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Problem 

This research will address challenges that some churches in the Atlantic Union 

are facing in regard to church performance. Churches have not sufficiently incorporated 

and applied factors that could lead to effective performance. The focus of this research 

will be two-fold: (a) to identify different variables that can help to improve church 

performance in the Atlantic Union; and (b) to show how they will contribute to church 

performance. The following variables will be the focus of this research: Church strategic 

planning, religiosity, leadership, stewardship (which embodies teamwork and 

management of member’s talents), and church culture. These factors will contribute to 

church performance in the Atlantic Union Conference. The approach of this study is to 
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survey church committee members within Greater New York Conference (GNYC) and 

the North Eastern Conference (NEC) in the Atlantic Union Conference (AUC). 

 

 

Methodology 

The research was empirical quantitative, explanatory and cross-sectional. The 

substantive statistical process was based on regression analysis, performed in SPSS 23. 

The constructs for the four instruments used were done through factorial analysis 

techniques (with explained variance levels of over 53.4%, which are acceptable) and the 

reliability, measured with the Cronbach alpha coefficient for each instrument, was 

acceptable (with the lowest explained variance levels of -.154). For the analysis of this 

hypothesis, the statistical technique of multiple linear regression was used. 

 
Results 

 
 The model was validated with the sample of church officers of the GNYC and 

the NEC of Seventh-day Adventists (SDA). Church strategic planning, religiosity, 

leadership, stewardship and church culture are not good predictors of church 

performance, according to the perception of the church officers of the GNYC and the 

NEC of Seventh-day Adventists. When evaluating the influence of independent 

constructs through the standardized beta coefficients, it was found that the best 

predictor is religiosity, followed by leadership, and stewardship. 

 
Conclusion 

 
 It is recommended to the Greater New York and the Northeastern Conferences 

churches of Seventh-day Adventists that close attention should be paid to religiosity 

because it is very important to young people between 18 to 30. Overall, Focus on 
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leadership and stewardship are equally important, because they are factors that 

contribute to church performance. Additionally, focus should be placed on leadership 

and stewardship since these variables directly impact the performance of churches. 

These constructs are all good predictors of church performance.
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CHAPTER I 

 
INTRODUCTION 

 
Background of the study 

Contrary to Charles Darwin’s evolution story, the Bible introduces the main 

characters God himself and man, in a drama we could possibly refer to as divine 

romance. The creation story refers to God as the Almighty Creator of all the things, and 

this helps in revealing the ultimate love that the Creator has for His people (Heidel, 

2009). Genesis begins with the creation divine drama that is only understood and 

examined from the faith standpoint, unlike the Charles Darwin’s evolution story, which 

base its argument on species progression until the ordinary man came into being. 

It, however, becomes too hard in answering questions about when and how the 

process happened since no one was there by the time. What is most important in 

understanding the story of creation is that faith is important in order to believe that God 

is indeed in control of everything from the beginning of the earth, up to the time of 

salvation and the judgment day for each and every individual who ever lived on the 

earth (Loughlin, 1999). This puts the purpose of the creation story in a more spiritual 

and moral perspective rather than the earthly materialistic perspective many have. 

The creation is believed to have taken place in duration of six days; after which 

on the seventh day God rested, observed His handiwork and saw it was good, thereby 

reminding humans that they are indeed part of the creation (McFague, 1993). It is at 
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times when people feel most unworthy, that the reminder of a Creator, who is pleased 

with His creation, is most beneficial. 

The theory of evolution, advocated by Charles Darwin in the mid-19th Century, 

states that all the different species have evolved from simple life forms and that they 

first developed in the 4.5 billion-year-old Earth, more than 3 billion years ago. Contrary 

to Darwin’s evolution theory, the Bible teaches a 7 days’ creation by God, the architect 

and designer of everything. It also teaches that God created all life forms on earth, 

including humans. However, humans were the only creatures created in the image of 

God. As a result, Adam and his wife Eve were given dominion over all other creatures 

as well as the responsibility to manage planet earth and everything that is in it, including 

the management of God’s Church. Unlike evolution, creation puts God as the Creator 

and the head of the organizational structure, and man in the role of managing all that 

is His. However, observation and facts indicate that man has unfaithfully managed both 

the earth and the Church. 

In this following section, a brief compilation of definitions of the variables of this 

research is provided, such as: (a) church strategic planning, (b) religiosity, (c) leadership, 

(d) stewardship, (e) church culture, and (f) church performance. 

 

Church Strategic Planning 

According to Sadeghifar, Jafari, Tofighi, Ravaghi & Maleki (2014), strategic 

planning has often presented itself as a vital management tool and practice. 

According to Samad (2018), strategy planning is vital when viewed from four key 

areas which are strategic planning as a process; scanning the environment within which 

the organization is located; planning key strategies; and establishing an active link 
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between the organizational objectives and its finances. Organizational performance is 

determined by how well an organization plan and remains committed to achieving its 

strategies in the long run.  

Although the concept gains momentum in the recent days following its adoption 

and application by many organizations, the gap between formulation and implementation 

of organizational goal remains enormous. Many strategies fail at the initial stages while 

others do not even conceptualize beyond the implementation stage. Some factors that 

cause many of these strategies to fail irrespective of the organizations have been 

primarily categorized into four. These classifications exist as the planning process of the 

strategy, implementation of the strategy, the quality of the planned aim, and 

organizational structure and climate (Neluheni, Pretorius & Ukpere, 2014). 

 

Religiosity 

Religiosity is a broad concept that refers to a set of practices and behaviors 

which are influenced by deeply ingrained beliefs in the system and underpins within it 

an individual’s commitment to the fundamentals of religion in which one subscribes to. 

It displays a sense of identity and consequently a religious culture (Olowookere, 2014). 

Brotheridge & Lee, (2007), also argue that religiosity is a religious activity that displays 

commitment, values, and beliefs. 

Religiosity also influences an organization in terms of the considered social 

outcomes, risks, and what is expected and perceived appropriate from such ministry in 

their specific contexts (Torgler, 2006, p.95). 

The construct deals more with how religious a person is than how a person acts 

or behaves religiously. Scholars have pointed to the fact that managers who 
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consciously integrate their religiosity into the work ethic and behavior, recorded high 

success. It also promotes trust and high performance within the organization 

(Senthilnathan & Rukshani, 2015). The concept has also been linked with both 

emotional and physical well-being of employees who practiced it. Most Christians 

believe regular attendance of church reduces health problems and increases longevity 

(Brotheridge & Lee, 2007). 

Firms that integrate this belief are therefore successful. People have often used 

religious beliefs to endure stressful situations experienced at work, and religious 

leaders play an instrumental role in advising the affected. Religious beliefs offer a range 

of benefits to the workforce. Olowookere (2014) opines that religious beliefs are 

important in the following ways: it helps people to maintain a sense of belonging; 

provides avenues in which people can deal with stressful situations in life; and helps 

the religious community to find meaningful ways in which to interpret the random and 

many events surrounding human life. In this respect, Park and Yoo (2016) argues that 

religiosity provides a sense of hope and direction to Christians, thus, facilitating the 

development of true stewards in the workforce. 

 

Leadership 

Many organizations today require adept leaders to implement their intended plan. 

A good leader is one who influences his/her followers toward achieving an individual 

course. Leadership refers to a process in which a person through an application of certain 

strategies cause others to act in a way or follow a direction, in a manner which makes 

the organization, cohesive and coherent (Kanyandekwe & Boateng, 2013).  

Many scholars have defined leadership in different ways and have shown it as 
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an integral tool for performance. According to Baker (2014), leadership is a process of 

persuasion in which a person causes a group of significant others to act. It must involve 

the ability to ask questions and do the right things. Carter and Greer (2013) contribute 

to the discourse by adding the term “strategic leadership.” This means that strategic 

goals in place are realized when there is effective leadership. Strategic leadership is 

where an individual expresses a strategic vision for a part or whole of the organization 

and express the will to influence others to achieve that set goal in management 

practice.  

Strategic leadership puts into perspective the leader as a manager and vice versa; 

thus, the two terms will be used interchangeably in this paper. However, Baker (2014) 

notes that leadership is a concept distinct from management although the two terms 

interrelate. While leadership is a persuasive process of influencing others to implement 

vital organizational objectives, management is the process of translating planned 

strategies into operations. Strategic leadership must use management practices to lead 

employees in achieving structural strategies. For effective leadership, in any organization, 

the church, including both the leader and the follower, must negotiate a journey that will 

lead to the achievement of a common goal (Kanyandekwe & Boateng, 2013). 

Organizational leadership is related to strategic planning and consequently 

performance. In the current global and competitive edge, the need for mainstream 

continues to grow. Leadership failure has caused high attrition rates in many successful 

companies (Gottfredson & Aguinis, 2016). This has caused different associations to 

investigate and apply the appropriate leadership styles for their success. Different 

leadership styles affect performance. Transformational leadership, for instance, has 
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been highly adopted in many organizations given its direct impact on performance to 

improve job satisfaction (Sethibe & Steyn, 2017). 

According to Karakitapoğlu-Aygün and Gumusluoglu (2013), transformational 

leadership puts aside the self-interests and promotes those of their employees first. 

They encourage employees to see things from new perspectives by promoting the 

vision and mission of the organization and supporting them to achieve their set 

objectives. This is because according to Pradhan & Pradhan (2015), transformational 

leaders are useful in the articulation of vision and awakening of change within an 

individual, notable through improvement of such aspects as conflict resolution and 

crisis management. 

Transactional leadership involves rewards and compensation system. A leader 

compensates his/her followers for meeting individual goals. This leadership style has a 

direct effect on performance in that it can either enhance or decrease performance. A 

leader will validate the link between performance and rewards to stimulate employees to 

achieve organizational goals. This form of leadership promotes performance through 

reward exchanges (Baker, 2014). 

Gottfredson and Aguinis (2016), studied leadership effectiveness and how it affects 

the behaviors and attitudes of the persons being led within the organization. The two 

scholars found that leadership was profoundly linked to organizational behavior. Although 

high scores of leaderships in the past do not show high performance, it had a huge 

potential for influencing performance. Leadership behavior has a significant implication on 

trust and employee satisfaction. Organizational citizenship promotes the intercut between 

the commitment of leaders to the success of their firms and organizations (Baker, 2014). 
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Stewardship 

Rawlings (2010) defines church stewardship as a theological belief by humans 

that make them responsible for the world, hence taking care of it. The concept of church 

stewardship proposes that people who are loyal to the belief of a Sovereign Creator 

God, are responsible for the care of God’s creation and all that is within it. 

Stewardship has its roots in the religious setting of Christianity, Islam, and 

Judaism. The biblical teachings allude to the steward as a servant who is selfless and 

can control resources which are not his own besides devising effective strategic plans 

for the firms in which they operate (Kapoor, Kumar, & Thakur, 2014). Stewardship 

therefore encompasses the entire concept of management. 

For the church, a biblical worldview regarding stewardship focuses on effective 

management of everything that God has put into the life of a believer for the honor and 

His glory. It holds the view that God is the Creator of everything on earth as seen in the 

Bible. “In the beginning God created the heavens and the earth.” (Genesis 1:1). “… 

Everything under heaven belongs to me.” (Psalms 24:1; Job 41:11). The primary 

foundation for the understanding of stewardship is that God is the Creator of everything. 

According to Zahra, Hayton, Neubaum, Dibrell & Craig (2008), stewardship 

allows for innovation and contingency planning. This facilitates strategic planning with 

a positive influence on organizational climate and consequently improve performance. 

This is because stewardship promotes the commitment of employees to the 

organization’s vision, mission, and its objectives by instituting appropriate 

organizational citizenship behavior (Hasan, 2013; Kılıç, 2013; Pramanik & Chatterjee, 

2015; Zahra, Hayton, Neubaum, Dibrell & Craig, 2008). 
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White (1909) states, “A steward identifies himself with his master. He accepts 

the responsibilities of a steward, and he must act in his master’s stead, doing as his 

master would do were he presiding. His master’s interests become his. The position of 

a steward is one of dignity because his master trusts him. If in any wise he acts selfishly 

and turns the advantages gained by trading with his lord’s goods to his own advantage, 

he has perverted the trust reposed in him.”  

The two basic words for “steward” in the New Testament are epitropos, occurring 

three times, and oikonomos, occurring 10 times. Both these words describe positions 

that incorporate managerial responsibilities entrusted to the steward by the owner. 

 Bọlọjẹ & Groenewald (2014) cites Valleskey (1989:1) that,  
 

Faithful Christian stewardship involves recognition and appreciation of the 
sovereignty of God over his creation, the dynamic faithful administration of 
one’s vocation or calling, and a voluntary giving of alms on a godly basis: It 
includes everything that a Christian does in grateful response to God’s grace 
and mercy. Stewardship fits in with such activities as worship, prayer, charity, 
and evangelism. Stewardship is one of the many ways by which a Christian 
seeks to love God with all his heart and soul and mind and to love his neighbor 
as himself. (p. 9) 

 
 
 

Church Culture 

Culture remains the most critical aspect of any organization. For the church, 

culture determines the climate in which it operates. It dictates how things should be done 

while in the church environment (Balouch, Raeissi, Rezaeian, & Chakarzahi, 2015). 

In some places, managers or leaders have an active command of a spiritual 

workforce (Garg, 2017, Garcia-Zamor, 2003). Many private institutions and companies, 

for instance, have instituted a spiritual culture within their staff and have a way of 

following it through. Their mission and vision reflect a culture emerging from the 



 

9 

 

Christian values. The art and language used in these institutions also intend to achieve 

an integration of the Christian culture (Jones, 2016).  

