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Abstract

The purpose of this thesis is to explore conditions under which the hypirén s
flowers in modern organisations. The topic of the thesis wakegpdy prolonged
study at the Master’s level of the writings of Robert K. ghfeaf, modern servant
leadership theorist. Greenleaf was concerned with the wayshandonditions in
which the human spirit flowers. He wrote a number of essays dople(Greenleaf,
1996b). He often questioned what organisations as they currentlyve¢éoedloing to
help people grow as whole people. As workers spend increasing ambtinte in
the workplace, organisations continue to seek ways in which to seceraployee

satisfaction and decrease the compartmentalising of humanenge.

The geographical context of study is that of Aotearoa/New Zealahdpaiticipants
selected from the Church Educational System of the Churchud @¥sist of Latter-
Day Saints in the Tmaki-makau-rau/Auckland region. The Church Educational
System, or CES, is a worldwide religious education provider hesigged in the
Western United States. The context for study was chosen based perogyved
personal growth as a student for nine years in the CES progsiand my desire to

understand how the programme was administered in Aotearoa/Ndande

The project employs a qualitative methodology using as primary gitteering

methods in-depth interviews with three CES directors, thragsfgopoups made up of
sixteen volunteer teachers, classroom observations, and docamaysis. Using

Greenleaf’s descriptions of the servant leader as a cemtrad,fl attempt through this
gualitative study to address the central research question: déew the Church
Educational System (CES) nurture servant leaders?

The central metaphor of the garden was used in processing andrandpys. The
garden metaphor was intended to assist in the conceptualisatietatidrnships of
service as they are at work in the lives of participalusntified relationships of
service from the findings were between participants co-wsriaants), love (life-
force), Jesus Christ (sun), The Church of Jesus Christ of ildterSaints (plot),

purpose (strength), Aotearoa/New Zealand (soil), exemplarogg® experience



Xi

(seasons), Church Educational System (gardener), positionsndraprogrammes
(gardener tools), growth (colour/aroma/fruit), knowledge (water)i organisational

care (pruning/transplanting).

Findings indicated that nurturing in the Church Educational Systemlugmaied by
the ability of the organisation to bring people together in meanimgiys. Findings
also show that understanding relationships of service that makéalp people may
be an important step for organisations in the nurturing of senaaerie Nurturing in
the CES appears to be taking place in three primary arelasicivey, renewal, and

regeneration.

The findings of this study have significance for those inside arsideutf the CES. A
chapter is dedicated to exploring possible application of findings manta
organisational contexts. Providing consistent formal and infowpabrtunities for
sharing in spirit and intellect at the organisational leyglears to be a key in the

nurturing of servant leaders in organisations.



Chapter I: Introduction

This study

Robert K. Greenleaf, modern leadership theorist, was concerntledhe ways and
the conditions in which the human spirit flowers. He wrote sewssdys addressing
what he viewed as a lack of initiative in modern organisatiorielp people become
more effective in their life contexts (Greenleaf, 1996b).ftH¢her questioned what
organisations, as they currently stood, were doing to help people @& whole
people. This thesis seeks to explore the conditions under which then hspirit
flowers in modern organisations. Using Greenleaf's core descripfidhe servant
leader as a central focus, | will attempt through this tatale study to address the

central research question: How does the CES nurture seradat3@

The geographical context chosen for study is that of Aotearoa/Nmalad with
participants selected from the Church Educational Systen$)©Ethe Church of
Jesus Christ of Latter-Day Saints (LDS) in themigki-makau-rau/Auckland region.
The project will employ a qualitative methodology using as pynuata gathering
methods in-depth interviews, focus groups, classroom observatiothsjazument

analysis.

This chapter will introduce the initial impetus for conductingghesent study. | will
outline personal justifications for the chosen topic and the contextkich the study
will be conducted. An introduction to the central metaphor of the stithalso be

outlined, followed by an overview of chapters.

My personal research journey

In writing a thesis, there is always a story to be toldhim ¢hoice of topic, of the
experiences that play a role in the lens through which knowledgeeen and
communicated by the researcher. | acknowledge gratefully thaiemsonal story is

inextricably tied up with the purposes of this study, and further acledgwelthat this



thesis represents a personal journey of self-discovery thnobgih | have come to
understand not only research processes and academic theories, lpotvéreof
developing the research voice and the joy of getting my hands slirtio speak, in

the process.

My father is of Samoan descent, my mother ofol descent, both born in
Aotearoa/New Zealand, as was |. From a young age | have fogenate to see
different parts of the world, to live in them, to play on thsiils, to enjoy the
freedoms afforded in these countries. | had proudly set myseilt living abroad that
I was “from New Zealand” and being such, in my mind, explainedyamany

differences | saw between myself and others. In my mindsldiféerent than those in
America or in Australia because | wasn’'t American, and $nitaAustralian, | was a
“Kiwi”, and that was always close to my heart, it wadrdgagral part of my identity. |
strove hard through the teenage years to keep my accent whiphadanstead into
something reminiscent of all the places | had lived. | dlleghome songs | had
learned in Primary school over and over to remember how to couvit @ni and

about the Taniwha, and | tried to help my sisters remeadesell.

Upon entering the Master's programme at AUT | had not livedaotearoa/New
Zealand for nearly thirteen years. | was in all essendald when | left. | did not
realise how long thirteen years was until | moved back and foundlinfgeling as
though | was in an unfamiliar foreign country. | felt disorientedt most of all
confused. If | didn’t feel a sense of belonging in the one plaeal lalways thought it
resided, where did | belong? Coming back to Aotearoa/New Z@dlaad to face the
reality of finding my place, of putting a major part of whahdught made me me on
the examining block. The journey of finding my place has been dekfs angoing,
and | lay it out here now to show why it is | elected to witiis thesis about servant

leadership.

The first day | walked through the doors of the Church Educationgi8isInstitute
of Religion building on Lorne Street in downtownriaki-makau-rau/Auckland | felt
apprehensive. | had found the place with a fair bit of trow#tsid,orne Street does an

inexplicable split, and | was sure | had the wrong street nyrobéhat the institute



building was now located in a different place. Maybe my auntydaadi another L
name street and | was wandering around for nothing. But find it, lagid walked
inside. | was immediately hit with a strong feeling of lovewolving that it was the
same programme | had been moving through in the United Statas,rotsurprised,
as | had felt the same feeling in other institute buildingssscthe world. Yet this
building was different for me because it was in a place in lwinty personal
understanding had deep and definite ties. | sorely wanted to feeétisiom extra”
here. My mother had graduated from the same institute buildingtytfiee years
before, and | tried to picture her walking through the same dodnst \Wwer
worldviews and experiences might have been, what she felt lheas so grateful for
that first welcoming feeling | had, and for the feeling | continteedave walking into
the institute building. | sacrificed to be there, and did whateeeuld to experience
the same reassuring and uplifting feeling as often as possiidas for me a haven in
the city, and | found, as | continued to attend classes andwitbethe teachers and
students, that my feelings of connection, not just to my Churclgléwto the land of

my birth, and many other areas of my life increased as wel

| wanted to be in institute, at the institute building becaafserhat | felt. | loved
associating with the teachers, administrators and students aridghef their love
and passion for their beliefs, my beliefs. | was touchduwat deeply their experience
of context was reflected in what they conveyed to me, at howhntuwas all
connected, and sublimely how | was connected to it. | laughed aftdncried
sometimes with the people at institute, and in a very titthe counted them my very
good friends. | therefore write this thesis in an effort to gagaore deeply with the
voices of those who made such a difference in my understandind,dbssglebrate
their voices, and to more fully explore their experience agse leaders, for such

they are to me.

Servant leadership

My introduction to the concept of servant leadership came throughea wafien for
the coursework for the Master's degree. Essentially, seneattetship is moral



leadership in which the servant leader puts the needs of befers the self (Spears,
2002). In my initial research | was especially struck by an oftegupassage from the
writings of Robert K. Greenleaf, the major theorist in thedern resurgence of the
ancient concept of servant leadership taken from his semin&l Wer servant as
leaderfirst published in 1970. In this quote Greenleaf gave what he detonke the

“best test” of servant leadership,

The best test, and most difficult to administerhis:tDo those served grow as

persons? Do they, while being served, become healthiery, weer, more

autonomous, more likely themselves to become servants? (2002, p. 24
Reflecting on this quote, | believed that | had grown healthieserwfreer, and more
autonomous for my nine years of experience moving through thep@igBammes,
culminating in my experience in Aotearoa/New Zealand. Restdiireenleaf’s test
another way Pollard (1996) has explained “a servant leader'ssr@slilbe measured
beyond the workplace, and the story will be told in the changed livethefs” (p.
248). My “story” was that during my time in the CES | inceshsny knowledge of
the teachings of the Church of Jesus Christ of Latter-DaysSdearned ways of how
to live them more fully, and deepened my desire to serveibsitte the Church and
outside. Most importantly, | knew that | had grown as a personpédgonal change
was a confirmation that growth had taken place. Just how and whheusparks of

this thesis.

Premise: The need for external leadership development

In writing a thesis about nurturing servant leaders, | naturallyrae there exists a
need for external input in leadership development. The drive to strees hinges on
a belief that what leaders do can make a positive difteren the lives of others.
Effective leadership likewise assumes a proactive approachrtagimg relationships.
These underlying assumptions have had varying levels of ezpati®n in the history

of leadership study.

For instance, the nature/nurture debate has been argued for enWith what

abilities are we as humans born? Do we enter life as a “lsatd’? Similarly, in



leadership terms, researchers have long studied the questofeaders born or
made? Leadership studies until the 1960s showed high trends towailnsli¢ien

leaders being born. The literature of the time primarilyuded on traits and
behaviours of great leaders, assuming if certain attribuelsl be isolated, it would
then be easier to determine who could be a great leader (K&k&g). However,
these theories were one-dimensional and subject to biasgftilitake into account
the essential interplay of leader, follower and context thaneefeadershipas

opposed to leading (Popper, 2002). By the end of the twentieth cemtuvytrends,
such as those marked by critical theory and cultural leadersispgutives showed
greater recognition of the interplay of these three elemehis adding further

intricacies to complicate the leader as born vs. madeealebat

Pre-empting the question, and articulating the worldview tlilabes espoused in this
thesis, Avoid (2005) has given equal weight to both sides oe#uef born vs. made
debate, endorsing a balancing of the two in understanding leadesstdjpmment,
and thus assuming even with inherent leadership tendencies a¢xecouragement
and development remain necessary for leadership success. He “&atership
development is indeed ma@dad born...and learning and leading must go hand in
hand for anyone to achieve his or her full leadership potentiaB, (palics added).
Hence, the question becomes wnitetherleaders are born or not, for this has lead to
prolific, yet misguided rhetoric, what Roost (1991) has labeleaking in the
“periphery” of leadership, butow can abilities and tendencies be nurtured in such a

way that leadership potential is fully realised?

The title: Nurturing servant leaders

The word nurturing in the title of this thesis is deliberatedgd to refer to the external
development necessary for servant leaders to emerge. Nurasriagoncept was so
profound in the writing of Greenleaf that he stated “the nurturdehtiman spirit
could become a unifying idea congenial with the traditions and destrof any
religion, or any system of thought that might be a religion ieffisct even though its
adherents do not use the term” (1996b, p. 187). Nurturing is definéd #esed or
nourish...to bring up, train, educatédxford English Dictionary1989, p. 608) and is



viewed as a key element in the production of true servantrieé@esenleaf, 1996b).
A parent may nurture a child to adulthood. Nurseries, using the katimeroot as
nurture, provide environments to strengthen young and tender plaati tturturing
that bonds of relationship are created and chances for future ctimstproductivity

increased.

In this thesis service is viewed as an essential elemiemffective nurturing.
Although it represents definite connections to humanity and humantgrowturing
as a concept in servant leadership literature has beerektilered (Boaz, 2001). For
its importance in human endeavour Dyck (1994) has defined “nurturenas a
individual, parental, and communal responsibility. Nurture israatel of justice; a
responsibility justly expected and justly claimed, and hence, almight” (p. 333).
Literature on nurturing has indicated that the need for nurturingrmotnecessarily
end with childhood, but may continue throughout the lifecycle, as peapleasingly
take upon themselves the dual nature of nurturer and nurtured. M&ebn, &
Mistry (1986) argued that “individuals can nurture other individuélsny age” and
suggest that limiting our vision of the effects of nurturance slesg minds to the

possibilities of helping others in highly affective ways (p.. 56)

The garden: Central metaphor of this thesis

When the practice of servant-leadership was considered throufgnghef nurturing,
multitudinous elements presented themselves as necessarne&tingran optimal
environment in which servant leadership can flourish. My posdi@eriences as a
student in the CES, for instance, | substantially credit toviir& of countless others.
The further this theme was considered, the more approprigerited to use a central
metaphor to assist in the processing and envisioning of this prbjeacpe that by
using a central metaphor, the richness of the analysis and Igwerabses of the

project, to be laid out forthwith, will be enhanced.

The garden will play a central role in this thesis for reagamsonal, thematic, and
relational. The garden is chosen as the central metaphor beitanseessarily

assumes a level of deliberate organisation, of internahgiat, as well as the need for



external nurturing. Gardens provide a microcosm where lifesnéa$ processes of
growing, nurturing, and development may be observed. It is thsvetteat balance
and interconnectedness of the multitudinous relationships ensure analoptim

environment for growth.

The garden is a common thread through countless contexts. As tlkadhesoduced
above, many of the contextual components i.e. servant leadefsbiggaroa/New
Zealand, the Church Educational System, the Church of Jesus @fhiiatter-Day
Saints, have deep connections, physically, spiritually, thieally and/or doctrinally

to gardens.

Greenleaf and the garden

Greenleaf, so aptly named, in his description of the séteader used frequent
language alluding to nature, and the growth of people in a gardeselikag. For

example, a major flaw Greenleaf saw in modern leadership apm®agas that
because instant perfection was not achieved in some organisatiers, was a

tendency,

to destroy them completely so that fresh, new, pediees can grow. Not much
thought seems to be given to the problem of where the new skedme from
or who the gardener to tend them will be” (Greenleaf, 20022).

Greenleaf also stated that all those who are touched by séradetship “grow
taller” (ibid, p. 24). His research covered extensivéings in the religious field.
Greenleaf’s religious writings are found in works of collectesags such aSeeker
and servant: Reflections on religious leaderst@reenleaf, 1996b). In this work,
again, the garden theme is present, highlighted in the theodsscription of the
potential of seminaries to act as a rich growing ground focatithought in society.
He expostulated “critical thought is a fulfilment of the rootamieg of seminary:
seminalis, or seed. It is reflective thought that producesins¢ ideas-ideas that
become new visions in both ministers as persons and churches iagianst
(Greenleaf, 1996b, p. 214). To this theme, Greenleaf further agplausing garden
imagery in referring to the human spirit,



Part of the inadequacy of our many institutions seenmsetdo result from the
failure of theologians to give persuasively the guidance dheyest positioned to
give by reflecting on, and communicating about, the conditions undeh ilinec
human spirit flowerdn contemporary institutions. THeuits of such reflection
may be called ‘a theology of institutions.” To be persuasiueh s theology
would need to focus on one category of institution at a timethanfirst object of
such scrutiny might be the seminaries with which the theologiensftiliated
(1996b, p. 186, italics added).
The garden metaphor has carried through in the servant leadetestaifuie of today.
The International Journal of Servant Leadershifaunched in 2005, has as its
permanent cover visual a young plant, with a small bud amoteaites. In summing
up the influence of servant-leadership now, and projecting padtnfor the future,
Spears (2002) has commented “the seeds that have been plantbeduavéo sprout
in many institutions, as well as in the hearts of many who lomgprove the human

condition” (p. 16).

Gardens in the Church of Jesus Christ of Latter-Day Saints:

As a Christian church (Ballard, 1993), The Church of Jesus Gifricatter-Day
Saints teaches fronihe Old Testamerdnd The New TestamentonstitutingThe
Holy Bible, both of which feature gardens prominently.The Old Testamenthe
Garden of Eden in which Adam and Eve were placed and later expetlezk as the

beginning location of human experience (Genesis 1-3, King Jears®n).

In The New Testamerthe Garden of Gethsemane where Jesus Christ went following
the Last Supper and where, the Church believes, Christ siiffeeeAtonement, or
suffered for the sins of the world, on behalf of all humankin@nisther important
and sacred Garden setting. Finally, the Gospel of detwords that on the third day
after his crucifixion and after being resurrected, Chriseamd to Mary Magdalene

in the garden outside of the empty tomb.

Jesus saith unto her, Woman, why weepest thou? Whom tséieie® She,
supposing him to be the gardeneamith unto him, Sir, if thou have borne him
hence, tell me where thou hast laid him, and | will take himyadesus saith unto



her, Mary. She turned herself, and saith unto him, Rabboni; whith $ay,

Master” (John 20:15-16, italics added).
Other garden elements are featured in additional scriptural vmetiissacred by the
ChurcH. For example, the world is compared to a vineyard in the book of Jatiod i
Book of MormonTrees are planted, grafted, assessed and dealt witldismcrty the
words of the Lord of the Vineyard and his servants. The elaballatgpry serves to
carry through the metaphor of the growth and connection to land, aeadhirig
lessons about human nature and relationships of power and sérvicsubsequent
example the world is referred to as a field which “is wiasitel ready to harvest”
(Doctrine andCovenants4: 4), calling upon those who are ready to serve through
harvesting to begin thrusting with might for “if ye have desiteserve God ye are

called to the work (Doctrine and Covenantd: 3).

Gardens and the CES

The Church has had a long history of pronounced focus on nurturing education.
Knowledge is viewed as one of the few things that may be tak#éme thext life, and

its acquisition and responsible development closely corresponds bedhings of

the Church Doctrine and Covenant$30:18-20). The Church Educational System
(CES) is one effort of the Church to help enhance the spikhtaviedge of students

and to help them move toward becoming successful contributing citzengll as

good Church members.

Living a righteous life in the Church is equated with wakeningittsre for increased
knowledge and personal growth. Eyring (2002, October), prominent Church, leader
and former Commissioner of Education for CES, has said regatuéngesire for

education that it

is the naturafruit of living the Gospel of Jesus Christ. You see it across tnkelw
in our own missionaries coming home from their brief servichenfield Those

! TheBook of Mormon, Pearl of Great PricendDoctrine and Covenantre all held as sacred
scripture in the Church.

2 For example see from tiBook of Mormor2 Nephi 8:3, Jacob 5; from tioctrine and Covenants
59:17 & 4:4, and from thBPearl of Great PriceMoses 2-4.
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who haveplanted the good word of God and have served faithfully invariably
have awakened in them a great desire for self-improvemenmin@: 2002,
October, pp. 15-16, italics added).

Aotearoa/New Zealand and the garden

Aotearoa/New Zealand, otherwise known as the “land of theWwdnitg cloud” has a
long history of connection to the land. The Tangatawhenua hold the iragteat

reverence.

The Mori mind has always been on bti land. In fact, the entire Mri culture
has been centred around issues relating to land. From the lapeotsie acquire
the sustenance of life, both materially and spiritually. Ftben ancestral land,
people find their places to stand (turangawaewae) (Yoon, 1986,.p. 24)

Through their connection with the land dti understand their place in life, and better
their relationships with those from other cultures. For exam@ejep elements,
governed by laws of nature, are also strongly interwoven ioriMinodes of giving. A
strong element of service for Mri is koha, or gifting. Reedy (2005) has highlighted

that koha “has its origins within the laws of nature” and ithat

really like planting a seed of positive energy. It wilbgrand generate a flow of
goodwill...The mana or energy of the koha derives more from tleeaithe giver's
heart rather than size of the physical gift (Reedy, 2005, 1 4).

My stance: The nurtured plant

In writing this thesis | necessarily place myself in a posiof leadership. In asserting
that leadership role | do not place myself as head of thergardanore as a nurtured
plant in the soil, as | have presented my story here. | @er ¢a help others grow
taller, and hope that through this research, | may do a g@udlto help you “grow

taller” in your desire to be a servant leader.

| have a deep and abiding connection to all of the gardengphesented. | can now
confidently say that | am of Aotearoa/New Zealand. That bloots lesastrong and

heavy as my love of the land and the connections | have tarit. 4 member of the
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Church of Jesus Christ of Latter-Day Saints. Its teachirgistase in identifying who
| am and place me in a context of continual love and servicetfidsss is a tribute to
the gardens of my life, and to the unceasing nurturing | havevegicby hand of The
Master Gardener and his many Servant Leaders. May | ewsr & embrace the

potential they have shown me that | have.

Overview of chapters

This thesis is divided into eight chapters. This introductory chame given an
overall picture of the personal journey that led to the choice @ fopthis thesis.
The chapter has introduced the central metaphor of the gardenvandcgntextual
justifications for the selection of the garden as a majortstaicconsideration in the

conception of this thesis.

Chapter Il introduces further the contexts of the study. Backgratiadriation about
the Church Educational System and The Church of Jesus Christ afDayteSaints
will be given. The place of each in the Aotearoa/New Zealamdegt will also be

conjectured.

In Chapter Ill, the Literature Review, | will review pieent literature pertaining to
the Christian foundations of servant leadership literature, els ag the place of
servant leadership in present scholarship. Elements relatthg scope of this project
such as research aims, limitations and delimitations wildbéorth, as well as ethical

considerations.

In Chapter IV the methodology of the thesis will be outlined. Trapter will address
the theoretical position | take on the construction of knowledge. Fudlenents of
each phase of the research cycle will be explained in todaake the processes of

this thesis transparent.
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Chapter V presents the findings of the study. Findings are groupeddiagcoo
emergent themes | identified from the data with excerptsntdi@m transcripts.

Explanatory notes and commentary are inserted to support toémel themes.

In Chapter VI findings are discussed in depth. Through qualitatie¢ysis of the
findings, emergent ideas are grouped according to identified relaifisnsf service
in the CES garden. Chapters V and VI represent the most sudlssaations of the
thesis and constitute the major contribution of the study to nevs whyhinking

about organisational nurturing.

Chapter VII will explore the application of findings outside loé tresearch context.
Further, in Chapter VII | attempt to critique the CES garaerit has been presented
in findings and analysis, identifying transcendent elements afatden and the ways

in which organisational nurturing seems to be taking place.

Chapter VIl will give a final overview of the projectaBed upon the new knowledge
highlighted in the findings and analysis, | will set forth condosiand implications
for future study in the field of servant leadership. Strengtid weaknesses of the
study as a whole will be covered. Suggestions for educatorsjdingl CES
administration will be set forth.
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Chapter II: Contextual Background

This chapter will outline the contexts in which the study vwi# conducted.
Background information on the Church of Jesus Christ of Latter-DaysSand the
Church Educational System will be given, as well as contegiakssions of servant

leadership, and the place of each in modern Aotearoa/Nelandea

The Church of Jesus Christ of Latter-Day Saints

A contextual framework within which this thesis sits is the €Chuwf Jesus Christ of
Latter-Day Saints. The Church was formally established AQpril830 in Fayette,
New York (Soukup, 2005, October 17). From the original six members b&diis

that day the Church has sustained consistent growth both inside ar® aiftthe
United States. In 2005 the Church reported a worldwide membership of
approximately twelve and a half million (Avant, 2005). More thali of that number

are now reported to live outside of the United States (AZA5).

The Church in Aotearoa/New Zealand.

The Church has had a presence in Aotearoa/New Zealandtlsin€iest prostelyting

missionaries arrived in 1854 (Britsch, 1986). Just as the Churtte ibnited States
has a rich history of experience, highlighted by the early trigigasfeering members
and a subsequent entering and forging a new territory in théeWddnited States,
early members in Aotearoa/New Zealand have left a pioneéemacy for local

members. Hunt (1977) has explained,

The members of the LDS Church in New Zealand have a uniquadeern the
Church to which they belong. The younger members can look backvenak
generations in the Church. Many of their forefathers [sicehalayed important
roles in the establishment of the Mormon Church among the Nelarideas (p.

i).
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Early missionaries found success amongst European settlees mewiy established
country, and also amongst the Tangatawhenua. In 1898, 90 percentGifutwh’s
approximately 4000 members were &fii (Avant, 2005). One reason for the appeal of
the Church, when other Christian faiths failed at the tsm@ostulated by Mol (1966),

It appears that the Mormons are successful both in maintainiirghtiid in the
Maori and in maintaining their own ways...although the Mormons pay the
appropriate attention in their church clubs to Maori history, geneabrty and
crafts, and although they encourage such lively Maori activigesinging and
dancing (which the older Christian missionaries frowned upon) themgth lies
particularly in their non-Maori mode of social organisatiang éhe dedication of
their un-paid American missionaries (p. 39).
Although M ori Church membership numbers have declined over the last one
hundred years, the social organisation to which Mol (1966) regéeysontinued. The
success of early and subsequent missionary efforts has rhatas tnational Church
membership has increased, leadership positions are bé@agffdm within the ranks

of local members.

The Church’s push for creating a local leadership has been greatiged in
Aotearoa/New Zealand. At the end of 2005 the Church reported aersnbin the
country of 94,722, making Mormonism the sixth largest denominatidmeicauntry
(Avant, 2005). Those numbers are divided into twenty-five stakesnamerous
wards and branches throughout the codni#vant, 2005). The New Zealand
Temple, the first of the Church’s temples to be erected irSthghern Hemisphere,
was dedicated in 1958 and serves as a symbol of the Church’s highe$t Hoial
infrastructure calls for a large number of people to fill posgi of leadership

responsibility.

% Based on numbers in the area, congregations acegin either a ward or a branch, each overseen by
ecclesiastical leaders. A stake is made up of apgod wards or branches and headed by an
ecclesiastical leader who oversees the area.

“The New Zealand temple was dedicated in 1958. dtttme there were only eleven other temples in
the world, with the majority of them in Utah, inetinited States. Since 1995, when there were 59
temples, this number has more than doubled, witistcaction on more temples announced regularly.

In temples worthy Church members do work to uphb&Church’s focus on families.
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Church leadership philosophy.

The Church is run by a vast network of lay leadership. This méah£cclesiastical
leadership positions are filled by unpaid congregational membearghé Church
continues to grow and expand throughout the world the need for effésziyership

has increased (Cooley, 2005).

All leadership positions in the Church are viewed as an opportunggrie, and are
referred to thus in the Church. The Church has consistently tehaghalt members
have the potential to be effective leaders. The majoritm@inbers at some point in
their life are given a chance to hold leadership positions, anenamiraged to take

every opportunity to serve others. Soukup (2005, October 17) has explained,

No matter where Mormons live, they find themselves paat étwork of mutual
concern; in Mormon theology everyone is a minister of a kingryewe is
empowered in some way to do good to others, and to have good done unto them:
it is a 2f%century covenant of caring (p. 60).
Leadership training is generally givafter one has received a call for service, and not
before. Training prior to receiving formal leadership calligyseceived personally
through striving to live the principles of the Gospeind through living the

Commandment@and other doctrines of the Church.

The church and servant leadership.

