twice a day.  The other major role of a leader is to mentor and coach others to become leaders.  Replication of leadership is far more important to an organization then having one great solo leader.  I do not think that there is anything more important to the success of an organization then to have a solid, mature, well grounded, and optimistic leader.  The health of any organization will be in direct proportion to the overall health of it’s leader”

These leaders touch upon the elements of identity/transformational leadership.

They discuss the importance of vision or idealized influence.  The leaders talk about the transactional nature of leading others and how policy and regulations form the foundation upon which higher levels of transformational leadership can be more effectively implemented, thus boosting organizational performance.  Individualized consideration of followers is mentioned as critical to generating internal motivation based on identity in Christ.  And most important they recognize that identity in Christ is key to leading others to higher levels of performance.  These leader comments confirm the identity driven leadership model presented in this project and reinforce the importance of the abiding in Christ to create of highly effective leadership.  

Closing Arguments and Applications


Does the leader’s sense of personal identity form the foundation of the leader’s ability to influence others in any given situation to reach levels of performance not otherwise attainable?  Does the leader’s sense of personal identity form the center of the leader’s ability to bring about spiritual transformation within the individual, organization and culture?  And, does identity based leadership in Christ create behaviors that display proper use of power, hold people accountable, project vision, confront and correct perceptions, inspire motivation, create humble attitudes and develop team synergy regardless of leadership style, temperament or organizational context?  


The evidence presented deductively from the Scriptures, the evidence presented inductively from bibliographic research, and the empirical evidence presented from the survey research, all converge to strongly suggest, yes.  Identity driven leadership is the foundation of influence; identity driven leadership is the center of the leader’s ability to bring about spiritual transformation, and that yes, identity driven leadership will create effective behaviors regardless of leadership style, temperament or organizational context.  The evidence validates the proposed hypothesis that a leader’s transformed personal identity in Christ will determine his effectiveness as a leader.


However, the data also suggests that leaders desire to act from their identity in Christ, yet at the same time are hesitant to hold followers accountable and confront the faulty thinking of others, all indicators of a lack of understanding who they are in Christ.  The relatively low frequency or consistent practice of transformative behaviors, 40% to 60% of the time, and the lower frequency of transactional behaviors, is also suggestive of the need for deeper teaching about the nature of spiritual life in Christ and its relationship to effective leadership.  Increasing the frequency and consistency of transformative and transactional behaviors will dramatically increase the effectiveness of organizational performance.  


Bernard Bass states, “Overall the best leaders are described as those who integrate a highly task-oriented and a highly relations-oriented approach.  The best leaders clarify the path to goals. The general findings likewise have been that the best leaders are both transactional and transformational.”
  Bass continues, “In ongoing organizational life, transformational leadership generally has its impact regardless of situational circumstances.  The hierarchy of effects that shows that transformational leadership is most effective, contingent reward next most effective, management by exception next most effective, and laissez-faire the least effective regardless of contingencies.”
  According to the survey data from this project, these leaders are least transactional and at best, somewhat transformational.   

To increase this frequency will require leaders to increase their dependence on God and come to terms with their identity in Christ.  Jesus said to His disciples, “If anyone wants to come with Me, he must deny himself take up his cross, and follow Me.  For whoever wants to save his life will lose it, but whoever loses his life because of Me will find it.”  (Matthew 16:24-25)   This is leading and following from the center of who you are in Christ.   

Appendix A

Leadership Survey

Appendix B

Summary of Leadership Survey Results

Appendix C

Summary of Chi-Square Calculations and Results

Back Matter – Reference List

Environmental - Market Influences:


Internal & External





Lifecycle of the Organization





Team Leadership





Team Leadership





Team 


Leadership





Team Leadership





Identity Driven Leadership





Transactional-Transformational





Style Approach





Situational Leadership





Path-Goal Approach





Followership








� J.C. Wofford, Vicki Goodwin, J. Lee Whittington, “A Field Study of Cognitive Approach to Understanding Transformational and Transactional Leadership,” Leadership Quarterly 9 (1), (1998): 58.


� Afsaneh Nahavandi, The Art and Science of Leadership (New Jersey: Prentice Hall, 2003), xi-3, 15,33.





� Ibid., 33-37.