However, challenges to the institution of church culture in workplaces especially 

the public institutions have been inevitable due to protecting the church-state 

separation (Garcia-Zamor, 2003, Miller & Ewest, 2015). Governments have the 

responsibility of protecting the freedom of worship. It protects the separation between 

the state and the church, thus, promotion of church culture at this level remains minimal 

(Campbell & Yen, 2014). Leaders and managers in both public and private corporations 

can use church culture effectively to promote ethical values and increase organizational 

performance (Garcia-Zamor, 2003).  

The Seventh-day Adventist (SDA) culture is integrated with the beliefs of the 

church. Therefore, the Seventh-day Adventist Church believes in baptism by 

immersion, which symbolizes the death, burial and resurrection of Jesus (Romans 6:4, 

Colossians 2:12). At baptism, the baptized person also receives the forgiveness of sins 

and the gift of the Holy Spirit (Acts 2:38). 

The Adventist communion service includes foot washing as a symbol of humility. 

Traditionally, communion is given once a quarter, however, a member may choose to 

take communion as often as he chooses in each quarter. 

Diet is also another aspect in which Adventists are differentiated. Adventists 

believe that they are the “temples” of the Holy Spirit (1 Corinthians 16:20); and as a 

result, members are encouraged to eat the healthiest diet possible, and many members 

are vegetarians. They also avoid contact from drinking alcohol, using tobacco, or taking 

illegal drugs. 
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Adventists believe that prophecy is one of the gifts of the Holy Spirit. The Apostle 

Peter states that, “… prophecy never had its origin in the human will, but prophets, 

though human, spoke from God as they were carried along by the Holy Spirit.” (2 Peter 

1:21, NIV) 

They believe that the Church is called by God to be holy and perfect as God himself 

is holy and perfect (1 Peter 1:16). Perfection is only possible through the merit of Christ. 

 

Church performance  

Organizational performance puts into perspective the actual output of the 

production process and events. It measures the goals and objectives depending on the 

output of the organization’s productivity. The concept encompasses three key areas that 

spell a firm’s performance. These are shareholder returns, financial performance, and 

product performance. Organizational performance remains fundamental to strategic 

management and is a tool to measure success (Hamann, Schiemann, Bellora, & 

Guenther, 2013). 

Every organization, the church included, has a way of measuring its 

performance. The church organizational performance is determined and influenced by 

several factors including, climate, strategic plans that display the mission and vision of 

the church, and church culture. The religious practices and beliefs of employees can 

also influence it. Ibidunni & Mayowa (2014) are of the view that church leadership which 

is focused on improving performance should strengthen the dimensions of culture 

which are constituent satisfaction, internal business processes, the growth of 

membership and enhancing the learning of staff through development. 



 

11 

 

Givens (2012), while studying the relationship between organizational performance 

and culture in nonprofit organizations, which includes the churches, realized that the two 

variables are correlated. 

Similarly, Abdussamad (2017) observed that culture remains the number one factor 

that determines the organizational climate and the overall performance. According to 

Perkins & Fields (2009), the culture to be found within the church dictates commitment and 

stewardship through the laid down religious practices. The culture within this context 

impacts positively on organizational performance due to its commitment to the 

achievement of goals and strategies. 

Leaders go through a rigorous selection process before they are allowed to serve 

in the various sections (“Effect of Transformational Leadership on Organizational 

Commitment and Labor Performance”, 2017). This has enhanced organizational 

performance through a change in organizational citizenship behavior.  

 
Definition of Terms 

This section provides definitions of terms to facilitate a better understanding of 

the concepts mentioned in this research. 

Church Culture: refers to everyday routines which holds all the other 

components and in which the church functions.  

Church Performance: will be used interchangeably with Church organizational 

performance. It relates to how successfully a local congregation performs its function. 

Church Strategic planning: is the process in which the church maps out strategic 

steps to achieve its mission and vision. 
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Conference: is a united organized body of Seventh-day Adventist churches in a 

territory. 

Leader: a leader is a person who serves with love and helps others see what 

they couldn’t and persuade them to follow him/her. 

Leadership: is the process of influencing people to believe what a person 

believes and do what a person does. 

Local Church: is a united organized body of individuals who share the same 

beliefs in the Seventh-day Church. 

Organization: is the social unit of people that is structured and managed to meet 

a need or to pursue collective goals. (Business Dictionary, 2018).  

Religiosity: refers to the state of being a spiritual and religious person.  

Stewardship: is the ministry a man receives from God for the management of his 

life, and everything that is given by God, on earth. According to this, all men are 

stewards. 

Union Conference: refers to a sisterhood of local conferences, local missions, or 

local fields, within a state or a country. 

 

Problem Statement 

This study is expressed within the problem statement as follows: Are church 

strategic planning, religiosity, leadership, stewardship and church culture predictors of 

church performance? (see Figure 1). 
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Figure 1. Research model. 

 

Hypothesis 

According to Church leaders’ perception, church strategic planning, religiosity, 

leadership, stewardship and church culture are predictors of church performance. 

 
Research objectives 

This section presents the state of the actions to be carried out with the models 

proposed in this study. 

1. To discover if Church strategic planning, religiosity, leadership, stewardship, 

and church culture are predictors of church performance. 

2. To verify the impact of demographic variables as predictors of church 

performance. 



 

14 

 

3. To verify the impact of every construct: church strategic planning, religiosity, 

leadership, stewardship, and church culture, as predictors of church performance. 

4. To adapt an instrument to measure every variable: Church strategic planning, 

religiosity, leadership, stewardship, church culture, and church performance. 

 
Significance of the Study 

The concept of organization performance is based upon the idea that an 

organization is the voluntary association of productive assets, encompassing capital, 

human and resources; for the purpose of achieving a shared purpose (Barney, 2002).  

Different organizations have different purposes in running their business; 

therefore, the determined goals of each organization may be different and the levels of 

organizational performance may be varied (Fan, Wong, & Zhang, 2014). 

This research looks at how to bring to the forefront factors that successfully 

contribute to church performance. It is to show its necessity and to make recommendations 

in enhancing its successful operation. The successful operation of a church embodies such 

variables as church strategic planning, religiosity, leadership, stewardship (inclusive of 

teamwork and management of member’s talents) and church culture. 

This research project will study the concept, the importance and the dimensions 

of each variable and show the relations between them. This study may lead the 

researcher and pastors of the churches under study, to a better understanding of the 

factors that can contribute to Church performance. 

Organizations have an important role in our daily lives and therefore, successful 

organizations represent a key ingredient for developing nations. Thus, many 
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economists consider organizations and institutions similar to an engine in determining 

the economic, social and political progress (Gavrea, Ilies, & Stegertean, 2011). 

The significance of this study is based on the performance of the church. It is 

understood that the findings may lead the researcher and the pastors under study, to 

a better understanding of the factors that affect church performance.  

However, there is no certainty on what the results would be. So, this 

investigation is essential to be conducted in order to help the pastors and churches to 

focus more on the factors that increase church performance and to move forward and 

to accomplish the goals of the church. 

There is no literature on how these variables affect church performance. This 

means that the research required is original and will add to the dearth research in the 

area and will hopefully open doors for further study in the field. 

 

Limitations 

Relevant constraints to the development of this study are as follows: 

1. The application of the instrument requires the participation of third parties. 

3. The application of the instrument requires authorization from pastors of 

churches from both, the Greater New York (GNYC) and the Northeastern conferences 

(NEC) in the Atlantic Union (AU). 

4. It requires the formation of pastors, elders and church officers representing 

churches and leads the process of acquiring information through the instruments. 

5. The participants do not necessarily have the same socioeconomic and 

professional levels. 

6. The investigator had no control over the random selection of the steering group. 
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7. Refusal of participants to fill and return questionnaires is considered. 

 

Delimitations 

Here are some delimitations that are considered relevant to the preparation of this 

work:  

1. The study was implemented in the period from January 2017 to February 2019 

in Greater New York and the Northeastern conferences in the Atlantic Union of the 

Seventh-day Adventist Church. 

2. It was a study with a quantitative, cross-sectional, and explanatory research; 

so, therefore, it is not to solve problems that arise during the investigation. 

 

 Assumptions 

Below are some scenarios considered in the preparation of this research: 

1. The research used as the basis of relations between constructs for this 

research are empirical studies, prepared with scientific rigor and significantly 

acceptable.  

2. It is expected that the participants responsibly answered the instruments and 

that they had enough time to test each instrument.  

3. The theoretical basis of relations between constructs is based on authors who 

know the subject.  

4. It was assumed that the indicators of each instrument were interpreted 

correctly. 
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Philosophical background 

This research explores and attempts to use different factors contributing to 

church organizational performance. As it is stated in the Bible, man and woman were 

created in the image of God and were given the task of managing the affairs of God on 

earth (Genesis 1:26, 27). They are only stewards not owners of God’s property, which 

includes everything, even man’s own body. The management of God’s church on earth 

also falls under man’s watchfulness. According to White (1878), church officers are 

charged with the maintenance of the prosperity and spiritual interests of the church. 

White (1893) also states that the divine origin of the church makes it not only God's 

creation but God's property. 

In this section of the study, analysis based on the Holy Scriptures and other 

sources based on the researcher’s philosophical view of the constructs of this paper, 

and how they relate to God the Creator of all things will be shared. The following are 

the constructs: Church strategic planning, religiosity, leadership, stewardship, church 

culture and church performance.  

According to the Church leaders’ perception, are church strategic planning, 

religiosity, leadership, stewardship, and church culture predictors of church 

performance?  

For our purposes, leadership can be defined as “the process of influencing an 

organized group toward accomplishing its goal” (Hughes et al., 2012). 

According to Gill (2006), leadership determines the direction and the 

performance of any church and is the most critical factor of church growth. For as long 
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as there was interaction between people, leadership exists. Leaders provide guidelines 

and they motivate their followers to accomplish tasks. 

Boers (2015, cited in Dyck, 2013) states that “management” is not just a 

contemporary concept, but aspects of it were already evident in the ancient world 

(including in Aristotle’s reflections) and in the Bible. p.130. The Bible mentions how 

God, right after creation delegated dominion over creation to humankind, and this is a 

clear indication that human rule should imitate divine rule (Smith, & Scales, 2013, pp. 

79-97). Men are God’s stewards and have the responsibility to manage God’s affairs 

here on earth.  

Pascoe (2013) states that stewards are those entrusted with the managerial 

responsibility of all God has given to humanity, including God’s plan of salvation, the 

divine economy. Not only is church leadership charged with being stewards of the 

mysteries of God; the whole church is given this responsibility precisely as a community 

in the context of its mission to the whole world. 

A leader is a person who sees a vision, takes action toward the vision, and 

mobilizes others to become partners in pursuing change (Laub, 2004). 

Northouse (2004) argues that successful leadership provides opportunities for 

followers to grow through empowerment and delegation. Leadership also creates 

atmospheres for change without damaging the existing structure. White (1902) states, 

“The first lesson to be taught the workers in our institutions is the lesson of dependence 

upon God. Before they can attain success in any line, they must, each for himself, 

accept the truth contained in the words of Christ: ‘Without Me, ye can do nothing’.” (p. 

195). Jesus made it clear that we (the followers) depend on Him (the Leader) for 
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success; we cannot grow to become successful leaders without having a relationship 

with Him. Just like the branches cannot grow nor bear fruits without being connected 

to the vine, the same, no one can lead efficiently and satisfactorily without having a 

connection with God. 

Leadership is about service. Men were created for service. Adam and Eve were 

placed in the Garden of Eden to serve (Genesis 2:15). Jesus explains that, “… the Son 

of Man did not come to be served but to serve.” (Mark 10:45). Masenya & Booyse 

(2016) comment that, “There can be little doubt that churches must be managed in an 

efficient and professional way to accomplish what is expected of them by the 

communities they serve.” (p.37). Paul said to the Galatians: “Whenever we have an 

opportunity, let us work for the good of all, and especially for those of the family of faith” 

(Galatians 6:10, KJV). 

Paul sees leadership in the Christian community as a function that is at the 

service of the community, “and this leadership is exercised as servants of Christ and 

importantly here, as stewards of God’s mysteries. The mysteries of which Christian 

leaders are stewards has already named earlier in his letter as the hidden wisdom of 

God (1 Cor 2:7). This once hidden wisdom is nothing less than the gospel”. That is, the 

revelation of God’s salvation is Jesus Christ. Christian leaders are to hold carefully the 

good news given expression in the life, death, and resurrection of Jesus Christ. Also 

for Paul, this form of stewardship is qualified with the particular characteristic of 

trustworthiness. (Pascoe, 2013, p.24). 

Egel, E., & Fry, L. W. (2017) cite other researchers (Benefiel, Fry, & Geigle, 

2014; Fry, 2003) on spiritual leadership theory. They state that spiritual leadership 
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theory was intentionally developed and focused at the spiritual level so that it can be 

applied in both religious and nonreligious organizations. Their research (Fry, 2003; Fry 

& Nisiewicz, 2013; Fry et al., 2010) further indicate that Spiritual leadership is viewed 

as necessary for satisfying the fundamental needs of both leaders and followers for 

spiritual well-being. This is done through calling and membership; creating vision and 

value congruence across the individual, empowering teams and organization levels. 