A prominent example of servant leadership for members of the IGharaddition to
those already cited imfhe New Testamenis found in theBook of Mormon King
Benjamin, Book of Mormonleader, upon his impending death calls his people

® The principles of the gospel of the Church aregiin the 13 Articles of Faith, written by the

Church’s founder Joseph Smith. The principles atérned in the fourth Article of Faith which states
“We believe that the first principles and ordinasmoé the Gospel are: first, faith in the Lord Jesus
Christ; second, Repentance; third, Baptism by insinerfor the remission of sins; fourth, the laying

on of hands for the gift of the Holy GhosPdarl of Great Price2003, p. 60).

® The Church of Jesus Christ of Latter-Day Saints @hristian Church. As such it holds as sacred the
text of theHoly Bible including the 10 commandments given to Moses onM&inai as recorded in
Exodus 20: 1-17. The King James Version is thattmasimonly used by Church members.
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together to give them his last counsel and advice. In thisclspee implored all

people to serve one another, as he always sought to serve them,

Behold | say unto you that because | said unto you that | had spent syynday
your service, | do not desire to boast, for | have only bedineirservice of God.
And behold, | tell you these things that ye may learn wisdonb;yhanay learn
that when ye are in the service of your fellow beings ye areiorihe service of
your God. Behold, ye have called me your king; and if I, whom yeycaf king,

do labor to serve you, then ought not ye to labor to serve one anotietizAold
also, if I whom ye call your king, who has spent his days in geuwrice, and yet
has been in the service of God, do merit any thanks from you, @dwaught to
thank your heavenly King! (Mosiah 2: 16-19).

King Benjamin did not expound upon a list of specific actions he had takeder to
be a servant leader, nor did he tell his people ways in whichctindgl show service
to others. That was up to them to decide. Instead, he outhiaedlt service rendered
to others was service to God, and therefore worthy of theofidervice. Likewise, on
a contemporary plane, Church leader Featherstone (1995) outliis¢ofaways in
which service might be rendered, but concludes by stating “énvarst leaders do not
need a checklist of these character traits, for thveythem daily” (p. 130).

Although it is not a prerequisite to receiving Church leadershimgs]lin addition to
regular church services on Sundays in which gospel teaching anishdetakes place,
the Church also conducts weekday religious classes to asgsuitg members in
gaining a spiritual education while they may be attending seiqistitutions of higher

learning. Classes are run under a programme called the Crducht®n System.

The Church Educational System

The CES is a global religious education provider headquartered Weistern United
States which offers the Youth and Young Adults (roughly correspondingeto 1y
17 and 18-30), as well as their educators, an opportunity to entteicespiritual
knowledge and develop leadership skills based in the teachingsusf Christ, and to

prepare for service both inside and outside of the Church.
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In 2001, the CES began a course entitled “Principles of Leadénshiph breaks
down specific principles that the Church deems necessary femtieé leadership.
Literature for the course states “members of the Churohlearn to be leaders”
(Intellectual Reserve, 2001, p. v). This corresponds to thec@8ksuteaching that all

members need to have a responsibility in the church (G286, November).

The CES is responsible for the educational pursuits of the Churefidi religious
education is one arm. Other CES pursuits include Church owned sitieee{BYU
Provo, BYU Idaho, BYU Hawaii, LDS Business College), sirteecondary schools,
of the which the one in Hamilton, Aotearoa/New Zealand is ghtotlbe closed
(Church College of New Zealand) with many others dotted throughoutati&cP
Islands, as well as continuing education programmes. Enrolmengédl iof the
programmes of the CES currently numbers approximately 1.2 milioridwide.
(Wikipedia, 2006, September 12).

A significant portion of religious education, as it is defifgy the Church, includes
the seminary and institute programmes. Seminary is for stuckgdd 14-18
corresponding approximately with the intermediate and high schoolagks)stitute
is for students aged 18-30, roughly corresponding to the college-agedfgeyoung

adults. The stated objective of religious education in GES i

to assist the individual, the family, and Priesthood leadeeccomplishing the
mission of the Churchby 1) teaching students the gospel of Jesus Christ 2)
Teaching students by precept and example, 3)providing a spiritdabaoial
climate 4)preparing young people for effective Church serviceel(gctual
Reserve, 1994, p. 3).

The institute programme.

The first CES Institute of Religion was opened in 1912 in SaltelL@ity, Utah
(Berrett & Hirschi, 1988). In the late 1960s, as Church-owned sstajohigher
education continued to expand to capacity, the ability of the Charoversee the

education of its members became increasingly unrealisteadérs therefore

" The stated mission of the Church is to bring atitd Christ” (Moroni 10:32).
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established an expanded institute programme to ensure thdditiom to secular
learning, as many adult students as possible also had the opportubdgaime a

“student of things eternal.” (Institutes of religion, 1973, Octppe8).

In 1970 the First Presidency, or the highest members of the govdrodygof the
Church, issued this statement regarding institute to be re8dnday congregations

throughout the world,

To meet the need for religious instruction for our youth, we hat@bkshed
Institutes of Religion convenient to more than 200 junior colleges:;-year
colleges, and universities. In these Institutes our young peopje reteive
religious training comparable with that received in Church schodstthe same
time enjoy the benefits of living at home, at less expensty the added
advantages of the protection, guidance, and companionship of theliesa(as
cited in Institutes of religion, 1973, October, p. 9).

Promised blessings for participation.

Although no automatic Church leadership positions are given to gradohtie
institute programme, a promise is given to students thategsfdithfully put their
religious studies first in their lives, they will receivadded blessings with their
pursuits inside and outside of the Church. Perry (1998, August), camember of
the church’s governing body, made up of the First Presidency arguibreim of the
Twelve Apostles, had this to say regarding the mission ofé¢h@nary and institute

programmes,

| know the power that comes from associations in the seminatyirestitute
programmes. It has enriched my life, and | know it will do shene for you. It
will put a shield of protection around you to keep you free from tmptiions
and trials of the world. There is a great blessing in hasirighowledge of the
gospel. And | know of no better place for the young people of the Chugztina
special knowledge of sacred things than in the institute and sgmpirrammes
of the Church (Perry, 1998, August, p. 7).

The CES in Aotearoa/New Zealand.

Aotearoa/New Zealand was to become one of the early retspié the expanding
religious education arm of the CES in 1970. The first Institoté®eligion outside of
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the United States and Canada were established in 1969 in Austichliare@at Britain
(Cooley, 2005). Since the formation of those first programmes natienal
enrolments have rapidly increased, reflecting current Churcmbmeship trends.
Worldwide, CES religious education is currently taught in 134 cosnthieellectual
Reserve, 2005), and the number of CES religious education studente aitthe
United States is now larger than that within the UnitedeSt(Cooley, 2005).

Before 1968, small pockets of home study were practiced in vatamaions
throughout the world with students self-teaching using materialsfgam Church
headquarters in Utah. However, in November of 1969, Rhett Jdoreserly a
proselyting Church missionary in Aotearoa/New Zealand, wagrassito oversee the
widespread implementation of religious education programmes of Cimgrch
throughout Aotearoa/New Zealand (Britsch, 1986). James’ journatde the goals

and hopes he had for the programme,

It has been my vision that the seminary and institute programmigs stabilize
this country’s Mormon youth and check the negative trends and theirveegat
sources. If successful, the pattern of increased midsimmple marriagés and
strong local leadership should follow. (R. James, personal coroatiom,
November 17, 1969)
With these goals firmly in mind, the programme was formalsirted in 1970
(Britsch, 1986). Formal teachers were called in pockets afdbetry where institute
programmes had been designated for implementation. Jamesaljéurther records
the geographical area for implementation as being “from KaikoWgdllington, and
from Hamilton to Hastings” (R. James, personal communicaktanch 11, 1970).
Institute enrolments for the first year of the programme stdoii68 (R. James,
personal communication, December 31, 1970). Since that timeui@stirolments
have continued to steadily expand. For the 2003-2004 school year instituberaum

were reported at 2570 (S. Soloai, personal communication, July 21, 200&8.time

& Worthy young men in the Church are admonisheeteesa full time mission (two years) to any

place in the world where they are called to go.rRates the common age for leaving is nineteen
although this age is the minimum with missionaglewed to go until they are aged 26. For young
women, missions are not a requirement, but aredimidual choice. Women who wish to serve full
time missions (eighteen months) may do so from2dgenwards with no limit on age.

® Members of the church strive to marry in the teenpt the house of the Lord. This requires both man
and woman meeting certain standards of persondhimess, and being given a recommendation from
local ecclesiastical authorities in order to redth goal.



20

of data gathering there were 1758 students enrolled in fourteen progsamm
T maki-makau-rau/Auckland, Aotearoa/New Zealand's largest, ambst

multicultural city (S. Soloai, personal communication, JulyZ2D5).

The first classes held in Taki-makau-rau/Auckland were conducted in a Church
meetinghouse on Scotia PlateClasses met there until in 1974 the Church sub-let a
building on Lorne Street, convenient to the campus of the Te Whamanga o

T maki Makaurau/University of Auckland, and the now Te rdhga Aronui o

T maki Makau Rau/Auckland University of Technology (then AIT ancRland
Institute of Technology). The building was dedicatany David B. Haight, then a
member of the Church’s Quorum of the Twelve Apostles. More thigy years later
the same building continues to serve as the venue for the IngtitiReligion to a
second generation of Church members. Anothendki-makau-rau/Auckland centre
for institute has been established in Manukau, South Auckland conveéai¢ne
campus of the Te Whare Takiura o Manukau/Manukau Institutedinology. Other

classes are taught in meetinghouses owned and operated bwtieb.C

CES curriculum

CES curriculum is administered from CES headquarters, ledBmaed of Education
headed by leaders of the Church as well as other qualifiedtedsicStudent manuals
are distributed on a church-wide basis. Teaching is also done fromafagut out by
church headquarters in Salt Lake City. This material givieeakdown of lessons to

be taught, and pertinent topics and issues to be covered in tlse ofstudy. Any
changes are made church-wide and not on a country-by-country basis. Howeve
“based on identified local needs and local priesthood direction, IE&frs may
further define duties and expected levels of performance for thogelehd.”
(Intellectual Reserve, 2003, p. 16).

19 Scotia Place is a small street off ofrifaki-makau-rau/Auckland’s famous Queen Street. The
Church’s first meetinghouse in Aotearoa/New Zealaad built and continues to stand on this site.
The building continues to be used for a varietZbirch administrative and recreational purposes.
" Dedicated, as it is used in the Church, refethéasite being blessed set apart for a specifibyse
one whom members believe holds the proper ecctesibauthority.
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Standard courses taught in the institute programme cover in-depthostiidymajor
works of scripture held to be sacred in the Church. Thes@laeHoly Bible, The
Book of Mormon, The Doctrine and Covenaraed The Pearl of Great Priceln
addition, courses directly relating to the other important Churchomas: namely
temple marriages, missions and increased local leaderstipei€hurch are also
specifically addressed in courses entitled Celestial Mgaridissionary Preparation,
more commonly known as “mission prep” and Principles of Leadershgrinted in

2001. Other courses are also offered.

CES administration

The CES is administered by full-time staff and educators. Adtnattors, directors,
and school principals are responsible for carrying out the objecivite CES and

for overseeing a particular area of stewardship.

In instances where resources and attendance allow, fulk¢imeobers are employed to
teach students. In instances where there is not resourcpamitgefor full-time staff,
teaching assignments are generally given to volunteers commdeltesk from
among the lay membership of the Church. Those assigned are gpemific
instructions of what they are to teach “you must teach the goépelhave no other
function and no other reason for your presence in a Church school sy§iemk;
1992, p. 10). However, the use of creativity in the personal appficand acquisition
of teaching materials on the part of all leaders in the GEShcouraged: “personal
development results from learning and applying gospel principlgsjrangy desired
skills, reflecting on current assignments, and trying new id@atellectual Reserve,
2003, p. 15).

While in their positions, full-time and volunteer teachersgiven training by CES

administrators. “In-service training” is given at various sntieroughout the teaching
year. Its stated purpose is outlinedTi@aching the gospeh handbook distributed to
all CES teachers to help familiarise them with thegsioin and aims of the CES. The

manual states “the primary purpose of in-service trainingimpoove teaching, but it
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also helps teachers learn how to minister and administereasansleader in CES.”

(Intellectual Reserve, 1994, p. 6).

CES and servant leadership concepts.

It seems pertinent here to add that although the CES proviesfis religious
education for students to increase their leadership skills andrstemding, this
project conjectures that the entire CES as an organisatmonducive to nurturing
servant leaders. Recent research (Anderson, 2005) identifie@EBeas a servant
organisation. The current thesis explores how the CES nurtureansdeaders
through the lens of those who carry out the administration and teaafh@igS goals
and objectives in Aotearoa/New Zealand. The following have mbmified in the
literature of CES and the Church as ways in which servadeiship is currently
incorporated into the language of CES, and may contribute to the iwaykich

servant leadership is conveyed by participants in the contéxisatudy:

curriculum-part of the Principles of Leadership course (prieampimber six)

Featherstone (1995), Church leader, has summarised servarshepdhus:
“servant leadership is based on a profound respect for the childnererof
[sic]. It requires leadership traits that do not demeabaske or otherwise
cause those we lead to feel inferior. Servant leadershiy bfesses, and
changes lives in a positive way” (p. 128).

as a value in the CES for leaders and teachers (p#ne @DP programme)

also called serving leadershipgOne of the gospel principles, or values,

important to CES is that of servant leadership. A teacharléader of youth.
Many CES teachers are also asked to lead and train otluetsaJesus
taught that leadership is service to those one leads.” @atiedll Reserve
1994, p. 7).

as evidence of discipleship As Christians, being followers of Jesus Christ
means following the way Christ lived. He stressed sentleerefore service is

important to salvation. “The desire to serve the Lord is tarakresult of
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conversion. It is the central purpose of effective religious dunta
(Intellectual Reserve, 1994, p. 6).

Preparing young people for effective Church serniibe-CES has a strong

emphasis on serving, and the forward-looking expectation of l¢adei$here
is also a belief all positions will carry with them a de#nikeadership

component.

Chapter Summary

This chapter has given an overview of the contexts of tlesigh Background
information pertinent to understanding the practice of servamtetship in the
Church and in the CES was presented. The forthcoming Liter&eveew will

explore servant leadership and put forth the aims and significative current study.
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Chapter IlI: Literature Review

The purpose of this thesis is twofold: to explore conditions in whichuh®h spirit

flowers, and to generate literature on servant leadership agplies in a religious
educational setting. To date no studies corroborating the nurtiepegts of servant
leadership have been conducted. The geographical context chostmdfors that of
Aotearoa/New Zealand with participants selected from volunteachers and
directors of the CES.

In Chapter I | overviewed the personal impetus for the choicergdisieleadership as
a research topic. | also introduced the central metaphor tHatbevithreaded
throughout the project. Background of study contexts was covered in-depliapter
Il. The garden is intended to aid in the conceptualisation oegband analysis of
findings. This chapter will review pertinent servant leabgr literature to “ground”
the study. The chapter will conclude with a presentation of stisely outline,
including research aims, justification for the chosen researcstiguefollowed by

scope considerations.

Early roots of servant leadership

Servant leadership as a concept, while enjoying a modern reseydgess been
present in leadership thinking for thousands of years. Simply sta@dant

leadership is moral based leadership that places primary émcbhecoming a servant
prior to assuming leadership (Greenleaf, 2002). It has sometimesdescribed as

leadership from the inside-out (Covey, 1998).

Servant leadership has been closely associated with livin@dliden Rule, a service-
based philosophy widely applicable in its scope (Lad & Luech&al838; Manz,
1998). Covey (2002) has illuminated that "all of the enduring megtigious

traditions of the world are unified when it comes to certain hasierlying principles
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or values" (p. 4). The need to serve others has long been a foundastueafor
religions such as Christianity, Judaism, Hinduism, and Buddhisme li®wften
equated with the manifestation of service. For instafbheHoly Bible explains that

the two greatest commandments are to,

love the Lord thy God with all thy heart, and with all #oul, and with all thy
mind. This is the first and great commandment. And the seconkkisirto it,
Thou shalt love thy neighbour as thyself (Matthew 22:37-39).

Scholars have often pointed to prominent examples of servant leaderabhing
found in early Christian history (Reinke, 2004; Blanchard & Hoddga)3;
Thompson, 2002; Lee, 2002). The life of Jesus Christ provides, for itienperfect
example of the servant-leader. Writings on the servant exavh@érist represent a

sizeable portion of current servant leadership literatureari¢ld today.

Scriptural evidence of Christ’s servant-leadership is found ghaftéér the record of
the Last Supper when, upon completion of the Passover meal he ‘idéd has

garments; and took a towel and girded himself. After that heeffowvater into a
bason, and began to wash the disciples’ feet, and to wipe themewith he was
girded” (John 13: 4-5). Upon seeing their Lord and Master performinghahofore

reserved only for the lowest of servants, the disciples igmest Christ. The
following admonition came “ye call me Master and Lord: and yeasdly for so | am.

If 1 then, your Lord and Master, have washed your feet; ye @lght to wash one
another’s feet” (John 13: 13-14). It appears Christ's position kEsmder did not
exclude him, but rather compelled him, to take upon himselfrthitle of servant.
With this declaration Christ projected that true leadershipois above any task,
however basic, that can bring true comfort to someone else. dtlership lesson
here appears to be not in the physical act of washing feet, the ghift in mindset it
set in motion for the disciples at that time, and to those who dansequently taken
up the challenge to serve in like manner.

Looking at the teachings of Christ, there is found within ancseripture a further

admonition to develop servant leadership,
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Ye know that they which are accounted to rule over the @sm’tiercise lordship
over them; and their great ones exercise authority upon thersoBiall it not be
among you; but whosoever will be great among you, shall be yourtenindd
whosoever of you will be the chiefest, shall be servaatl§f(Mark 10: 42-44).

It seems through this example that by stressing leadership threenyice the
common tendencies of traditional top-down models of leadership vigiblie
Gentiles i.e. unbridled dominion over others, pride, and leadership dioself-

interest, could be combated.

In analysing Christ's stated reasons for coming into the warlis evident that
service as love was a motivating factor behind His actions @oBd). Christ came
to do for others what they could not do for themselves. He weunhd doing good,
healing the sick, causing the lame to walk, and showing genuinesl@reto those
who would be his eventual killers. His whole life was an actes¥ise, moving
towards a final act of service that ended in death and subsegsiemécgion. Christ’s

love was outwardly expressed through His unfailing serviceherst

The teachings of Jesus Christ were revolutionary for the timehioh they were
given. Christ’s teachings represented a shift in worldview higdtlighted individual
responsibility for action and obedience, opening doors for heightenatityeand
critical thought in helping others. No longer was “an eye foeyai the creed of the
day, but rather to turn the other cheek was declared divinen@hat: 38-39). Love
was to be characterised not by action it excluded, but by theétenfinssibilities of
how it could be showed, strengthening the giver and the receivienpatgco. This is
further substantiated through numerous accounts in the Bible illumgnabe

scripture “God is love” (1 John 4: 7).

Modern outgrowths of servant leadership

Building upon ancient text and other early examples of servant &aplescholars
have sought to build a growing literature base in which to rigoroeisiynine the

12 Similar references to the same admonition canladsimund in alternate places in the New
Testament (KJV). Matthew 23:11; Luke 22:24.
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underlying principles of servant leadership (Spears, 2002; Farlioge St Winston,
1999). Much of modern servant leadership literature incorporatesme degree the
writings of Robert K. Greenleaf, who is commonly accrediteth wihe modern
resurgence of the ancient concept of servant leadership. Gieemigortance in the

rise of servant-leadership is expressed by Ferch (2005),

Robert Greenleaf was a businessman in America who deviotedlf to silence
and to reflective quietness from his own spiritual traditiohjctv is a Quaker
tradition, and out of that he started to form this idea of seneatership. His
definition remains an important compass for all who desire to ldadistened
with awakened purpose (p. 7).

Greenleaf's seminal workhe servant as lead€i970) has been the catalyst for an
increasing number of books, as well as hundreds of journal articletheses over
the last thirty years (Spears, 2005). Consequent to these medremsumerous
organisations, websites and societies devoted to increasing thenassmand practice
of servant leadership across all sectors. Several provigle malets for continuing

dialogue on servant leadership.

For example, responsible for many published works on servant-leadéssthp
Robert K. Greenleaf Center for Servant Leadership, formdyCenter for Applied
Ethics, but renamed in Greenleaf's honour in 1988bert K. Greenleaf2005). In
addition to numerous collections of essays and articles, the Cramepublished
several volumes of Greenleaf’s writings includiggrvant leadership: A journey into
the nature of legitimate power and greatnd&eenleaf, 1997)On becoming a
servant-leader(Greenleaf, 1996ajand Seeker and servant: Reflections on religious
leadership(Greenleaf, 1996b)'he Center works to support those who wish to apply
the principles of servant leadership in their organisations, amebidquartered in the

United States with ten international brancfies

In addition, in 2005 the first issue ®he International Journal of Servant Leadership
was published by Gonzaga University in partnership with The Gree@Gkafe for

Servant Leadership. Further, Regent University holds an annual Rblendin

13 A listing of current international branches of TBeeenleaf Center for Servant-Leadership can be
found on the Center’s website: www.greenleaf.org
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Servant Leadership, now in its sixth year with presenters faosious sectoré. In the
education field, increasing numbers of universities, schools and adutation

programmes offer courses and instruction specific to seraaheghip’.

The literature of overcoming self

Greenleaf spent nearly forty years working at American pfelee and Telegraph
(AT&T), finishing his career with the telecommunications giamtmanagement
development. During that time he saw great changes in legaeshonly within his
workplace, but also in national and international spheres. It wasgdiis time his

ideas of servant leadership were sown.

Greenleaf attributed the solidifying of his theory of servaatiéeship to a reading of
Hesse’s (1956) short novéhe journey to the eagGreenleaf, 2002)in this work a
band of men embark on a mythical quest. The men are aidedaliiafalfand capable
servant, Leo, who sustains the group with his spirit and se&itgoes well until
one night the faithful servant Leo goes missing. The band of mealds. By the
end of Hesse’s work we find that Leo is in fact a great leddader of an Order of
men, and, Greenleaf asserts, it is his proven serviceasttibé key to his being so.
Underscoring the action of the book, the unnamed narrator undergoeseyjasrhis
fascination with Leo reaches fever pitch. Leo, accordinGreenleaf, was the ideal
servant leader because of his dedicated service. But atedling lesson, Greenleaf
highlighted, can be found as the narrator undergoes his initiatiorthiat Order of
men of which Leo is head: the servant leader must not onlg,deuv inspire others to

do the same. As Greenleaf (2002) explained,

His final confrontation at the close of his initiatioto the Order is with a small
transparent sculpture: two figures joined together. One is Leogttier is the
narrator. The narrator notes that a movement of substanaking place within
the transparent sculpture. ‘I perceived that my image wHiprocess of adding

4 Proceedings available online

http://www.regent.edu/acad/sls/publications/confieee proceedings/servant_leadership_roundtable/ho
me.htm

*For a comprehensive list of schools see The Graéfllentre for Servant Leadership homepage.
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to and flowing into Leo’s, nourishing it and strengthening it. Itrseg that, in
time. . .only one would remain: Leo. He must grow, | must disape. 24).

This quote seemed to present a quandary in light of Greenlestsot servant
leadership. If the test of servant leadership is that the$ged grow as persons,
becoming more autonomous, wiser, freer, and healthier, does thgoriardesire to
“disappear” negate this test? Must those growing in the garden tioguegy take
upon themselves the servant characteristics they see disjag#ters? Is that the
lesson Greenleaf divined that caused him to declare “the sdeealsr is servant
first—as Leo was portrayed”? (2002, p. 23). Taken in light ofptiesent study and
connectedness to the greater themes of love and nurturing of then hejinit, the
narrator's desire to disappear may be the very key to thengeesd# Leo’s true
servant leadership. The narrator in Hesse’s novel seemea/¢onmade the essential
servant leader shift of putting others before the self Adre.only way to help Leo
grow is to serve him with love, to have Leo’s needs put bdfisr@wn. This in no
way indicated the need for blind or uncreative service, but pleeeégo aside in
light of a higher goal, a quality that makes servant leagershigue (Sendjaya and
Sarros, 2002; Parameshwar, 2005).

Until the transformation of the narrator, Leo’s servant lestdprappeared good as it
related to the example he sets to others, but was not proveantldhe final change
of mindset did the lesson of servant leadership really seemdortfirmed. Likewise,
the admonitions of Jesus Christ that leaders be servantsneegssarily founded in
his example of service, but the evidence of Christ’s true setgadership may be
found rather in the lives of the disciples and others who have consgoadeth and

lived the admonition.



30

Issues surrounding modern servant leadership-Weeds

More grounding necessary

In spite of the growing literature base of servant leadersihremains a burgeoning
field, with much groundwork to be done. Much of the literature opts thirty years
has been to establish the theory in recognised thought (Laub, 1999). Elethis is

the case, much of the literature is problematic in that what might be termed

“popular literature” and offers a fairly one-sided positivewiof servant leadership.

Some scholars have deemed Greenleaf’'s descriptions as inadeguasearch
alone, and too broad for individual application, arguing that Greediéaiot base his
ideas in tested research (Reinke, 2004; Farling, Stone & Winsd@). “Greenleaf
developed the concept of servant leadership from an intuitivehinsidowever, he
provided no empirically grounded definition for the term. Insteasnérely proposes
that the ‘servant-leader is servant first.” This open-ertdihition leaves researchers
with many unanswered questions” (Reinke, 2004, { 4-5). Greenleafisie
description has proved problematic in establishing servant |éspless a viable

theory in modern academic thought.

Defining servant leadership

In order to pave the way for increased empirical evidence, ame meore acceptance
of servant leadership in academic thought, much focus in thatlite has been given
to defining the concept for use in academic dialogue. This, Laub (Z0@3yst)

argues, is necessary to widespread acceptance of Seadership,

If we are to pursue research and scholarship in thedidi&hdership, or within
the sub-field of servant leadership, we must be clear on ouwfusmcepts and
terms. We must state our understandings clearly and boldly amdmelthe
challenge that should inevitably come from other theorists andita@f-makers.
Our textbooks should be able to confidently state definitions the¢ Heen
developed through the crucible of scholarly debate and then they shotitsse
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definitions to shape a consistent framework for their ongoing distiss®n
leadership. We should not be using definitions of these critcals haphazardly
or carelessly. Our definitions should shape our dialogue around thesesthed
provide the basis for ongoing inquiry to create a solid and credil#arasbase
for servant leadership. When we do so we will begin to seeategr@cceptance of
an understanding and practice of leadership that truly is wbddging (p. 9).

Many authors, including Laub (1999), have made attempts to definanserv
leadership, being careful to make the definitions as brogujjicable as possible.

Examples from the literature include,

servant leadership emphasizes increased service to othleobstac approach to
work, promoting a sense of community, and the sharing of poweedisidn
making (Spears, 1998, p. 3).