� Bruce Avolio and Bernard Bass, Multifactor Leadership Questionnaire (California: Mind Garden, Inc, 2004): 11.





� Naresh Khatri, “An Alternative Model of Transformational Leadership,” VISION – The Journal of Business Perspective vol. 9, no. 2 (April-June 2005): 19.





� Ibid., 19.





� Karl W. Kuhnert and Philip Lewis, “Transactional and Transformational Leadership: A Constructive/Developmental Analysis,” Academy of Management Review vol.12 no. 4 (1987): 648.





� Timothy Judge and Joyce Bono, “Relationship of Core Self-Evaluations Traits – Self-Esteem, Generalized Self-Efficacy, Locus of control, and Emotional Stability – With Job Satisfaction and Job Performance: A Meta-Analysis,” Journal of Applied Psychology vol. 86, no. 1 (2001): 80.








� Ibid., 80.





� Glen E. Kreiner, Elaine C. Hollensbe and Mathew L. Sheep, “Where is the “Me” Among the “We”? Identity Work and the Search for Optimal Balance,” Academy of Management Journal vol. 49 no. 5 (October 2006): 1032.


� J.F. Kihstrom and S.B. Klein, “The Self as a Knowledge Structure,” In: R.S. Wyer, T.K. Srull (Eds.), Handbook of Social Cognition , Lawrence Erlbaum Associates, Hillsdale, N.J. (1994): 153-208.


� Afsaneh Nahavandi, The Art and Science of Leadership (New Jersey: Prentice Hall, 2003), 297.


	�Robert L. Katz, “Human Relations Skills Can Be Sharpened,” Harvard Business Review 56407, (July-August 1956): 83. This article explains that the leader’s internal environment is explored first to increase their self-awareness of their strengths and weaknesses in such areas as past experiences, self-concept, objectives, expectations, sentiments, and ideals before the leader is trained to become better in observation and analysis, communication and decision-making.  


	�James D. Berkley et al, Leadership Handbook of Leadership & Administration (Grand Rapids: Baker Book House, 1994), 4.  “Personal Management means being well (alive in Christ), serving well (alive in Christ) and finishing well (alive in Christ).”  We must practice disciplines that help us gain victory over self-centeredness and selfishness. 


�Elias Andrews, “Heart of Christianity – The Meaning and Implications for Life of the Pauline Expression “in Christ.” Interpretation 6, no. 2 (April 1952): 162-177. 





� A.B. Simpson, The Christ Life (Pennsylvania: Christian Publications, Inc., 1980), 28.





� Elias Andrews, “Heart of Christianity – The Meaning and Implications for Life of the Pauline Expression“in Christ.” Interpretation 6, no. 2 (April 1952): 168. 





� Ibid., 28-39.





� Elias Andrews, “Heart of Christianity – The Meaning and Implications for Life of the Pauline Expression “in Christ.” Interpretation 6, no. 2 (April 1952): 165. 





� Ibid., 166.





� Ibid., 169.





� Ibid., 175.


� Ibid., 176.





� Martin M. Chemers and Roya Ayman, Leadership Theory and Research (Boston: Academic Press, Inc., 1993), 117.


� Roger Connors and Tom Smith, Journey to the Emerald City – Achieve a Competitive Edge by Creating a Culture of Accountability (New York: Prentice Hall Press, 1999), 10.


� Ibid. 10.


	�Kendall H. Easley. Holman Quicksource Guide to Understanding the Bible, (Nashville: Holman Bible Publishers, 2001), 291.


	�The flesh is defined as the body of man and/or denotes mere human nature, the earthly nature of man apart from divine influence, and therefore prone to sin and opposed to God. (Bromiley, Geoffrey. Theological Dictionary of New Testament Words, Abridged in One Volume, (Grand Rapids: Eerdmans, 1985) 1000-1007.





	�Anthony A Hoekema, “The Struggle Between Old and New Natures in the Converted Man,” Bulletin of the Evangelical Theological Society Spring, (1962): 42.  





	� Timothy George. Galatians - The New American Commentary, (Nashville: Broadman & Holman Publishers, 1994), 199. “Indeed, Betz has suggested that Paul’s more developed baptismal theology in Romans may have evolved from this more succinct statement in Galatians.” 





	�Grant Osborne - editor. Galatians - Life Application Bible Commentary, (Illinois: Tyndale House Publishers, 1994), 75.