Ultimately, it fosters higher levels of employee well-being, organizational commitment, 

financial performance, and social responsibility. (Egel & Fry, 2017, p.79). 

Further research (Benefiel et al., 2014; Fry & Kriger, 2009; Sweeney & Fry, 2012) 

shows that the source of spiritual leadership is an inner life or spiritual practice that 

enables one to step beyond self-interests to connect with and serve something greater 

that promotes the common good. This connection to something greater can include 

being a member of an organization that serves others. Or, depending on one’s beliefs, 

the connection to something greater than oneself can include an ultimate, sacred, and 

divine Nondual force, Higher Power, Being, or God that provides people with purpose 

and meaning, altruistic spiritual values, rules to live by, and a source of strength and 

comfort during experiences of adversity (Egel & Fry, 2017).  

Leadership style is the combination of attitude and behavior of a leader, which 

leads to certain patterns in dealing with the followers (Dubrin, 2004). It is the result of 

the philosophy, personality and experience of the leader. There are several leadership 

styles such as: autocratic, bureaucratic, charismatic, democratic, participative, 

situational, transformational, transactional, and laissez faire leadership (Mosadeghrad,  

& Yarmohammadian, 2006). The more recent inclusion of leadership styles is servant 
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leadership that is personified by the ultimate Church leader, The Lord Jesus Christ who 

said that He came to serve and not to be served (Mark 10:45). The servant leadership 

style should therefore be the more prevalent in church organizations. Leadership style 

has been the deciding factor of more than one facet of employee behavior in 

organizations and because culture shapes personalities, attitudes and behavior, it’s 

therefore important for us to study its influence on performance. 

The leader is the servant to the followers, leads by example and works for the 

good of the followers by empowering them, and by putting their interests before his 

own. This type of leadership is the opposite of the conventional leader, who is seen as 

the boss and is served by the followers and is driven by his own interest first and the 

followers second. It promotes a ‘bottom-up’ culture as opposed to the usual ‘top-down’ 

culture (Greenleaf and Spears 2002). This is the leadership style that the church 

esteems in conforming to Christ who is the leader of the church. “The servant-leader is 

servant first… It begins with the natural feeling that one wants to serve, to serve first. 

Then conscious choice brings one to aspire to lead. That person is sharply different 

from one who is leader first; perhaps because of the need to assuage an unusual power 

drive or to acquire material possession” (Greenleaf, 1970). 

Prichard (2013) have advanced the following nine qualities of a servant leader: 

values diverse opinions by promoting participation; cultivates a culture of trust where 

people do not thrive on gossip but trust each other; develops other leaders by giving 

them opportunity to lead and demonstrating by example; helps people with life issues 

beyond work to develop them; he always motivates people; sells rather than tells by 

persuading people rather than commanding and controlling; he puts followers benefit 
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before his own; he thinks long term by considering future generations, next leader or 

the next opportunity; and acting in humility. This should be the kind of leadership that 

should be exemplified in church organizations. 

 

Study organization 

This study is organized in the following manner: 

Chapter I includes a history of the problem, the relationship between variables, 

investigations, problem statement, the definition of terms, research hypotheses, 

supplementary questions, research objectives, justification, limitations, boundaries, 

assumptions, and philosophical background. 

Chapter II presents a comprehensive review of the literature concerning the 

Church strategic planning, religiosity, leadership, stewardship (which embodies 

teamwork and management of member’s talents), church culture and church 

performance. 

Chapter III punctually describes the methodology, the type of research, 

population and study sample, the measurement instrument, validity, reliability, the 

operationalization of variables, the null hypothesis, the operationalization of the null 

hypotheses, questions research, data collection, and data analysis. 

Chapter IV shows the results obtained, the description of the population and 

sample, the behavior of the variables, validation of instruments, hypothesis testing, 

analysis of the confirmatory model, analysis of the alternative model, as well as 

additional analysis and qualitative results. 

Finally, Chapter V presents a summary of the study, discussion of results, 

drawing conclusions, implications, and recommendations.
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CHAPTER II 

 
 

LITERATURE REVIEW 
 
 

Introduction 

This chapter is a review of the literature on the variables considered in this study 

and which were introduced in Chapter I. The purpose of the review is for the researcher 

to establish the existing literature on the variables in order to identify any existing gaps 

upon which to base this study and inform the research. The researcher considers some 

items such as the importance of the different variables, the study of their dimensions 

and the different relations and correlations that might exist among them. 

The independent variable, which was considered for this research, is church 

organizational performance. The dependent variables in this study were: strategic 

planning, leadership, stewardship, church culture, and religiosity. 

The various dimensions of each of the variables will be studied and their 

importance to understanding how one affects the other. The chapter also aims at finding 

out the relationship between these variables using different dimensions of each. The 

foundational relationships under research in the study include: strategic planning and 

church organizational performance; leadership and church organizational performance; 

stewardship and church organizational performance; organizational culture and church 

organizational performance; religiosity and church organizational performance. 

An insight is provided into how earlier researchers have modeled the relationship 
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between variables. The last section aims at finding the actual connection between and 

among the variables. It was achieved by finding a theoretical foundation and support 

for the constructs identified in this research. 

The next section will focus on a conceptual definition of the variables in the study 

and their application. It will also look at how various scholars have defined the variables. 

 

Strategic Planning 

The importance and dimensions of strategic planning are presented below 

Importance 

In this study, the organizational climate and its link to strategic planning are of 

importance. The concept affected many other areas such as employee engagement 

and perceived change within the organization. This affects strategic management and 

consequently organizational performance. If the climate in each organization is 

perceived as negative, for instance, where management fails to engage staff 

effectively, this results in poor performance and vice versa. Every organization, the 

church included, should strive to achieve a favorable climate if it wants to realize any 

positive result. This is possible through a provision of safe and healthy work 

environments (Bosak, Dawson, Flood, & Peccei, 2017). 

Many organizations today, including the church, have seen the need for strategic 

planning. Accordingly, the biblical teachings of Proverbs 29: 1 mentions this, “where 

there is no vision the people will perish…”  

There have been numerous explanations through which the need for strategic 

planning in the church has been defined. In a seminar about Dobson 2, Dr. Hall defined 

strategic planning in the ministries as “a practical working out of God’s will within a 
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cultural context”. It is, therefore, an overall approach that mainly concentrates on the 

big picture while at the same time designing and implementing ways through methods, 

plans, and details of reaching a holistic ministry (Malphurs, 2005). This is long-term 

planning that is completely integrated and has a formal approach to the lifestyle and 

philosophy of a holistic ministry program (Hunter, 1987). 

 

Dimensions 

Strategic planning is one function of management that requires a more critical 

look. Almost every organization around the globe engages in planning. According to 

Sadeghifar, Jafari, Tofighi, Ravaghi & Maleki (2014), strategic planning refers to a 

process in which an organization defines its strategy to allow for adequate allocation of 

the resources. It targets a means to which a control mechanism to an organization 

strategy is achieved. Strategic planning is often characterized by goal setting.  

Skokan, Pawliczek, & Piszczur (2013), identified the main dimensions of strategic 

planning as mission and vision, the participation of employees in the strategic planning 

process, environmental scanning, incentive implementation, time horizon, source of 

information about the environment, formality of strategic planning, and evaluation and 

control mechanisms. Some of these dimensions have also been looked at by other 

scholars (Ouakouak & Ouedraogo, 2013; Ouakouak, Ouedraogo &, Mbengue, 2014; 

Wulf & Brands, 2013). 

This study identifies and utilizes the following dimensions to strategic planning: 

nature of strategic planning, mission and vision, internal evaluation, external evaluation, 

strategies of strategic planning, analysis and strategies choosing. 
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Religiosity 

The importance and dimensions of religiosity are presented below. 

Importance 

Olowookere (2014) observes that employees often try to relate their job to their 

religious affiliations and will always execute them in a similar manner. The church views 

work from a biblical perspective and directs that “whoever does not work should not 

eat”. Christians have often worked in line with the biblical teachings and use them to 

influence their task.  

Similarly, Brotheridge, & Lee (2007), opine that there are two forms of religiosity 

which affect employee behavior in the workplace. Intrinsic and extrinsic religiousness 

are two key areas that determine the points at which faith is put to work. Extrinsic 

religiosity presents a situation where people use religious affiliations such as the 

denominations they belong to serve their self-interests, and gains and are likely to 

integrate this behavior into their work. Intrinsic religiosity refers to a situation where a 

person displays a high sense of religiousness by maintaining the aspect of work as a 

calling, exercise a high level of work ethic and will probably avoid deviant behavior 

(Olowookere, 2014). 

 

Dimensions 

Religiosity endorses new strategic decisions in the ministry. As part of initial 

demonstrations of such signs of the ministry’s performance environment, there needs 

to be a development of the extent of the tests that influence the decision making of the 

church with respect to the buyout transactions leverage (Olson, 1989). 

Religiosity as one of the institutional contexts and the extant literature pertaining 
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to ministries, is the extent to which a community or an individual ascribes to the 

experiences, rituals, and beliefs of a religion. On the many parts of economic thought, 

the role of religion has been one of them (Gerber, Gruber, and Hungerman, 2016). 

Religiosity refers to the extent to which people express their religious practices 

integrating the ‘whole’ being of body, mind and spirit’. Pearce, Hayward, & Pearlman 

(2017), theorized the five dimensions of religiosity to include religious beliefs, religious 

salience, external religiosity, religious exclusivity, and private practice. Similarly, the 

research paper identifies the following dimensions as the key to religiosity: religion, 

beliefs, loyalty to compromise, and members and compromise. 

 
Leadership 

The importance and dimensions will be presented below. 

Importance 

Rush (2002) observes a growing need for strong leadership and management 

both within the business community and within Christian organizations, and due to 

technological advancement and unstable economy, both fields are aware of the need 

to improve their management skills. He further declares that, “Christian organizations 

must begin giving more attention to management and leadership training because 

without effective management no organization, no management can carry on its most 

productive ministry” (p.1).  

Niebuhr (1951) argues, “Because leadership impacts all areas of human 

societies, it is impossible to completely separate secular leadership from Christian 

leadership. Because every Christian lives in both realms concurrently, the secular 

and sacred areas cannot be considered mutually exclusive.” It is the Christian 
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leaders’ purpose to lead people to God and to heavenly benefits while secular 

leaders lead people to earthly benefits. 

In regard to spiritual leadership, Fry & Cohen (2009) explain that “the purpose 

of spiritual leadership is to create vision and value congruence across the strategic, 

empowered team, and individual levels and, ultimately, to foster higher levels of 

organizational commitment and productivity” (p. 22).  

 

Dimension  

Leadership is the process of influencing others to act toward achieving strategic 

goals. According to Baker (2014), leadership is a process of persuasion by which a 

person uses to cause a group of significant others to act. Leadership takes several 

dimensions as identified in this study to include character; spiritual authenticity; 

integrity; wholeness; self-awareness; competence; knowledge and teaching; pastoral 

skills; administrative skills; professional judgment; strategic discernment; contribution; 

discerns a vision; builds teams; reaches new people; fosters faith development. 

Carter & Greer (2013), indicate that other scholars have also identified 

dimensions of leadership. The authors identified dimensions of leadership as mission 

and vision. They also point out that leadership challenges the process and ensures 

empowerment of others. There is diversity in the application of leadership styles. 

Leadership includes recognition, reward, and communication; passion and trust; ethics; 

team culture; and systems thinking. Similarly, Reeves & Allison (2013) identified the 

dimensions of leadership to include visionary leadership; relational leadership; systems 

leadership; collaborative leadership; reflective leadership; and communicative 

leadership. The elements identified by these authors agree to a great extent. 



 

29 

 

Stewardship 

The importance and dimensions of stewardship will be presented below.  

Importance 

The most common Greek words used in relationship with stewardship are 

derived from oikos and oikia, ‘house’. “The oikonomos is one who keeps the house: 

the steward or manager. Oikonomia is the abstract noun, ‘management of the house,’ 

the meaning of which is often much broader.” (Handbook of Seventh-day Adventist 

Theology, 2000). 

The word “steward” itself is translated only a few times in the Old Testament. In 

most cases it comes from the phrase regarding the one who is “upon the house,” the 

idea of being in charge of the running of a house; that is, a “steward” (Genesis 43:19; 

44:1, 4; 1 Kings 16:9). Stewards had responsibilities to manage household affairs and 

their master’s possessions, doing whatever was asked of them.  

The definition of a steward in the Old Testament can be found by identifying the 

characteristics of a steward, and they are as follows: First, service. Stewardship is a 

ministry of service to God and to man. Men were created for service. Adam and Eve 

were placed in the Garden of Eden to serve (Genesis 2:15). Second, the position of a 

steward was one of great responsibility (Genesis 39:4). Stewards were chosen 

because of their abilities, and they received respect and trust from their owners for 

getting the job done. Third, stewards understood their position; they knew that what 

had been entrusted to them belonged to their owners (Genesis 24:34-38). This is the 

supreme difference between a steward and an owner. Fourth, when stewards took for 

their own use what had been entrusted to them, the relationship of trust between them 
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and the owner was broken, and the stewards were dismissed (Genesis 3:23, Hosea 6:7).  

Isaiah 22:14-18 highlights this concept. During Hezekiah’s reign, Shebna was 

appointed steward, as well as treasurer; both very important positions of authority which 

he abused. The steward is not the owner, but the manager who is always accountable 

to the master and responsible for the promotion of master’s welfare (Hayden, 1983). 