Servant leadership is an understanding and practice of leaddrahipldces the
good of those led over the self-interest of the leader. Selaaadrship promotes
the valuing and development of people, the building of communityrdeice of
authenticity, the providing of leadership for the good of those rédttae sharing

of power and status for the common good of each individual, the total
organization, and those served by the organization (Laub, 1999, p. 83)

leadership that puts the needs of others and the organisatipis foisaracterized
by openness, vision and stewardship, and results in building commuthip w
organisations (Reinke, 2004 | 35).

to honor the personal dignity and worth of all who are led and to evokadsas
possible their own innate creative power for leadership (Sie%7, pp. 10-11).

you take the self out of self-serving leadership (Lee, 20021 )p.

Each of these definitions, in varying degrees defines seteadership as either
giving to others or a taking away from the self in order to facusthers. In this way,
they all touch upon Greenleaf's core definition, that the “serieader is servant-
first” (Greenleaf, 2002, p. 22). However, there has noeyetrged a definition which
has been widely used, nor tested through scholarly debate, whicreivasl $o
replace or eclipse Greenleaf’s simple definition. There beypumerous reasons for

this lack of solid definition.

For example, the majority of servant-leadership literat@mains qualitative, a

methodology in which historically, Bryman (2004) suggests, resaardie/e not
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built sufficiently on studies conducted by others. In addition,arebers are not in
concurrence about the level and attribution that should be givereemi@af since his
writings were mainly based on intuition (Wells, 2004). Furthertha@sunderlying
concepts of servant leadership have not been defined, their faxplezation might
give credence to a particular definition. These areas wfgparticular concern in the

conception of this thesis, and remained of particular impoetanits discussion.

Characteristics of the servant leader

Still in the early stages of theory development, many haveunsmhtto ask the
plethora of unanswered questions surrounding servant leadership.wbhast
characterises a servant-first, or the servant-leadebdms the focus of much of the
foundational literature. Increasing lists of characteristars be found in the literature
(Featherstone, 1995; Patterson, 2003; Spears, 1998; Laub, 1999). Thesst bsit to
explore what makes servant leadership unique, but also rdikeanindset that in
adopting servant characteristics we “change the question isvitahat we want?’ to

‘what is being asked of me?” (Covey, 2002, p. 4).

Spears (1998), CEO of the Greenleaf Center for Servant Lstaplenas compiled the
most frequently cited list of characteristics made aftese reading of Greenleaf’s
works. These have been tested in the literature and found todmel agpresentation
of servant leadership (Anderson, 2005; Griffin, 2004). Spears’ ligtlights certain

attributes the servant leader will take upon themselves,

1) ListeningGetting in touch with one’s own inner voice and seeking to
understand what one’s body, spirit, and mind are communicating.

2) EmpathyAccepting and recognizing others for their unique spirits. Assuming
their good intentions at all times, never rejecting othernseaple, while still
refusing to accept certain behaviors or performance.

3) HealingServant-leaders see the opportunity to help make whole those who
may have broken spirits or emotional hurts.

4) Awarenessself-awareness strengthens the servant leader. It alhenservant
leader to see holistically and in an integrated way.

5) PersuasiofRather than using personal authority, the servant-leader seeks
convince others. The servant-leader seeks to build consensus.

6) ConceptualizatiofThinking beyond day-to-day realities

7) ForesightUnderstanding the lessons of the past, the realities of tiserjre
and the likely consequence of a decision for the future.
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8) StewardshigHolding something in trust for another.

9) Commitment to the growth of peoplReople have value beyond their tangible
contributions as workers. The servant leader recognizes émeendous
responsibility to do everything possible to nurture the personalegsiohal,
and spiritual growth of employees.

10)Building communityAs institutions have replaced local communities, the
servant-leader seeks to identify means whereby commuanitpe built.

(Spears, 1998, pp. 3-6).

Spears’ list brings out a focus on wholeness (see espediatbning, healing,
awareness, and commitment to the growth of people). Not oalgthers put first by
the ideal servant leader, but who they are as people, wakatsnthem up as complete
humans. This has reference to the mind, body, spirit split spokdiyy @ncient
philosophers such as Plato (trans. 1970), and also places emphdsispamnsbn as
s/he relates to the relationships that form their existeBgedefinition, a holistic
approach “attempts to nurture the development of the whole pdisisrincludes the
intellectual, emotional, physical, social, aesthetic, anditsal’ (Miller, Karston,
Denton, Orr, & Kates, 2005, p. 2). By emphasising “othersitasle people, servant
leadership encourages leaders to envision their service@sngdeyond the leader
and led interaction, to the ways in which that interaction migigle and affect

others.

Other lists bring out a focus on love, trust, and humility. Regdpakterson (2003)

identified seven core characteristics of the servant-leadguing that service is the
end result of a process, much like the journey described by @aéewnhich begins

with the interior agapao (agape) or moral love of others awdd avith the active

expression of that love, or service. For Patterson, selgadéership is viewed as a
way of life, a state of being as opposed to a leadership Sglterson’s research
revealed that a characteristic servant leader disgh@yfoliowing characteristics,

“(a) demonstrates agapao love, (b) acts with humility, (ejtrsistic, (d) is visionary

for the followers, (e) is trusting, (f) empowers followensg &g) is serving” (p.8).



34

Exploring paradox

Servant leadership has also been described as a paradox (Klenke, S00@)
scholars have found the term servant leadership offensiveeisrs to the treatment
of especially women and minorities throughout the centuries. ECair{2005),
taking a feminine stance argued that because “leader” isatljypia male-oriented
concept, “servant” automatically became a “marked” term phajected a perceived
inferiority typically female identified. The author argued thather than neutralising
the talk of a highly male-dominated organisational world, timetaric of servant
leadership actually accentuated gendered language by offermghalogical ideal

while perpetuating a continued patriarchal stance in organishtioliare. She stated,

The term “servant” connotes a subjugation of an exiatesuibject that is
dependent upon the presence of a “master” for his/her sociatidmcand
organizational life. The term “servant” thus representsase sbf submission,
complete with various degrees of oppressive ramifications andrpowelances.
At its root, “to serve” means to be self-sacrificing. Hu of serving thus makes
the organizational member subject to the whims and/or diatht@sigher order
of discursive structures (Eicher-Catt, 2005, 1 9).

Spears (2004) acknowledged Eicher-Catt’s stance, but arguetheéhtsrm servant

leadership holds substantial merit upon closer analysis. Hareléc

For some, the word servant may prompt an initial negative coromtdte to the
oppression that many people—especially women and people of colour—have
historically endured. However, upon closer analysis many corappi@ciate the
inherent spiritual nature of what Greenleaf intended by thengaof servant and
leader. The startling paradox of the term servant-leadershipsto prompt new
insights (Spears, 2004, p. 21).
What new insights might be gained by a re-examination of thedpa? Greenleaf
(2002) seemed acutely aware of the juxtaposition when he questiohedrifiés of
servant and leader could “be fused in one real person, in alkle¥edtatus and
calling? If so, can that person live and be productive ingakworld of the present?”
(p. 19). Greenleaf was confident the two could coexist. Asatgued, the paradox is:
how can one, a servant, often associated with lowly station anahtasks, be at the

same time a leader, at the forefront and responsible for male@ogions, for
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influencing people? For the paradox to work, the servant must be assoan
thought with lowliness, the back-stage presence, the humble eWilign seen
through the eyes of Greenleaf’s test, however, further questizestaat compound
the paradox: Why would those who have become healthier, wiser, freee
autonomous want to also become servants? What differentiatesaatdeader from
a servile leader? A possible explanation is that the wondastias it is used in
servant-leadership draws on both of two possible connotations: #veegae in
defining and visualising the concept, a positive one in practice amifestations of
it. Both meanings have continued into modern times, and both are rinfzeré

celebrated in the literature.

In modern times, the negative connotation of servant has rdefinite decreases in
health, wisdom, freedom and autonomy, that which best upholds skEradetship as
a paradox. A servant may only get the worst food, the poorest eshyoatuld be
bound to their master, and personal agency and self-determinatianstied if not

altogether abolished.

But such meaning was not always the case. Coming through Engyiieblegy, the

connotation of servant took a definite ennobled meaning in the 1100sas.i.

became associated in England with knights who served the kingguaeds of the
day (Wilton, 2005, May 22). Knights were given special privigetw@ their service,
and held an esteemed place within society, their serviceedieas a privilege and
honour. While their service kept them within strict bounds of tgyalervitude and
knighthood have come to mean almost opposites. The ennobled meaningof se
propelled by those who identify others as servant leaders in tdratlire today
(Grazier, 2005; Griffin, 2004; Lawton, 2004; Crippen, 2004).

Before the split from Germanic, the word knight (or knecht) connttedlower

servile association, closer to that of the word slave @Wil2005, May 22). The
servile connotation has also continued to today. The image ofirensdescending
to lowly tasks, such as in the example of Jesus Chrissasuamistakably tied up in
the conceptualisation of the servant-leader. Being a seirvdhis association of the

word is also celebrated in present literature. For examptgjoSanni (2000) relays
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the actions of a servant-first school principal who, when shersable in her school,
took opportunities to literally serve in any way that presenteelf,itsvashing

uniforms, getting on her hands and knees to clean the school, perfaupipgsedly
out of the way tasks for a leader, much like the exampfehoist. While outwardly
the actions may solicit the upholding of stereotypes, the actrengoazerned by the

greater inner drive to serve.

Overcoming the paradox is the imperative will and choice todsnant. “Becoming
a servant-leader begins with the natural feeling thatxargsto serve, to serve first”
(Greenleaf, 2002, p. 23, italics added). The want and the dedieea servant-first is
a personal choice and cannot be imposed. While the words servantidad Have
different meanings, they are not polar opposites in meaning. The tgppb#ie word
servant is master, and while certain hierarchies and msds&t uphold that leader

and master reflect one in the same, Bordas (1995) has idgntifie

servant-leaders serve something greater than themselvesthgagrthat nourishes
the common good, something greater than their causes or deeds.eleyhe

inspiration that guides their life: the essence of whay there born to do.
Servant-leaders serve their life’'s purpose (p. 181).

Hence, a servant leader is bound by no person, no task, only bgdgee bontext and
inspiration to which they identify. Inspiring others to become a#s/ themselves,
servant-leaders consistently ask the question: is this persog @obe better able to

identify and live their own life’s purposes through my actions?

Tapping the cultural soil

Servant leadership is defined through the culture in which prasticed. Many
cultures have a rich history of service practices that ebartmg ways in which
servant leadership may be manifest. Reiser (1995) has higllitifgenstance of the
Japanese for whom team building and consensus have long been il poaitice.
Yet, Reiser (1995) contends that what works for the Japanese doeeassarily fit
other cultural contexts, indeed should not fit. He stated “in the endamnot do it

their way. . . the ‘glue’ in our highly diverse society (fbe tauthor, the United States
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society) must be derived from something else, something thatii@ to our own soll

and our own rich cultural and spiritual traditions” (Reid&95, p. 55).

Exploring cultural manifestations of servant leadership furtNetson (2003) writes
of the African concept of ubuntu, highlighting the significantgroup solidarity in
the giving of service. Roughly translated the term “ubuntuamse’l am because we
are” (gtd. in Nelson, 2003, p.8). It means that one person ebesisuse of the
relationships that exist and have existed between the membdns gfdup. This
concept of interconnectedness is, Reiser (1995) argues, nats@m@® groups in
South Africa, although historical events have not upheld the concepibrer a
widespread ideology in that country. However, the psychology seagesa
fundamental “native to our own soil” concept upon which a culture ofaséerv

leadership might be built.

In Aotearoa/New Zealand Whatarangi Winiata, quoting a convemsatith Te

P hopa Kaumtua in Diamond’s (2003)\ Fire in Your Bellyspeaks on the nature of
rangatiratanga, translated as dvi self-determination, or chieftanship, as a practice
closely related to openness, serving others, and community buildingspects as

have been identified, to be closely related to servanieleship,

To me, leader is a fairly narrow word, it's helpfid think in terms of

rangatiratanga...’'te kai a te rangatira he korero, the food othieds is talk;

number two, to tohu o te rangatira, he manaaki, the sign of atiranigabeing

able to look after others, generosity; and three, te mahiaagmtira he whakatira
| te iwi, the work of the rangatira is binding the iwi. 7).

Snedden (2004) describes the concept of rangatiratanga as sieegetkerosity.

These concepts, as they relate to the make-up of modern daftdaw Zealand
represent a vantage point rich in cultural heritage from wrechast leadership may
be locally defined and practiced. They stand in unison with sthésd visions for the

future of the nation,

New Zealand’s attraction for so many for so long has been its etradirming
and caring for people whoever they might be, and for giving thenopportunity
to seek their destiny providing they encourage others to do the s@hnere has
been this sense of belonging to a community that respects sexifoa others.
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Unfortunately, with increasing materialism and the encourageduipuof
competitive self interest, this precious ethos is endangeféel. must recover
altruism. (Hinchcliff, 2004, { 21).

The problem

People, organisations and cultures have practiced servant l@pderkighly variant

ways (Reiser, 1995; Nelson, 2003). Spears (2004, Summer) explained,

Each of us has our own personal beliefs, and we all tioge beliefs with us
into our expressions of servant leadership. As deeply personalssixme of
servant leadership, each of them is valid, and | believesmbaire called to honor
them all (p. 3).

While the practice of servant leadership appears as infinraligd as the humans
who strive to live as servant leaders, the end point and #ie d# the true servant
leader appears same in all cases: to see that the neattiersf are met first, and that
others are better for their interaction with the organisatbenit cultural, religious,
educational) and/or the self. That is the hallmark of livimggoing servant

leadership.

As yet there has been no systematic analysis of the cormfe@eenleaf’s test as
they apply to nurturing, nor attempt to apply them in context. piosited that the
exploration of servant leadership as put forth in Greenleaf's (1880)tay assist in
creating a greater understanding of how servant leadership canloeduim context,

and thus aid in establishing a more widely applicable definitiaiheftoncept. This

thesis will employ a case study methodology to address this proble

Research question

With the stated problem in mind, this thesis attempts to aneefollowing overall

research question:

How does the CES nurture servant leaders?
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The central research question was formed from extended pondering ugpogeaof

sub-questions:

What are the goals of the CES in regard to the developrheatvant leaders?
How do CES volunteer teachers and directors understand sezadatship?

What are the feelings of CES volunteer teachers and diseatmwut their
experience of servant leadership in the CES?

How do CES volunteer teachers and directors apply their undersggaoidin
servant leadership in and out of the CES context?

To what extent does the Aotearoa/New Zealand context affect the

development of servant leaders in the CES?

Research aims

The research aims of this thesis are drawn from the résgaestions raised above.
Drawing from my experience as a student in the CES in Amdéldew Zealand, |
wanted to explore the experience of servant leadership @&s ipracticed in the lives
of those who could provide an organisational perspective of the GESlirectors

and volunteer teachers. This said, the aims of this study are

1. To describe and analyse the practice of servant leaderthip the CES institute
programme in Tmaki-makau-rau/Auckland.

2 To critically discuss servant leadership as it apphiesreligious education setting.
3. To define servant leadership.

4. To critically analyse how the CES in Aotearoa/New Zealamdeeting the need of
generating and perpetuating local leadership for the LDS chactkeadership in the
secular workplace.

5.To contribute to the current lack of research about the CE&itagprogramme in

Aotearoa/New Zealand.
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Significance of the study

The current study has the potential to contribute knowledge on howskradership
is understood and carried out in context. The study may provide ins@IGES
administrators in visualising relationships of service, and hoW wancepts of
servant leadership are being incorporated into the lives of cueaders. The study

will address a gap in CES literature in Aotearoa/New &tedhl

The present study may also hold significance for researamen ileadership field.
The findings of this study may serve as useful groundwork for contiexjgdration
of the nurturing aspects of servant leadership. Also, fudhpacking some of the
issues of servant leadership as presented in the litereguiew are intended to
provide further evidence to support mapping the as yet largely tedhield of

servant leadership.

Assumptions

The research question for this thesis assumes that seezddrship is currently
practiced in the CES. Anderson (2005) conducted a study correlatingnser
leadership and the CES through use of Laub’s (1999) Servant Orgarabat
Leadership Assessment (SOLA). He found that the CES praetidedh correlations
to servant practices, although the quantitative study did not eXpbevesuch service
was practiced in context. Castro (2000) conducted a qualitative atiegal study on
servant leadership in the CES. He found that the degree to gdmnahg leadership as
an organisational value was practiced across cultures withirCEf® was high.
Building on these studies, it is conjectured that servanetship development is
already an integral element of the organisational cultur€E®. From these two
studies, | make the assumption that servant leadership shouldcke/pé at various
levels of the CES organisation in the Aotearoa/New Zealan@xiofithose who were
asked to participate in the present study were assumed tornamtse or servant
leaders themselves, and were asked to provide informatioa bsw elements of
servant leadership, formed from the preliminary literatterdiew, were felt and

experienced in context.
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Delimitations

Delimitations in this study are present to help control tfepesof the thesis. The
study was limited to the Tnaki-makau-rau/Auckland region, covering the
geographical area from approximately Orewa in the north to Papakdha isouth.
The purpose of this was to lessen the number of variablesrtlyathave been
introduced with a wider participant base. The delimitation of yees of teaching in
the Aotearoa/New Zealand context was also given to furthernglimivariables and
to ensure that as far as possible participants were ablemment on their local
context of responsibility. Secondly, the focus groups were coadiueith 16, or
approximately 22% of the possible population of volunteer teacherssdinigle size
was deemed appropriate to the qualitative, theory-building methodoldbis aftudy,
but it is not intended to represent the views of the entir& @&unteer teacher
population in Tmaki-makau-rau/Auckland. Thus triangulation methods were used to
increase reliability.

Chapter Summary

This chapter has given a history of servant leadership tiiteraaddressing in
particular current issues raised in the literature:preblems of definition, issues of
paradox and stereotyping, Greenleaf's lack of empirical groundinggtieas in
characteristics in and across cultures were also addresskghtl of the Literature
Review, the problem, research question, aims and significdrtbe study were also
put forth. Chapter IV will present the methodological procest#se thesis.
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Chapter IV: Methodology

The objective of this chapter is to make transparent the methodadegythroughout
the research cycle. The chapter begins with a discussion mégbarch design. | will
then detail the knowledge paradigm within which this study livelisduss reasons
for choosing the qualitative structure of the project, followed byeakdown of how
data analysis took place, and explore how the chosen methodologyaprégie to

the overall design of the project.

Research design

The purpose of this qualitative study is to explore relationshigermice through the
concept of nurturing the human spirit in organisational contexts. Radlgif the
study seeks to explore how servant leaders are nurtured in oneuskglucational
unit, that of the Church Educational System of The Church of Jdwist Gf Latter-

Day Saints in Aotearoa/New Zealand. The central reseprestion for the study is:

How does the CES nurture servant leaders?

The case study approach allows for exploration in context as Cé666) has

described,

A contextual approach offers three interrelated advantages.iFaah clarify the
meaning of abstract formulations. Secondly, it can provide adoessrmative
insights that may be obscured by theoretical accounts that ramntia level of
general principle. Thirdly, it can make us more conscious of timkdos that
constrain our theoretical visions when they are informed only by isHamiliar

(p. 2).

To carry out the qualitative methodology three CES full-time dirsgbarticipated in
in-depth interviews answering open-ended questions relating tonsdezalership,
and more specifically, their experience of servant leadeiisiside the CES and in
relation to their cultural context. Second, three groups of wwedunteachers

participated in focus groups at CES institute locations throughauiaKi-makau-
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rau/Auckland. In order to create triangulation of methods | alseedaout three
ongoing, unannounced classroom observations and document analysisei@ sev

documents and publications pertinent to the CES.

Theoretical framework

This project attempts to obtain from participants their lieggeriences of servant
leadership. As such, the study is set in the interpretivadgan, meaning that it is
intended to explore the nature of a phenomenon as it is experienties limes of
people. Grant & Giddings (2002) explained “as a researcher in thegprgtive
paradigm, you relate and interact with your participants in feortetlo come to
understand their experiences and the meaning they ascribe to(fhem6-17). The
qualitative methodology of this project allowed me to interath whe participants,
build rapport, and establish an environment conducive to discussion befare dat
gathering began, whether it was over the course of extendedairheiefly before
interviews and focus groups began. The follow-up and transcripkicigeghase also

allowed for additional chances to build and further estabdittionships.

Why a qualitative study

Consistent with the aims of the study, | employed a qualitatethodology to “study
a phenomenon/situation in detail, holistically and in context” (Punch, 20081).

Conducting the study within the qualitative framework encouraged rayt@\be

consistently conscious of multiple levels of meaning as theyeapghiroughout the
research cycle. A further purpose of qualitative methodologyo iscapture and
discover meaning once the researcher becomes immersed ingh@\#aiman, 2003,
p. 145). Hence, multiple and evolving meanings were sown as sh&bknowledge
met with new knowledge reaped in this study. Further, Conger (1998ubgsested
that the study of leadership lends itself to qualitative methodolsdgaalership is a
highly complex phenomenon. He further suggested that a qualitgtpreach is able
to bring “paradigm shifts, insights into the role of context, dadgitudinal

perspectives that other methods often fail to capture” (ibid., 1998B). Because
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context plays an important role in the conception of servant léapgeiSonger’s

(1998) conjecture further supports the choice of the qualitateteadology.

Acknowledgement of subjectivity

Subjectivity is one of the points all qualitative researcharsst acknowledge.
Creswell (2003) explains that employing a qualitative methodologats that the
researcher filters the data through a personal lens thatigdes! in a specific socio-
political and historical moment. One cannot escape the persosigratation brought
to qualitative data analysis” (p. 182). Pursuant to this point,d again acknowledge
that | am a member of The Church of Jesus Christ of Latgr-8Baints, and a
graduate of both the seminary and institute programmes of the EE&

acknowledging this subjectivity implies several positive points

Firstly, | have spent prolonged time in the general contexudf/sSecond, | have an
already established connection with the language of the LDSdliaittCES teaching.
This leads me to acknowledge that my values and beliefs arei¢cably tied with the
Church, and my views on education are compatible with the doctime teachings
of the Church as they are expressed and taught in CES.

By acknowledging this bias early, | was able to employ consistfrmonitoring

throughout the study. Creswell (2003) explains,

the qualitative researcher systematically reflects on whar lsée is in the inquiry
and is sensitive to his or her personal biography and how it shhpes
study...introspection and acknowledgement of biases, values and tstéves
reflexivity) typifies qualitative research today. The peedoself becomes
inseparable from the researcher-self (p. 182).

Permission to conduct the study

Approval from the Auckland University of Technology Ethics ComraitfARUTEC)
for the study was obtained off' May, 2005 with amendments to be made to the

original proposal. The major amendment involved the furnishing arslated copy
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of the Participant Information Sheet and Consent Form for pamisipti had been
indicated in the ethics application that language serviceBtrbgyneeded due to the
highly diverse nature of Taki-makau-rau/Auckland and of mMaki-makau-
rau/Auckland Church membership. Participants had not been selec¢hes stage of
the research process. After reviewing the most likely laregiag be needed, the
researcher elected to pursue a Tongan translation of the fovits, further
translations to be completed as necessary. This processdelaijéeng the beginning
of data gathering proved a tremendous learning experience. Timeemia which
concepts were understood and translated from English opened to thehesea
greater understanding and heightened sensitivity to the ways ih aditcral context
has deep and meaningful presence in personal knowledge. Alligeart& indicated
they were comfortable to participate in English. Howeveandlated copies are

included in the appendices of this thesis for reference.

Permission to conduct the study was also sought from the Church Bdat&ystem
at CES headquarters in Salt Lake City. Permission wasegtan 22 June, 2005. It
was not until after this letter was received that partidipavere formally contacted
for participation in the study. An initial meeting with the Courdigector was held to
discuss the overall aims of the project, establish rapporttaodganise a time in
which directors could meet together to carry out the interpimgess. Data gathering

began approximately two weeks after the CES confirmatiter leias received.

Selection of participants

As is the case with most research, the structureisthiesis has evolved throughout
the thinking and learning process. It was originally to be a dnmethods project
using questionnaires of a wide range of CES stakeholders includiSgsCients,
graduates, teachers and directors with several intent@tmngulate data. However,
realities of scope garnered increased focus and | decided/hihati most wanted to
explore were the individual experiences of those in present positfideadership in
the CES, meaning just directors and volunteer teachers.cofapelled to learn more
of their experiences as servant leaders in their contextcandderstand how they

perceived the CES had shaped their servant leadership tersdencie
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Chosen participants fell into two groups, directors and volunteehées. Although
the responsibilities of each vary greatly, in order to gha best overall view of
serving leadership in the CES as an organisation in AotearoaZidaiand, and to
triangulate data, both perspectives were sought. The questionnatle dusing

interviews was substantially longer than that for focus groups amdstheflected in
the findings. The input of both groups helps to present variant silethe

organisational structure. Both groups were also included to assisangulation of

data.

Population

The population of this study is directors and volunteer teacherheofChurch
Educational System of The Church of Jesus Christ of Latter-Bawts in

Aotearoa/New Zealand. The seminary and institute programméseo€hurch are
currently held in 129 countries (Intellectual Reserve, Inc., 2006)ldwide, the CES
employs 3,443 full or part-time teachers and administratorshisrseminary and
institute programmes (Intellectual Reserve, Inc., 2006). dtithe of data collection
Aotearoa/New Zealand employed 8 full-time staff to overseadnenistration of the
religious education, or seminary and institute programmes ofCthach in the
country (S. Soloai, personal communication, July 21, 2005). Two ifudl-istaff

oversee the running of institute in mMaki-makau-rau/Auckland. 100% of maki-

makau-rau/Auckland staff, in addition to the Country Director, gagted in in-

depth interviews.

In addition to these paid staff, an additional 39,058 volunteer teaahdrsupport
staff assist in carrying out the mission of the CES througti@utvorld (Intellectual
Reserve, Inc., 2006). At the time of data gathering there @5 volunteer teachers
in Aotearoa/New Zealand, and 115 in the institute programm&d®ai, personal
communication, July 21, 2005). 72 of these teachers are maKi-makau-
rau/Auckland. Between the three focus groups a total of 16 tsatbek part,
representing approximately 22% of the potential participant poolsthtistics for the

selected participant population are presented in Table 1.
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Category Worldwide Aotearoa/New T maki-makau-
Zealand rau/Auckland

No. of students 730,404 5555

Institute 367,034 2570 623

Seminary 363,370 2985

Full-time employees| 3,443 8 2

Institute 8 2

Seminary (8) (2

Volunteer Teachers| 39,058 295 175

Institute 115 72

Seminary 180 103

Source: Intellectual S. Soloai, personalS. Soloai, personal

Reserve (2006) | communication communication

(2005) (2005)

Collectively, full-time staff and volunteer teachers argpomsible for overseeing the

religious education of all Aotearoa/New Zealand religious dcastudents.

Institute enrolment for Aotearoa/New Zealand is approximately 2&id@sts, made

up of both those attending college and non-students aged 18-30. Institliaesrr

for the ten stakes of Taki-makau-rau/Auckland was reported as 623 for the first

semester of the 2005 school year covering February-July (S.iSpeasonal

communication, July 21, 2005).

The participants were each selected for their ability toe gim organisational

standpoint on the experience of servant leadership in the CHStengrogramme.