	�The death of Christ on the cross has wrought the extinction of our former corruption, by the death of Christ upon the cross I have become utterly estranged from, dead to, my former habit of feeling and action. (Bromiley, Geoffrey. Theological Dictionary of New Testament Words, Abridged in One Volume, (Grand Rapids: Eerdmans, 1985) 1000-1007.


	�Grant Osborne - editor. Galatians - Life Application Bible Commentary, (Illinois: Tyndale House Publishers, 1994), 76.


	�Timothy George. Galatians - The New American Commentary, (Nashville: Broadman & Holman Publishers, 1994), 199.


	�Timothy George. Galatians - The New American Commentary, (Nashville: Broadman & Holman Publishers, 1994), 200.





	�Grant Osborne - editor. Galatians - Life Application Bible Commentary, (Illinois: Tyndale House Publishers, 1994), 77.





	�Timothy George. Galatians - The New American Commentary, (Nashville: Broadman & Holman Publishers, 1994), 201.





� In Dr. Charles Solomon’s book, “Handbook to Happiness”, Dr. Solomon describes the manifestation of the flesh in the form of inferiority, insecurity, inadequacy, guilt – real & imaginary, worries, doubts and fears. (pp.27-29)  Michael Zigarelli, in his book, “Management by Proverbs”, describes flesh as it manifests in the business context – overreaching strategically, being risk-averse, running roughshod over subordinates, being cold and aloof, focus on personal empire building, not setting priorities, pushing to hard and burning out, not being flexible or teachable, not delegating enough, inflated sense of own importance, distort events to create favorable impression and generally lacking in integrity.





	�Grant Osborne - editor. Galatians - Life Application Bible Commentary, (Illinois: Tyndale House Publishers, 1994), 79.





	�H. Dale Burke. “Less is More Leadership”, (Oregon: Harvest House Publishers, 2004), 27.





	�Ibid., 40.


	�Alan Nelson. “Spirituality and Leadership”, (Colorado: NavPress, 2002), 20.





� Martin M. Chemers and Roya Ayman, Leadership Theory and Research (Boston: Academic Press, Inc., 1993), 118.


� Max Lucado, God Came Near (Oregon: Multnomah Press, 1987), 95.





� David McClelland and David Burnham, “Power is the Great Motivator,” Harvard Business Review (January-February 1995): 126.





� Afsaneh Nahavandi, The Art and Science of Leadership (New Jersey: Prentice Hall, 2003): 97.





� Ibid., 100.


� David McClelland and David Burnham, “Power is the Great Motivator,” Harvard Business Review (January-February 1995): 129.





� Ibid., 130.





� Ibid., 130.


� Ibid., 137.


� Ibid., 137.





� Gary Yukl, “Managerial Leadership: A Review of Theory and Research,” Journal of Management vol. 15 no. 2 (1989): 254.


� Ibid., 255-256.





� Ibid., 256.


	�Charles H. Talbert, “Tracing Paul’s Train of Thought in Romans 6-8,” Review and Expositor 100 (Winter 2003): 54.





	�Ibid. 55.


	�Ibid. 57.


	�Bible Study Magazine, James Montgomery Boice, May 1989. 


	�Ibid. May 1989. 


	�John Phillips, Exploring Romans (Grand Rapids: Kregel Publications, 1969), 103.


	�Ibid.., 103. 


	�Woodrow Kroll, The Book of Romans (Tennessee: AMG Publishers, 2002) 93.


	�Robert Mounce, The New American Commentary - Romans (Nashville: Broadman & Holman, 1995) 153.


	�Alan E. Nelson, Spirituality and Leadership (Colorado: NavPress, 2002) 144.


	�Ibid., 128.


	�H. Dale Burke, Less is More Leadership (Oregon: Harvest House, 2004) 104.


	�Ibid., 104


	�Bruce Wilkinson & Kenneth Boa, The Wilkinson & Boa Bible Handbook (Nashville: Thomas Nelson Publishers, 1983, 2002) 410.