 

Dimensions  

Stewardship is the process of responsible planning of the resources. The study 

will focus on the following dimensions: religion; beliefs; loyalty to compromise; 

members and the compromise. Likewise, McCann, Graves & Cox (2014), Saleem, 

Goher & Qamar (2017), and Harwiki (2016), came up with the following core domains 

of stewardship: generation of intelligence; formulation of strategic policy direction; 

effective regulation of policies and resources; building coalitions and effective 

communication; creation of an enabling environment; and ensuring accountability 

within the organizational system. Kapoor, Kumar & Thakur (2014), also identified most 

of these principles as foundational principles of stewardship. 

 

Church Culture 

The importance and dimensions of church culture will be presented below. 

Culture remains the most critical aspect of any organization. For the church, 

culture determines the climate in which it operates. It dictates how things should be done 

while in the church environment (Balouch, Raeissi, Rezaeian, & Chakarzahi, 2015). 

In some places, managers or leaders have an active command of a spiritual 

workforce (Garg, 2017; Garcia-Zamor, 2003). Many private institutions and companies, 
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for instance, have instituted a spiritual culture within their staff and have a way of 

following it through. Their mission and vision reflect a culture emerging from the 

Christian values. The art and language used in these institutions also intend to achieve 

an integration of the Christian culture (Jones, 2016).  

However, challenges to the institution of church culture in workplaces especially 

the public institutions have been inevitable due to protecting the church-state separation 

(Garcia-Zamor, 2003; Miller & Ewest, 2015). Governments have the responsibility of 

protecting the freedom of worship. It protects the separation between the state and the 

church, thus, promotion of church culture at this level remains minimal (Campbell & Yen, 

2014). Leaders and managers in both public and private corporations can use church 

culture effectively to promote ethical values and increase organizational performance 

(Garcia-Zamor, 2003). 

Belief is deeply integrated in the culture of the Seventh-day Adventists. The 

Seventh-day Adventist Church believes in baptism by immersion, which symbolizes 

the death, burial and resurrection of Jesus (Romans 6:4, Colossians 2:12). At 

baptism, the baptized person also receives the forgiveness of sins and the gift of the 

Holy Spirit (Acts 2:38). 

The Adventist communion service includes foot washing as a symbol of humility. 

Traditionally, communion is given once a quarter, however, a member may choose to 

take communion as often as he chooses in each quarter. 

Diet is also another aspect in which Adventists are differentiated. Adventists 

believe that they are the “temples” of the Holy Spirit (1 Corinthians 16:20); and as a 

result, members are encouraged to eat the healthiest diet possible, and many members 
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are vegetarians. They are also prohibited from drinking alcohol, using tobacco, or taking 

illegal drugs. 

Adventists believe that prophecy is one of the gifts of the Holy Spirit. The Apostle 

Peter states that, “… prophecy never had its origin in the human will, but prophets, though 

human, spoke from God as they were carried along by the Holy Spirit.” (2 Peter 1:21, 

NIV). 

They believe that the Church is called by God to be holy and perfect as God 

himself is holy and perfect (1 Peter 1:16). Perfection is only possible through the merit 

of Christ. 

 

Importance 

Church culture in the performance of the organization of the church refers to the 

norms, traditions and shared values within its functioning. It involves the process of 

anchoring the organizational culture changes. This is because a culture is the lifestyle, 

tradition, and norm of people’s behaviors, beliefs, symbols and values that they generally 

accept without having to think about them, and which are passed through imitation and 

communication from a generation to the next (Duchon and Plowman, 2005).  

 

Dimensions 

This is a comprehensive concept with many dimensions. This research identified 

various foundations which include equality and hierarchy, direct and indirect culture; 

individual and group culture; task and relationship; risk and caution. Culture is the 

emancipation of society’s values and beliefs which has a direct relation to people’s 

behaviors. Geert Hofstede’s theory gives the five main dimensions of culture which 
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include power distance, individualism, masculinity, uncertainty avoidance index, and 

long-term orientation (Yoo, 2014: Zamanabadi, Kavousy & Tehrani, 2015). 

 

Church Performance 

The importance and dimensions of church performance will be presented below. 

Importance 

Zumitzavan & Michie (2015) defined organizational performance as the ability to 

reach a desired objective or the degree to which anticipated results are achieved. 

Organizational performance has also been traditionally defined multi-dimensionally by 

looking at four different categories: achieving organizational goals, increasing 

resourcefulness, satisfying customers and improving internal processes (Redshaw, 

2001).  

The Church is an organization established by God. Paul advised, “Let all things be 

done decently and in order” (1 Corinthians 14:40). To accomplish this task, the Holy Spirit 

endows certain individuals with the gifts of government and leadership (Romans 12:8; 1 

Corinthians 12:28). The Bible tells us, members were added to the Church (Acts 2:41), 

job descriptions were given (1 Timothy. 3), votes were taken to elect church officers (Acts 

6:5; 14:23) and also votes were conducted for disciplinary actions (1 Corinthians 5:4). 

The church also organized a missionary team and sent them out (Acts 13:27). 

 

Dimension 

For decades, the term ‘organizational performance’ has been defined from a wide 

range of perspectives; some scholars distinguish it as multi-dimensional, proposing that 

each organization has particular criteria for organizational performance, and the criteria 
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applicable in one organization may not be appropriate in others (Lumpkin and Dess, 

2001). In this research, the dimensions of church performance are the following: 

Leadership, quality, strategy, information technology and communication, membership, 

innovative development, responsiveness dimension, and inter-functional co-ordination 

dimension. 

 

Relationship between Variables 

This section theoretically supports relationships between the involved constructs, 

specifically those that are directly related to the endogenous variables. These relations 

are: (a) strategic planning and church organizational performance, (b) leadership and 

church organizational performance, (c) stewardship and church organizational 

performance and (d) organizational culture and church organizational performance, and 

(e) religiosity and church organizational performance. 

 

Strategic Planning and Church Organizational  
Performance 

Strategic planning involves the process of integrating the goals and objectives 

of an organization to its strategic fit. According to Sadeghifar, Jafari, Tofighi, Ravaghi 

& Maleki (2014), strategic planning is core to management. It influences organizational 

performance in that failing to plan will negatively impact on the progress and 

development of the organization. Strategic planning has shown a significant impact on 

organizational planning as highlighted by various studies. 

A study by King & Adetayo (2018), indicate that it is possible to measure how 

effective strategic planning can be. This is done by assessing the impact that the 

concept has had on organizational performance. A study which was done by banks in 
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Nigeria showed that strategic planning promotes better organizational performance. 

They also found that the concept had a significant implication on the survival of an 

organization. This positive correlation between strategic planning and organizational 

performance has also been echoed through the findings of other studies such as those 

of Skokan, Pawliczek, & Piszczur (2013), and Altundemir & Goksu (2017). 

Similarly, strategic planning implies the church performance as a nonprofit 

organization. George (2017) posits that where there is a lack of adequate church ministry 

planning, effectiveness will also be lacking. He argues that the church must continuously 

engage in making continuous strategic plans that integrate both internal and external 

analysis, goals and objectives, a well-defined mission and vision and formulation of an 

effective strategic plan. 

Therefore, these researches theoretically support that effective strategic plans 

yield positive outcomes that facilitate a robust organizational performance and vice 

versa. 

 

Religiosity and Church Organizational Performance 

Organizational religious practices which dictate how a firm is run comprise 

religiosity. It is a set of religious beliefs and practices observed and maintained in an 

organization. There exists theoretical support for the effects of religiosity on 

organizational performance. The five dimensions of religiosity which include religious 

exclusivity, religious beliefs, private practice, external religiosity and religious salience, 

affect organizational behavior which directly influences performance (Pearce, Hayward 

& Pearlman, 2017). 
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Garcia-Zamor (2003), observed that religion has formed the better part of 

organizations and is influencing the commitment of employees in executing tasks. He 

opined that trying to separate employees from their spirituality reduces employee 

motivation. Similarly, Senthilnathan & Rukshani (2015), are of the view that religiosity 

affects the trust of employees and consequently organizational behavior. It is no doubt 

that numerable impacts of religion for organizational behavior have been observed due 

to the connection between human nature and religion (Botero, Harmon & Atkinson, 

2016). Behaviors are generated from everyday actions. It, therefore, generates 

organizational behavior through the beliefs, values, expectations, worldviews, and 

perceptions of the individuals within the system (Wei, 2013). 

 

Leadership and Church Organizational Performance 

Leadership is another variable that determines organizational performance. 

Poor leadership has been a cause for the fall of organizations. It is vital in creating an 

organizational climate through a strike of the right influences. Yanney (2014), noted 

that using the right leadership style to manage an organization facilitates employee 

satisfaction and the right organizational climate. 

These factors are essential for the successful development of the organization. 

Chuang & Lee (2010) noted that transformational rather than transactional leadership 

is active in positively driving the organizational performance. Leadership style also 

impacts creativity and innovation (Lutz Allen, Smith & Da Silva, 2013). Leadership from 

its various dimensions, impacts either positively or negatively on organizational 

performance showing a theoretical correlation between the two variables. Leadership, 

therefore, affects Church organizational performance. 
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Stewardship and Church Organizational Performance 

Stewardship, especially in the church context, is a vital recipe for leaders. It 

emphasizes the ability of a leader to manage resources which are not of their own, 

through the formulation of strategies and maintaining an energized vision. 

Theoretically, scholars have shown that stewardship affects church performance. It 

highlights organizational behavior within the church. Family firms have shown a strong 

sense of stewardship in the way employees express commitment toward attaining their 

objectives. Stewardship has shown a significant effect on performance.  

A study carried out in Malaysia by Razak & Palahuddin (2017), showed that 

organizational performance is affected by among other factors, director remuneration, 

family ownership, and stewardship. This can be applied directly to the church 

organizational set up where leaders are first called to be stewards of God’s work. In the 

biblical book of Genesis, God gives direction to man to be the steward of all that He 

had created. In the world today, stewardship, as directed by God, is seen by how much 

church leaders express their will to be publicly entrusted in the management of 

resources of the church. Organizations which have stewards as their leaders have 

shown significant organizational success (Kapoor, Kumar & Thakur, 2014). 

 

Church Culture and Church Organizational Performance 

Organizational culture is one of the vital constructs in this research. 

Organizational performance is determined by how much leaders are willing to influence 

and manage culture. Firms that have managed their culture have recorded tremendous 

success regarding performance. Aksoy, Apak, Eren, & Korkmaz (2014), argue that 

organizational culture affects performance and for this reason, it should be assessed 
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to create the right attributes to culture. Comparatively, church culture has affected the 

performance of the church. Some other denominations have witnessed an exit of some 

of its members because of their culture. The way of doing things is different in various 

churches. Members have held their preferences for certain denominations because of 

their way of life. All the dimensions of culture affect every aspect of church performance 

including influencing the right climate to implement organizational objectives (Aksoy et 

al., 2014). 
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CHAPTER III 

 

METHODOLOGY 

 

Introduction 

The primary objective of this research is to describe the methods and 

procedures used in answering the research question and for testing the hypothesis 

raised earlier in the study.  

The structure of this chapter is as follows: (a) type of research, (b) population of 

study, (c) the sample, (d) measuring instruments, (e) the null hypotheses (f) the data 

collection and (g) the data analysis.  

 

Type of investigation  

This study, at the same time, is quantitative, explanatory and cross-sectional. 

First of all, it involves the use of structured numerical data and the application of 

statistical analysis to establish fundamental relationships in building theory (Hernández 

Sampieri, Zapata Salazar, and Mendoza Torres, 2013). The research can also be 

described as exploratory since it intended to establish causal relationships between 

the identified relationships (Hernández Sampieri et al., 2013).  

The instrument was issued during the months of August 2018 to January 2019. 

The investigation was cross-sectional (Hernández Sampieri et al., 2014), since data 

were collected in a single moment to describe the variables and their interpretation 

was analyzed. Considering that the extent of the data collection, analysis and 



 

40 

 

interpretation was for a specific period, the research was categorized as cross-

sectional (Hernández Sampieri et al., 2013).  

This research attempts to identify the different relationships between the 

independent variables and how these dependent variable has been influenced by 

these relationships. 

The research can further be categorized as descriptive, meaning that it simply 

sought to determine, describe and identify characteristics of elements among the 

variables in relation to the identified problem (Aziz, 2015). The variables church 

stewardship planning, religiosity, leadership, stewardship, church culture and church 

performance were all descriptively evaluated. 

 The method used was field research, because data was collected from 

churches in the Greater New York and the Northeastern Conferences of the Atlantic 

Union Conference. 

 

Population 

Hernández Sampieri et al. (2013) argue that a sample can be described as an 

accurate representation of the population. In cases of research, it is more feasible to use 

a sample since it enables time and cost savings. 

The population or universe is a set of all the cases that agree with certain 

specifications. Hernández Sampieri et al. (2014) define the population or the universe 

as a set of cases submitted to the same specifications. In this study the population 

consisted of 17 churches in New York, 8 churches from the Northeastern and 9 from 

the Greater New York Conferences, with the total church officers of 425. 

In this research, church officers were chosen over members because of their 
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leadership positions which enables them to work closely together with both the pastors 

as well as the members. 

 

Sample 

Hernández Sampieri et al. (2014) states that the sample is a representative 

subset of the population and that there are two non-probabilistic ways of selecting it. 