The personal views and applications of servant leadership gleacivere sought

from all participants. Directors interviewed were fuiiié employees while all

teachers were unpaid volunteers. Inherently, because ofdiffeirence in position

and the nature of their differing responsibilities, the viewpoidee expected to vary

in perspective. While this was not always the case, teeers of the two groups
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have at times been divided in analysis to acknowledge thavahisnt may have
some bearing on the depth of experience and organisational understanskngaot
leadership. Questionnaires were first administered to digedtpon completion of
in-depth interviews, collaboration with select directors took glas to pertinent
guestions from the interview schedule to ask in focus groups. Tetiang at least
two from each subheading were chosen. The goal for this collaleosslection
process was to ensure that the project would be of most bentigse administering
the CES programmes in Aotearoa/New Zealand, and to crosk-tifa all questions
were relevant and appropriate to the volunteer teacher experi@ihe selection
process also took into account the inherent dual nature of sézadets. In order to
test incorporation of servant leadership principles, | deetmestessary that directors
as well as volunteer teachers needed to be asked simdatians that took into

account their servanthood as well as their leadership.

Geographical Limitations of the Study

The current study is limited to only themaki-makau-rau/Auckland region, covering
the geographical area from approximately Orewa in the north to Pajuria the
south, or the ten stakes or major ecclesiastical units covéreng maki-makau-
rau/Auckland region. The ten stakes are Papakura, Manurewaki] &apatoetoe,
Manukau, Mount Roskill, Panmure, Harbour, Waterview and Hendersbis.
particular population was selected based on the high concentradtionstitute
enrolees in the area, Maki-makau-rau/Auckland having a greater population of CES

enrolees and Church members than any other city in Aoteawa/Baland.

Ethical Considerations

Ethical considerations were given at each phase of the chsewle. Participants
were given a copy of a consent form outlining what they wereeatg to by
participating in the study. This form indicated that they were to withdraw from
the study until a certain point, and also that they were freathanaw any answers

until the time of data coding.
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Data gathering

Data gathering took place over a six week period beginning in dalyy 2005.

Individual in-depth interviews were held with CES directors respénsior

overseeing the administration of institute in then&ki-makau-rau/Auckland region.
After in-depth interviews, three focus groups were conducted witinteer teachers.
To further triangulate data, classroom observations and docunmysia were used
to round out data gathering methods. All interviews, focus grouygsphservations
were held in CES teaching sites inmfaki-makau-rau/Auckland. Although the initial
invitation to the Country Director was extended outside the ttigydirector drove to

T maki-makau-rau/Auckland to participate in the interview.

Personal interviews

Personal interviews were conducted with three administratmm fthe CES
responsible for overseeing the workings of CES in th@aki-makau-rau/Auckland
region. Participants included the Aotearoa/New Zealand CowWitector, and two
T maki-makau-rau/Auckland directors. Directors opted to use a pseudamg will
be referred to in the data analysis chapter as Directd8,Ar C to help protect
anonymity in answers. Question schedules were distributed two mlays to
interviews for directors to have time to think about the topgeo¥ant leadership and
their answers. A meeting was held with the three dire@sra group to clarify the
aims of the study and to answer any questions prior to beginningtémeiews. As
the study also involves volunteer teachers whom the directors eyvargecus group

meeting schedule was also devised in this meeting.

Interviews were scheduled to go no more than one hour. No one inteveeifor
more than this time, the average duration being approximately fontytes.
Interviews were conducted consecutively on the same day wihréaprding being

the main method of collecting the data with minimal note taking
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Focus groups

Focus groups were conducted at three separate locations nirakiFmakau-
rau/Auckland where institute classes are held. One focus grosiheld at a main
institute campus in South Auckland where one of the directors wodke\ersees the
institute programmes for assigned areas. The other two fooupggwere held in

stake centres where individual programmes are overseenibgtimte coordinator.

Each focus group was scheduled to go no more than one hour. All focus dayeags s
within this time although one was considerably shorter, approximategty-five

minutes due to the late starting time after classes fanigte¢ were completed. Focus
group participants were given the invitation to participateadt one week before the

focus group.

Focus group participants were selected purposively by the dirgespensible for
overseeing the programmes. | indicated to directors the ariteeded to participate
in the focus groups in order to assist them in selecting pantitsp One year of
participation as a teacher in CES in a Aotearoa/New Zealandapnoge was the
criteria. The directors, based on this criteria, extendedntvitation to teachers to
participate in the study. | also indicated to directors thatugkt the widest range of
views possible for input into the study. For this purpose teactmrsdifferent parts
of T maki-makau-rau/Auckland were extended the invitation to particigatam
those that were selected by the directors, three participamgsper group, also held

the dual position of institute coordinator.

Observations

In order to triangulate data, and to avoid presentational datsreom observations
were carried out, one each in the three locations where faoupsytook place.
Observations were unannounced and lasted for the duration of the class
approximately one hour to one hour and thirty-minutes. The objectivéovsee how

volunteer teachers interacted with their students, and hownseleadership was
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being carried out in practice. Classroom observations alsodserveep any bias |

might have in check.

In addition to English, | had the option of attending classes taughammo&h,
Tongan, Niuean, and Chinese on two of the campuses. Thesesdksght the same
translated curriculum as all English classes, from classais and teacher manuals
approved through the CES headquarters in Salt Lake City. As myipray is in
English | only attended classes taught in English, and this allone to perceive

both the verbal and non-verbal instances of servant leadergbrigaciice.

Document analysis

A document analysis took place of documents relating to educatianificgiy, The
Chartered course of the church in educati@iark, 1992). In addition, document
analysis extended to teacher manuals relating to methods dfinga@rimarily
Teaching the gospdlintellectual Reserve, 1994) aktiministering appropriately
(Intellectual Reserve, 2003), and other student manuals retati@&S in regards to
servant leadership, primariBrinciples of leadershifintellectual Reserve, 2001). As
the main focus of the CES is to teach from the scriptures ardswbtiving prophets
contained inThe Old Testament, New Testament, The Book of MoffherRear! of
Great Price andDoctrine and Covenant&nd also the Church’s monthly magazine

titted The Ensignthis study will also draw from these sources.

Data processing

All participants who elected to do so participated in trapschecking following
their in-depth interview or focus group. A date was given uwtilich time
participants were free to withdraw answers before the dallggsas phase began. One
participant elected to partially alter their contribution on one ansiue to the
delicate nature of the subject matter discussed. | conduditeidam@scription of
interviews and focus groups, with this amounting to approximately ondréd and

forty pages of double-spaced, type written pages.
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Data analysis

Data for this project was collected around the central relseprestion: How does the
CES nurture servant leaders? Springing from this question aréoltbeing sub
questions categorised under the subheadings around which the questiorasire w

organised:

Serving leadership:How is servant leadership understood in the lives of CES
institute directors and volunteer teachers?

CES leadership: In what ways do the participants see the CES as an
organisation acting as a nurturing ground for improving their oveeaitant
leadership abilities?

The true servant leader: How do the participants see the manifestation of
servant leadership qualities in the CES as relating ta therall life
experience?

Cultural awareness:To what degree do the participants attribute their servant
leadership in the CES as having on their abilities to becomargeleaders

within their context?

Categories of data analysis

The categories of data analysis used in this thesis aretans®n of the central
garden theme introduced in Chapter I. | worked closely with ngareb supervisors
to create a list of possible garden elements might be &utdnow nurturing takes
place in a garden. These elements shaped the thinking process i@ldwmnships of
service might be seen in the light of conveyed participant expes in a religious

organisation. See Figure 1.

To aid in coding, all answers were entered into a matrigllapcomputer system to
aid in the ease of comparing answers. Clusters were forneanhd common
responses. Use of the computer system helped to visually disptaynonalities

between answers and to begin the coding section.
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Chapter Summary

This chapter has laid out the methodological considerations dh#sss. It has made
transparent the tools used to construct the study as well @fEcgtisns for the
paradigm in which this thesis works. Considerations of variougstaigthe research
cycle were explicated on methods used during data gathering, pnocessi
analysis. Ethical considerations were also put forth. Theviatlg chapter will

present the findings of the study taken from all data gatheduorres.



Figure 1 Garden Elements

Sur
Drainage

Plant¢

Rirds

Admirers

Seasor Greenhaolis

Bulbs Compost Blossom

Seedlings .
Root: Pesticide

Gardene

Watel Tools Bees Aromsa
Canopy
Worms Butterflies Sculptures Rocks
] Fruit
Pruning  Mulch o isati
rganisation
Growtk 9
Lahels ]
Coloul Swina/seat Trellis
wing/sea
Buds 9

Purpose ] Plant Foo
P Sail

Life

54



55

Chapter V: Findings

This chapter presents the findings of the study. The purposesdttily is to explore
the conditions in which the human spirit flowers in modern organisafidresgarden
will play a pertinent role in the presentation of findings and sube@ data analysis.
Data is here presented according to emergent themes found upamnagl data

processing.

Where deemed applicable, the views of directors are presentbe same area of
focus as those of volunteer teachers. To aid in the readitigedfindings, and to
easily distinguish between which group is being represented, eredhtf coding
system was used for each of the two groups and is indicatesl extidiof each answer.
For example D=director, with A,B, and C being used to indicateeadasiym for the
three participants, and VT=volunteer teacher with a number g&gk6genting each of
the participants in the three focus groups. VT numbers 1-5 repriesrist group

number one, 6-11 focus group number two, and 12-16 focus group number three.

Nurturing was established in the introduction as a holistic approach tisining the
mind, body and spirit of people. The findings are intended to help addessentral

research question for this study. Namely, to explore:

How does the CES nurture servant leaders?

The Questionnaire

The questionnaire for directors was significantly longer than dtunteer teachers,
and this is reflected in the findings. Upon completion of in-depthvietes, director
input was sought in forming an abbreviated questionnaire schedulecta §roups.
At least two questions from the original director questionnairee vgelected from

each area of focus for use during the focus group sessions. d$en réor this
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particular selection method was to maximise the relevancéndings for CES

directors and administrators.

CES backgrounds of the participants

Directors

Through their interviews directors in this study indicated thay came from highly
variant backgrounds. One had immigrated to Aotearoa/New Zeaftardwaprking

with the CES in Samoa for more than eighteen years. Anothevdr&ed in the CES
in Aotearoa/New Zealand for fifteen years having seven difterCES job
assignments within that time. A third director had recentlpeghemployment with
the CES after having worked previously in a finance backgroundiséittors were

male.

Volunteer teachers

All volunteer teachers in this study had at least one ye@ES teaching experience

in Aotearoa/New Zealand. They participated as teachersi€HES on a voluntary,
non-monetary compensation basis. Through the focus group sessions andl persona
references to work outside of the CES, seven of the sixtees fwoup participants
identified that they held professional teaching positions outsideedCES classroom.
Twelve males and four females participated in the three fgousgps, at least one
female in each focus group. Although not specified in the criterighe study, each

of the three focus groups also contained a volunteer teacheheldh the dual
responsibility as a supervisor for a group of other CES teachi@rs. of the

supervisor/teachers were female, one was male.

Of the sixteen teachers participating in the focus groupsftére participants were
Young Adults, or falling within the age group 18-30. This means thesevere
teaching others within their peer group. Of the ten particighatgell within this age

group, nine specifically mentioned that they had served a forrsigbyting mission
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for the Church. Only one of the four females that participatelderidcus groups was
a Young Adult. She specifically mentioned serving a prostelytnission for the
Church.

Recognising Relationships of Service

Participants identified several pertinent relationships throdgbhaservant leadership
could be made manifest. Many indicated that serving wdmace to give to others,
while in the same sentence they also spoke of service @spartunity for increased
internal satisfaction. A third relationship of service & discussed, that of service
in the context of a greater purpose. This finding in the data pawesistent with
Church doctrine of serving God first i.e. “thou shalt have no otleels®efore me”
(Exodus 20:3). Significantly, service for the improvement of CE&raorganisation
was not mentioned either by volunteer teachers or directorfieAgotal of the CES is
to progress the mission of the Church as its greater contexprttission was not

surprising (Intellectual Reserve, 1994).

Unseen Bonds

Participants were asked to name any characteristics abgsgciated with servant
leadership. The list was extensive and has been grouped intdl dvenaes below.
Several characteristics fit closely with those highlightsd Spears (1998) and
Featherstone (1995). Not surprisingly, findings were more inwitle Featherstone’s
19 characteristics as they closely reflect participants’ nstaleding of the life of

Jesus Christ. Most frequently cited characteristics were,

Show equality (VT3) (VT11) (VT13) (VT1) (DA)

Are humble (VT4) (VT5) (VT2) (DA) (DB)

Are knowledgeable (VT5) (VT10) (VT8)

Show love (VT8) (VT12) (VT13) (VT14) (VT16)

Are positive (VT10) (VT8) (VT3)

Give beyond what is asked (VT6) (VT13) (DA)

Are patient (VT15) (DC)

Seek for the Spirit (VT6)

Have a belief/passion in what they are teaching (VT2)8)MVT15) (VT16)
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Overall, the list shows a trend towards a deep conversiopdase, and in this case a
religious cause, to lead out of a sense of love. Charameristted by participants
seem to centre on the inward development of servant tendendigbeaimportance
of self-mastery. Missing from this list, although popular ervant leadership
literature, is a focus on foresight and conceptualisation. oretor this may include
the Church’s belief that personal revelation comes from only orieeddource. One
cannot receive personal revelation without preparing the selfeiog the servant-
first, in order to then become a steward over others. As withChurch
callings/assignments, the blessing of revelation on behalf ofsotwersedes the
need for foresight, and comes only as positional authority is givenaikers. The

only path to this stewardship type of leadership is througlcgerv

Service from Realised Potential

More than simply focusing on others, participants indicated hiegt themselves had
to first be in an able position to serve in order to then ingeaxtice to others. When
asked what it meant to serve, answers showed that seouittk rot be given from a
position of weakness, from an empty vessel, they had to fescénfident in their

potential to give, and understand what it was they had to gpeakg of servant

leaders Director A explained the trend this way,

There’s got to be a confidence within themselves tigt tecognise that they
have abilities and talents and that they can share those ahilitie talents with
others as they recognise the needs within them.

Many volunteer teachers expressed that they felt this innedemk. Eight indicated
a desire to serve in response to having been given so mubkh wmaly of personal
knowledge, experience, and talent. Participants acknowledgedththia talents,
experiences, and gifts on which to draw had been divinely bestowddasasuch
service was a way to show gratitude for being given these pergibts. Indicative

answers included,
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service is to use my gifts and talents to help somebody elséhatstinéy can turn
around and help somebody else (VT14).

to share what | have and help others to reach their potévtiab).

You're giving your best, not just your physical, mental, best,youtr spiritual
best to those that you're teaching (VT8).

using the Priesthod¥(VT7).
giving your time, your talents, your energy, to help otheppe(VT2).

| get to share experiences that | do know about from my mis&iom my
learning, and | get to share that with the students (VT3).

I'm sacrificing part of myself, whether it be time, knowledgvisdom, and
talents. Giving it to other people and allowing them to béefreim it (VT4).

Service as Mutual Strengthening

Although volunteer teachers gave answers that focused on strengtiotimérs, five
also indicated that reaching out in service could not only strengthers,ofiue also
themselves. Church doctrine indicates that a person’s relatsnshd knowledge are
the only “possessions” that will be able to be taken to the nexiDibctrine and
Covenantsl30: 18-19). As such, the importance of gaining ample positiveiagsac
and wisdom are important life goals, and service is a dinedtedfective way to
increase both. Personal increase was not portrayed as a asfiestt of service, but
rather as a chance for increasing personal enthusiasm to spur osgoigg to

others. lllustrative answers of the receiving side of serare illustrated below,

The greatest thing I've found out is when you give service yoaya\ind true
joy. It makes you feel happy, and that's what makes you want tcod®, frecause
it feels good (VT6).

We're helping people to understand...for me, what happens is, weestang the
way the Lord sees...we get an opportunity ourselves to progresscherted. ike
example, for me, I'm teaching Doctrine and Covenants. | knowimptat all
about Doctrine and Covenants, historically. Church history, | don't knogh at

' The Priesthood for members of the Church refethecauthority to act in God’s name on the earth.
It is given to worthy males in the Church and itsgose in to bless and serve others.
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all. By being able to teach it, I'm learning, I’'m growingmlprogressing within, |
guess, Church knowledge (VT3).

| think it's (serving) a twofold thing for me. It's like amyther calling in the
Church, you're giving your time, your talents, your energy, to béipr people.
But at the same time, when you're serving you're also giwogrself an
opportunity to grow in the role (VT2).

To serve is just to give of myself in order that | may be ablédelp others
spiritually grow, and at the same time myself (VT5).

Service to a Higher Purpose

A third category appeared in the general topic of servigarate and distinct from
the self and others, and that was recognition of service imthericontext of the end
goal of service. Volunteer teachers indicated they felt theye assisting in the
greater cause of helping in the work of their Heavenly Fatheswers indicated a
definite incorporation of the mission of CES and hence the missigmeo€hurch,
namely to help all to “come unto Christ” (Moroni 10:32). lllustratisaswers

included,

when you're in the service of your fellow beings, you are onljhéngervice of
your God’ (VT11).

serving my Father in Heaven, anywhere in the Church (VT1).

serving is helping Heavenly Father build His kingdom (VT8).

as we serve, not only do we help others and ourselves, weohmifid up leaders,
and that's in the scriptures to help others to come unto QWiis).

Servant Exemplars

The central role of Jesus Christ

Y This is a reference to a scripture fraime Book of Mormoim Mosiah 2:17 and is quoted near
verbatim by the participant. “And now | tell yowetbe things that ye may learn wisdom, that ye may
learn that when ye are in the service of your felleings ye are only in the service of your GochisT
may also be referenced to Ephesians 6:8.
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The life of Jesus Christ was by far the most importanbfatiat influenced the way
directors and volunteer teachers perceived servant leadeisehigs Christ's life was
held by participants as the number one exemplar of the séeealetrship style. When
asked what came to mind when the phrase servant leadershimeméisned, four
participants indicated that Jesus Christ came to their fingtdvith the term,

| think of Jesus Christ (VT10).
| think of the Saviour washing the Apostle’s feet (VT4).
Immediately it's the Saviour (DC).

Jesus Christ is someone that comes to mind when we talk abeattdeadership
(DB).

Ensuing interviews and focus groups upheld that participants perdhieelde of
Jesus Christ as a model of the perfect servant leader wihvolunteer teachers and
three directors mentioning Christ by name. The life of JE€usst was central to the
understanding and explication of servant leadership for participamd for

leadership in general. One participant explained servadetship this way,

without that word servant, you can get into a lot of trouble ashat wind of
leader you want to be. But having that word servant before it hslge stay
focused on Christ, and to teach as He teaches, and to maketthagféort for
those who are struggling (VT8).

Other participant answers about servant leadership assocshtmed an overall
vagueness. This was not unexpected. While participants madestiogation with the
life of Jesus Christ, they also felt that the principles efvant leadership were

generally applicable with living a good Christian life,

everyone can be a servant leader, everybody needs to learn remwetoeveryone
needs to learn how to lead because we all are servant ldaglessdepends on to
what degree you become a servant leader...if you are to becomedaagd
Christ-like Christian, and to be a valued person who partegpah the
community, of whatever it is, in our families, or whatewee always have to
learn how to serve, and how to lead. They're just good attribditesperson,
aren’t they? (DA).
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Family

The importance of the family was a trend seen throughout the ieweand focus
group sessions. The importance of families cannot be oversta@aurch doctrine,
and the trend in the findings will be detailed further below. Answiosved that the
CES was seen as a tool to assist families and furthes streir importance. Much of
servant leadership understanding stemmed from personal, fareldiabnships where
foundational teaching and learning take place. Families provided examples for
both directors and volunteer teachers of how and where servaetdeg@dshould be
practiced, and were frequently drawn upon to help explicate selwadérship
understanding. The importance of families in relation to CE®aséreadership is

shown in the following participant quotations,

Every parent, every father and mother is a servant leAder | think if we can
develop these principles, in the home, that being the comengacentre for
servant leaders...then it's a responsibility that all of us havES.@ a training
resource to help these families, fathers, mothers, indiMidieabe, with the added
word, true servant leaders (DC).

part of the Plan is to have children and that. Motherhood and fathernyawd,
know, having children is quite hard, a big responsibility. And ststhehy we
have Church. It's a resource for us to help these parents lttsavenly Father's
children properly, so that they can also do that to their chiloir¢he future. And
so, being in the CES, is just, for me, a part of a respiibsi(\VT8).

The husband and wife relationship was also held by all threetatiseto be a living
application of servant leadership characteristics and principliesctors especially
identified in the marital relationship a need, and an end fotyfte of servant-first
mindset called for in servant leadership. Findings upheld the Rloaatrine that the
family is the fundamental unit of society, and a prime drpental ground for

nurturing the human spirit (Intellectual Reserve, 1995).

Definitely a husband/wife relationship. Servant leaders gjke and take. The
marriage relationship, | feel, is probably the most diffieelationship, because
there’s very few relationships on earth where you are so imgiynanvolved,
totally. And, while it's the most difficult, it's the mosthe greatest too as well,
because you really do learn, and need to learn how to aedviead (DA).
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A personal experience with my wife. We've been marriegden years now, and |
made the comment to her that I'm discovering that there aetsleo love. And |
have discovered recently with us, a newer, higher levebwd that | had not
experienced as a newer, younger, husband, spouse, so to spesiprge@us.
And this has helped me to do, in terms of being a servant Jghdegh seen as
the patriarch in my family, with my wife, | have wanted mocetisan ever to
ensure that her needs are well addressed and taken carecbbfhgaown...the
result of that being, has been, an increase to both myself grttidngiver and the
recipient, of a greater relationship, a deeper relationshigreater strength and
loyalty... (DC).

Other examples

Not surprisingly, participants referred to Jesus Christ whenkspeaf servant
leadership at different stages of the focus group. For themvakehe perfect leader,
and as such, was the centre of their understanding of whatsbaalis. In a very real
sense, answers demonstrated that servant leadership espitdéssed in the ideal type
of Jesus Chrigtk leadership to those who participated in this study. Leadershigt is
divided into trends or foci, but rather a deepening commitment & lilke their
ultimate leader. Other examples of servant leaders cemme dcripture, particularly
from The Book of MormanTwo made reference to King Benjamin,Baok of
Mormon leader who tried to make sure the needs of his people weirbafore his

own,

He was one who was willing to get down to the grass roots landlwas able to
achieve an understanding with his people because he worked alongsidétioe
in Mosiah 2:14, I'm thinking of in particular, where he labourethwiis own

hands for the support of his people. So, he wasn'’t afraid to, wa$ie't alienated,
in other words, by his position, but was willing to, and recognsspaait of his

leadership responsibility was to be amongst and work with the pémteselves
(VTH).

On a more contemporary plain, other participants referred teségstical leaders and
three made mention of other world famous leaders such as MotlesaTand Diana
Spencer and Nelson Mandela. Servant leaders were those whadweired and

looked up to by the participants in all cases. All participaat® g¢xplanations of why
they had chosen their particular servant leader example witreesmig@monstrating a

great respect for the individuals mentioned and the infludregehad had on others,



64

One of my favourite people in one of the bisHBjis our stake. . . and he’s only
been a bishop, and a branch presitfebefore that, for a short time, but I've
spoken to a lot of people, especially the Y8Ytand Young Adults in, it was a
branch, but now a ward, and even just looking at them and seeiggothith in
them, and they just love their ward. And | know a lot of that cabse of the love
they feel from this man. And he’s a great leader. Thagsguality that stands out
is his love and his giving (VT2).

Eight participants referred to members of their family wlasked to speak of a
servant leader exemplar. Continuing the focus on the familyyvoleteer teacher

explained,

My mother. Anybody’s mother really. When | sit back and look attwsha does
in a day, | can’t understand how mothers can do so much. | alsotlgk'tof
anyone else who can discipline as harshly as she does, butsaimbetime she
comforts you so easily when you’re in pain or when you need help. amdat
the same time she’s humble enough to receive counsel from hgr fas he
honours his Priesthood (VT4).

Examples of servant leaders were deliberately sought afthscussion of servant
leader characteristics. In addition to the characteristsd in the specific question
above, the participants indicated several other important athasdics that help to

round out the picture of the servant leader. These included,

Worried about individual needs (DA)
Simple (DA)

Christ-like (DA)

In-touch (DA)

Invoke peace (VT13)

Have proper authority (VT16)
Integrity (VT3)

Happy (DB)

These characteristics and exemplars help to round out the ptilne servant leader
as described by study participants.

18 A bishop is responsible for overseeing the ecaisial congregation in the Church known as a
ward.

9 A branch president is responsible for overseeingeeclesiastical congregation that has not yet
reached ward status due to numbers of members, lackaof Priesthood holders to oversee the
governing necessary to make it a ward.

20'youth in the Church are young men and women ageti71 They have their own programmes in the
Church specifically catered to their needs.



65

Potential relationships of service

Directors indicated that they believed all types of people could lamdd become
servant leaders. This was consistent with the teachings foul@E# leadership
material that stated everyone has the potential to beeoleader. Directors did not
rule any types of people out, but they did mention specific typesopig¢hat they
felt might have a certain predisposition to being servant feadlae scope of the list
was extensive and reflected their belief in the widespredevance of servant

leadership,

-Government leaders (DB)

-Parents (DB)

-Leaders of the Church (DB)
-Community leaders (DB)

-Young Single Adults (DB)

-Those with a strong work ethic (DC)
-Humble people (DC)

-Those who love their work (DC)
-Certain cultures (DA)

-Churches (DA)

-People in structured organisations (DA)

Findings for this question demonstrated varied interpretations dfuéstion. Two
directors, A and B, interpreted the question as meaning typesabiigiséd leaders
that may have a leaning toward servant leadership. They bstesral groups of
people generally associated with non- or low-paid work such as parenthood
community work, and politics. The lean towards the non-profit seets not
surprising considering the clear links between service and iblangbmpensation
highlighted in the literature review and findings of serviceassions given above.
The second interpretation was closer to personal characterisid as representative

types of servant leaders.

The types of people listed reveal various areas that havebeely lightly touched
upon in current servant leadership literature (i.e. parenthoddjrceultures, Young
Single Adults). These examples highlight potential areashichwservant leadership

studies are or can be taking place. An illustrative examplé,oftheertain cultures,
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highlights one director’'s belief and understanding of servant igligethrough the

servant-first tendencies inherent in his spouse’s culture,

| have an Island background, my wife from Tonga. The way sheraised she
was taught to serve, to give, and as | think of her, fronbaekground, and her
culture, because there’s a hierarchy in Tonga. You've got tigedtithe top, and
then the nobles, and then the commoners, is what they’re knowndaso, there

are occasions throughout the year where the commoners know thaetheythe

nobles who serve the king. And because the king is all powehigl,is the

tradition in Tonga, there’s that element that they have ldamthat culture being
born and raised there, to always serve. And so, because williggness to, or

being raised in that environment of service, as | think abosihéfs always been
that way (DA).