	�John MacArthur, Colossians & Philemon (Chicago: Moody Press, 1992), 149-150. “The relation of the old self and the new self has been much disputed. Many hold that at salvation believers receive a new self but also keep the old self.  Salvation this becomes addition, not transformation. They argue that the struggle in the Christian life comes from the battle between the two.  Such a view, however, is not precisely consistent with biblical teaching.  At salvation the old self was done away with.  Paul told the Corinthians, “If any man is in Christ, he is a new creature; the old things passed away; behold, new things have come (2 Cor 5:17).  Salvation is transformation - the old self is gone, replaced by the new self.  R.C.H. Lenski writes, “The old man is not converted, he cannot be; he is not renewed, he cannot be.  He can only be replaced by the new man”. (The Interpretation of St. Paul’s Epistle to the Colossians, to the Thessalonians, to Timothy, to Titus and to Philemon, Minneapolis: Augsburg, 1964) 162.


	�William Beausay II, The Leadership Genius of Jesus (Nashville: Tomas Nelson Publishers, 1997) 67.


	�Francis Foulkes, Ephesians (Grand Rapids: InterVarsity Press, 1956, 1988) 13.


	�Pat MacMillan, The Performance Factor - Unlocking the Secrets of Teamwork (Nashville: Broad & Holman, 2001) 41.


	�Ibid., 48.








	�Ibid., 50.


	�Ibid., 59.


� Boas Shamir, Robert House, and Michael Arthur, “The Motivational Effects of Charismatic Leadership: A Self-Concept Based Theory,” Organization Science vol. 4 no. 4 (November 1993): 577.





� Jim Collins, “Level 5 Leadership – The Triumph of Humility and Fierce Resolve,” Harvard Business Review (January 2001, July-August 2005): 68.





� John MacArthur, Philippians – The MacArthur New Testament Commentary  (Chicago: Moody Publishers , 2001):119.


� Ibid., 126.





� Chris Tiegreen, Violent Prayer – Engaging Your Emotions Against Evil (Oregon: Multnomah Publishers, 2006), 158.


	�Geral L. Borchert, The New American Commentary - John 12-21 (Nashville: Broad & Holman, 2002) 140.


	�Pat MacMillan, The Performance Factor - Unlocking the Secrets of Teamwork (Nashville: Broadman & Holman, 2001) xv.  





	�Ibid., 29.


	�Ibid., 34-176.


	�David Needham, The Relationship Between the Terms “Old Man” and “Flesh” (from “Birthright, Oregon: Multnomah Press, 1979) e-mail article, 1.


	�Ibid., 3-4.


�John Woodward, The Use of “Old Man” in Ephesians 4:22 (Grace Notes e-mail, January 1, 2006) 4. 


	�Theodore Epp, “Pitfalls of the Abundant Life” (Bible Believers Cassettes - Springdale, Arkansas, 1980-1985) Audio recording from Back to the Bible Broadcast, Lincoln, Nebraska. 


	�Ibid. cassette tape.


	�Ibid. cassette tape. 


	�William Beausay II, “The Leadership Genius of Jesus”, (Nashville: Thomas Nelson Publishers, 1997) 4.


	�J. Carl Laney, John (Chicago: Moody Press, 1992) 263.


	�Ibid. 275-276.


	�Ibid. 274.


	�Dwight Carlson, “Overcoming the 7 Obstacles to Spiritual Growth” (Oregon: Harvest House, 2006) 218.


� Gary Yukl, “Managerial Leadership: A Review of Theory and Research,” Journal of Management vol. 15, no. 2 (1989): 253.





� Rober Kelly, The Power of Followership (New York:Double Day Currency, 1992), 17.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 2.


� B.M. Bass, Bass and Stogdill’s Handbook of Leadership: A Survey of Theory and Research (New York: Free Press, 1990): 11-20.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 1-7.


� Ibid., 3.





� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 129.





� Ibid., 15.


� Ibid., 19.


� Gary Yukl, “Managerial Leadership: A Review of Theory and Research,” Journal of Management vol. 15, no. 2 (1989): 260.


� Ibid., 261.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 23.





� Robert L. Katz, “Skills of an Effective Administrator,” Harvard Business Review (September-October 1974 – reprint from 1955): 23.





� Ibid., 27-29.





� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 40.





� Ibid., 44-46.





� Ibid., 40-43.





� Ibid., 46-47.





� Ibid., 47-48.





� Ibid., 65.





� Ibid., 66.





� Ibid., 69.





� Ibid., 71.





� Ibid., 71.