These are: (a) intentional sample, which uses the judgment of a person with experience 

and knowledge regarding the population that is studied, and (b) shows for convenience, 

which results from the selection of the units or elements that are available. The type of 

sampling conducted in this investigation is non-probabilistic, directed, intentional and 

for convenience, where the officers of the churches of the Northeastern and the Greater 

New York conferences were intentionally selected. The sample was composed of 126 

members of the different churches selected in the Northeastern and the Greater New 

York Conferences. 

 

Measuring instruments  

In this section of the study, many important matters such as: the different 

variables used in the study, the development of the instrument, the content validity, the 

construct validity and the reliability of the instruments, will be considered. 

 

Variables 

 In this research, a variable can be described as anything quantitative or 

qualitative that has a value that can vary and is subject to observation (Hernández 

Sampieri et al., 2013). The variables used in this research were the following: (a) church 

strategic planning, religiosity, leadership, stewardship, and church culture as 
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independent variables (b) and church performance as the dependent variable. 

 

Instrument development 

In a research process, any tool that is used to capture information for further 

processing is known as a measuring instrument. It seeks to summarize previous 

theoretical contributions through the use of items that correspond to the variables under 

consideration (Hernández Sampieri et al., 2013). 

Below is a description of the steps taken in the development of the instrument 

used in this study. 

1. A conceptual definition was done for all the variables: church strategic 

planning, religiosity, leadership, stewardship, church culture, and church 

performance.  

2. Each of the variables was dimensioned. Several criteria were formulated for 

each construct with the assistance of advisors.  

3. After the instruments were shaped, the help of writing experts was requested 

for their correction. 

4. To validate the content of the instruments in terms of relevance and clarity, an 

evaluation tool showing the names of the variables and the indicators, having each of them 

a five-point Likert scale to assess relevance and clarity, have been submitted to five experts.  

  5. After the relevance test, the instrument that was used in this study was derived 

and consisted of seven sections: (a) general instructions and demographic data, (b) 

church strategic planning, with 26 statements; (c) religiosity, with 19 statements; (d) 

leadership, with 29 statements; (e) stewardship, with 30 statements; (f) church culture, 

with 39 statements; and (g) church performance, with 31 statements. 
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Afterward, the advisor approved the instruments. The data sent to the church 

board members of the Northeastern and the Greater New York Conferences of SDA 

was collected. The instrument used is shown in Appendix A. 

 

Instrument validity 

In this section a synopsis of the validity of the content and the validity of the 

constructs for each variable are presented. 

 

Content validity 

 Peter and Churchill (1986) claim that content validity is used to determine the 

extent to which the instrument's items are representative of the domain or whether the 

procedure followed for processing or scaling has been adequate. 

The validation process for the content presented regarding the variables is as follows: 

1. Concepts were presented to the team of advisors at the University of 

Montemorelos, which were developed over a period of time. Subsequent meetings with 

the advisor took place to finalize the most accurate measurement of variables that were 

to be presented for the model.  

2. An extensive literature review was done from numerous databases on the 

variables church strategic planning, religiosity, leadership, stewardship, church culture 

and church performance. 

3. After much consideration around the list of dimensions and criteria of the 

instrument to be proposed, in agreement with the advisor, those that would be 

used in the instrument were selected. 

4. The instrument was presented to the advisors for comment, review and 
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critique. Changes were made as required. 

5. Clarity and relevance were evaluated with the help of five experts on the subject. 

 

Validity of the constructs 

The factor analysis procedure was used to evaluate the validity of the constructs of 

church strategic planning, religiosity, leadership, stewardship, church culture and 

church performance, presented in this section. The results of the validation of each 

variable are presented in Appendix B. The analyses of the statistical tests are presented 

below for each variable. 

 

Church strategic planning 

The instrument of church strategic planning was made up of 26 items organized into 

six dimensions: (a) nature of strategies planning (CSP 1 to CSP 5), (b) mission and 

vision (CSP 6 to CSP 9), (c) internal evaluation (CSP 10 to CSP 12), (d) external 

evaluation (CSP 13 to CSP 15), (e) strategies (CSP 16 to CSP 19), and (f) analysis and 

strategies choosing (CSP 20 to CSP 23). However, three items were deleted (CSP1, 

CSP3 and CSP9) in order to increase the reliability of the construct.  

The analysis of the component matrix revealed that the 23 statements have a 

positive correlation coefficient highly greater than .3. In fact, the minimum value for the 

component is .489, and the maximum is .809.  

Regarding the sample adequacy measure KMO, a value very close to the unit 

(KMO = .922) was found. For the Bartlett sphericity test, it was found that the results 

(X2 = 2119.525, df = 253, p = .000) are significant. (See Table 1). 
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Religiosity 

The religiosity instrument was made up of four dimensions: Religion (RE1 to RE 

5), Beliefs (RE6 to RE9) Loyalty to Compromise (RE10 to RE13), and Members and 

the Compromise (RE14to RE19). The factorial analysis procedure was used to 

evaluate the validity of the religiosity construct. However, two items were deleted (RE8 

and RE13) in order to increase the reliability of the construct. 

The analysis of the component matrix reveals that out of the 19 statements, 17 

of them have a positive correlation coefficient highly greater than .3. In fact, the 

minimum value for the component is .427, and the maximum is .720. 

Regarding the sample adequacy measure KMO, a value very close to the unit 

(KMO = .839) was found. For the Bartlett sphericity test, it was found that the results 

(X2 = 949.447, df = 136, p = .000) are significant. (See Table 2). 

 

Leadership 

The leadership instrument was made up of seven dimensions: Integrity, 

Character and Wholeness (LD1 to LD4), Competence, Pastoral and Administrative 

Skills, Vision Discernment and Team Building (LD5 to LD11), Strategic Discernment, 

Knowledge and Teaching (LD12 to LD14), Professional Judgment (LD15 to LD17), 

Contribution (LD18 to LD21), Reaches New People (LD22 to LD24), and Fosters Faith 

Development and Spiritual Authenticity (LD25 to LD29). However, four items were 

deleted (LDICW1, LDICW2, LDICW4 and LDCP9) in order to increase the reliability of 

the construct. 

The factor analysis procedure was used to evaluate the validity of the leadership 

construct. The analysis of the component matrix reveals that the 25 statements have a 
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positive correlation coefficient highly greater than .3. In fact, the minimum value for the 

component is .665, and the maximum is .894. 

Regarding the sample adequacy measure KMO, a value very close to the unit 

(KMO = .953) was found. For the Bartlett sphericity test, it was found that the results 

(X2 = 3253.170, df = 300, p = .000) are significant. (See Table 3). 

 

 

Table 1 

Church strategic planning 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .922 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 2119.525 

Df 253 

Sig. .000 

 
 

 
Table 2 

Religiosity  

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .839 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 949.447 

df 136 

Sig. .000 

 
 
 

 

Table 3 

Leadership 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .953 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 3253.170 

df 300 

Sig. .000 
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Stewardship  

Stewardship instrument was made up of seven dimensions: (a) Influence (STW1 

to STW5), (b) Godliness (STW6 to STW8), (c) Trust (STW9 to STW14) (d) God’s 

Ownership (STW15 to STW18), (e) Contentment (STW19 to STW21), (f) Management 

(STW22 to STW27) and (g) Responsibility (STW28 to STW30).  

The analysis of the component matrix reveals that the 30 statements have a 

positive correlation coefficient highly greater than .3. In fact, the minimum value for the 

component is .497, and the maximum is .780 (see Table 1). However, two items were 

deleted (STW1 and STW27) in order to increase the reliability of the construct. 

Regarding the sample adequacy measure KMO, a value very close to the unit 

(KMO = .888) was found. For the Bartlett sphericity test, it was found that the results 

(X2 = 2517.056, df = 378, p = .000) are significant. (See Table 4). 

 

Church Culture 

Church culture instrument was made up of five dimensions: Equality and 

Hierarchy (CC1 to CC8), Direct and Indirect (CC9 to CC16), Individual and Group 

(CC17 to CC24), Task and Relationship (CC25 to CC31), and Risk and Caution (CC32 

to CC39). The factorial analysis procedure was used to evaluate the validity of the 

church culture construct (See Appendix B).  

The analysis of the component matrix reveals that the 34 statements have a 

positive correlation coefficient highly greater than .3, and 5 statements are less than .3. 

In fact, the minimum value for the component is .193, and the maximum is .762 (see 

Table 1). However, one item was deleted (CC19) in order to increase the reliability of 

the construct. 
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Regarding the sample adequacy measure KMO, a value very close to the unit 

(KMO = .845), was found. For the Bartlett sphericity test, it was found that the results 

(X2 = 3138.271, df = 703, p = .000) are significant. (See Table 5). 

 

Church Performance 

The instrument of Church Performance was made up of seven dimensions: (a) 

Quality (CP1 to CP3), (b) Strategy (CP4 to CP7), (c) Information Technology and 

Communication (CP8 to CP10), (d) Membership (CP11 to CP16), (e) Innovative 

Development and Leadership (CP17 to CP20), (f) Responsiveness Dimension (CP21 

to CP28), and (g) Inter-functional Co-ordination Dimension (CP29 to CP31). 

The analysis of the component matrix reveals that the 27 statements have a 

positive correlation coefficient highly greater than .3; and 4 statements have less than 

.3. In fact, the minimum value for the component is .160, and the maximum is .765 

(Table 1). 

Regarding the sample adequacy measure KMO, a value very close to the unit 

(KMO = .846) was found. For the Bartlett sphericity test, it was found that the results 

(X2 = 2462.261, df = 465, p = .000) are significant. (See Table 6). 

 

 

Table 4 

Stewardship 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .888 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 2517.056 

Df 378 

Sig. .000 

 

 



 

49 

 

Table 5 

Church Culture 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .845 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 3138.271 

df 703 

Sig. .000 

 

 
 

Table 6 

Church Performance 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .846 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 2462.261 

df 465 

Sig. .000 

 

 
 

Reliability of the instruments 
 

The instruments were subjected to reliability analysis to determine their internal 

consistency by obtaining the Cronbach alpha coefficient for each scale. The Cronbach 

alpha coefficients obtained for the variables are the following: (a) church strategic 

planning, .949, (b) religiosity, .870, (c) leadership, .978, (d) stewardship, .944, (d) 

church culture, .933 and (e) church performance, .917. 

 All Cronbach's alpha values were considered as corresponding to very 

acceptable reliability measures for each of the variables (see Appendix C). 

Operationalization of the variables 
  

Table 7 shows, as an example, the operationalization of the church strategic 
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planning variable, in which its conceptual definitions are included as instrumental and 

operational. In the first column, the name of the variable can be seen; in the second 

column, the conceptual definition is given; in the third, the instrumental definition specifies 

how the variable will be observed; and in the last column, each variable is codified. The 

full operationalization is found in Appendix D. 

 

 
 

Table 7 

Operationalization of the variable church strategic planning 

Variables 
Conceptual 
Definition 

Instrumental 
Definition 

Operational 
definition 

Church 
strategic 
planning 

Helps the church map out 
strategic steps to achieve its 
mission and vision. 

The degree of church 
strategic planning, was 
determined by means of 
the following 26 items, 
under the scale: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
 
. 

To measure the degree 
of church strategic 
planning, data was 
obtained from members 
of the Greater New York 
and the Northeastern 
conferences through the 
measure of 26 items.  
The variable was 
considered as metric. 
To make the approach of 
the conclusions of this 
study, the following 
equivalence was 
determined for the scale 
used: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 

 
 

 

 
Null hypothesis 

 Hernández Sampieri et al., (2014) mention that null hypotheses are propositions 

about the relationship between variables, which serve to deny what the research 

hypothesis affirms. In this investigation, the following null hypotheses was formulated:  
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Church strategic planning, religiosity, leadership, stewardship and church culture are not 

predictors of church performance for the members of the Greater New York and the 

Northeastern conferences of Seventh-day Adventists. 

 

Operationalization of null hypothesis 

 Table 8 shows the operationalization of one of the null hypothesis. 

 
 
Table 8 

Operationalization of null hypothesis 

Hypothesis Variables 
Level of 

measurement 
Statistical 

test 

Church strategic planning, 
religiosity, leadership, 
stewardship and church 
culture are not predictors of 
church performance. 

Independents 
Church strategic 
planning 
Religiosity 
Leadership 
Stewardship 
Church culture 
 
Dependent 
Church performance 

 
 
Metrics 
Metrics 
Metrics 
Metrics 
Metrics 
 
 
Metrics 

For the analysis of this 
hypothesis, the statistical 
technique of simple linear 
regression was used by 
the method of successive 
steps. The rejection 
criterion of the null 
hypothesis was for values 
of significance 
p≤ .05. 

 

 
 

Data collection 

The data collection was carried out in the following way: 

1. After that some pastors of the Greater New York and the Northeastern 

Conferences of Seventh-day Adventists were contacted about this research work and 

many have supported with the distribution of the instruments in their churches.  

2. The copies of the survey were handed to them. Once received, they were able 

to have their church officers complete the surveys, and finally those copies were 

returned to the researcher.  
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Access to respondents 

The Greater New York and the Northeastern Conferences of the Seventh-day 

Adventists have a combined total of about 280 pastors who serve a constituency of 

about ninety thousand members which spread over the New York, Massachusetts, 

Rhode Island and Connecticut territories. However, the survey was only sent to some 

pastors who have churches located in the areas of Brooklyn, Queens, Bronx and Long 

Island. Many churches did not return the surveys at all and some others returned the 

surveys after the researcher has entered data into the database.  