This example carries through the trend in participant answeitsthe servant-first
attitude is paramount for being a true servant leadercird identified what he felt

to be a point of origin for his spouse’s servant-first tendentlas.may be helpful in

being able to nurture servant leaders, by encouraging the stmodgyeloped sense
of service that may already be a part of a person’s life.

Role of CES

CES and relationship enhancement

Directors were asked to discuss their experience in the €E3edated to leadership.
Each indicated widely varying experiences, tenures and assighgigeh to them
within the CES, and their leadership experience was exterisagh acknowledged
that their leadership skills had been enhanced through servittge iICES. They
indicated that they were happy with the assignments they hade@dbus far in the
CES, and that assignments had taught them valuable lessons edutership. All

three indicated that they had undergone huge life changes in éineers with the
CES. The overarching theme was where they served was ingp@sant as how they
served. Time in the CES was all counted as time servinghatever capacity the

service was given.
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CES and “the clock”

Because teachings in the CES are based in Church docplging the principles
learned in CES settings consistently overlap with other respotisgisuch as
Church callings. Directors indicated that they held Church pasitconcurrent with
their CES assignments. This made for a blurring of lines wheame to knowing
when leadership in one arena began and the other ended. CE$sHgadvas
described almost as a consistent state of being. For instamcejrectors indicated
that they held the position of Bishop outside of their CES positio@hurch calling
which requires many hours of dedicated service. Director A iretictitat he had

reached this point in his life,

| guess | get to do it five days a week you might say, althougiob extends. |
don’t know when you punch in and punch out, but it's constant and ongoing (DA).

CES and personal relationships with Jesus Christ

Two of the directors indicated that their time in the CES heattly helped them to
know and follow better the life of Jesus Christ, for them thenalie example of a
servant leader. The changes that they saw in themselues pgsitive and they
explained that their time in CES had helped them to liveGbspel with increased

conviction.

I’'m more mindful of what | say, how | administer, and how | comivate with

others, based on the model of the Saviour as the Good Shephetdnk CES

has sort of brought more into focus an ideal for me in termseofSHviour, a
model...to follow more so intimately the example of the perfecvant leader in
our eyes (DC).

| have become more like the Saviour in terms of His charaot my character
striving to be more Christ-like. | would say that that would e thing that |
would recognize the most now...you develop Christ-like attributes, aaratier
(DA).
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CES and the relationship with self

The Church is an organisation that members believe is orgadrysédd, and run on
earth by people. This means that the organisation is not imtauhe mistakes that
people can make, but the organisation exists to assist peoplectndéetter in their
lives. All Church positions, each carrying with them varying degrof leadership
responsibility, are given to the imperfect people that makénepChurch. Members
believe that the course of the Church, and of the CES (sek, @B92) is to continue
in growth, in spite of the weaknesses of people. Believing immadourse translates
into a great need to have faith, and to perform required taskw tbest of one’s
ability when a position is accepted. Director A makes this pasnit relates to his
tenure in the CES,

There’s no ups or downs in the Church, they just move us around. And so the
concept of, in CES we talk about each of our job responsibiliiessignments.
They're not promotions demotions. And | think that has taught me that 1, don’
and | never has as far as | know, sought for any promotion or ganbé&en
thrilled about the various assignments I've had in CES in eightears...it's
really taught me about service more than this hierarchicadldly ladder
promotion etc...That it's how you serve. And if you're given angassent, and |
was asked to make, obviously, quite a few changes in my CE8rca far, and
some of them | had no idea. And | wasn’t, you might say, psmfieally qualified,
although | did become qualified after the assignment was diweorked hard to
get my degrees and certificate, well, certificates, stildam. You know, there’s
still things from me to learn academically, secularlyebance what | do in terms
of the CES career. And | think that has taught me about sdeadership. That
has kept me humble, that has helped keep me, | guess, @whesimportance of
who | am employed by...if you want to be a servant leader, then yee tha
know who you serve, and that sometimes will lead you to things yghtmever
even have thought of before, | assure you. And things within CE§dbae not
qualified for, academically, in a worldly sense. And it requielot of faith, lots
of faith, but it requires also a willingness too, becausenitt easy...And, when |
was asked to go...into the classroom, | wasn't a professional, igdai@acher,
and that took a whole leap of faith. Now any person could have sgid,henot
qualified, but the brethren said to me at that time, the @B8els said, that we
feel you would, you're the one that we would want to have that experi&ow,
true servant leadership | think, is manifest by, obviously not golyve just got
to recognize, who is the leader. And there’s got to be an amouwmyaify, and
you have to exercise great faith to do things within CES. Orteedditectors here,
and you'll interview him later, actually both directors, theyiten of great faith...
(DA).
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CES and trials

Directors indicated that their time in the CES had hetpech to increase in patience
when it came to both themselves and others while growing intereiiff leadership
roles. This may have a direct application to the amount df, faist spoken of,
encouraged in CES. As with other churches, a focus on foundation@isvis strong.
For instance, in order to take on new assignments, the patergrew into those
roles is also necessary. Different aspects of inarggsitience were seen in director

answers,

We train leaders of tomorrow to replace us, and that’s howvaire them (through
delegation). Give them something to do, hoping they will learn ftbeir
mistakes. As leaders we should understand and expect mifdXes

Patience, not only with one’s weakness and imperfection, bedhas can be
highlighted in leadership, but also seeing and being patient witththrécomings
and weaknesses of others that you're serving, that you're helpibgcome, or
helping those weaknesses in others as well as in yourself to bestmngths
(DC).

CES and knowledge

Several of the participants mentioned that serving a formsdion for the Church
had a direct effect on their desire to teach in CES. Durisgiigsion young men and
women are given constant opportunities to teach, proselyte, ersgivice. Many,
nine volunteer teachers and one director also shared experiémsegsgice in light of
their mission. Although serving a mission is not a prerequisitéeiaching in CES,
many of the participants had served in this capacity and saweet dorrelation
between teaching in the mission and teaching in CES. Experienceg that intense
time of teaching and service were seen as being continued thenwgtesn the CES.

Illustrative answers included,

| wanted to teach when | got home from my mission. | learned hosath there,
because | didn't know how to teach at all. | didn’t realise hovas Vearning to
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teach when | was out on the mission, but | came back and | wasyhonghare
still. I wanted to teach regardless of whether it was sayior institute. It didn’t
matter what | was going to teach, | was ready, and | wianteeach (VT3).

Teaching the students. . . it's really been a blessiwvg.grown heaps. Especially
after serving a mission. That's all you do is teach. Andrntsedible. Every time
you teach, especially the gospel, in the CES. . .you seeathieug You try to
follow His example (VT7).

CES and teaching tools

When asked what they felt were the main benefits of paaticig in institute for
themselves and CES stakeholders including students and volumigiegre directors
indicated there was an increased opportunity to know and understand thd. Gospe
Participants conjectured that increased knowledge through CESigstitin should

lead to consistent focus on living Church tenets. Simply st#tedCES is a vehicle

for furthering the mission and ideals of the Church. CEStish@oChurch itself, and

not a centre of originating doctrine, but one of the vehicles thraingth doctrine is
conveyed. All aspects of the CES point to upholding Church doctrinengrdving

and empowering people who are and allow themselves to be touche®gdtor C

explained,

Our ultimate goal is essentially to live back with God. And ideorfor us to
achieve that we must know Him, and the Saviour. And so | séaiesas “a”
programme provided by the Church, through Church Educational Systempto hel
individuals, teacher and student, know God (DC).

Director B spoke of the benefits he had seen in his tenure WatlRES. Personally,
he had been able to see the mission of the CES come to fruitithe asitcomes
spoken of by Brother Rhett James (personal communication, Neveliip1969), i.e.
increases in missions, temple marriages and local leapengre exhibited in the

lives of the students,

We have witnessed a lot of students change their lives frorse to good, from
good to better. I've witnessed a lot of temple marriages, staidieat have learned
the principles of the Church and strengthened their testimami¢éise Gospel

(DB).
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Like directors, all volunteer teachers answered that the@@®ad a positive impact
on their leadership abilities. Teaching positions were neweorte shan to others.
However, all participants indicated that there had beedefinite increase in

leadership abilities and skills from their first CES expece.

Volunteer teachers indicated the biggest benefit of CES ipatiien was the ability
to experience and appreciate different perspectives. Eight iedit@at they felt they
had increased in their appreciation of different perspectiv@s their leaders,
students, and other teachers. They had come to appreciate maaduieof what
each person had to contribute in the work of CES and hence in the wioekpofg

others to “come unto Christ” (Moroni 10:32). More than anything howewstyvers

indicated that any opportunity to see and know better Jesus Christ veamefit. One

volunteer teacher explained,

Every time you teach, especially the Gospel in the CES...yeulse Saviour.
You try to follow His example. We never walked the way thatwddked on the
earth, but we can try. The more we work at it and try the mar@eceive His
image in our countenance and we take His image in our dfail}MT7).

CES and reinforcement

Seven participants also cited participation in CES as giiagopportunity to more
fully live their lives in harmony with the teachings of {Bespel. Serving in the CES
was a constant reminder to them of the doctrines and commandohéimés Gospel.
Answers included an increased desire to live in tune with tlotride they were
teaching in their classes, a deeper striving to have thé& Bptheir lives, and an
increased testimony of the truthfulness of what they weaehing. The overall effect

was shown in the following statement,

It brings balance to my life because sometimes you have thgsendere you're
in such a rush you forget to do the basics. And being a part ofh€IgS bring
balance to my week. Also, as a leader it helps me peacticipassion. You know,
compassion, and humility and a love for those that are in ffom@uw(VT8).
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CES and confidence

Four volunteer teachers cited a marked increase in their ean&dto stand up in
front of groups of people. The increase in confidence helped pantisipgith
teaching within the CES, but also contributed to the inner fortitoele fielt in other
life arenas. Several also indicated that being in the @llE8/ed them to overcome
feelings of shyness and to be bolder in their approach towards skatingthers
what they knew and believed. The increased awareness to ligel gosiciples was
also perceived as being an important element in the practmenghued missionary
work, an effort encouraged by Church leadership for all membehnss iB
encompassed in the Church’s credo that every member performromaigsiwork
(Clarke, 2006). Examples of increased confidence are found in thawifal

transcript excerpts,

I’'m normally quite a shy person, but when it comes to teachingcan just get
up, I'm quite confident in that regard. | love to teach, | lbwée able to share
what | know with people (VT2).

If 1 think back to when | was in seminary, back in the dagshigh school and
looking to the future, | never thought | would be a teacher as suaver, any
opportunity to be in front of people | shied away from. High schoolnkthbw,
if I went back to high school, | could be a, | could have beeefag a head boy,
I'd have done everything. But truth is back then, any opportunity to way,a
yeah, that was me (VT5).

CES and tools of service

When asked what the CES is currently doing to encourage senadership,
directors gave answers touching on various CES programmes arhssEapwith
which they had had direct practical knowledge. The answers indiitzé directors
saw leadership development as being important for all CEShsilaless, especially
institute students, and was something they held to be very premousnportant.
Answers indicated that servant leadership practice was ieffeat terms of

empowerment through increases in the Spirit, in life coping skifld in carrying out
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direct leadership opportunities. The three areas mentioned lntodgeyive further

explication of these trends,

| think the teaching emphasis we have right now. . .in it #ieyencouraging us to
work with students more in terms of the teaching/learning expmyie To me

servant leadership is right in there because you learn to sements, and lead
them in a way that we’ve never done before. Primarily idusebe more teacher
oriented, and that we were given instructions from CES as tothideach...we

have to get closer to our students, to serve them so that not estyive to have

the Spirit, but they strive to have the Spirit. And so aseeelt them, and lead
them, it's developing a closer relationship, an individualtie@tahip, a more

spiritual, personal relationship than previous when its been neaeher

oriented... (DA).

The Gospel and the Productive Life is a programme that dihsading with. . .

real issues. . .relative to our times. It contains priesighat are timeless and
universal, but | think its particularly important for our young peoptiay...as we

are encouraging our students in institute to know God and to becomatserva
leaders and to keep the standards, they automatically, \agabp the standards,
stand out...Again, we're heading back towards that model and ideal of the
Saviour. We're all pointing them in that direction. And if we our belief, if we
follow His model, we will stand out, and we will be leadersth@ examples to
families and those with whom we associate (DC).

We have the LDSSA organisation. And we appoint the student bodylgmési
someone that can lead the student body, and also the vice-presideatiatary,
and there are all sorts of sub-committees, as well as ademoittees to help in
the leadership enhancement in the institute programme. Wasaigm students to
be the president of each class, and a secretary. Wielaljate some of these
responsibilities to the students. And we found that they veifilérom that (DB).
Directors gave minimal suggestions as to how the CES could eneosesgant
leadership. The main suggestion was that the Professionaldpewent Programme
(PDP) be reintroduced for leaders. Two of the directors had beengh the
programme and felt it had had direct benefits for its padts. “Serving
leadership,” an organisational value of the CES was spaltyfinighlighted during
the PDP had a direct input on their understanding of servant lbgdeffie one
director who had not been through the programme indicated that he hdeltnot
servant or serving leadership to be a specific emphasis dusitgnure, but could not

comment further.
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CES and integrity

When asked what it meant to be a “true servant leader” diszghve answers that
focused primarily on ideals, meaning that to them a true iselwader was one who
lived completely their beliefs. The meaning of the word “trueshce the quotation
marks, was deliberately left undefined and could have beerpiieted in various

ways. Again, it was important for the researcher not toyqeesisonal interpretations
of what a true servant leader was, as one of the aims sfutlg is to define servant
leadership in CES. The word true before servant leader trathd$tar directors into a

person full of integrity, and one wholly committed to livintifa patterned after Jesus
Christ,

A true servant leader practices what they preach. A gnast leader lives what
they teach. A true servant leader honestly loves thosehizatare working with
or serving. And a willingness to sacrifice, | think, of SEIC).

A true servant leader is one who is a model, who sets a gootpkexéor others,
and follows Jesus Christ’s leadership model. The one who showschlieva for
those who are leading (DB).

| think of Christ, that’s true. President Hinckley, to me theytue servant leaders
(DA).

CES and relationships outside of CES

One patrticipant, who outside of the CES serves as a bishopaim@a8 congregation
of the Church, attributed his experience in the CES in part tohasged views of
carrying out familial responsibilities. He mentioned that ewéth two matai titles,

he saw that while the role of the matai is to serve theljampublic matters, the fact

L The word matai means chief “and is an honour iéiestowed in Samoan culture. The role of the
matais is very complex and interwoven deep intdaeic of Samoan culture and history. Matais have
family, civic, political and prior to the arrivaf the European, religious duties to perform. A métie

can be given to either men or women, although yilufind far more men with titles than women. It is
usually given to someone in acknowledgment for isesvthat have been rendered. A family might
give a title to a relation who has been able tqsupthem through hard times or village might gave
titte to someone that has done something that bas bf benefit to the village as a whole. (Matai,
2004).
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that family members then do everything to serve the mates dot translate to
effective servant leadership. Rather, he pointed out “a goodi wita servant

leadership skills should mean the families are served bypéngon by teaching them
some principles of life” (DB). This director went on to spe&kis ecclesiastical

responsibilities,

When | was first called as a bishop, the ward gatheredhteigét one of the
functions. They have separate tables for the bishop and the wifethe
counsellors and their wives, and what they do is they serve tiieenthem food.
So what | have done, as an application of this principle, | salietavard | don't
want any head table, any more head table in any function of the Waetever
the bishop is sitting is the head of the table. Whereveitdiarsany corner of the
hall, that's the head of the table. And there are a lot of thirigse | serve them
first. | help the activity committee to serve the peopkryve the ward. | am the
last person to eat. And those are the things, it was reallg for the ward
members to accept it the first time, but now, they understandile as a leader
(DB).

The participants identified various ways in which the “truvaat leader” was made
visible in their lives. When asked how they applied servant tehigeoutside of the
CES setting, participants offered examples from positions lie&l in organisations,
i.e. church, school, work and family. Overall, answers indit#tat participants felt
like servant leaders when they were able to see the infpgctvere making in other
people’s lives. Feedback, often given after extended periodsief was one way in
which they were able to gauge their effectiveness as sdeauidrs. The next level,
that of seeing others becoming servants as well, was asocasel acknowledged in

the findings. One participant shared an experience in whichdae this connection,

| conducted the devotional that evening for our troop and | gave @nlessthe
Atonement and we had a closing prayer. And | tried to have thit pine in as
much as | could to teach, but it was still pretty hard. Biarait wouldn’t have
been until about, just this year, one of those Youth, now a Young Sinuigik, A
and she came up to me and she goes, remember the TFY wasvabgeaars
before that. And she says remember that devotional that you foakyou did
the lesson on the Atonement? She goes yeah, | think that wa$ theetloings |
remember from the whole weekend, and | went and | taught thatstudent she
taught it to her seminary peers as a spiritual thought, anshsined it with them.
And afterwards | just sat back and thought out of the whole weekerzhsteeup
to me and she just, the thing she spoke about to me about that weelsetitht
lesson that | taught that night. And it just really touched mevthat | was able to
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share that night she remembered and then she applied it and tauht
well...That's why | love going to work in the morning because theand | help
people get from point A in their education to point B where theygmout and
get a job. And it's the same when | teach here for instifthes knowledge that |
teach they go out and reapply and it's knowledge that toucheslitresrand

benefits them forever. | think that's the most rewarding &iéit tyou can have
from being a teacher, or a servant leader. And that’'s whiastGvants us to learn
as well is those principles that He’s already been throdg@b)(

Relationships of informal/formal leadership

Another strong trend that emerged from volunteer teacher fooupgwas the ability
for participants to recognise their leadership. Being a seteader outside of the
CES classroom did not always mean leadership opportunities nagmpeacted ways.
One participant indicated that seizing the moment when leaderakipeeded was an
important part of being a true servant leader. Leaders happy to be leaders, but

the formation of friendships first was also felt to be wa tketheir success as leaders.

The first experience that came to mind was walking homeami¢ghof the Youth. |
was his advisor in the Young Men’s and we were walking, bouncinigaihgust
talking, having a few laughs on the way home. We got to my housmaifehce
and he just said he wanted to talk to me. And basically he saig$é¢alking to
me as a member in the quorum. And he was looking at me as aoradvid he
was asking for my counsel, for my help. To that point | figuredtwigad been is,
we’'d been friends. And | thought maybe, that's how | thought it wHwught it
should always be that way. Rather than him seeing me eachet, as a leader,
let's be friends. How | always figured, you know, everything sthdng. But there
are times when you have to become a leader...Otherwise you'fiegjinst ha, he,
he, he, but when it's serious, when something’s happening, wyllibeable to
turn to you, not only as a friend, but also as a leader? And tf#t e turned to
me as a leader. And when he told me what he was going througalided |
quickly had to be that leader for him. And he wanted some adwde&ounsel as
to what he had to do. | gave him the counsel that night that Wés the right
thing to do...In a classroom we do have between two to twenty-ning thirt
students. True servant leaders will step out of their teanloele and into every
single one of their lives. (VT4) does this with his misspep class. He does
know them by name. He knows them for their weaknesses, h&ralges them
for their strengths. True leaders step outside their circle aafutess those
weaknesses. Don't just sit back and know those weaknesses, but assaddr
them by talking to them, by helping them understand that in order tothave
weakness removed through this, he becomes that leader...And that’sthin&
true servant leadership is about. Not just being in the classtmdnnhen they're
in need they tend to it, because they basically are understheiardship. | think
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that’'s how it should be seen sometimes, that it is a \exigus stewardship we’re
blessed with to be teachers (VT3).

The friend-first stance in this example encapsulates theargeiivst stance that
servant leaders take on themselves. This participant dickalise the importance of
the distinction of being a leader until he was asked to addrepgdific need in
another as a leader. The trust he had originally gained througisetivece of
friendship helped to create his opportunity for leadership. CGihewers indicated
that servant leadership examples outside of the CES could be retedeatified.
Seven patrticipants indicated that in addition to their CES redplitiess, they were
gainfully employed in the teaching profession. Answers indicéi@dparticipants felt
they were able to use their leadership skills gained in assocwaith the CES in their

other teaching positions.

Relationships to culture

Responses in both interviews and focus groups indicated a focus omédqtbsttive

aspects as well as challenges of working amongst differentgeedfd discussed in
the literature review servant leadership aims to makeniening of “others” more
real to people, more expansive, and leadership more applicabdetdds discussed
several points that highlighted efforts on the part of the CH® toulturally aware

and sensitive to its stakeholders,

Here in Auckland and throughout New Zealand, and in certain celitees
Hamilton and Wellington, Hastings, Christchurch, we do have etmis...We
have a great concern for institute for the Young Single Adultquéatily eighteen
to thirty enrolment from the ethnic units...While our prime objectgain is for
CES to teach the scriptures, and again missions and maraageso on, we
realise that the language is a vehicle to assist th&ara fheans to assist some of
those who struggle with English in those classes. And so, that Wweubdir main
cultural awareness, particularly those who are migrating tharislands, to raise
their families here, have a good education (DA).

In the Auckland area, this is the biggest multiculturt},ainaybe the biggest or
second largest one in the world. And we have got a lot fdrdiit nationalities in
the Church. We have different languages, and so we have probldmsome of
the languages like Samoan, Tongan, Niuean. We have differénitaslasses in
most of the stakes (DB).
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While the differences of people were acknowledged in the aatio@&S to embrace
culture, cultural awareness did not eclipse the belief thag tisea greater common
thread that binds people together. CES was again seen as “aamrogrto help
assist others. The efforts shown through the various programntbée @hurch to
meet the needs of different cultures was an outcropping of sdezaarship, but was
not the express goal of the CES in regards to embracing all pedylector C

explained,

There is an appreciation of culture. There is a value in cul@iES, helps us,
meaning myself, the students, understand priorities and viaéses which culture
can fit under, and the place of culture in there. The beauthepfl guess, the
Gospel, and what CES is, | think, promoting, is not so much in ouarallt
diversity, but in our doctrinal unity...it's not that CES itself heagparticular

programme when working with different cultures, to help you in teahs
leadership and leading within these various cultures. You learionhie job, in

other words, in working with the people...the training we receive fsemior or

top management down is, they are general leadership printlipleare felt to be
applicable in all cultures and in all countries. There is an esderapon, or a
responsibility upon the director to then take that and, not so mucilyehbut

mould and marry cultural issues with general leadership prindipgave been
passed on (DC).

Regenerative aspects of culture

When asked what they felt was good about teaching in the AoteavoaZéland
context, participants indicated that they felt their studemt® “down to earth” and
expressed themselves in a way that was very sincere ardniguthe opportunity to
work with people from diverse cultures was also seen as avgogMnother trend in
the answers was a belief that as New Zealanders, memsze all on the same
plane, that the perceived relative infancy of the Gospel inr tla@nilies, or in
Aotearoa/New Zealand had an effect on the way in which rideyed to each other.
Also, the opportunity to stand up and be an example was expressedasavhich
to interact with and touch the environment of those “others” thghthmot have

positive role models in their lives.
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| like the idea that we are equals here in New Zeal@hat you can share and not
feel ashamed that you too don’t know everything...And you really have to wor
with them here in South Auckland. | can speak for those in Soutklahg: Once
you teach, you make sure you hammer it, you just keep hammering awa

chiselling away until finally you find that one thing that theyprecked with.
They just seem to take to that. You see that influence tmehhyau know that
once you can get them again and again and again, they’re commmegn, it
happened to me. When | started falling in love with the Gogpgest happened, it
kept going and going. We try to do that for whoever we're teacf\'T3).

| think that a lot of our learners like to be involved, and hands @ause that’s
just how they're brought up. Books and everything, it's not reallywthg they
like to learn most times, but more so talking to people, gainirig ékperiences,
and doing hands on things. That's why I think teaching in New Zeala=ityéd
my mission here and everything, | think it's just a differemtet of people and
atmosphere. You have to supply teaching to provide for that (VT5)

| was just thinking of this American missionary that | sdrweth. He was telling
me a joke about cereal. And you know in America cereal is tpigteand my
companion laughed, but | just didn’t understand what he was talkiogf.aThe
thing | like is when | say something to do with experience, or xpereence that
I've had, or when | teach my class something about something’thabeen
through, they know it's real (VT4).

It's easier to listen to something when it comes from som#wteyou can relate
to. And because we're all locals here, and we've lived here bofewives, we
can relate to the people that we teach...And | think the people in eay they
need a lot of help because, | think we could all say we coome poor socio-
economic backgrounds. And people have grown up with the thought
mediocrity is alright. And, | think hopefully the examples tvatve set for them
show them that we can strive for higher than that. And that's thika&ospel does
too, it helps you to aim to be your best, and to reach your fuidhpat. And it's
people who are striving to live the Gospel. That's hopefully whatstudents see
too is that hey, we’re here, but we can be up here (VT2).

Relationships of cultural appreciation

Participants were asked for their perceptions of what meafghing in the CES in
Aotearoa/New Zealand unique. This question naturally set up aacimmp to other
peoples, and many participants drew on their mission experienceseoseas
experiences where they were exposed to other nationalities ahd/dCZBS in a
different context. All sixteen volunteer teachers gave an pbeanf their feelings in

comparison. Participants also indicated that they had had dtterawith other

that
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cultures to some degree and were able to use these exper&n@dasis for
comparison. Of the sixteen volunteer teachers, four mentioneddtearoa/New
Zealand programme in comparison to the programme at Church headsjiratttah.
A general answer was that in the Aotearoa/New Zealand cothexpature of the
students set the programme apart, they being explained as “dovarthd with
volunteer teachers enjoying the way they expressed themselvies, was seen as

unique,

because we're teaching locally, and it's people that we'relwed with on a daily
basis in Church. . .these are people we’ve known since theyyeeng, that we
really love and it's awesome to see them progress (VT8).

One thing that | love as a teacher is just the way that ¢xpyess themselves
(VT11).

| like it because not everyone knows everything about the Church. Andvin N
Zealand we know hardly anything about what's happened in Australia andame
So, as | teach, I'm learning too. It's nice to be ablddéoamongst people who
don’t know everything (VT3).

| did go to institute in Utah when | was there on holiday. Qkere it's huge. It's
like a university. Huge building, classes so many. | got phimnphlet, it had all
these classes with all the times. And you come to litdev Mealand and it’s just,
we’ve got institute on Tuesday night and Thursday night, pretty mithedy’ve
got day classes, but then you've got to think about how many of our geers
actually at uni. The majority will actually be working. Andhink that’'s our
culture. Even though we have universities, pretty much after stheahajority
will go out and work, education will be later on (VT5).

Chapter Summary

This chapter has presented the findings of the study. A backgroundioippats was
given as well as excerpts from responses to justify the galentt emergent themes.
Findings have been presented and grounded around nurturing relationshipscef ser
identified in the data. In the forthcoming data analysis, eud&on of the findings

will take place.
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Chapter VI: Analysis

In this chapter | will examine the identified relationships ovise presented in the
findings using the central metaphor of the garden. In doing sokltseenderstand
signs of garden flourishing as they have been identified througmplisg of its life.