� Ibid., 71.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 87.


� Gary Yukl, “Managerial Leadership: A Review of Theory and Research,” Journal of Management vol. 15, no. 2 (1989): 262.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 89-91.





� Gary Yukl, “Managerial Leadership: A Review of Theory and Research,” Journal of Management vol. 15, no. 2 (1989): 264.





� Ibid., 263.





� Ibid., 263.





� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 123.





� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 125-127.





� Ibid., 127.





� Ibid., 127.


� Abraham Zalenick, “The Dynamics of Subordinacy”, Harvard Business Review (May-June 1965): 122.


� Robert E. Kelley, “In Praise of Followers,” Harvard Business Review (November – December 1988): 144.


� Robert E. Kelly, The Power of Followership (New York: Double Currency, 1992), 97.


� Taly Dvir Dov Eden, Bruce J. Avolio, Boas Shamir, “Impact of Transformational Leadership on Follower Development and Performance: A Field Experiement,” Academy of Management Journal vol. 45, no. 4 (2002): 737.


� Louis W. Fry, “Toward a Theory of Spiritual Leadership,” The Leadership Quarterly 14 (2003): 701.


� Ibid., 701.


� Pat MacMillan, The Performance Factor – Unlocking the Secrets of Teamwork (Nashville: Broadman & Holman Publishers, 2001), xiii.





� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 205.





� Ibid., 219.





� Pat MacMillan, The Performance Factor – Unlocking the Secrets of Teamwork (Nashville: Broadman & Holman Publishers, 2001), 34-39.





� Leland Bradford, Group Development (San Diego: University Associates Publishers, 1978), 15.


� Ibid., 32-33.


� Greg Burns, “The Secrets of Team Facilitation,” Training & Development Journal (June 1995): 46-52.


� Gary Yukl, “Managerial Leadership: A Review of Theory and Research,” Journal of Management vol. 15, no. 2 (1989): 269.





� Ibid., 269.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 169.


� Taly Dvir Dov Eden, Bruce J. Avoloio & Boas Shamir, “Impact of Transformational Leadership on Follower Development and Performance: A Field Experiment,” Academy of Management Journal vol. 45, no. 4 (2002): 735.


� Robert T. Keller, “Transformational Leadership and the Performance of Research and Development Project Groups,” Journal of Management vol.18, no. 3 (1992): 490.


� Ibid., 490.


� Julian Barling, Tom Weber & E. Kevin Kelloway, “Effects of Transformational Leadership Training on Attitudinal and Financial Outcomes: A Field Experiment,” Journal of Applied Psychology vol.81, no.6 (1996): 831.


� Dong I. Jung, Chee Chow & Anne Wu, “The Role of Transformational Leadership in Enhancing Organizational Innovation: Hypotheses and Some Preliminary Findings,” The Leadership Quarterly 14 (2003): 538-539.


� Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (New Jersey: Lawrence Erlbaum Associates, Publishers, 2006), 4.


� Ibid., 5.


� Gary Yukl, “Managerial Leadership: A Review of Theory and Research,” Journal of Management vol. 15, no. 2 (1989): 272.


� Ibid., 4.


� Ibid., 4.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 177.


� Bernard Bass, Dong Jung, Bruce Avolio and Yair Berson, “Predicting Unit Performance by Assessing Transformational and Transactional Leadership,” Journal of Applied Psychology vol. 88, no. 2 (2003): 211.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 170.


� James S. Pounder, “Transformational Leadership: Practicing What We Teach in the Management Classroom,” Journal of Education for Business (September-October 2008): 5.


� Taly Dvir Dov Eden, Bruce J. Avoloio & Boas Shamir, “Impact of Transformational Leadership on Follower Development and Performance: A Field Experiment,” Academy of Management Journal vol. 45, no. 4 (2002): 736.


� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 173.





� James S. Pounder, “Transformational Leadership: Practicing What We Teach in the Management Classroom,” Journal of Education for Business (September-October 2008): 3.


� Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (New Jersey: Lawrence Erlbaum Associates, Publishers, 2006), 6.


� Ibid., 6.


� Ibid., 6.


� James S. Pounder, “Transformational Leadership: Practicing What We Teach in the Management Classroom,” Journal of Education for Business (September-October 2008): 3.





� Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (New Jersey: Lawrence Erlbaum Associates, Publishers, 2006), 7.





� Ibid., 7.





� Ibid., 7.





� Ibid., 8.





� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 178.





� Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (New Jersey: Lawrence Erlbaum Associates, Publishers, 2006), 8.





� Ibid., 8.





� Ibid., 8.


� Ibid., 8.





� Peter G. Northhouse, Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 179.





� Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (New Jersey: Lawrence Erlbaum Associates, Publishers, 2006), 9.





� Paul E. Spector, “Behavior in Organizations as a Function of Employee’s Locus of Control,” Psychological Bulletin vol. 91, no. 3 (1982): 482.


� Robert S. D”Intino, Michael G. Goldsby, Jeffery D. Houghton & Christopher P. Neck, “Self-Leadership: A Process for Entrepreneurial Success,” Journal of Leadership & Organizational Studies BNET.com, (Summer 2007): 7.


� Bernard M. Bass & Ronald E. Riggio, Transformational Leadership (New Jersey: Lawrence Erlbaum Associates, Publishers, 2006), 170.





� Paul E. Spector, “Behavior in Organizations as a Function of Employee’s Locus of Control,” Psychological Bulletin vol. 91, no. 3 (1982): 482.





� Philip J. Silvestri, “Locus of Control and God-Dependence,” Psychological Reports 45 (1979): 89.


� Paul E. Spector, “Behavior in Organizations as a Function of Employee’s Locus of Control,” Psychological Bulletin vol. 91, no. 3 (1982): 491.





� Laurence E. Jackson & Robert D. Coursey, “The Relationship of God Control and Internal Locus of Control to Intrinsic Religious Motivation, Coping and Purpose in Life,” Journal for the Scientific Study of Religion 27 (3) (1988): 401.


� Ibid., 407.


� Ana Wong-McDonald & Richard L. Gorsuch, “A Multivariate Theory of God Concept, Religious Motivation, Locus of Control, Coping, and Spiritual Well-Being,” Journal of Psychology and Theology vol.32 no. 4 (2004): 321.


� Timothy A. Judge & Joyce E. Bono, “Relationship of Core Self-Evaluations Traits – Self-Esteem, Generalized Self-Efficacy, Locus of Control, and Emotional Stability – With Job Satisfaction and Job Performance: A Meta-Analysis,” Journal of Applied Psychology vol. 86 no. 1 (2001): 80.


� Jane M. Howell & Bruce J. Avolio, “Transformational Leadership, Transactional Leadership, Locus of Control, and Support for Innovation: Key Predictors of Consolidated-Business-Unit Performance,” Journal of Applied Psychology vol.78, no. 6 (1993): 893.


� Ibid., 893.


� Taly Dvir Dov Eden, Bruce J. Avoloio & Boas Shamir, “Impact of Transformational Leadership on Follower Development and Performance: A Field Experiment,” Academy of Management Journal vol. 45, no. 4 (2002): 737.





� Christyn Dolbier, Mike Soderstrom, and Mary Steinhardt, “The Relationships Between Self-Leadership and Enhanced Psychological, Health, and Work Outcomes,” The Journal of Psychology 135 (5) (2001): 469.





� Timothy A. Judge and Joyce E. Bono, “Relationship of Core Self-Evaluations Traits – Self-Esteem, Generalized Self-Efficacy, Locus of Control, and Emotional Stability – With Job Satisfaction and Job Performance.” Journal of Applied Psychology, vol. 86 no. 1 (2001): 80.





� J. Lee Whittington, Tricia M. Pitts, Woody V. Kageler, Vicki L. Goodwin, “Legacy Leadership: The Leadership Wisdom of the Apostle Paul.” The Leadership Quarterly 16 (2005): 763.


� Bernard M. Bass and Ronald E. Riggio, Transformational Leadership (New Jersey: Lawrence Erlbaum Associates, Publishers, 2006): 216.


� Robert Kelley, “The Power of Followership.” (New York: Doubleday Currency, 1992): 20.


� Ibid., 131.





� Predicting Followers’ Preferences for Charismatic Leadership:  “The Influence of Follower Values and Personality,” The Leadership Quarterly 12 (2001): 158.





� Robert E. Kelly, “In Praise of Followers,” Harvard Business Review (November-December 1988): 144.