The investigation only focused on board members and Church officers. They 

were encouraged to fill out the surveys and were informed about the importance and 

the benefits of filling out the surveys. Investigator promised that the survey would be 

used for the improvement of church performance in their local Church. 

 
Data analysis 

 
The database was formed in the SPSS for Mac version 23, in order to perform 

the analysis of the variables in that program. Subsequently, the scores for each of 

the variables were obtained, following the process indicated in the operationalization 

of the variables. After having completed the database, descriptive statistics 

(measures of central tendency, variability, normality and detection of atypical and 

absent data) were used to clean the database and obtain demographic information, 

as well as to evaluate the behavior of the main variables.
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CHAPTER IV 
 

ANALYSIS OF THE RESULTS 
 

 
Introduction 

 

This study had, among its objectives, to explore whether the church strategic 

planning, religiosity, leadership, stewardship and church culture are significant predictors 

of church performance, according to the perception of the Church board members of the 

Greater NY Conference (GNYC) and the Northeastern Conference (NEC) in the Atlantic 

Union (AU) in accordance to the theoretical model identified in chapter one. 

 The research was considered quantitative, explanatory, cross-sectional, 

descriptive, exploratory, and field. The predictor variables in this research were church 

strategic planning, religiosity, leadership, stewardship, church culture and church 

performance. The demographic variables were the following: gender, age, membership, 

education, church position, and years in position.  

 The outline of this chapter is as follows: (a) population and sample, (b) 

demographic description of the subjects, (c) cross tables, (d) arithmetic means, (e) null 

hypothesis, and (f) summary of the chapter. 

 

Sample 

The population that was observed for this research was estimated to be 200 

members of the Greater New York and the Northeastern conferences. The research 

was targeted at the board members of these churches. Data collection was done by 
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the use of a questionnaire. The field work was conducted during the months of August 

2018 to February of 2019, and workable feedback was received from 126 respondents 

who represented about 63% of the population. 

 

Demographic Description 

This section contains demographic information regarding the subjects for this 

research, such as gender, age, membership, level of education, position in the church, 

and years in the position (see Appendix E). 

 

Gender 

 The collected information shows the distribution of gender group participating 

in the survey. The result demonstrated that the female participants represent 51.6% 

of the research. The male group was 48.4%.  

 

Age 

 Next information shows the distribution of age group participants in this study. 

The result demonstrated that the highest age group (46-60) is 42.1% and the lowest 

(18-30) 15.1%. 

 

Membership 

 The distribution of membership group participants in this study demonstrated 

that the highest percentage group of members is 42.9% (31 and above); followed by 

25.4% (21-30); then 23.0% (11-20); and finally, the lowest group was about 8.7% (10 

years or less). 
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Education 

 The result demonstrated that the highest age is the Masters with 29.4%; 

followed by the Bachelor with 27.8%; then High school has 19.0%; Associate with 

15.1%; Doctorate with 4.9%; and others was the lowest group with 4.0%. 

 

Church position 

 The distribution of Church position participants in this study demonstrated that 

the highest was 33.3% (Elder); followed by departmental leader (31.0%); then 

member was 14.3%; deacon (ness) with 11.9%; and the lowest was church officers of 

the group with 9.5%. 

 

Years in position 

 The information collected about the distribution of years in position of the group 

participants in this study showed that the highest was 64.3% (10 years or less); followed 

by 15.9% (11-20); then by 10.3% (21-30); and finally, the lowest in the group by 9.5% 

(31 and above). 

 

Cross tables 

 Demographic information was best analyzed through cross tables. These cross 

tables are specifically designed in Appendix F. 

 

Gender and Education  

It was observed that males and females both perceived education as important, 

23.0% of men compared to 15.4% of women completed High school; 18% of men 

compared to 12.3% of women have an Associate degree; 24.6% of men compared to 
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30.8% of women hold a Bachelor degree; 23.0% of men compared to 35.4% of women 

have a Master degree; and 6.6% of men compared to 3.1% of the women surveyed 

hold a Doctorate degree. 

 

Education and Church position  

It can be observed that Education was important to members in position in the 

Church. The percentage of the people surveyed were the following: 37.1% of the elders, 

8.6% of the deacons, 22.9% of the departmental leaders, 5.7% of the church officers, 

and 25.7% of the members hold a Bachelor degree. 

 

Gender and Church Strategic Planning  

It was observed that males and females perceived Church Strategic Planning in 

the same way. It was noticed that 50% agreed that Church Strategic Planning was 

important for church performance; and, according to their gender, that the sample was 

homogeneous. 

 
Age and Religiosity 

It was observed that the age group of 18-30 agreed that Religiosity is important 

(89.5%). And for the group age of 61-75, 50% of them strongly agreed that Religiosity 

was important. 

 

Church position and Religiosity  

It can be seen that members who were in church position perceived Religiosity 

as important. Departmental leaders (agree) with the highest percentage of the group 

(69.2%), followed by elders with 50% (strongly disagree).  
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Age and Stewardship 

It can be observed that Stewardship is important to the church. According to the 

group age (18-30), 73.7% agreed that Stewardship is a relevant issue to be considered.  

 

Religiosity Total and Stewardship 

The results in Appendix F showed that 80% of the respondents agreed that 

Religiosity and Stewardship were factors contributing to church performance. 

 

Leadership Total and Stewardship  

The results in Appendix F show that 89.2% of the respondents strongly agreed 

that a combination of Leadership and Stewardship were factors contributing to church 

performance. 

 

Arithmetic Means 

Table 9 showed the arithmetic mean for Church Strategic Planning. It can be 

observed that the items with the highest arithmetic means were: “It is important to 

consider the development of a strategic plan that allows the Church to grow” (4.84); 

“Careful and deliberate planning contributes to the development of a competitive 

advantage for our Church” (4.33); and “The objectives and plans of the local Church 

are aligned with the SDA vision and I consider the development of an internal evaluation 

is important to the success of my local Church” (4.28). It is also observed that the items 

with the lowest arithmetic means were: “The Church has the necessary resources 

(tools, financial, people) with which to implement their plans and the Church has an 

ongoing assessment of the results post plan application and implementation” (3.33); 

“The initial stage of plans formulation use external factor templates for a SWOT 
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(Strength, Weakness, Opportunities, Threat) analysis” (3.45); and “The Church 

evaluates trends to predict their effect on the Church” (3.51). The means showed that 

participants from both conferences see that Church Strategic Planning contributes to 

the Church performance. 

Table 10 showed the arithmetic mean for Religiosity. It can be observed that the 

items with the highest arithmetic means are: “My faith embodies all aspects of life” 

(4.75); “I often feel the presence of God in my life” (4.63); and “I dedicate my talents to 

the service of the Creator” (4.61). It is also observed that the items with the lowest 

arithmetic means were: “I apply religious beliefs in few aspects of life” (3.45); “Members 

 accept the pleasure and responsibilities that the Church offers” (3.74); and “Members 

work actively to achieve the goals of the Church” (3.76).  

The means showed that members from both conferences are dedicated to having 

a relationship with God and serving Him. This kind of dedication leads to good church 

performance. 

 

Table 9 

Mean and standard deviation for the construct Church Strategic Planning  

Declaration M SD 

CSPNSP1 4.84 4.55089 

CSPNSP2 4.33 .68118 

CSPMV8 4.28 2.70004 

CSPIE10 4.28 .71149 

CSPEE18 3.52 1.03332 

CSPS21 3.33 1.08686 

CSPS22 3.33 1.10872 

Total                   3.77 .67331 
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Table 10 

Mean and standard deviation for the construct Religiosity  
 
Declaration M SD 

RER1 4.58 .62422 

RER2 4.63 .51541 

RER4 4.75 .46796 

REB8 3.45 1.38337 

REMC16 3.76 .98329 

REMC17 3.74 .86883 

Total 4.27 .42596 

 

 

 

 

Table 11 showed the arithmetic mean for Leadership. It can be observed that 

the items with the highest arithmetic means were: “I believe the Pastor should maintain 

high ethical ideals of Christian life” (4.52); “Pastor is motivated and driven by a clear 

sense of purpose” (4.41); and “Pastor preaches the word accurately and passionately” 

(4.29). It is also observed that the items with the lowest arithmetic means were: “The 

Pastor is inconsistent in adhering to what he/she preaches” (2.75); “Pastor forms new 

groups for study, prayer, and spiritual growth” (3.87); and “Pastor increases members’ 

participation in new and existing ministries” (3.87). The means showed the members’ 

expectations of their pastor as Church Religiosity contributes to the performance of 

their local Church. 

Table 12 showed the arithmetic mean for Stewardship. It can be observed that 

the items with the highest arithmetic means were: “I do not give my offerings with pain” 

(4.75); “God is more important to me than all the worldly treasures” (4.67); and “When 

I give back to God His own, I am accumulating treasure in heaven and Time is giving 
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to me by God” (4.59). It is also observed that the items with the lowest arithmetic means 

are: “God is unconcerned about how I manage all that has been placed in my care” 

(3.09); “I am a good steward of time” (3.41); and “Faithfulness in tithe is an expression 

of my trust in God” (3.88). The means showed that participants from both conferences 

give because they value God more than possessions. They also see themselves as 

good stewards.  

 

Table 11 

Mean and standard deviation for the construct Leadership 

Declaration M SD 

LDICW1 4.52 .78704 

LDICW2 2.75 1.34870 

LDCP9 4.41 3.56936 

LDFFD26 3.87 .97450 

LDFFD27 3.87 .93795 

LDFFD29 4.29 .78044 

Total 4.03 .66254 

 

 
 

Table 12 
 
Mean and standard deviation for the construct Stewardship 

 
Declaration M SD 

STWI1 3.41 .96557 

STWI2 3.88 .79606 

STWC21 4.75 3.64568 

STWM23 4.59 .59692 

STWM25 4.67 .61747 

STWM27 3.09 1.66863 

Total 4.28 .46701 
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Table 13 showed the arithmetic mean for Church culture. It can be observed that 

the items with the highest arithmetic means were: “Church leadership enforces 

regulations and guidelines” (3.89); “This Church treats men and women in the same 

way” (3.85); and “Church members take direction from the leaders” (3.83). It was 

observed that the items with the lowest arithmetic means are: “The pastor makes loyalty 

to friends a high priority” (3.03); “The pastor judge people based on individual traits” 

(2.86); “The leader puts individual before team” (2.80). The means showed that 

participants perceive that their leaders are responsible for leading with justice. 

Table 14 showed the arithmetic mean for Church performance. It can be 

observed that the items with the highest arithmetic means were: “The applied strategies 

gain competitive advantage to concentrate all departments to differentiate the Church 

programs” (3.89); “Church leaders are able to transform the goals of quality into 

continuous improvement process” (3.85): and “The Church leadership delegates and 

coordinates new strategies for better result” (3.83). It was observed that the items with 

the lowest arithmetic means are: “The Church fills out assessment forms every year to 

obtain better result” (2.87); “The leadership is a key element that ensures the 

connection among the success factors of the Church” (2.86); and “The Church leaders 

support the pastor and his plan and objectives” (2.80). The means showed that 

participants perceive that their leaders have the responsibility to develop plan, 

strategies, and implement continuous improvement process. 

 

Multiple regression assumptions 

For this research, the first criterion that was analyzed was the linearity through 

the graphs. The second criterion that was tested was the normality of the errors with 
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the Kolmogorov-Smirnov statistic (p= .200). In the third criterion, the independence of 

the errors was proven, using the Durbin-Watson test (DW=2.020), which value is very 

close to this and indicates that the errors are not correlated and are independent. The 

fourth assumption analyzed was the collinearity of the variables, and it was observed in 

Model One that the factor of the inflation of the variance (VIF) of Religiosity is 1.000, 

when this variable is only used for regression. In Model Two, Religiosity is 1.622 and 

Church Strategic Planning is 1.622. In Model Three, Religiosity is 2.090, Church 

Strategic Planning is 1.650, and Leadership is 1.638. In Model Four, Religiosity is 2.143, 

Church Strategic Planning is 1.699, Leadership is 1.668, and Church Culture is 1.110. 

Thus, results were less than ten for which, it is concluded that the before mentioned 

variables do not present collinearity. Finally, the homoscedasticity was analyzed, and it 

was proven that the errors have equal variances (see Appendix F). 

 
 

 
Table 13 

 
Mean and standard deviation for the construct Church culture 
 

 Declaration M SD 

CC7 3.89 0.84116 

CC3 3.85 1.02033 

CC8 3.83 0.81072 

CC23 3.03 1.24539 

CC20 2.86 1.1504 

CC21 2.80 1.18673 

Total 3.48 0.53844 

 

 

 
 
 



 

63 

 

Table 14 
 

Mean and standard deviation for the construct Church performance 

 
 Declaration M SD 

CP6 3.89 0.84116 

CP2 3.85 1.02033 

CP7 3.83 0.81072 

CP18 2.87 1.19989 

CP19 2.86 1.1504 

CP20 2.80 1.18673 

Total 3.46 0.53409 

 
 

 

Null hypothesis 

In this section, the results from statistical tests of the main null hypothesis for 

this investigation are presented. The hypothesis was subjected to selected indicators. 

The null hypothesis (H0) states that Church Strategic Planning (CSP), Religiosity 

(RE), Leadership (LD), Stewardship (STW), and Church Culture (CC) are not significant 

predictors of Church Performance (CP), according to the perception of the church 

officers of the Greater New York and the Northeastern Conferences of the Seventh-

day Church. 