The purpose in doing so is to explore and understand the conditions in which th
human spirit flowers in contemporary organisations. Effort willtédeen in these
areas in order to address the central research question: Howhdo€&S nurture

servant leaders?

The participants in this study generally upheld the definitionsrohiseleadership as
they have been presented in the literature. Participantsedetmhave a particular
understanding of the overall purpose of servant leadership, meaniag itot service
for service sake, but service in the framework of a greand. Participants
highlighted they knew their service could be for others both insideoatside of the
CES context.

The Value of Connection

Participants in their responses demonstrated a definite foothers in envisioning
servant leadership. The connections identified led me to rumipaie a plethora of
interdependent relationships that allowed for the growth (incdelhsalth, wisdom,
freedom and autonomy) spoken of by Greenleaf (2002). Responses deradribaat
relationships of service, what makes up the leadership environmaybe expressed
through numerous channels. Like root systems, the relationshipsgeftéied up, are
overlapped, and have so many sources that it can be diffcctddl where service
begins. The complex fact that the garden is like this is testation to the splendid
nature of life. Dyck (1994) explained “individual life is not adpaomething that
comes solely by having a living body of one’s own but is a stateteridependence,
maintained by a human network of aid, services, and resti(@n8). In addressing

the topic of servant leadership, | shall attempt to celelihat identified relationships
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of service in the garden from the findings, of where and how leigh nurturing

might be taking place in the particular context of the CES.

Valued Relationships

Participants cited several key relationships of service thréhegjr discussions. These
relationships held particular importance in participants’ ¢m@ions of servant
leadership. For instance, the personal relationship of pamitsgo Jesus Christ was
held in highest importance in regards to service and inner péhdst was the ideal
type to which participants held their standard of the seneatelr. As Director C

explained,

| think all institute programmes actually provide an emphasisCbrist-like
attributes...Again, we’re heading back towards that model and mwledhe
Saviour. We're all pointing them (the students) in that tivadDC).

Other important relationships of service cited by the pagitis were relationships
with family members, with co-workers, with their culture,tiwithemselves, with
knowledge, with the CES, with the Church, and with those thatatieyred. | would

like to take time to explore these relationships further.

Plants in the garden: Participants

The plants in the garden enjoy the same soil, hold potential favtrand have a
particular bloom that cannot be changed, only enhanced through proper care and
nurturing. Plants in the garden all represent life, and as such diyeashong the
plants is appreciated and adds beauty to the garden. Plants can strengtleen oth
plants in one way by sharing roots systems, helping the garden to withstand
destructive forces.

Participants generally did not portray themselves as gardehetkers, but more as
plants in the same garden. This may be, for volunteer teadieasiise many were
the same age as those they were teaching. However, oneteal teacher,
significantly older than the others, commented in a focus group haeh rhe
appreciated the strength of the others in the room, for whattbey offering to him

in the way of strength and understanding,
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| was just thinking and looking at each one of you, and | reallytfeeISpirit,
these spiritual giants. For me it's a privilege to be¢his room and to be able to
hear basically their testimonies of being an institute teaérel you can see that
because you can feel it. And it's just a wonderful thing to béenpresence of.
And it's wonderful, and probably one of the special moments ifif@yin the
gospel. And I'm just very much like them. I'm reallyakaing myself (VT1).

Another reason for the feelings of sameness with other stataddnts may be that
participants felt in a very real sense that they too wemades. A further reason may
be like Clark (1992) explains, those who come to institute and senulzesses really
aren’t young spiritually, no matter how much knowledge one may haeeleeder.
The apparent lack of knowledge expressed by both directors and volwe#ekers
when called upon to be leaders appears to have helped eacértthemtpositions in

a state of humility.

Directors and volunteer teachers alike were more than wilthgive examples of
others in their group, or others being interviewed, to point to ehen out as servant
leader exemplars. They knew each other well. They did not felgtianships. They
had shared much together. They brought up stories from their pgsthdr, even
though some did not teach in the same building. They were friends ghaydd a

genuine admiration for each other.

Participants seemed to deeply love those they served. mtleated a love for the
CES programme, or the garden framework that gives them the opippitio serve
together. The feeling in the room was consistently that ofdroigteach other up and

of the enjoyment of being together.

Participants indicated they knew their students and colleaguesTivey understood
the people they were with because they have laboured alongsideathe they love
those they serve. Being in the same garden together teheimesd appreciate not
only others but themselves, which translated into not distartbiexpselves from

students or other volunteer teachers and/or directors.
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From participant answers, it would appear that one way purposshisvead in the
CES is through effective empowerment of participants in helgieg to know and
realise their abilities and strengths through serving othaish Rarticipant seemed to
take on the responsibility of helping others feel like they ar@ag of an
organisational whole. This appeared to be an important goal for \phiticipants

strove, as was helping others to better realise their pateastpart of the garden.

Love: Life-force of the garden

In thinking of the life force for which the garden exists, my mitutmed repeatedly
to love. Like the animating force of life, without love nothing yelles. Life is the
animating force that allows people, plants, everything, to progresspaee and
experience. The garden is made up of life. Without this foeze th nothing. All, as
partakers in life, should have the chance to live in all thaintbed love means.

Participants seemed to serve because they felt a genuinilmtbers. The CES was
seen as a forum in which to express love. There were no unwilligshamong

participants, since each had accepted their current assighrtteough personal
choice. Participants indicated that through serving others #giethéy were serving
their God. Participants also indicated they were learning bayive more generously
than they had known how to before. Increased generosity througheséeliped

participants to increase in love and feel closer to their GodNew Testament

scripture illustrates,

Beloved, let us love one another: for love is of God; and everymidoveth is

born of God, and knoweth God. He that loveth not knoweth not God; for God is
love...And we have known and believed the love that God hath to ussGoa|

and he that dwelleth in love dwelleth in God, and God in(iidohn 4:7-8, 16).

Participants gave of what they had, did what they could, giten more than was

expected,

being in the CES, is just, for me, a part of a respongibllitdoesn’t matter how
many hours | put into it as long as they (the students) get som&il 8).
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The connections participants indicated they felt between #leessand other people,
to the CES, to the Church, and to the other elements in thesrdeemed sparked by
a desire to show love. Love was given out of gratitude fomigalveen blessed so
much in their own lives in the way of personal strengths, [égjseriences, and the

consistent giving from other elements.

The sun: Consistent giver of life

The life of the garden is sustained by the constant giving férttee sun. Without it
plants could not make energy in which to become stronger, nor couldghheisplay
their beauty.

In looking at the force of the sun, and its central importance ¢o Jiésus Christ
appears to fill this role for the metaphorical garden presenttidsi thesis. Participant
answers showed that Christ’s life and love were the sustaforce that makes the
growth of everything else possible. Participants expressddg#iaing a personal
relationship with Jesus Christ was a way in which growth ctalde place.

Because all participants in the study were also membettseo€hurch, the central
focus on Jesus Christ was not unexpected. Members of the Chues$usfChrist of
Latter-Day Saints worship Jesus Christ (Intellectual Reser995). He is the centre
of the Church, meaning his life and teachings are centedl tloctrine in the Church.
Members believe that there is no other way whereby humans csawvéd, only in
and through the Atonement of Jesus Chriz¢atl of Great Price, 2003, p. 60).
Members believe as they come to know, as they increaseldtieiand devotion to
Christ, they will one day be able to return to live with thé&avenly Father again.
Underlying this belief is the premise that people are fgsns, able to choose their
actions in their search to return home again. With the freedoohdose comes
consequence, the need for developing a personal relationshipesith Ghrist as the

pathway to exaltation.

For members of the Church, the journey to understanding Jesus i€tpesisonal.

The relationship is grounded in the Church’s doctrine of continuimgopel
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revelation. As members of the Church are baptised and consequanfilyned, each
person becomes entitled to receive personal revelation to pisteer life, and to
receive personal and continual heavenly aid and revelation dsyhamd righteously
sought after. Members of the Church believe the heavens arelos®d, but

continuing communication, as was common in Biblical times, corgitngay.

The plot: The Church of Jesus Christ of Latter-Day Saints

The plot is the “piece of land” on which the garden is present. Toiewsrks within
the laws of the land in which it is present. The plot has an ownerdhdas, and
ultimate input into the structure and purpose of the garden. Those rafires¢he
plot may hire out others to work the land such as the gardener. Bhemgly be
expanded, have open or closed boundaries, and be one of many plots iamdany
The Church seemed to represent the worldview within which ttieipants worked
as part of CES. Rather than the structure of CES repnegehe common garden,
participants seemed to realise the CES waway in which to understand the

teachings of the Church. Director A explained further,

CES are junior companions to the Priesthood. And so, that's a GESrdbip
concept, servant leadership concept, that when we work with thepsisand the
stake presidents, that we listen to their needs, and thtgtwe are responsible
for the educational needs, the Priesthood (of the Church) havketts to lead
(DA).
Never at anytime did participants indicate they served bedheyg wanted to help the
CES as an organisation in itself to succeed. Participantsese® see their context as
being much larger than the organisation in which they were curigoditioned. The

CES was a way of assisting them to know better theictifdgexts.

Purpose for the garden: Strength of the plants

The garden has a purpose, meaning it is planted for a specific reason andl tit fulfi
Purposes of the garden might be to create or celebrate beauty, life;, @pecific
themes, or for the enjoyment of an audience.

The stated purpose of the Church is to help all to “come unto Clikkifoni

10:32).The CES works within that same mission. This being ttedgparpose for the
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existence of the garden, the duty of each element in the gardenmake sure they

are on this path, and to help others reach the same goal.

Participants seemed to view their service in this gres¢mse of purpose. One

volunteer teacher exampled this through the following response,

For me, service is making the person that you're servief dé worth, feel
important. And in the Church serving is helping Heavenly Father buiéd H
kingdom (VT8).

Participants’ understanding of the person might influence the waybich they give
service. In the Church and in the CES people are referred tmthensrand sisters,
even though they may not be of blood relation. This may help to tkeegreater
purpose of the Church and CES in mind as they form relationships twélson the
programme. People are seen as all part of a large familgsneorkers who clock in

and out, or who are isolated from needing care outside @H$econtext.

Another way participants may interface with the purpose ofgtdrelen is through
expressing concern for the whole person. For example, sevetatiteaedicated that
their aim in teaching was not simply to convey knowledge, buthtprinciples that
students could then take and use to govern all of the aspebtsrdivies. One teacher

explained it this way,

When they understand they’ll be able to govern themselves (VT8)

Participants seemed to view their students and co-workewh@s beings, meaning

they are complete people who need feeding of all parts im twrdgow.

The essence of seeing things whole rests on the assumptiorietigintiore than the
sum of the parts that make up an object (Hart, 2002). Plato .(tt8@) in The

republic argues that there are three parts to every soul: the @pfibe body), the
rational (the mind), and the sense of honour (the spirit). Each miemeeal in its

presence of the whole soul, and important in the function it perfiormsking up the
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whole person. In speaking of the whole person in regards tooredhips Fowler
(2004) has said,

Personhood in its broadest definition refers to the condition or atdieing a
person, as it is understood in any specific context...Personhood isdttaial
maintained through relationships not only with other human beings but with
things, places, animals and the spiritual forces of the cosmesplé®s own
social interpretations of personhood and of the social practices thwaigh
personhood is realized shape their interactions in a reflexiyewa personhood
remains a mutually constituted condition ( p. 7).

The soil: Aotearoa/New Zealand

The soil can sustain life through being rich and nutrient full. The beduhedlowers
will take on the influences of the soil in which it growsh# ground is barren, the
chances for flourishing life also diminish. The soil holds the memarfepast
happenings and communicates its history into the plants that grow in itsdihis
alive with creatures that regenerate it for sustained usepl&sts live and later die,
they return to the ground, giving back to the soil that helpeslistain them.

The participants expressed pride in their status as beingopafotearoa/New
Zealand. They loved the country immensely and felt a reatdiheir brothers and
sisters in the Gospel. They felt that their statuteashers in the CES contributed to
strengthening other bonds they enjoyed. One participant statethrbagh teaching

in the CES she realised her talents as a teacher andngdexsire to teach those in her
area of Tmaki-makau-rau/Auckland whom she desired to see achieve higher

standards of education (VT2).

For participants, the relationship between themselves andsdhiewas deeply
integrated into their perceptions of themselves. The paatits identified the
uniqueness of the CES programme in Aotearoa/New Zealand, even theayial

indicated never having been outside of the country. Thoséhdlthtravelled abroad
tended to compare the CES with other programmes they had exeekigarticularly
that of the United States. While they expressed feelingstakity own stepping into
a familiar programme on soil that seemed foreign, they exuedmt they were
grateful for the unique features of their own programme tlet eatered to their

needs and their cultural considerations.
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Bright, Andrus & Lunt (2002) have explained “the holistic paradigratdrs an
integrated understanding of clients within the context of thédr dixperiences,
interpersonal relationships, perception of health care needsthe function and

meaning of health care issues within their value systamddife goals” (p. 11).

There are many elements present in the soil that can halgteorsthe overall health
of those that are planted in it. In bFi understanding, the concept of health holds a
holistic view. Health has always been connected to every taspife, not just with
physical health. The oft spoken greeting “Kia Ora!” litgratheans “Be Healthy!”

M ori models of health include a holistic approach known as Whare Wdgaa or
“house with four sides,” incorporating four aspects of holisticithedhese are
1)Whanau (family and community aspects) 2) Tinana (physical a$p&ctVairua
(spiritual aspects) 4) Hinengaro (mental and emotional asptif) touching upon
the mind, body and spirit, the Mri construct additionally perceives the good of the
family and the community as being equally important in the ovéedlth of the

whole person.

The gardener: CES

The gardener works in the garden and is hands on with the life of thengarde
gardener works within the framework of the garden to make it beadtifalgardener

may be employed upon or own the land. The gardener has a vision of the garden
based on the knowledge s/he has received through experience. The gasdene
knowledgeable and may or may not be a native of the soil.

My initial feeling coming into this project was that tluder of the CES was the garden
itself and the study participants the gardeners of young andr teladés or students.
However, findings showed that the CES played more the role dfewdor the
purposes of the Church. The CES did not create the doctrine oririieetnthrough
which service was given, but it did serve to provide a veayforum in which service
could be expressed. The role of the CES was gratefllipyfgoarticipants but did not

hold the central position that participants were working to imprbvether words,
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CES was a way in which the purposes of the garden could be enhawcéd,ke the
role of the gardener.

The participants generally felt uplifted by their time in tHeSC Volunteer teachers,
even though they had different responsibilities than directors an@ wet
compensated for their time, still saw similar benefits thogir participation in the
organisation. It seemed participants recognised the CES igrélager context of a
way of life, not as the particular assignment they fillétiey all felt stronger as
leaders for their time in the CES and each expressedyhidy.

Water: Knowledge

Water is necessary for life to continue. It feeds the planteasdres their health and
survival. Without it plants will die, the soil will become barr@nd the purposes of
the garden defeated. Water feeds not only the plants, but the gardenenilt and
the animals and insects that live in and visit the garden.

The desire for knowledge on the part of directors and volunteenetesawas high.
Volunteer teachers expressed that they were as much leartieesciassroom as their
students, and teaching institute gave them a way to incredkeii own knowledge
of the Gospel. The thirst for knowledge was consistent, and leansaipg to improve
service was considered as central to using knowledge in effestiys, or showing

wisdom.

Newman, in his early workhe idea of a universitf{1902) argues for the educating of
the whole person, a liberal education that expands all theiéscolt a human as a
whole person. This education would be administered under a grouglefdesure of
their contribution in the realm of knowledge. For, he contends, knoe/lsdgart of a
great circle of truth, which if students cannot partake llobfait, they will in the
university setting “be the gainers by living among those and utidee who
represent the whole circle” (p. 101). This theory has been yadigmissed in the
thought of individualism, that which would see individual plants asragp&om the

influences that make up its existence.
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An essential element of obtaining knowledge is being able to useffective ways.
Freire (1970) describes this use of knowledge as critical thinkiegning people are
able to effectively use their knowledge to learn how to think femtelves, to
empower themselves to make a difference in their environrivémih knowledge
there is the tendency for what he terms the “banking” mode to damthat in which
knowledge is given, and stored by the recipient without thought for Hawv t
knowledge could then be used beyond its immediate context. Looking beyond
banking knowledge, growth in the garden could be enhanced as knowledgel is

relationships with other plants and the soil, seeking teletoth in the long term.

Canopy: The examples of others

The canopy is the layer of foliage covering what grows underneath ittherarsh
effects of weather, the seasons, etc... The canopy is made up qftpastand life

that have grown to a certain stage of maturity and can offer guidance and shade t
those that need rest, and serve as examples of strong growth.

Participants indicated the examples of others as strong nicige on their
understanding of servant leadership. Participants describedkxsmas people they
looked up to as sources of inspiration. Although set apart, theywsgreeal in their
examples, and offered strength to participants in the way oédsmng personal

resolve to live as servant leaders.

Those cited as strong examples of servant leaders geneaallynore in the way of
life experience than the participant, or those with whom thecjgant had shared
many personal experiences. The wisdom that many of the exsrheldrwas of life
experience, not that of scholarly wisdom, as in the case ofyfan@mbers. Family
members were able to share experiences about what Kenyon (20D4haEakrmed
“ordinary wisdom” (p. 31). Kenyon (2004, Fall) argues for the coeatif a wisdom

environment in which the sharing of ordinary wisdom can takesplac

Ahn (2000) conjectures that associations of wisdom with age andenge popular
in early wisdom literature have been replaced in modern timtsanyprimary focus

on intellectual attainment. As such, moral associationg lh@en eclipsed such that
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wisdom is portrayed as “antithetical to morality. At beisis an amoral personal skill

allowing agents to satisfy their personal desires” (p. 38).

The participants’ cited examples of servant leaders seovgi/e them guidance on
how they would like to live their own lives. Participants,citing family members
and those of their own faith often described them as being “Cikestmeaning they
were assisting in helping participants understand and want to be tddssus Christ.
This helped them to understand their dependence on God for akiofpdrceived

blessings.

Seasons: Life’s experiences

Seasons offer the plants in the garden times and seasons for bloomingstfdior
growth. They offer harsh conditions, good conditions, and act as a buffeteetthgi
plants individual character and strength.

Participants were able to draw on a wide variety of pastrexmes in their
relationships of service to others. These intimate experiesgels as missions served
for the Church, other Church callings, roles as parents, friemelghbours and
workers, helped to give perspective to the service given ilCE® and vice versa.
One teacher expressed his great desire to serve in thefdl&8ing his mission
because he was so keen to continue teaching the Gospel afteingehome (VT3).
In sharing these outside experiences with others, participanésalvér to reflect on,
and strengthen their own abilities as teachers. Moon (1999) has dhoutethat
“reflective practice is usually enhanced when there is sominghaf the reflection
with others” (p. 64).

In making connections by reflecting on past and present experiencaspwigl991)
argues we come into greater and greater levels of mindfuliszarow (1991)
connects mindfulness to personal reflection, or the abilityotk Iback on one’s
experiences and assess and reassess the assumptions that timelextiyption of
action. When adults, capable of functioning at high levelswbat he terms
“transformative learning,” apply reflection, the resulp@&entially “great accuracy of

perception of the unfamiliar and deviant, avoidance of premature tisegni
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commitments, better self-concept, greater job productivitysatidfaction, flexibility,

innovation, and leadership ability” (p. 117).

Pruning/transplanting: Individual care for optimal growth

Pruning and transplanting are performed by a gardener to help make plants stronger,
more useful, and beautiful to fulfil the purpose of the garden. The gmesemay
cause a certain level of distress, but plants can be fortifyeithe process.

Having the great desire to increase their love of othersstdieindicated they would
serve anywhere they were asked. This meant that no mattex thleg were asked to
go participants were willing to serve, seeing a new challangecontext of greater
personal purpose. All three directors indicated a ready desige twherever they
were called, even though this was not always an easy route amd infolved

“pulling up roots” and going somewhere else they believed they meded. One
director was called from Samoa after serving there eighyears in the CES, part of
that time as a Country Director to come to Aotearoa/Nmaland. Another was
called as Country Director for Aotearoa/New Zealand afterirsgrin various other

CES positions. A third director had come from a finance backgroubding a CES

director. All of these positions required showing great fattineir lives.

From variant perspectives it may seem that through occasioaakyepting
assignments rather than pursuing them, the element of freedonut@ndray were
lessened. Yet all three of the directors indicated they wengpy with their
assignments, and were putting in their best wherever they thven called to serve.
Freire (1970), in his “Pedagogy of the oppressed” claims thhouti freedom, human
beings cannot be complete. Freire contends that freedom is equttedkvtaking,
even repeatedly putting one’s life on the line to avoid the statasto progress and
to be an active participant in progression. He claims that aresafraid of freedom
because it requires stepping out, becoming what he terms “fulhamiurithrough
accepting assignments from the CES, directors showed tlyatvdre willing to step
out of their comfort zones, and to be active participants whetbegrwere assigned

to serve. Rather than acting as a lessening of freedom, ssgn@ments were seen as
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new opportunities to learn, to engage with and build new relationshgesvice, and
through that to build their own leadership skills for expressioridauts the CES.

Gardener’s tools: Positions, training, materials, programmes

The gardener cannot do everything with their own hands. They use tawl$einto

assist them to beautify and do the work of the garden. The tools enti@nce

relationship of the gardener and the plants and enable the gardener to @otmaor
they could alone.

The listed tools of the CES were seen as helpful forqgyaaits in fulfilling their
current assignments. Participants indicated that many oé tioeés were helpful in
their own progression as well as that of those under thewasdship. The
assignments themselves were perceived as instrumentginght strengthen other

plants.

For instance, volunteer teachers saw giving assignmenttudenss within their
individual classrooms as beneficial for leadership development ensthdents.
Additional programmes for student leadership were cited adibahéools to help
further the overall progress of students. Director B had thisay regarding

leadership development,

we appoint a study body president, someone that can lead the diodgnaind
also the vice president and secretary, and there are allad@tib-committees, as
well as ad-hoc committees to help in the leadership enhancéamiet institute
programme. We also assign students to be presidents of eash aftal a
secretary. We all delegate some of these responsibiigi¢ése student, and we
found that they will learn from that (DB).

Day and Halpin (2004) stress the importance of leadership devehbpim
organisations. They have contended leadership development at evelryoflean

organisation helps build the strength of the organisation,

Those who have developed as leaders will have the knowledgs, akill abilities
to understand, interpret, structure, imagine, take initiatimel, provide direction.
Those in formal leadership positions may have final authoritypthars, within

their own more constrained domains, will still need to draw doally the same
set of leader attributes. These “other” leaders support gamiaational leadership
and extend the reach of those in formal leadership positions. [Eadrship is
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manifest through their ability to work effectively with othergride consensus,
take initiative, question, and propose (p. 11).

Colour/aroma/fruit: Realised potential

Colour and aroma give beauty to the garden and make it attractive. Tlesiemce is
a primary sign of flourishing, and represents the crowning effect ajahden. Only
the plant itself can put forth its own colour, aroma, and fruit, in spitthe work of
other elements.

Participants expressed real joy in the progress of others. Thedughthe unseen
bonds of service that were consistently present in the lifeeaddhden, the strength of
themselves and others was the telling sign that nurturingakad fplace. For several
volunteer teachers the metaphorical proof of fruitfulness dameigh feedback from
students years after teaching had taken place. No matter thie ¢&drigne, the same

feeling of satisfaction that they had helped someond®&ls@om was the result.

The courage to grow and put forth signs of flourishing was an eleofieonfidence,
and could only come from the participants themselves, in spitautside service.
Many of the participants cited that the CES had assisted ith&mowing better their
own potential. They felt stronger in their abilities as teashin their increase in

knowledge, in their inner confidence because of their experienthe CES.

Chapter Summary

This chapter has presented and explored a variety of relatiordhsgsvice as they
were considered in relation to the emerging themes presentele irfindings.
Participants in the study indicated that CES offered an opportionégghance service
relationships, gain knowledge and have practical experience.ollbeihg chapter
will seek to further explore relationships of service to therall theme of nurturing
the human spirit. In this chapter | will also seek to apply théirigs of the study to

contexts outside of the CES.
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Chapter VII: Application of Findings

The participants in this study identified numerous relationshipgemice to which
they could connect their experience in the CES. In helping to comdieptihese
relationships | have used the analogy of a garden. The gard@phor has been
helpful in visualising the hypothesised elemental interdependenceeople,
philosophies, constructs that play a key role in any organisatiorséle#t to build

and nurture people.

Participant responses highlighted important reasons why we twg@ther as people.
In this chapter | would like to address the role of the CES in ingngeople together
by exploring three aspects of nurturing that have emerged fromiritiagds: i.e.
balancing, renewing, and regenerating. In categorising #raldrthus, | hope to
effectively critigue the CES as a nurturing organisation, address potential
application of the findings outside of the immediate researotext.

Organisational Nurturing

Throughout the latter stages of writing the thesis, | hawgufently returned to the
transcripts of participant interviews and focus groups. | Ipdayged the recordings of
each repeatedly, listening to participant voices, alwaysrgpaway feeling that each
session was successful in getting to the heart of the gteatee being addressed in
this thesis: namely when people are able to come together imliguperceived
meaningful ways beautiful growth and transformation can happegani3ations
large and small possess tremendous capacity to build people aspetbple through
methods that only they can employ. From the findings of this stbhdypurturing of
the human spirit in the CES appears to rest heavily on the orgamigaoviding

frequent and meaningful formal opportunities for gathering andnghigether.
Balancing

When beginning the thesis process | did not doubt that | would femesits of

integrated service at work in the organisational experiengamicipants. However,
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what | did not expect to find was the balancing effect that @S seemed to
represent for participants. By balancing | mean the recogritisinstudy participants
gave to the CES as a force for giving back in meaningful wAgsthe garden
metaphor demonstrates, the balance of multitudinous elements enastwork for

optimal growth to occur.

Having served in numerous positions in the Church, and having taugbésclas
Church doctrine, the time pressures for preparation and study reghtte be taking
away from the life’s balance being addressed here. Yet #e@med to be a great
energy drawn by participants in assembling as a class,gasug of teachers or
administrators with a purpose. The fundamental connection of people clogatger
for a space of time to share intellect and spirit se®d strong foundation for
balance in the lives of participants, and appeared to bénkesrticipants’ continued

commitment to the organisation.

| addressed the theme of time in the findings. Several pamispndicated they did
not care how much time they devoted to their assignments, as ldhgyatelt they
were doing a good job. Yet not every participant addressed the thietmae. It
would be naive to believe that every, or even any participapgcesly volunteer
teachers, gave their time out of an abundance of surplus hauday All volunteer
teachers referred to working at other full or part-time jobfeiog parents, students,
to having days full of other work. Why would participants then feddsire to devote

in varying degrees portions of their lives to being in CESnggs?