� Badrinarayan Shankar Pawar and Kenneth K. Eastman, “The Nature and Implications of Contextual Influences on Transformational Leadership: A Conceptual Examination,” Academy of Management Review vol. 22, no, 1 (1997): 86.


� Robert E. Quinn and Kim Cameron, “Organizational Life Cycles and Shifting Criteria of Effectiveness: Some Preliminary Evidence,” Management Science vol. 29, no. 1 (January 1983): 39.





� Douglas T. Brownlie, “Scanning the Internal Environment: Impossible Precept or Neglected Art?,” Journal of Marketing Management 4 no. 3 (1989): 301.


� P. Scott Scherrer, “From Warning to Crisis,” Management Review (September 1988): 30.


� Ibid., 30.


� Jane M. Howell & Bruce J. Avolio, “Transformational Leadership, Transactional Leadership, Locus of Control, and Support for Innovation: Key Predictors of Consolidated-Business-Unit Performance,” Journal of Applied Psychology vol.78, no. 6 (1993): 893.





� P. Scott Scherrer, “From Warning to Crisis,” Management Review (September 1988): 30.


� Ibid., 30.





� Douglas T. Brownlie, “Scanning the Internal Environment: Impossible Precept or Neglected Art?,” Journal of Marketing Management 4 no. 3 (1989): 303.





� Ibid., 305.


� Joseph Maciariello, “Lessons in Leadership and Management from Nehemiah,” Theology Today 60 (2003): 400.





� Joseph Maciariello, “Lessons in Leadership and Management from Nehemiah,” Theology Today 60 (2003): 406.





	� Martin Saarinen, The Life Cycle of a Congregation (Washington D.C., Alban Institute, 1996), 1.


	� Ichak Adizes, “Organizational Passages - Diagnosing and Treating Life Cycle Problems of Organizations,” Organizational Dynamics (Summer 1979):4.





	� Ichak Adizes, “Organizational Passages - Diagnosing and Treating Life Cycle Problems of Organizations,” Organizational Dynamics (Summer 1979):4.


	� Ichak Adizes, “The 10 Stages of Corporate Life Cycles,” Inc. Magazine (October 1996):1.


� Martin F. Saarinten, The Life Cycle of a Congregation (New York: Alban Institute, 1986), 3.





� Ichak Adizes, Corporate Lifecyles – How and Why Corporations Grow and Die and What To Do About It (New Jersey: Printice Hall, Inc., 1988): 117-118, 120.


� Ibid., 121.


� Ichak Adizes, “Mismanagement Styles,” California Management Review vol. XIX no. 2 (Winter 1976): 6.


� Martin F. Saarinten, The Life Cycle of a Congregation (New York: Alban Institute, 1986), 2.





� Ichak Adizes, Corporate Lifecyles – How and Why Corporations Grow and Die and What To Do About It (New Jersey: Printice Hall, Inc., 1988): 122-123.





� Ibid., 122.


� Ichak Adizes, “Mismanagement Styles,” California Management Review vol. XIX no. 2 (Winter 1976): 6.





� Judy B. Rosener, “Ways Women Lead,” Harvard Business Review (November – December 1990): 120.


	�  Ichak Adizes, “The 10 Stages of Corporate Life Cycles,” Inc. Magazine (October 1996):2.


	�Ichak Adizes, “Corporate Life Cycles - How and Why Corporations Grow and Die and What to do About it,” (New Jersey: Printice Hall, 1988), 19.


	� Ichak Adizes, “Organizational Passages - Diagnosing and Treating Life Cycle Problems of Organizations,” Organizational Dynamics (Summer 1979):5.


	�Ibid., 5.


	�Ibid., 6.


	� Ichak Adizes, “Corporate Life Cycles - How and Why Corporations Grow and Die and What to do About it,” (New Jersey: Printice Hall, 1988), 56.


	� Martin Saarinen, The Life Cycle of a Congregation (Washington D.C., Alban Institute, 1996), 11-12.


� Louis W. Fry & John W. Slocum, Jr, “Maximizing the Triple Bottom Line through Spiritual Leadership,” Organizational Dynamics vol. 37, no. 1 (2008): 89, 93.


	� Ichak Adizes, “The 10 Stages of Corporate Life Cycles,” Inc. Magazine (October 1996):2.