For the analysis of this hypothesis, the statistical technique of multiple linear 

regression was used; Church Strategic Planning, Religiosity, Leadership, Stewardship, 

and Church Culture were considered as independent variables and Church 

Performance as the dependent variable. 

When applying the stepwise method in the regression analysis, it was seen that 

the variable Stewardship did not explain the dependent variable, therefore it was 
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deleted. In the Model One, it was observed that the variable Religiosity was the best 

predictor, explaining that adjusted r Square of 44.7% the variance of the dependent 

variable Church Performance (see Model One, Table 15). It was also noticed that the 

variables Religiosity and Church Strategic Planning were good predictors, and they 

explain that value of adjusted r Square was of .534; it can therefore be interpreted that 

these two variables explain 53.4% of Church Performance (see Model Two, Table 15). 

Then it was noticed that in the variables Religiosity, Church Strategic Planning, and 

Leadership were acceptable predictors; it therefore explains 56.9% of the dependent 

variable Church Performance (see model 3, Table 15). Finally, Model Four was 

analysed, and it showed that Religiosity, Church Strategic Planning, Leadership, and 

Church Culture were good predictors of Church Performance. According to the 

adjusted r Square, it was about .579. It means that four variables explain 57.9% of 

Church Performance. Model Four has a f value equal to 44.054 and p value equal to 

.000. As it can be observed that p value is less than .05, therefore, there is a positive 

and significant linear correlation. Thus, the null hypothesis is rejected. 

 

 

Table 13  

Regression analysis 

Model Regressors R R Square Adjusted R  

1 Religiosity .672a .452 .447 

2 Religiosity and Church Strategic Planning .736b .541 .534 

3 Religiosity, Church Strategic Planning and Leadership .761c .579 .569 

4 Religiosity, Church Strategic Planning, Leadership and Church 

Culture 
.770d .593 .579 
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The values of the Model Four non-standardized coefficient Bk were as follows: 

B0 equals to .393, B1 equals to .331, B2 equals to .244, B3 equals to .209, and B4 

equals to -.154. 

The B0 value was not statistically significant among all the values. Thus, the 

regression line is the following: Church Performance = .331 (Religiosity) +. 244 (Church 

Strategic Planning) + .209 (Leadership) - .154 (Church Culture). 

 

 Summary of chapter 

The chapter was quite extensive since it presented the results of the 

investigation.  

The purpose of this chapter was to present the results after the analysis of 

statistical data analysis. Findings were presented based on each of the variables and 

hypotheses. It showed the demographic data and the extent of its behavior. All the 

respective relevant tests to the confirmatory model were presented and the 

complementary questions were answered with descriptive statistics. In the next 

chapter, an in-depth discussion of these findings relating to the research question will 

be presented. More detail about the results are in the appendix section. Additionally, 

conclusions will be provided to summarize the investigation.
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CHAPTER V 

 

DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS 

 

Introduction 

In this section, the synthesis of the study is assembled into two distinct parts. 

The first part presents a summary of the purpose of the study and the implications of 

the findings based on empirical analyses and discussion. The second part presents 

recommendations and conclusions to the study. 

 The study set out to discover the causal relationship between the variables 

church strategic planning, religiosity, leadership, stewardship, church culture and 

church performance according to the theoretical model of the research. The study was 

quantitative, cross-sectional, descriptive, non-experimental, and explanatory.  

 The independent variables were church strategic planning, religiosity, 

leadership, stewardship and church culture, while the dependent variable was church 

performance. The demographic variables consisted of age, gender, membership, level 

of education, position in the church, and years in position.  

 The study sample consisted of 126 respondents from 17 church boards of the 

Greater New York and the Northeastern Conferences across Brooklyn, Queens and 

Long Island areas.  
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Discussions 

In this section, the results are discussed, and answers to the questions and initial 

objectives of the research by construct are presented. 

 

Church Strategic Planning 

Rigby & Bilodeau (2015) commented that strategic planning is a necessary tool 

for effective church performance. It was observed that males and females perceived 

Church Strategic Planning in the same way. 50% of the participants agreed that Church 

Strategic Planning was important for Church performance. It was also noticed, according 

to their gender, that the sample was homogeneous. This was consistent with the model, 

suggesting that Church Strategic Planning has an influence on Church performance. 

The items with the highest arithmetic means were: “It is important to consider the 

development of a strategic plan that allows the Church to grow”; “Careful and deliberate 

planning contributes to the development of a competitive advantage for our Church”; 

“The objectives and plans of the local Church are aligned with the SDA vision”; and “I 

consider the development of an internal evaluation is important to the success of my local 

Church”. It is also observed that the items with the lowest arithmetic mean were: “The 

Church has the necessary resources (tools, financial, people) with which to implement 

their plans and the Church has an ongoing assessment of the results post plan 

application and implementation”; “The initial stage of plans formulation use external 

factor templates for a SWOT (Strength, Weakness, Opportunities, Threat) analysis”; and 

“The Church evaluates trends to predict their effect on the Church”. The means for 

Church Strategic Planning showed that participants support the development of a 

strategic plan for their local churches and want to see improvement in implementing it. 
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Religiosity & Stewardship 

The results showed that 80% of the respondents agreed that Religiosity and 

Stewardship were factors contributing to church performance. According to Torgler 

(2006), religiosity is an intuitively important aspect in the determination of the 

performance and conduct of a ministry in an institutional context. Meanwhile Zahra, 

Hayton, Neubaum, Dibrell, & Craig (2008), believe that stewardship allows for innovation 

and contingency planning.  

The items with the highest arithmetic means were: “My faith embodies all 

aspects of life”; “I often feel the presence of God in my life”; and “I dedicate my talents 

to the service of the Creator”. The first item speaks of the importance of faith in the life 

of a believer and the other two items tell how one can experience God’s presence 

through a life of service. The items with the lowest results were: “I apply religious beliefs 

in few aspects of life”; “Members accept the pleasure and responsibilities that the 

Church offers”; and “Members work actively to achieve the goals of the Church”. The 

results showed that young people between the age group of 18-30 years 

overwhelmingly saw religiosity as the best predicator for church performance, followed 

by the age group of 61-75 years. The results showed that the majority of the 

respondents agreed that Religiosity and Stewardship were factors contributing to 

church performance. It appears that participants from both conferences desired to have 

a closer relationship with God through service and to experience His presence daily in 

their lives. 

 

Leadership & Stewardship 

The results reveal that 89.2% of the respondents strongly agree that the 
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constructs Leadership and Stewardship were factors contributing to church performance. 

Sethibe and Steyn (2017) argue, “different leadership styles affect performance.” 

Transformational leadership, for instance, has been highly adopted in many 

organizations given its direct impact on performance to improve job satisfaction. Although 

high scores of leadership in the past do not show high performance, it had a huge 

potential for influencing performance (Baker, 2014). 

A look at the arithmetic mean suggested that the items with the highest score for 

leadership and stewardship were: “I believe the Pastor should maintain high ethical 

ideals of Christian life”; “Pastor is motivated and driven by a clear sense of purpose”; 

and “Pastor preaches the word accurately and passionately”. The first item speaks of 

church officers’ expectation of their pastors as moral and spiritual leaders. The other 

two items speak about how the officers perceived their pastors. 

The three highest score for stewardship were: “I do not give my offerings with 

pain”; “God is more important to me than all the worldly treasures”; and “When I give 

back to God His own, I am accumulating treasure in heaven and Time is given to me 

by God”. All three items showed that the respondents understood that they are 

stewards of God’s possessions, therefore, they value God more than their possessions 

and were willing to give Him His own with a cheerful heart.  

It was also observed that the items with the lowest arithmetic mean for 

Leadership were: “The Pastor is inconsistent in adhering to what he/she preaches”; 

“Pastor forms new groups for study, prayer, and spiritual growth”; and “Pastor increases 

members’ participation in new and existing ministries”. The items with the lowest 

arithmetic mean for Stewardship were: “God is unconcerned about how I manage all 
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that has been placed in my care” (3.09); “I am a good steward of time” (3.41); and 

“Faithfulness in tithe is an expression of my trust in God” (3.88). 

 

Conclusions 

This section provides the conclusions documented for this paper. It includes 

conclusions made on the objectives of the research, arithmetic means, and the null 

hypothesis. 

The study confirmed that the constructs: Church Strategic Planning, Religiosity, 

Leadership, and Church Culture are predictors of Church Performance. However, when 

applying the stepwise method in the regression analysis, it was seen that the variable 

Stewardship did not explain the dependent variable, therefore it was not considered at 

the end. 

The variables Church Strategic Planning, Leadership, and Religiosity were the 

highest factors that contribute to Church Performance. The expectation of church 

officers of their pastors was noted as moral and spiritual leaders. The participants of 

this research showed a desire to have a closer relationship with God through service 

and to experience His presence daily in their lives. In addition, the respondents´ 

perception is based on their being stewards of God´s possessions, therefore, they 

value God more than their possessions and were willing to surrender them with a 

cheerful heart. 

 

Recommendations 

This section presents some recommendations for future research to find models 

that contribute to improving church performance. This study is directed to pastors and 
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church leaders who desire to improve their churches’ performance. The investigation 

lead to the following recommendations: 

1. Pastors should make every effort to develop and implement Strategic 

Planning in their churches. Church officers are not confident that leaders have taken 

advantage of the tools available for developing and implementing strategic planning.  

2. It is recommended to the Pastors and leaders to live what they teach and 

teach what they live. Church officers in the New York areas perceived pastors as being 

inconsistent in adhering to what he/she preaches. 

3. Pastors should pay more attention on Religiosity because the majority of 

church officers perceived it as indicator of Church Performance. 

4. Pastors should give more training in the areas of leadership since this 

variable directly impact the performance of churches. 

 

For future research 

This section presents recommendations for future studies.  

Contrarily to my understanding prior to this research, the findings revealed that 

stewardship does not contribute to church performance. Instead, Religiosity was 

revealed to be the best predictor of Church Performance. 

This research will impact members in the New York areas and will help them to 

focus more on having a better relationship with God as a means to boost church 

performance rather than relying on money and possession to achieve it. Testing church 

performance with church members would be a useful study.
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INSTRUMENTAL BATTERY 
 

General Instructions 

 

We thank you for your participation in this research. The purpose is to know how some 
concepts impact on Church performance. When analyzing each statement please 
grade, marking an “X”, on the scale that is presented. 
 

Demographics 

 
 

INSTRUCTIONS:  Please place an “X” in the box of the response that applies to you  

 

 

Age 

Select the information that applies to you  

 

  [   ] 18-30    [   ] 31-45    [   ] 46-60     [   ] 61-75    [   ] Above 76   

Gender    [   ] Male                                 [   ] Female 

Education 

  

  [    ] High School                    [    ] Associate                        [    ] Bachelor 

  [    ] Master                             [    ] Doctorate                        [    ] Other 

Years of SDA 

Membership 

   

   [    ] Under 10       [   ] 11-20      [   ] 21-30      [   ] Above 31  

 

Church Posi-

tion 

 

Select according to your current role as a Church Elder:   

 

    [   ] 1st Elder 

    [   ] Deacon 

    [   ] Departmental leader 

    [   ] Church officer 

    [   ] Member  

     

***PLEASE BE SURE TO RESPOND TO ALL ITEMS*** 
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CHURCH STRATEGIC PLANNING 
 

 

Please use the following scale 

Totally disagree Disagree Neutral Agree Totally Agree 

1 2 3 4 5 

 

 Statements Rate 

How much do I agree with the following statements? 1 2 3 4 5 

1 It is important to consider the development of a strategic plan that allows 

the Church to grow. 

     

2 Strategic planning contributes to the development of a competitive ad-

vantage for our Church. 

     

3 Strategic planning is developed taking into account the values of the 

Church. 

     

4 The Church has carried out strategic activities in the last five years.      

5 The organization has evaluated its development through the strategic plan.      

6 The Church takes into account the statement of formal written vision and 

mission of the SDA Church. 

     

7 Members know and consider it important the SDA vision and mission.      

8 The strategies and actions of the local Church are aligned with the SDA 

Church mission. 

     

9 The mission statement of our local Church questions what is our main con-

cern. 

     

10 I consider the development of an internal evaluation is important to the 

success of my local Church. 

     

11 The effective coordination and understanding between pastor and Church 

board members influence the strategic planning process. 

     

12 The results of internal evaluation are used to determine the strengths and 

weaknesses of the organization. 

     

13 The external evaluation reveals key opportunities and threats that the local 

Church faces. 

     

14 External forces affect or enhance the development of the Church (eco-

nomic forces, social, cultural, demographic and environmental, political, 

governmental and legal). 

     

15 The Church evaluates context situation and trends to make strategies.      

16 Church board has decided to implement some strategies for evangelism.      

17 The Church board has clearly communicated to Church members to use 

strategies and goals to achieve growth. 

     

18 The Church has the necessary tools, financial resources and people to ap-

ply their strategies. 