We have only to look at the abundance of community groups, church orgargsati
volunteer committees, and corporations that participate in or siffelar endeavours
on some level, to see that the CES is far from an isotathple. Addressing the
posed question, there appear to be multitudes of people who desiezvéoirs
particular ways. There is “strength in numbers” when it cotoesffecting change,
and organisations such as those listed above and many others giveirdppsrto
express that desire. Findings showed that all participantseagex to uplift the lives

of others through their efforts.
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Participants also indicated that they felt good when they grereg service to others.
The good feelings created through time spent in the CES may thejpstify
prolonged participation of some participants in the organisation. BMgsificant to
this thesis, however, findings also contend that not only did gaation in the CES
offer connection to an organisation they admired, but served teaseparticipant
feelings of connection to numerous important areas in their [Ik@sa high level of
return, the individual effort put into the CES then seemedl@ p

Renewal

Renewal in the CES appeared to come through various forms:etieaval of
friendships, the renewal of fundamental knowledge, and the répédatermination
to continue to serve. By coming together as perceived whole pedyeneeded
renewal and not fixing, these aspects helped to contribute to poséntieipant
experiences in the CES.

The consistency in participant responses of those who seerhangyvery different
stakes in the organisation may point to the generalisabilifindings. Three of the
participants (the directors who participated in interviewsjkwor the CES on a full-
time basis. All participating teachers were volunteeteénCES teaching one or more
classes per school semester. Leaving monetary compensatiohtbatformula, the
work participants did in the CES served the purpose of each puttomést work, of
being an active contributor to the organisation, and of working imgrsater context
of a particular mission. The nature/nurture debate seemsdgadicular importance
here, as external opportunities feed internal desires to coetritube involved in
something worthy of service. Participants consistently commigacgheir high

regard for the work in which they were involved.

Participants indicated that their time in the CES helpeth ttee consistently renew
their beliefs. Members of the Church often “bear testimonyhefthings they hold to
be true. The consistent sharing of testimony with others is onenwalgich to help

keep present understanding fresh, as well as to increase ¢onrgert understanding

with others through sharing. Similar practices seem to be emmmlimna the CES. For
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instance, participants indicated they felt they were comandinow Jesus Christ
through their time in the CES. In order to teach their love ®fGbspel to students,
and to pass that on to other teachers, administrators, and studéniggmds shared
their testimonies with others, helping to make them more efeedgachers and

leaders.

Regeneration

The concept of regeneration in the CES has caused me ta i&dlesiderably on
relationships of service in context. | see regeneration dmperthe most important
aspect from the findings in nurturing the human spirit in context.eggmeration |
mean the planted desire to go forth and apply knowledge that happens‘tnue”
servant leadership has taken place. Participants in this shdityated that they
applied the leadership skills gained in the CES in variant contaextide of the
classroom. Participants readily identified numerous exampleinrdgsponses. The
most apparent regeneration of servant leadership ideas wasifotived family unit,
where participants indicated servant leadership opportunities abouibdr
contexts listed were church callings and professional carBeastical application
opportunities for servant leadership expression seemed availabbstahnywhere.
For instance, volunteer teachers referred to their assigaragsmpportunities to serve
“in Heavenly Father’s kingdom.” Hence, the applicability of migational teachings

held relevance for participants in infinite ways outsidéhefCES context.

In researching and contemplating on the aspects of this thesa&s mest excited
about the opportunity to explore the cultural aspects of organisagmpedssion in
the CES. Through conducting the interviews, and focus groups e$petiate were
numerous times when heavy bursts of laughter would stop the procedolings
moment, with extra moments taken to allow the meaning of tightar to settle. In
the focus groups participants indicated they came from variousauttackgrounds.
This did not seem to pose any obstacle when it came to expres&ingharing

laughter as a group. At these intervals | laughed too, not alegg fully aware of
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the significance of what was said, but participating in aectiously uplifting

moment of culturally expressed joy. One such answer, althadgle swent thus,

If you've got something that you really value they (the studgyng)you the time
to share that with them and then they go out the doors and they ishath
everyone else (Laughing) (VT8).

What might have read in transcript as a more serious respoasdulvof cultural
expression and understanding from a teacher that loved her CESvamsicgand the
students she taught. The laughter seemed to make the cultuedssaprin responses

come to life and infuse the setting with increased aeoeptand support.

One director encapsulated the cultural awareness of the C&&img that more than
awareness, the CES taught at the level of general prirttiptevas then taken and
culturally expressed. This expression appears to be effeativehe CES in

Aotearoa/New Zealand as participants are able to interriasgrinciples taught and

directly apply them to their individual situations.

Application

The relationships of service highlighted in the analysis ch@ptminate some of the
vast systems of support that go into making up whole people. Aotsaw@ealand,
like many countries, is home to many people of diverse backgrokimdsngs show
that a key to effectively celebrating diversity can be found gamisations addressing
the needs of whole people by emphasising the fundamental reasons gsbplein
groups. This chapter has highlighted three reasons i.e. balamemgwal, and
regeneration, taken from the findings of the study, that mpalyan variant contexts.
Just what needs to be balanced and how are defined within ikeluadl cultures

they are found.

Greenleaf's test of servant leadership, signs that nurtwfinge human spirit has
taken place, has numerous rich concepts for both the organiaatiaime individual.

If people “grow taller” in the presence of true servant lestdpr the responsibility of
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organisation in which people are increasingly spending their tiiesmendous, but,
it would seem, not impossible. Although the participants inghisly represented a
fairly homogenous group perhaps not reflective of all organisatainthe level of
principle the organisation acted as a tool for growing people ectefé ways. In
essence, the organisation was servant to the people wtittirectly, and without

indirectly.

Walking through the doors of the institute building inmiaki-makau-rau/Auckland
over four years ago | did not know exactly what | was to find innthg of people,
experience, or initial openness. However, after walking throbghdbors my first
feelings confirmed several points: that | was in a plabere | felt uplifted, that
institute represented for me a place where people could gathargood purpose,
that efforts to reach the building could be compensated in wayex¢aeding my
efforts to get there. That my first feelings were cdesitty confirmed is an attestation
to me of the transforming effects that organisations whake lan ongoing concern
with nurturing the human spirit can have. | have written thisishi an effort to

speak to those who have similar concerns.

Chapter Summary

In this chapter | have sought to address the greater theme tofimyrthe human
spirit. | have done this through exploring three aspects of nurturimgfidd in the
findings which are balancing, renewal, and regeneration. Thesiggfudme and
culture were addressed specifically in regards to organisatmmmamitment, and

application of findings to other contexts reflected upon.

In the concluding chapter | shall give a final overview of #mire study, offer
recommendations and conclusions and finally address strengths and sseakne

perceived through the course of the current study.
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Chapter VIII: Conclusions and Recommendations

This study has sought to examine relationships of service throagtutturing lens.
Through the qualitative case-study methodology | sought to learndirettors and
volunteer teachers of the Church Educational System of thelCbtidesus Christ of
Latter-Day Saints how servant leaders are nurtured in contegtplirpose of this
chapter is to bring together the findings of the study. | willflyrisummarise the
findings as they relate to the central research questom does the CES nurture
servant leadersPthen seek to offer conclusions about the study based on thel overal

research aims of the project.

The research aims of this study were presented as follows:

1. To describe and analyse the practice of servant leaderihip the CES institute
programme in Tmaki-makau-rau/Auckland.

2 To critically discuss servant leadership as it apjti@sreligious education setting.
3. To define servant leadership

4. To critically analyse how the CES in Aotearoa/New Zeaismdeeting the need of
generating and perpetuating local leadership for the LDS chuactkeadership in the
secular workplace.

5.To contribute to the current lack of research about the CE&it@gtrogramme in

Aotearoa/New Zealand on a longitudinal scale.

I will conclude the study with recommendations for CES ledwjersnd then servant
leadership scholars. This will be followed with possible dioedi for further
research. | will then, taking the project as a whole, offeerall strengths and

weaknesses.
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The practice of servant leadership in CES

Findings indicated that the CES was powerful in the lives diggaaints to the extent
that as an organisation it was able to effectively highlightdaad upon the resources
of the environment around it. In the analysis chapter the C&Sidentified as a
gardener working to strengthen plants in the garden, or stakehabdetbe
organisation. Various relationships of service that make up riieoament were
explored. The overarching organisational nurturing element fahtiin the
preceding chapter was the ability of the CES to bring people togathevhole

people, offering them opportunities to share in spirit and intellec

Defining servant leadership

In light of Greenleaf’s test of servant leadership,

Do they (others), while being served, become healthier, wiseer, more
autonomous, more likely themselves to become servants? (Greezdéaf p.
24).

Based upon participant answers, servant leadership in the otgamisased on the
findings of this study is defined as “a leadership approach in whelrganisation
seeks to holistically approach interconnected relationshipswateehrough offering

meaningful and diverse forums for the sharing of spirit andeatel

Perpetuating local leadership

Findings further indicated that the presence of servant leadeeshienced by the
thriving garden, is the work of many unseen elements. The corisiste¢uring of the
garden by gardeners such as the CES are one way in whichtdeaders are being
readied for positions of service. Findings point to this being agpécto both
directors and volunteer teachers and those outside of the CEStcé# participants
reached out in service to strengthen root systems with otheyswere also growing

in the soil and taking and becoming more a part of it.
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Study strengths and weaknesses

This study has explored the responses of a small sampling of dirantbsolunteer
teachers to explore servant leadership understanding and practtbe ICES in

Aotearoa/New Zealand.

Perceived strengths of the study are that the researdhests associations with the
Church, and with the CES, have allowed her to understand certaietiesbtn
participant responses. Yet with this being the case, therceseaalso stands far
enough outside of the context that presupposed responses did not factgriheheil
phases of the research cycle. In addition, this study used thi¢ directors over the
T maki-makau-rau/Auckland region, including the Country Director. s a
good overview of what is happening in the administration fomdki-makau-
rau/Auckland, and their views on the needs of others and how theyrianeg to be
met. Although not by design, the teachers for this study turned oepriesent a wide
range of teachers from older to younger to those teaching thees. Fédnis allowed for
a strong cross section of opinion as to the benefits of CES in dthardias such as

the personal, work, community, and world realms.

Weaknesses include the fact that participants were not &lbrparts of Tmaki-
makau-rau/Auckland. Also only one volunteer teacher from those wighttan
ethnic language classes participated. Further insight into thamdgs of these
courses on the understanding of servant leadership would have beemejehut
was not built into the scope of this study. Fortunately, many of thieipants in the
study were able to give examples of their cultural experieincastheir own lives or

through the examples of others. These can be found in the findings.

Recommendations

This study has highlighted relationships of service as they sxithe CES. The
metaphor of the garden demonstrated the complexity of relationshgenpre order
for the flourishing described in Greenleaf's (1970) test to falleee. Taking in
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consideration these relationships, approaches to servant l@pdersouragement
might be enhanced in the CES by highlighting the relationships &t awond where

sources of strength can be personally drawn upon to create maningfal service.

Just as the gardener cannot do the work of the sun, neither catasfigea rose to
grow where a radish has been planted. The gardener can yderitsein a particular
way so that more youthful plants are able to gradually comethetsun, line upon
line. The good canopy will let in the sun, while letting othentdaeel the sun in

creative ways.

It is further recommended that more studies be conducted intcCE® on a
longitudinal scale to explore how servant leadership of graduatadeonfsthe CES
is being established and the level of leadership attributiog tiee to their
experience in the CES. Further additions to this study might inclddeua on the
experiences of individual leaders and their desires to sereentext. The garden
theme also warrants further exploration, as the scope o$tilndly did not allow for

analysis of all aspects and ramifications of the metaphor.

Conclusions

From the findings, a source of influence of the CES prograappears to lay in its
ability to bring people together, and then give stakeholders thigy dbiserve each
other through sharing. The findings of this study further indicat¢ $leavant
leadership is not the result of the efforts of one sourceléduership style has to do
with many relationships that are generally not seen, workingrtdsra product that is
seen. Helping people understand their place and contributions thepaiee in the
garden was a strong element of nurturing. Helping people to understanalgi to
embrace them, and to empower them to fulfil them is key to nogtservant leaders
in context. This may be shown in numerous ways: empowering others ide acale
basis (not just the select few), showing unfaltering love, hglpeople understand
their roles and responsibilities as workers in a network (commmesgfihelping others
to become fully human by increasing their knowledge of how to make effective

their service, and offering opportunities to let love be shown.
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Looking ahead: A personal reflection

Looking ahead, | intend to continue pursuing the study of educaticaderihip at
the doctoral level. | hope that by so doing | will have the condirapportunity to
explore the processes of leadership, and of how better towsighveervant leaders in
the field.

| feel privileged to have been able to take the time teefyihy reflect on how much |
gained through the CES. Now as an educator, and as a CES gradayie, that
current CES stakeholders (students, graduates, teachers, andtaagtors), you who
live and reside in the contextual garden of this thesid,reald and feel your own
experience speaking to you from the pages. | hope that you todakelltime to
reflect on your experience being one and with servant leadergoatidue to strive

to serve creatively and wholeheartedly.

The thesis has also been intended for those who have an intesestant leadership
as a field of study. This thesis serves as an invitatiomjtty ¢he garden as it is here
presented. To you, the birds and bees who have entered this gargen,flysfrom
flower to plant, to tree, | hope you may take some seed, kemel that you may
plant in the soil you love, and allow it to bloom and become a paybwf own
gardens. Although the study is context bound, the results of this seidytended to
also be reflective of the experience of those outside ofrékearch context. In

essence, this thesis is meant to apply to all those whdseerture the human spirit.



107

References

Ahn, K. S. (2000). Wisdom and the art of leadersiippractical theology of leadership
development through nurturing wisdorDissertation Abstracts International, 61
(05), 1900. (UMI No. 9975587)

Anderson, K. P. (2005). A correlational analysisefvant leadership and job satisfaction in a
religious educational organisatidpissertation Abstracts International, §61), 239.
(UMI No. 3162292)

Avant, G. (Ed.). (20052006 church almanacdalt Lake City, UT: Deseret Morning News.
Avolio, B. J. (2005)Leadership development in balance: Made/b&taw Jersey: Mahwabh.

Ballard, M. R. (1993)Our search for happiness: An invitation to undenstdhe church of
Jesus Christ of latter-day sairsalt Lake City, UT: Deseret Book Company.

Berrett, W. E., & Hirschi, F. N. (1988A miracle in weekday religious educatidalt Lake
City, UT: Salt Lake Printing Center.

Blanchard, K., & Hodges, P. (2003)he servant leaders: Transforming your heart, head,
hands and habitdNashville, TN: Countryman.

Boaz, E. E. (2001). Nurturing work environmentsdéscription construct from the literature
and participant interview®issertation Abstracts International, §29), 3205. (UMI
No. 3026205)

Book of Mormon: Another testament of Jesus Ch1€190). Salt Lake City, UT: The Church
of Jesus Christ of Latter-Day Saints.

Bordas, J. (1995). Power and passion: Finding petspurpose. In L. C. Spears (Ed.),
Reflections on leadership: How Robert K. Greentedtieory of servant-leadership
influenced today's top management thinkprs 179-193). New York: John Wiley &
Sons.

Bright, M. A., Andrus, V., & Lunt, J. Y. (2002). lda#h, healing, and holistic nursing. In M.
A. Bright (Ed.), Holistic Health and Healingpp. 31-46). Philadelphia, PA: F. A.
Davis.

Britsch, R. L. (1986)Unto the islands of the sea: A history of the lraDay Saints in the
Pacific. Salt Lake City, UT: Deseret Book.

Bryman, A. (2004). Qualitative research on leadersA critical but appreciative viewlhe
Leadership Quarterly, 15729-769.

Carens, J. H. (2000¢ulture, citizenship, and communixford: Oxford University Press.
Castro, F. R. (2000). The development of servingdéeship: the case of the church

educational system in Chile and the Philippir@issertation Abstracts International,
61(06), 2116. (UMI No. 9976701)



108

Clark, J. R., Jr. (1992Y.he chartered course of the church in educatiRav. ed.). Salt Lake
City, UT: The Church of Jesus Christ of Latter-C&#ajints.

Clarke, D. R. (2006, November). Becoming instruraéntthe hands of Godnsign, 3697-
99.

Conger, J. A. (1998). Qualitative research as traarstone methodology for understanding
leadership. [Electronic versior]eadership Quarterly, (@), 107-121.

Cooley, W. (2005).CES: Teaching members diligentliRetrieved May 20, 2005, from
http://www.lds.org/library/display/0,4945,40-1-3068/00.html

Covey, S. R. (1998). Servant-leadership from tis&mout. In L. C. Spears (Edljsights on
leadership: Service, stewardship, spirit, and satdaadership(pp. xi-xviii). New
York: John Wiley & Sons.

Covey, S. R. (2002). Foreword. In R. K. Greenl&xdyvant Leadership: A journey into the
nature of legitimate power and greatnesiew York: Paulist Press.

Creswell, J. W. (2003)Research design: Qualitative, quantitative and mhixaethods
approacheg2nd ed.). Thousand Oaks: Sage.

Crippen, C. L. (2004). Three women pioneers in M#a: Evidence of servant-leadership
Dissertation Abstracts Internationa5 (08), 2844. (UMI No. 3143999)

Day, D. V., & Halpin, S. M. (2004). Growing leaddos tomorrow: An introduction. In D. V.
Day, S. J. Zaccaro, & S. M. Halpin (Edslgader development for transforming
organisations: Growing leaders for tomorroMahwah, NJ: Lawrence Erlbaum.

Diamond, P. (2003 fire in your belly: Maori leaders speaellington: Huia.

Doctrine and covenants of the church of Jesus Cbfikatter-Day Saintg1990). Salt Lake
City, UT: The Church of Jesus Christ atter-Day Saints.

Dyck, A. J. (1994)Rethinking rights and responsibilities: The moralnds of community
Cleveland, OH: The Pilgrim Press.

Eicher-Catt, D. (2005). The myth of servant-leadigrsA feminist perspective [Electronic
version].Women and Language, 49, 17-26.

Eyring, H. B. (2002, October). Education for refd:|Putting spiritual learning first gives our
secular learning purposénsign,32,14-21.

Farling, M. L., Stone, A. G., & Winston, B. E. (1899 Servant leadership: Setting the stage
for empirical researcihe Journal of Leadership Studie§]l ), 49-72.

Featherstone, V. J. (19959)he incomparable Christ: Our master and modalt Lake City,
UT: Deseret Book.

Ferch, S. (2005). Servant leadership, A way of. [ifee International Journal of Servant
Leadership, (1), 3-8.



109

Fogel, A., Melson, G. F., & Mistry, J. (1986). Ceptualizing the determinants of
nurturance: A reassessment of sex differences..|IRogel & G. F. Melson (Eds.),
Origins of nurturance: Developmental, biological carcultural perspectives on
caregiving(pp. 53-67). Hillsdale, NJ: Lawrence Erlbaum.

Fowler, C. (2004)The archaeology of personhood: An anthropologiggbraach London:
Routledge.

Freire, P. (1970)Pedagogy of the oppress@d. B. Ramos, Trans.). New York: Herder and
Herder. (Original work published 1970)

Grant, B., & Giddings, L. (2002). Making sense adthodologies: A paradigm framework for
the novice researcheContemporary Nurse, 130-27.

Grazier, K. L. (2005). Interview with Dianne Mandach, FACHE, Commissioner,
Minnesota, Department of Healt, St. Paul, Minnesalaurnal of Healthcare
Management50(5), 286-289.

Greenleaf, R. K. (1970)The servant as leademdianapolis, IN: The Robert K. Greenleaf
Center for Servant Leadership.

Greenleaf, R. K. (1977B6ervant leadership: A journey into the nature @jitienate power
and greatnesdNew York: Paulist Press.

Greenleaf, R. K. (1996appn Becoming a Servant Leadé&r. M. Frick & L. C. Spears (Eds.).
San Francisco: Jossey-Bass.

Greenleaf, R. K. (1996b)Seeker and servant: reflections on religious leadgr A. T.
Fraker & L. C. Spears (Eds.). San Francisco, CAsdp-Bass.

Greenleaf, R. K. (2002). Essentials of servantdestup. In L. C. Spears & M. Lawrence
(Eds.),Focus on leadership: Servant-leadership for thentydirst century(pp. 19-
25). New York: J. Wiley & Sons.

Griffin, H. R. (2004). Analysis of servant leaddpshAn interpretive biography of a
prominent health care leaddDissertation Abstracts International, 6®4), 1760.
(UMI No. 3129595)

Hart, V. (2002) Plato on parts and wholes: The metaphysics of sirecOxford: Clarendon
Press.

Hesse, H. (1956 he journey to the Eagiew York: Noonday.

Hinchcliff, J. (2004). Altruistic leadership Retrieved June 1, 2005, from
http://www.anewnz.org.nz/vision.asp?id=48

Holy Bible.(King James Version). (1990). Salt Lake City, Uhe Church of Jesus Christ of
Latter-Day Saints.

Hunt, B. W. (1977)Zion in New Zealand: A history of the church ofule€hrist of Latter-
Day Saints in New Zealan@emple View: Church College of New Zealand.

Institutes of religion. (1973, OctobeNew Era, 38-12.



110

Intellectual Reserve. (1994)eaching the gospel: A handbook for CES teacheddeaders
Salt Lake City, UT: The Church of Jesus Christ after-Day Saints.

Intellectual Reserve. (1995Jhe family: A proclamation to the worl8alt Lake City, UT:
The Church of Jesus Christ of Latter[3aints.

Intellectual Reserve. (2001principles of leadershipSalt Lake City, UT: The Church of
Jesus Christ of Latter-Day Saints.

Intellectual Reserve. (20033dministering AppropriatelySalt Lake City, UT: The Church of
Jesus Christ of Latter-Day Saints.

Intellectual Reserve. (2005). Church Educationrietd July 1, 2005 from
http://www.lds.org/newsroom/page/0,06@8031,-1---8-168,00.html

Intellectual Reserve. (2006)Church Education Retrieved September 14, 2006, from
http://www.lds.org/newsroom/page/0,15606,4031-11-68,00.html

Kekale, J. (2001)Academic leadershigHuntington: Nova Science.

Kenyon, G. M. (2004, Fall). Telling and listening $tories: Creating a wisdom environment
for older peopleGenerations30-33.

Klenke, K. (2003). The "s" factor in leadership edltion, practice, and researdournal of
Education for Business, B, 56-60.

Lad, L. J., & Luechauer, D. (1998). On the patlseovant-leadership. In L. C. Spears (Ed.),
Insights on leadership: Service, stewardship, s@ind servant leadershifpp. 54-
67). New York: John Wiley & Sons.

Laub, J. A. (1999). Assessing the servant orgdoisatDevelopment of the servant
organisational leadership assessment (SOLA) ingninDissertation Abstracts
International, 60(02), 308. (UMI No. 9921922)

Laub, J. (2004, AugustpPefining servant leadership: A recommended typoliagyservant
leadership studiesRaper presented at the Servant Leadership ResRargidtable,
Virginia Beach, VA.

Lawton, D. P. (2004). The vision of Christian cghe presidents: Case studies of two
Christian college president®issertation Abstracts International, 64L2), 4294.
(UMI No. 3116587)

Lee, G. (2002)Faith politics and servant leadershipuckland: Castle.

Manz, C. C. (1998)The leadership wisdom of Jesus: Practical lessamstdday San
Francisco, CA: Berrett Koehler.

Matai. (2004). Retrieved July 19, 2005, from http://wsamoan-sensation.com/matai.html

Mezirow, J. (1991)Transformative dimensions of adult learnir®an Francisco, CA: Jossey-
Bass.



111

Miller, J. P., Karsten, S., Denton, D., Orr, D. Kates, I. C. (Eds.). (2005Molistic learning
and spirituality in education: Breaking new grourfdbany: University of New York
Press.

Mol, H. (1966).Religion and race in New Zealand: A critical revie# the policies and
practices of the churches in New Zealand relevamétial integration Christchurch:
National Council of Churches.

Moon, J. A. (1999)Reflection in learning and professional developméindon: Kogan
Page.

Nelson, L. (2003). An exploratory study of the apgiion and acceptance of servant-
leadership theory among black leaders in South cAfrDissertation Abstracts
International, 64(03), 944. (UMI No. 3086676)

Neuman, W. L. (2003)Social research methods: Qualitative and quantiatapproaches
(5th ed.). Boston, MA: Allyn and Bacon.

Newman, J. H. C. (1902)The idea of a university: Defined and illustratedondon:
Longmans, Green, and Company.

Oxford English Dictionary(2™ ed.). (1989). Oxford: Clarendon Press.

Parameshwar, S. (2005). Spiritual leadership tHrowgo-transcendence: Exceptional
responses to challenging circumstandés Leadership Quarterly, 1689-722.

Patterson, K. A. (2003). Servant -leadership: Aothtical model Dissertation Abstracts
International, 64(02), 570. (UMI No. 3082719)

Pearl of Great Price(2003). Salt Lake City, UT: The Church of Jesusi€tlof Latter-Day
Saints.

Perry, L. T. (1998, August). What A Way to GraMew Era, 284-7.

Plato. (1970).The Republic of Plato: Translated with Introductiand Notes by Francis
MacDonald CornfordLondon: Oxford University Press.

Pollard, C. W. (1996). The leader who serves. InHEsselbein, M. Goldsmith, & R.
Beckhard (Eds.)The leader of the futurgpp. 241-248). San Francisco,CA: Jossey-
Bass.

Popper, M. (2002). Salient biases in discussionrasdarch on leadership. In K. W. Parry &
J. R. Meindl (Eds.)Grounding leadership theory and research: Issuessppectives,
and methodgpp. 1-19). Greenwich: Information Age.

Punch, K. F. (2000Developing effective research proposalendon: Sage.

Reedy, H. (2005)Rea Maori wisdom-The riches within the Maori cuiiuRetrieved May 4,
2006, from http://www.hirinireedy.com/articles/reéadom.htm

Reinke, S. J. (2004). Service before self: Towardseory of servant-leadership [Electronic
version].Global Virtue Ethics Review(%-4), 30-58.



112

Rieser, C. (1995). Claiming servant leadership asr yheritage. In L. C. Spears (Ed.),
Reflections on leadership: How Robert K. Greenkedfieory of servant leadership
influenced today’s top management thinkgp. 49-60). New York: John Wiley &
Sons.

Robert K. Greenleaf Center for Servant-Leaders{2p02). Retrieved 11 January, 2005,
from http://www.greenleaf.org/

Rost, J. C. (1991).eadership for the 21st centufyjew York: Praeger.

Sendjaya, S., & Sarros, J. (2002). Servant leagerik origin, development, and application
in organisationsJournal of Leadership and Organisational Studig®)957-64.

Sergiovanni, T. J. (2000). Leadership as stewapdsiVho's serving who?' In M. Fullan
(Ed.), The Jossey-Bass reader on educational leadergpip. 269-286). San
Francisco, CA: Jossey-Bass.

Sims, B. J. (1997Servanthood: Leadership for the third millenniuBoston, MA: Cowley.

Snedden, P. (2004Rangatiratanga and generosity: making the connesti®etrieved July
1, 2005, from http://www.philanthropy.org.nz/conf2@PSnedden.htm

Soukup, E. (2005, October 17). The Mormon odysseysweek, 14&2-60.