	� Martin Saarinen, The Life Cycle of a Congregation (Washington D.C., Alban Institute, 1996), 14.	





	� Ichak Adizes, “Corporate Life Cycles - How and Why Corporations Grow and Die and What to do About it,” (New Jersey: Printice Hall, 1988), 64.





	� Ichak Adizes, “The 10 Stages of Corporate Life Cycles,” Inc. Magazine (October 1996):2.


� B.R. Baliga and James G. Hunt. “An Organizational Life Cycle Approach,” In J.G Hunt, B.R. Baliga, H.P. Dachler & C.A. Schriesheim (Eds.), Emerging Leadership Vistas, Lexington Books: Lexington, MA: (1988): 132, 139-146.


� Peter G. Northhouse. Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 185.


� Narech Khatri, “An Alternative Model of Transformational Leadership,” VISION – The Journal of Business Perspective vol. 9 no. 2 (April-June 2005): 20.


� Peter G. Northhouse. Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 184.





� Narech Khatri, “An Alternative Model of Transformational Leadership,” VISION – The Journal of Business Perspective vol. 9 no. 2 (April-June 2005): 20.





� Peter G. Northhouse. Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 183-184.





� Peter G. Northhouse. Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 186.





� Ibid., 184.


� Ibid., 75.


� Ibid., 74.


� Ibid., 75.


� Ibid., 93.


� Ibid., 94.


� Ibid., 92-93.


� Warren Blank, John R. Weitzel & Stephen G. Green, “A Test of the Situational Leadership Theory.” Personnel Psychology 43 (1990): 581.


� Peter G. Northhouse. Leadership – Theory and Practice (California: Sage Publications, Inc., 2004), 132.





� Ibid., 132-133.





� Ibid., 131-133.


� Ibid., 133.


� Ibid., 223-224.





� Glenn Daman, Shepherding the Small Church – A Leadership Guide for the Majority of Today’s Churches  (Grand Rapids: Kregel Publications, 2002), 107-108.


� Terry Muck,  Liberating the Leader’s Prayer Life  (Illinois: Word Books Publisher, 1985), 41.


� Ibid., 154-155.


� Ibid., 176.


� Ibid., 158-159.


� Ibid., 160-162.





� Ibid., 162-166.


� Ibid., 166-168.


� Ibid., 190-192.


� Ibid., 193.





� John MacArthur, The MacArthur New Testament Commentary – Ephesians (Chicago: Moody Press, 1986), 100.


� Ibid., 106.


� Ibid., 112.


� J.C. Wofford, Vicki L. Goodwin, J.Lee Whittington, “A Field Study of a Cognitive Approach to Understanding Transformational and Transactional Leadership,” Leadership Quarterly 9 (1) (1998): 79-80.





� Afsaneh Nahavandi, The Art and Science of Leadership (New Jersey: Prentice Hall, 2003), 1-284 & Bruce Avolio and Bernard Bass, Multifactor Leadership Questionnaire (Mind Garden, Inc., 2004): 104-105.  





� Jerry C. Wofford, Transforming Christian Leadership (Grand Rapids: Baker Books, 1999), 19.








� Rogers Connors and Tom Smith, “Creating a Culture of Accountability,” Corporate University Review vol. 7, Issue 2 (March/April 1999): 36-37.





� Neil H. Snyder and Michelle Graves, “Leadership and Vision,” Business Horizons (January-February 1994): 2 & 5.


� Bryan Schaffer, “Leadership and Motivation,” Supervision vol. 69, Issue 2 (February 2008): 8.


� Ibid., 6.





� Scott W. Spreier, Mary H. Fontaine, and Ruth L Malloy, “Leadership Run Amok – The Destructive Potential of Overachievers,” Harvard Business Review (June 2006): 75.


� Karlene Kerfoot, “The Leader as Synergist,” Nursing Economics Vol. 19 No. 1 (January-February 2001): 29.


� Melanie K. Onnen, “The Relationship of Clergy Leadership Characteristics to Growing or Declining Churches” (Ed.D. Dissertation, University of Louisville, 1987), 90.


� Bernard M. Bass and Ronald E. Riggio, Transformational Leadership  (New Jersey: 





Lawrence Erlbaum Associates, Publishers, 2006): 83.


� Ibid., 83-84.