Spears, L. C. (1998). Tracing the growing impacserfvant-leadership. In L.C. Spears (Ed.),
Insights on leadership: Service, stewardship, spand servant-leadershifpp. 1-
12). New York: John Wiley & Sons.

Spears, L. C. (2002). Introduction. In L. C. Spe&sM. Lawrence (Eds.)[Focus on
leadership: Servant-leadership for the twenty-ficentury (pp. 1-16). New York:
John Wiley & Sons.

Spears, L. C. (2004). The Understanding and PedfiServant-Leadership. In L. C. Spears
& M. Lawrence (Eds.)Practicing servant leadership: Succeeding throughstt
bravery, and forgivenegpp. 9-24). San Francisco, CA: Jossey-Bass.

Spears, L. C. (2004, Summer). Anyone can be aselwader.The Servant LeadeB.

Spears, L. C. (2005). A journal of devotidrhe International Journal of Servant Leadership,
1(1), 1-2.

Thompson, R. S. (2002). The perception of servaaddrship characteristics and job
satisfaction in a church-related colle@éssertation Abstracts International, §@8),
2738. (UMI No. 3103013)

Wells, M. A. (2004). Servant leadership: A theotagianalysis of Robert K. Greenleaf's
concept of human transformatidbissertation Abstracts International, §62), 575.
(UMI No. 3124330)

Wikipedia. (2006, September 12yhurch Educational SystenRetrieved September 13,
2006, from http://en.wikipedia.org/wiki/Church_Edtional_System



113

Wilton, D. (2005, May 22). Knight Retrieved September 20, 2006, from
www.wordorigins.org/wordork.htm

Yoon, H. K. (1986)Maori mind, Maori land Frankfurt: Peter Lang.



Appendices

Appendix A-Structure of CES

114

CES Board of Education

Commissioner
of Education

Structure

CES

CES

CES

dmini

BYU idaho

Adrr

BYU Hawaii

BYU

CES CES
Administrator Administrator
LDS Business Religious
College {
Religious
Education
Associate
Administrator
I
[ ] 1
Assistant Assistant Assistant
h P ol >

[

|

Area Director

Area Director

Area Director

Country
Director

]

|

CES

CES
Coordinator

T

Teacher/Fult
Time Part Time

LDS School
Principal

I

Student

Church Educational System



115

Appendix B-CES Permission to Conduct Study



116

Appendix C-Participant Information Sheet (Directors)

Participant Information Sheet
For CES Directors

Date of this information sheet:1 June, 2005

Project Title:

Nurturing servant leaders in religious education: A case studyhef church
educational system of the Church of Jesus Christ of Latter-Bayts in
Aotearoa/New Zealand

Invitation:

This invitation is for you to take part in a research progdiut servant leadership, a
type of leadership that has gained increasing attention in themvasty years. This
sheet is designed to answer any questions you may have beforeakeuyour
decision of whether to participate.

What is the purpose of this study?

This project is undertaken to complete the researchersdviaf Education degree
from Auckland University of Technology. The project is also un#terteto generate
knowledge about servant leadership as it applies in the praaftitee Church
Educational System (CES) in Aotearoa/New Zealand.

What are the research aims?

1. To describe and analyse the practice of servant leaderihip the CES institute
programme in Auckland.

2 To critically discuss servant leadership as it apjti@sreligious education setting.
3. To define servant leadership

4. To critically analyse how the CES in Aotearoa/New Zeaismdeeting the need of
generating and perpetuating local leadership for the LDS chactkeadership in the
secular workplace.

5.To contribute to the current lack of research about the CE&it@gtirogramme in
Aotearoa/New Zealand on a longitudinal scale.

How will the study be carried out?
Individual in-depth interviews will be conducted with two CES dexin Auckland,
and the country director from Hamilton.

The interview timing will be assigned according to convenienceytur. It is
anticipated that the interview will be approximately one houemgth. You will be
given a copy of interview questions prior to participation to giga time, if you
wish, to think about the topic and to clarify any questions/concerns thi
researcher before the scheduled interview.

Other data will be collected from three focus groups, eachistimgs of 6-8
participants taking place with CES teachers in July.
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How are participants chosen?
Participants for interviews are selected based on theirvienwnt in directorial
leadership roles in the Church Educational System in Aciéideav Zealand.

Are there any risks for joining this study?
It is not anticipated that any physical discomfort will arfisem participation in the
study.

However, time commitment may be an issue for potentialgiaatits. The total time
anticipated for participation in this project is approximat8lyhours including
preliminary overview of interview questions, interview, and fiorview transcript
checking. There will be no monetary compensation for participatidmeiprtoject. A
copy of the study will be made available to all who wish to haweopy of the
findings, and is available through the researcher.

How will | benefit by participating in this study?

By participating in this research you will be contributing infation to the scholarly
discussion on servant leadership. In addition, this project isdateto contribute to a
lack of scholarly research on the CES in Aotearoa/New ZeaMmar participation
will help to contribute to these areas. Your participation a¥#ib assist the researcher
in gaining her qualification in the area of education.

How will confidentiality be protected?

Due to the nature of the interviews and the relative ekkentification of interview
participants, confidentiality cannot be guaranteed. You will hageoption of having
your name stated in the final report or the option of usinggadmmnym.

All interviews will be tape recorded and later transcribedhieyresearcher. A copy of
the transcript will be offered prior to analysis for partiatsato check for accuracy.
This is a chance to make clarifications, corrections or tbdraw any answers that
you feel may be of an uncomfortable nature.

If, prior to your acceptance of the transcripts, you wish tbhdwaw from participation
in the study, you are free to do so.

How do | join this study?

You may confirm your participation in this study by acknowledging ta¢isearcher
in person or through contacting the researcher at the dettiésl Ibelow. Your

confirmation of participation must be received before the comemewt of your

interview. This will ensure that information pertinent totjggvation can be received.
You will be asked to sign a Consent to Participation in Reletoan before

interview commencement.

What if | need more information?
You may obtain further information on this project by contacting theareler at the
following details:

Lesley Cyril (AUT MEd student)
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Mobile: 021-1822-371
Email: Lesley Job@hotmail.com

What if | have concerns?

Any concerns regarding the nature of this project should be notifieitiel first
instance to the Project Supervisor.

Linita Manu’atu, Senior Lecturer, School of Education
Linita.manuatu@aut.ac.nz, 917 9999 ext 7345

Concerns regarding the conduct of the research should be natifiesl t
Executive Secretary, AUTEC, Madeline Banda,
madeline.banda@aut.ac.nz , 917 9999 ext 8044.

Note: A translated copy of this information sheet can be obtaiped request.

Approved by the Auckland University of Technology Ethics Comnttee on 09
May, 2005

AUTEC Reference number 05/103



119

Appendix D-Participant Information Sheet-Teachers

Participant Information Sheet
Date of this information sheet:1 June, 2005

Project Title:

Nurturing servant leaders in religious education: A case studyhef church
educational system of the Church of Jesus Christ of Latter-Bayts in
Aotearoa/New Zealand

Invitation:

This invitation is for you to take part in a research progdiut servant leadership, a
type of leadership that has gained increasing attention in thevasty years. This
sheet is designed to answer any questions you may have beforeakeuyour
decision of whether to participate.

What is the purpose of this study?

This project is undertaken to complete the researchersdviaf Education degree
from Auckland University of Technology. The project is also un#terteto generate
knowledge about servant leadership as it applies in the pragfti¢cee Church
Educational System (CES) in Aotearoa/New Zealand.

What are the research aims?

1. To describe and analyse the practice of servant leaderihip the CES institute
programme in Auckland.

2 To critically discuss servant leadership as it apjtiesreligious education setting.
3. To define servant leadership

4. To critically analyse how the CES in Aotearoa/New Zeaismdeeting the need of
generating and perpetuating local leadership for the LDS chactkeadership in the
secular workplace.

5.To contribute to the current lack of research about the CE&it@gtrogramme in
Aotearoa/New Zealand on a longitudinal scale.

How will the study be carried out?
Three focus groups, each consisting of 6-8 participants will pdkee with CES
teachers in July on institute campuses in Auckland.

The timings will be assigned according to convenience for thecipantis. It is
anticipated that focus groups will be approximately one houngtie

How are participants chosen?

Participants are selected based on their involvement in tBeilCHew Zealand. You
do not have to be a member of the Church of Jesus Christttef-DCamy Saints to
participate. As this study seeks to identify servant leadershipe Aotearoa/New
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Zealand context, at least one year of participation in the CBSew Zealand is
required to participate.

Are there any risks for joining this study?
It is not anticipated that any physical discomfort will arfisem participation in the
study.

However, time commitment may be an issue for potentialgiaatits. The total time
anticipated for participation in this project is approximately 2 sidgnicluding focus
group, travel time, and possible transcript checking. Therk bgilno monetary
compensation for participation in the project. A copy of the studyhbe made
available to all who wish to have a copy of the findings, andaslable through the
researcher.

How will | benefit by participating in this study?

By participating in this research you will be contributing infation to the scholarly
discussion on servant leadership. In addition, this project isdateto contribute to a
lack of research on the history and impact of the CES in Awdédew Zealand. Your
participation will help to contribute to these areas. Your ppgtmn will also assist
the researcher in gaining her qualification in the aresdotation.

How will confidentiality be protected?

To ensure your confidentiality, all focus groups will be tapeorded and later
transcribed by the researcher. A copy of the transcript camalole available at your
request prior to analysis to check for accuracy. This is acenamake clarifications,
corrections or to withdraw any answers that you feel may be of esmiartable
nature.

If, prior to your acceptance of the transcripts, you wish thdwaw from participation
in the study, you are free to do so. All transcripts will thertdmed. Once this has
taken place, it will not be possible to withdraw from the study

Your confidentiality will be assured through the following steps:

1) Only the researcher will transcribe the proceedings dioities groups
2) Transcript checking process.

3) No names will be mentioned in the final report.

4) All answers will be coded before the analysis phase ofrdsea

How do | join this study?

You may confirm your participation in this study by acknowledging ta¢isearcher
in person or through contacting the researcher at the dettisl Ibelow. Your
confirmation of participation must be received before the comemeant of your
focus group.

What if | need more information?
You may obtain further information on this project by contacting theareler at the
following details:
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Lesley Cyril (AUT MEd student)
Mobile: 021-1822-371
Email: Lesley_Job@hotmail.com

What if | have concerns?
Any concerns regarding the nature of this project should be notifigtie first

instance to the Project Supervisor.
Linita Manu’atu, Senior Lecturer, School of Education
Linita.manuatu@aut.ac.nz, 917 9999 ext 7345

Concerns regarding the conduct of the research should be natifteel t
Executive Secretary, AUTEC, Madeline Banda,
madeline.banda@aut.ac.nz , 917 9999 ext 8044.

Approved by the Auckland University of Technology Ethics Comnttee on9
May, 2005

AUTEC Reference number 05/103
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Appendix E-Director Consent Form

Consent to Participation in Research

Title of Project: Nurturing servant leaders in religious education: A
case study of the church educational system of thghurch of Jesus Christ of
Latter-Day Saints in Aotearoa/New Zealand

Project Supervisor: Dr. Linita Manu’atu

Researcher: Lesley Cyril

| have read and understood the information provided about tle@robs
project (Information Sheet dated 1 June, 2005)

| have had an opportunity to ask questions and to have them adswer
| understand that my contributions will be audio-taped and trandcribe

| understand that | may withdraw myself or any information kinatve
provided for this project at any time prior to completion of dgitering,
without being disadvantaged in any way.

If I withdraw, | understand that all relevant tapes and tid@pis, or parts
thereof, will be destroyed.

| agree to take part in this research.

| wish to receive a copy of the report from the reseaickohe: Yes No

Participant SIgNAtUIE:  ......oooiiiiiieieeeeee e o et e e e e n e ee e eaeaenas
PartiCipant Name: o e

Participant Contact Details (if appropriate):

Approved by the Auckland University of Technology Ethics Committe® btay,
2005 Reference number 05/103

Note: The Participant should retain a copy of this form.
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Appendix F-Consent form-Volunteer teachers

Consent to Participation in Research

Title of Project: Nurturing servant leaders in religious education: A
case study of the church educational system of th&hurch of Jesus Christ of
Latter-Day Saints in Aotearoa/New Zealand

Project Supervisor: Dr. Linita Manu’atu

Researcher: Lesley Cyril

| have read and understood the information provided about tle@robs
project (Information Sheet dated 1 June, 2005)

| have had an opportunity to ask questions and to have them adswer
| understand that my contributions will be audio-taped and trandcribe

| understand that | may withdraw myself or any information kinatve
provided for this project at any time prior to completion of dgittnering,
without being disadvantaged in any way.

If I withdraw, | understand that all relevant tapes and ti@pis, or parts
thereof, will be destroyed.

| agree to take part in this research.

| wish to receive a copy of the report from the reseaickohe: Yes No

Participant SIgNAtUIE:  ......oooiiiiiieieeeeee e o et e e e e n e ee e eaeaenas
PartiCipant Name: o e

Participant Contact Details (if appropriate):

Approved by the Auckland University of Technology Ethics Committe® btay,
2005 Reference number 05/103

Note: The Participant should retain a copy of this form.
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Appendix G- Translated Information Sheet

Tohi Fakahinohino ‘o e Fekumi
‘Aho : 1 Sune 2005

Kaveinga ‘o e Fekumi

Ko hono ohi ‘o e kau taki faka-sevaniti ‘i he ako fakalotu. ‘a aahg siasi. Ko e
fekumi ni 6ku fakatefito ia ki he va‘a Potungaue Ako ‘a e Sias$isu Kalaisi mo e
Kau Ma'‘oni‘oni ‘o e Ngaahi ‘Aho ki Mui ni ‘i Aotearoa, Nu'‘usila.

Fakaafe keke kau ki he Fekumi ni

Ko e Fekumi ni 6ku fekaudki mo e taki faka-sevaniti. Ko euadakataki eni na‘e
manakoa ‘aupito ia ‘i he ta'u ‘e uongofulu kuo hili. Kuo teuteu e tolie ne tali
ha‘o ngaahi fehu'i kimu‘a pea ke toki fakamai pe teke tali a e fakaafe.

Makatu‘unga ‘o e Fekumi

‘Oku makatu‘unga ‘a e Fekumi ko ‘eni ke ma‘u ha ‘ilo fekau‘aki male taka-

sevaniti ‘i he va‘a Potungaue Ako ‘a e Siasi (PAS) ‘i AateaNu'usila pea mo
fakakakato ‘a e mata'‘itohi MA ‘o e tokotaha fakatotolé meithekland University
of Technology.

Ko e ngaahi taumu‘a ‘o e Fekumi

1. Ke fakamatala'i mo ‘analaiso ‘a e ng ‘a e kau taki faka-sevaniti ‘i he va‘a
Potungue Ako ‘a e Siasi(PAS) ‘i Aotearoa, Nu‘usila.

2. Ke vakai‘i mo tlanga'i ‘a e tu‘unga ‘o e taki faka-sevaniti ‘i he va‘a luogaue
Ako ‘a e Siasi (PAS)

3 Ke fakamatala'i ‘a e ‘uhinga ‘o e taki fakasevaniti

4.Ke tlanga'i mo ‘analaiso ‘a e va‘a Potungaue Ako ‘a e Siasi (PA® anga ‘ene
ngaue ke fakatokolahi mo pukepuke ‘a e kau taki faka-sevanitisidse fakakolo pea
mo e ngaue fakasiasi.

5.Ke t naki mai ha ngaahi fakakaukau ki hono fakalele ‘o e va‘a Potungaueafo
Siasi(PAS) ‘i Aotearoa, Nu'usila.

‘E founga f f hono fakahoko ‘a e Fekum?

Ko kinautolu ‘e kau mai ki he fekumi ni ‘e vahevahe kinautolu ki he kuleptolu
tautau toko 6-8, ko e kulupu ‘e taha ko e kau faiako, taha ko e kau nagatitahi
pea taha ko e kau ako lolotong4. ‘E fakahoko ‘a e fekumi ko ‘eni ‘aiSitte ‘Api
Siasi.

‘E fakahoko ‘a e Fekumi ko ‘eni fakatatau ki ho taimi fainghen pea ‘oku
fakafuofua ki he houa ‘e 1 hono loloa.

I he uike é taha kimu'a pea toki fakahoko ‘a e talanoa fakakuteptufa atu ha
fakamatala nounou pmo ha ngaahi fehu'i fekau‘aki mo e taki faka-sevaniti. Oku
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fakataumua eni ke tokoni ki ho6 fakakaukau'i ‘a e kaveinga pea kaonfzala‘ala ha
me‘a ‘e kei ta‘emahino.

‘Eangaf f hono fili ‘a e kakai ke kau ki he Fekumi.

Ko e ‘uhi ko e fakataumu‘a ‘o e Fekumi ke fakapapau'i ‘a e takafsevaniti ‘i
Aotearoa, Nu‘usila, ‘oku fiema‘u ke kau mai ki ai ‘akinautolu kukaeldake he ta‘u ‘e
1 ‘enau ngue he va‘'a Potungaue Ako ‘a e Siasi. ‘Oku malava pe ke kau ntalhnfia
‘oku ‘ikai ke memipa ‘i he Siasi o Sisu Kalaisi ‘0 e Kau ‘dhi‘oni ‘o e Ngaahi ‘Aho
ki Mui ni

‘E ‘i ai nai ha kau kovi ho‘o kau ki he Fekumi?

Kuo teuteu'i ‘a e Fekumi ke ‘oua na‘a ke mafasia ai heongo ieeiéhoua nai ‘e
tolu ‘a e ngue kotoa te ke fai, * ho'o lau ‘o e ngaahi fakamatala, kau he tlano
fakakulupu pea mo fakatonutonu ho'o ngaahi fakamatala.

‘Oku ‘ikai ke ‘i ai ha totongi pa‘anga ‘i ho'o kau mai ki he Fekuniio kimoutolu te
mou fiema‘'u ha tatau ‘o e ola e Fekumi ‘e lava ke ma‘u atméa he tokotaha
fakatotolo.

‘Eangaf f éne ‘aonga ‘eku kau ki he Fekumi?

Ko e‘uhi ‘oku si‘isi‘i ‘aupito ‘a e ilo fekau‘aki mo e taki faksevaniti ‘i he fonua ni ‘e
aonga ho‘o kau mai, kertaki fakakaukau mataotao fekau‘aki mo e meé ni. ‘lkai ko
ia p, te ke tnaki ki he langa hake ‘o e ‘ilo ki he hisitolia mo e ng &4 e va‘a
Potungaue Ako ‘a e Siasi ‘i Aotearoa Nu'usila. ‘E hoko ho‘o kaukoaé tokoni ki

he fakalava ‘o e mata'’itohi MA ‘o e tokotaha fakatotolo.

‘E malu ‘eku ngaahi fakamatala?

Ko ho‘o ngaahi fakamataléa kotoa phe talanoa fakakulupu ‘e hiki tepi ia kimu‘a pea
toki tohi ‘e he tokotaha fakatotolo. ‘E ‘oatu leva e tatau hokamaatala ke ke
fakatonutonu mo fakapapau'‘i ‘oku tonu. | he tu‘unga ko ia, te ka kivke
fakama'ala‘ala mo tamate‘i ha ngaahi fakamatala ‘ai‘tk ke fiemlie ki ai.

Oku ke tau‘ataina pe ke ‘oua te ke toe hoko atu ‘i he Fekumi ka kuo peauflkah
mai kimua keke tali e ngaahi fakamatala kuo tohi. Ko e nga#hifatala kotoa p
‘e tali ke ngue‘aki ki he Fekumi, ‘e fakafika ia. ‘I he hili hono fakafilkeae ngaahi
fakamatald, ‘e ikai ke toe lava ia ‘o to‘'o mei he Fekumi.

Ko e founga malu‘i eni ho‘o ngaahi fakamatala
- 'E tohi tokotaha p ‘e he tokotaha fakatotolo ‘a e ngaahi fakamatala ‘a e
kulupa
- E fakapapau'i ‘oku tonu e fakamatald.
- 'E ‘ikai ke fokotu‘u ha hingoa ki he ngaahi fakamatala ‘e fai.
- E fakafika e ngaabhi tali kimu‘a pea toki fai hono ‘analaiso.
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‘Eangaff ha'aku kau ki he Fekumi?

‘Okapau ‘oku ke fie kau ki he Fekumi, kuo pau ke ke fakapapau‘i mai takwmaha
fakatotol6 ‘i he uike ‘e taha kimu’a pea fakahoko a e talankakfdupud. ‘I ho'o fai
pehe, ‘e fakapapau'i leva ai ‘a e maau mo tonu ‘a e nga&hmatala kotoa p
fekauéki mo koe.

Ko hai te u fetultaki ki ai kapau te u fiemau ha toe fakamata ki he Fekumi?
‘Okapau teke fiema ha toe fakaikiiki ki he Fekumi, féttaki mai p ki he tokotaha
fai fakatotolo'i he telefoni mo e tasila ‘oku h atu ‘i lalo.

Lesley Cyril (AUT tokotaha ako MEd)

Mobile: 021-1822-371
Email: Lesley_Job@hotmail.com

Ko hai te u fetuultaki ki ai kapau é i ai ha me‘a te u tokoga ki ai?

Ko e ngaahi mea kotoa pe te ke tokanga ki ai fekauaki mo e Fektaki & fetuttaki
ki he Faiako Pule ki he Fekumi ‘i he tu’asila ‘i lalé

Faiako Pule ki he Fekumi
Linita Manu’atu, Senior Lecturer, School of Education
linita.manuatu@aut.ac.nz, 917 9999 ext 7345

Ko e ngaahi fehu'i kotoa pe fekau’aki mo e anga hono fakahoko ‘o e Fe&uave
ia ki he Komiti ‘oku h atu ‘i lalo.

Sekelitali Pule, AUTEC, Madeline Banda,
madeline.banda@aut.ac.nz , 917 9999 ext 8044.

Approved by the Auckland University of Technology Ethics Comnttee on9
May, 2005

AUTEC Reference number 05/103
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Appendix H —Translated Consent Form

Kaveinga ‘o e fekumi: Ko hono ohi ‘o e kau taki faka-sevaniti ‘i he
ako fakalotu‘a e ngaahi siasi. Ko e fekumi ni 6ku fakatéfito he

| va a Potungaue Ako ‘a e Siasi ‘0 Sisu Kalaisi mo e Kauaviéoni ‘o e Ngaahi Aho
ki Mui ni ‘i Aotearoa, Nu‘usila.

Faiako Pule ki he Fekumi: Dr. Linit Manu’'atu

Tokotaha Fakalotolo: Lesley Cyril

Kuo u lau ‘a e tohi fakahinohino ki he fekumi pea kuo mahino kiateeau &
ngaahi fakamatala.

Kuo tuku mai ha faingantie ke fai ai ha ngaahi fehu’ pea kuo u fidma ki he
ngaabhi tali.

‘Oku mahino kiate au ko ‘eku ngaahi fakamatala ‘e hiki tepi€a toki tohi ia
ke ngaue’aki ‘i he Fekumi.

| understand that | may withdraw myself or any information kinatve
provided for this project at any time prior to completion of daféection,
without being disadvantaged in any way.

‘Oku mahino kiate au é ikai ke kau kovi haaku nofo mei he Fegerntadfi ke
fakakau ki ai haaku fakamatala.

‘Oku mahino kiate au ‘okapau te u nofo mei he Fekumi ‘e faka’&uteku
ngaahi fakamatala kotoa pe naé tohi mo hiki tepi.

‘Oku ou loto keu kau ki he Fekumi ko ‘eni.

‘Oku ou fakadamu ke ma’u haaku tatau ‘o e tohi kuo fal. ‘lo‘lkai

(SO T o To T =1 =12 4 010 T o1 S
Ko ho hingoa:

Tuasila mo e telefoni (‘okapau ‘oku ke loto ki ai ):
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Aho:

Approved by the Auckland University of Technology Ethics Comnttee on9
May, 2005Reference number05/103

Fakatokagai ange: Kuo pau ke ke tauhi ha tatau 6 e tohi ni.
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Appendix I: Director Questionnaire

Indicative questions for interviews/focus groups:

Servant
leadership

1) Discuss what you feel it means “to serve”

2) What comes to mind when | say servant leadership?

3) What characteristics do you see servant leaders having?

4) What types of people can become servant leaders?

5) Why do you feel that a person who has learned to serve make
good leader?

6) Give an example of a servant leader living or dead. Whkésm
this person a servant leader?

7) Discuss some relationships that may be important in bejyog
servant leader

8) Describe what you see as the relationship between ansézader
and the people being lead

CES
leadership

1) Briefly discuss your experience in the CES.

2) Can you tell me about what you feel are the main benefits of
participation in institute?

3) How/has the CES impacted on your leadership abilities?

4) What programmes are currently in place in the CES that ha
helped or are helping you to become a better leader?

5) What do you feel is the most important aspect of beingdetan
the CES? (for teachers, administrators, and possibly students)
6) Tell me about what you feel the CES does to encouragarserv
leadership

7) How do you feel encouragement of servant leadership can be
enhanced in the CES?

The “true
servant
leader”

1) What do you think it means to be a “true servant leader"?

2) Do you apply the leadership principles from the CES inr@teas
of your life? If yes, how?

3) Do you hold a leadership position outside of the CES? How ha
what you learned in the CES influenced the way you lead?

4) Can you share any examples of recent actions you haveomade
witnessed outside of the CES that you feel display servairsaip.

5) How would you teach someone outside of the CES to be a “tru
servant leader?”

6) Do you feel you are a “true servant leader?”

Cultural
awareness

1) Can you tell me what the CES does to encourage cultural
awareness?

2) Do you feel that your leadership is unigue to the Aoteama/N
Zealand context?

3) Is it important for the CES to encourage cultural awashes

4) Do you feel the CES has encouraged your leadership relapens
with those from different cultures from yourself?

Finishing
questions

1) Do you see yourself as a teacher first or a leader ¢fst?
teachers)

2) The institute currently conducts a course called “Principles of

hi
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Leadership.” What do you feel are the leadership principles?
3) Is there anything we have not yet discussed that yousfeel i
important to raise?
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Appendix J: Questionnaire Focus Groups

Indicative questions for focus groups:

Servant 1) Discuss what you feel it means “to serve,” “to lead”
leadership | 2) What comes to mind when | say servant leadership?
3) What characteristics do you see servant leaders having?
4) Give an example of a servant leader living or dead.t\Ma&es
this person a servant leader?
CES 1) Can you tell me about what you feel are the main benedity¢i)
leadership | of participation in institute?
2) How/has the CES impacted on your leadership abilities?
3) How do you feel encouragement of servant leadership can be
enhanced in the CES?
The “true 1) Do you hold a leadership position outside of the CES? How hg
servant what you learned in the CES influenced the way you lead?
leader” 2) Can you share any examples of recent actions you haveamade
witnessed outside of the CES that you feel display servatergaip.
Cultural 1)Can you tell me what you perceive the CES does to encourage
awareness | oneness among cultures?
2)What do you feel is good about teaching in New Zealand?
Finishing 1) Do you feel you are a servant leader?
guestions 2) Is there anything we have not yet discussed that yousfeel i

important to raise?

S