     

19 The Church has an ongoing assessment of the results after applying the 

strategies. 
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RELIGIOSITY 

 

Please use the following scale 

Totally disagree Disagree Neutral Agree 
Totally 

Agree 

1 2 3 4 5 

  

 

 

Statements Rate 

How much do I agree with the following statements? 1 2 3 4 5 

1 My faith embodies all aspects of life.       

2 I often feel the presence of God in my life.      

3 Religion is important to the Church.      

4 Serving God is the most important thing in my life.       

5 My religious principles are the basis of all life’s visions.       

6 I always seek God’s guidance when I make important decisions.       

7 The principal aspect of religious beliefs is to practice a moral life.       

8 I apply religious beliefs in few aspects of life.       

9 I believe fully in the doctrines of the Church.      

10 I participate actively in achieving the vision of the organization.      

11 I dedicate my talents to the service of the creator.       

12 I share my beliefs with people who are not SDA.      

13 I support the different programs of the Church.      

14 The members support projects proposed by the Church.      

15 Make involvement in worship service a central part of life.      

16 Members work actively to achieve the goals of the Church.      

17 Members accept the pleasure and responsibilities that the Church of-

fers. 

     

18 Pastor helps the Church members when they are in need.      

19 Pastor makes time to pray for specific needs of others.      
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LEADERSHIP 
 

 

Please use the following scale 

Totally disagree Disagree Neutral Agree Totally Agree 

1 2 3 4 5 
 

 Statements Rate 

How much do I agree with the following statements? 1 2 3 4 5 

1 Pastor Maintains the highest ethical ideals of Christian life in profes-

sional and personal behavior. 

     

2 Pastor does not practice what he/she Preaches.      

3 Pastors demonstrate integrity.      

4 Pastor leads a physically healthy lifestyle.      

5 Pastor practices what he/she knows in his ministry.      

6 Pastor communicates effectively when speaking and writing.      

7 Pastor has ability to motivate and lead towards common goals.      

8 Pastor ensures that congregational members receive sensitive pastoral 

care in times of illness, crisis, or death. 

     

9 Pastor is motivated and driven by a clear sense of purpose.      

10 Pastor’s judgment is sound and mature.      

11 Pastor builds teams to accomplish the congregation’s vision.      

12 Pastor invests considerable time and energy equipping others.      

13 Pastor learns from mistakes and failures.      

14 Pastor helps the congregation discern God’s vision and mission.      

15 Pastor treats others with dignity and respect.      

16 Pastor handles administrative matters competently.      

17 Pastor balances the demands of self, ministry, and family.      

18 Pastor helps us to set priorities and to determine right from wrong.      

19 Pastor shows appreciation and celebrates the accomplishments of the 

congregation. 

     

20 Pastor helps people begin their discipleship journey      

21 Pastor seeks and receives feedback to improve.      

22 Pastor increases awareness about world and community concerns.      

23 Pastor makes inviting newcomers a priority.      

24 Pastor develops plans to reach new disciples.      

25 Pastor equips others to accomplish ministry goals.      

26 Pastor forms new groups for study, prayer, and spiritual growth.      

27 Pastor increases members’ participation in new and existing ministries.      

28 Pastor helps others to see God’s presence in their lives in new ways.      

29 Pastor preaches the Word accurately and passionately.      
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STEWARDSHIP 
 

Please use the following scale 

Totally disagree Disagree Neutral Agree Totally Agree 

1 2 3 4 5 
 

 Statements Rate 

How much do I agree with the following statements? 1 2 3 4 5 

1 My Church has a good influence in the community.      

2 Pastor inspiring the members in character building.      

3 Pastor is a good role model for the Church.      

4 Pastor influences others by demonstrating the love of God.      

5 My pastor has a positive impact on the Church.      

6 Godliness is the evidence of true religion.       

7 Stewardship is the act of thriving while managing God’s call to live a 

godly life.  

     

8 Godliness is revealed in how I live, in how I handle the things that God 

has entrusted me with. 

     

9 The more I trust God the more my trust will grow.      

10 My pastor is a trustworthy person.      

11 Trust is an action of the mind that is not depleted with use.      

12 Faithfulness in tithe is an expression of my trust in God.      

13 Trusting in the Lord leads to contentment.      

14 As Christian, my motto and is to “trust in the Lord with all your heart.      

15 When I give back to God His own I am accumulating treasure in heaven.       

16 Tithe is part of a system that funds God’s Church.      

17 The local Church serves as an effective storehouse where all tithes in-

cluding offerings are returned. 

     

18 Members are encouraged to return their tithe to the conference/mission 

through the local Church where they hold membership. 

     

19 Contentment in every condition is a great art, far more valuable than fi-

nancial gain. 

     

20 I feel happy when I share God´s blessings.      

21 I do not give my offerings with pain.      

22 I am a good steward of time.      

23 Time is giving to me by God.      

24 I glorify God in my body, which is temple of the Holy Spirit.      

25 God is more important to me than all the worldly treasures.      

26 I use my gifts and talents for the advancement of God’s cause.      

27 God is unconcerned about how I manage all that has been placed in my 

care. 

     

28 I am my brother and my sister keeper.       

29 I have the responsibility to go and spread the love of God.      

30 Participation deepens personal commitment in presenting Christ to oth-

ers. 
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CHURCH CULTURE 
 

Please use the following scale 

Totally disagree Disagree Neutral Agree Totally Agree 

1 2 3 4 5 
   

 Statements Rate 

How much do I agree with the following statements? 1 2 3 4 5 

1 The Church culture lines up with the stated values.      

2 Church members have flexibility in the roles they play.      

3 This Church treats men and women in the same way.      

4 Church members have the freedom to challenge the opinion of those in 

power. 
     

5 Church members have strong limitations about appropriate behavior for 

certain roles. 
     

6 Church members show respect for those who are in power because of the 

status of the position. 
     

7 Church leadership enforces regulations and guidelines.      

8 Church members take direction from the leaders      

9 Church members express views and opinions in a frank manner.      

10 Church members avoid conflict at all possible.      

11 Church members communicate concerns straightforwardly.      

12 Church leaders say things clearly, not leaving much open to interpreta-

tion. 
     

13 The leadership focus not just on what is said but on how it is said.      

14 Church leaders discreetly avoid difficult or contentious issues.      

15 Church leaders express concerns tactfully.      

16 The leadership counts on the listener to interpret meaning.      

17 The pastor takes individual initiative.      

18 The pastor uses personal guidelines in personal situations.      

19 The pastor makes decisions individually.      

20 The pastor judge people based on individual traits.      

21 The leader puts individual before team.      

22 The pastor moves in and out of groups as needed or desired.      

23 The pastor makes loyalty to friends a high priority.      

24 The pastor conforms to social norms.      

25 The pastor establishes comfortable relationships in a sense of mutual 

trust before getting down to business. 

     

26 The pastor has personal relationship with Church members.      

27 The pastor doesn´t allow his work to impact his personal life.      

28 Some Church leaders define people based on what they do.      

29 The pastor moves straight to business, relationships come later.      

30 The pastor sacrifices leisure time and time with family in favor of work.      

31 The pastor defines people on who they are.      

32 Some leaders take risk to make the Church productive.      
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33 The Church members are cautious; they love their Church and avoid con-

flict. 

     

34 Some Church leaders make decisions quickly with little information.      

35 Some leaders change quickly without fear of risks.      

36 Church leaders focus on present and future.      

37 Church leaders use new methods for solving problems.      

38 Some Church leaders change slowly and avoid risk.      

39 Some Church leaders refer to past precedence of what works and what 

doesn´t. 

     

 

CHURCH PERFORMANCE 
 

Please use the following scale 

Totally disagree Disagree Neutral Agree Totally Agree 

1 2 3 4 5 
 

 Statements Rate 

How much do I agree with the following statements? 1 2 3 4 5 

1 The Church brings quality and new methods to improve in performance.      

2 Church leaders are able to transform the goals of quality into continuous 

improvement process. 

     

3 The Church leadership encourages quality works for better performance.      

4 Some strategies significantly influence performance in the Church.      

5 The involvement of all departments within the Church helps identify ways 

to attract members. 

     

6 The applied strategies gain competitive advantage to concentrate all de-

partments to differentiate the Church programs. 

     

7 The Church leadership delegates and coordinates new strategies for better 

result. 

     

8 Information and communication technology impact on the increasing of 

new membership. 

     

9 Information technology impacts the life of the Church.      

10 The implementation of the information technology has a positive effect on 

Church performance. 

     

11 Church leaders’ decisions may bring a feeling of frustration among Church 

members. 

     

12 Membership retention is well managed by the Pastor.      

13 The Church values every member and shows respect.      

14 The congregation’s satisfaction with the Church is measured during Ad-

ministrative meeting. 

     

15 The Church does a good job of keeping up-to-date with the needs of our 

members. 

     

16 The Church does a good job of keeping up-to-date with the needs of the 

people who live in community. 

     

17 Innovating style is a requirement for improving Church performance.      

18 The Church fills out assessment forms every year to obtain better result.      
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19 The leadership is a key element that ensures the connection among the suc-

cess factors of the Church. 

     

20 The Church leaders support the pastor and his plan and objectives.      

21 My Church increases in the number of new members.      

22 My Church increases in the attendance of Sabbath morning service.       

23 My Church decreases in the attendance of Sabbath school.      

24 My Church increases in the attendance of mid-week services.      

25 My Church increases in the amount of money donated.       

26 My Church increases in the number of people volunteering to help.      

27 My Church is open to altering the style of music in response to our mem-

ber’s desires. 

     

28 The Church is open to altering the order of worship in response to our 

member’s desires. 

     

29 The Church has inter-Ministry area meetings to discuss trends and devel-

opments.  

     

30 The Church does a good job of integrating the activities of all the depart-

mental leaders of the Church.  

     

31 My Church tries to be efficient in every function that needs to be coordi-

nated. 
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Rotated matrix of church strategic planning 
 

Indicators 
Factor 

1 2 3 4 5 6 

The Church evaluates trends to predict their effect on the Church 

(CSP18) 
.799      

The Church has carried out strategic activities in the last five years 

(CSP4) 
.784      

The Church board has clearly communicated to Church members to 

utilize strategies that will achieve growth (CSP20) 
.766      

The Church has an ongoing assessment of the results post plan ap-

plication and implementation (CSP22) 
.720      

The Church evaluates context situations to formulate its plans 

(CSP17) 
.719      

The organization has evaluated its progress by analyzing the ac-

complishments of its objectives (CSP5) 
.702      

The Church board implements new ideas for evangelism (CSP19) .679      

Members know and consider the mission statement important to the 

SDA vision (CSP7) 
.666      

The Church closely adheres to the formal written mission of the or-

ganization of the SDA Church (CSP6) 
.584      

Plan formulation involves management, operational and support 

staff of the Church (CSP24) 
 .829     

Advantages, disadvantages, costs and benefits are all weighed in 

the decision-making and implementation processes (CSP23) 
 .816     

The initial stage of plans formulation use internal factor templates 

for a SWOT (strength, weakness, opportunities, threat) analysis 

(CSP25) 

 .777     

The initial stage of plans formulation use external factor templates 

for a SWOT (strength, weakness, opportunities, threat) analysis 

(CSP26) 

 .735     

External forces affect the development of the Church (economic 

forces, social, cultural, demographic and environmental, political, 

governmental and legal) (CSP15) 

  .770    

External forces enhance the development of the Church (economic 

forces, social, cultural, demographic and environmental, political, 

governmental and legal) (CSP16) 

  .735    

The external evaluation reveals key threats that the local Church 

faces (CSP14) 
  .606    

The effective coordination and understanding between pastor and 

Church board members influence the strategic planning process 

(CSP11) 

   .671   

The results of internal evaluation are used to determine the 

strengths of the organization (CSP12) 
   .650   

The external evaluation reveals key opportunities that the local 

Church faces (CSP13) 
   .499   

I consider the development of an internal evaluation is important to 

the success of my local Church (CSP10) 
    .787  
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Careful and deliberate planning contributes to the development of a 

competitive advantage for our Church (CSP2) 
    .746  

The objectives and plans of the local Church are aligned with the 

SDA Church mission (CSP8) 
    .511  

The Church has the necessary resources (tools, financial, people) 

with which to implement their plans (CSP21) 
     .825 

 
 
 
 

Rotated matrix of religiosity 

 

Indicators 
Factor 

1 2 3 4 

I share my beliefs with people who are not Seventh-day Adventist (RE12) .836    

I dedicate my talents to the service of the Creator (RE11) .702    

I believe fully in the doctrines of the Church (RE9) .630    

I often feel the presence of God in my life (RE2) .581    

I participate actively in achieving the vision of the organization (RE10) .538    

I always seek God’s guidance when I make important decisions (RE6) .532    

Involvement in the Worship Service is a central part of my life (RE15) .528    

Serving God is the most important thing in my life (RE4) .510    

Members accept the pleasure and responsibilities that the Church offers (RE17)  .846   

Members work actively to achieve the goals of the Church (RE16)  .833   

The members support projects proposed by the Church (RE14)  .718   

My religious principles are the basis of all life’s visions (RE5)   .726  

The principal aspect of religious beliefs is to practice a moral life (RE7)   .713  

My faith embodies all aspects of life (RE1)   .667  

Pastor makes time to pray for specific needs of others (RE19)    .830 

Pastor helps the Church members when they are in need (RE18)    .771 

Religion is important to the Church (RE3)    .613 

 
 
 
 

Rotated matrix of leadership 

 

Indicators 
Factor 

1 2 3 4 5 6 7 

Pastor increases awareness about community concerns. (LD22) .706       

The Pastor makes inviting newcomers a priority (LD23)  .705       

The Pastor develops plans to reach new disciples (LD24) .624       

Pastor seeks feedback to improve (LD21) .617       

The Pastor invests considerable time and energy equipping others 

(LD12) 
.573       

The Pastor helps us to set priorities to determine right from wrong 

(LD18) 
.489       
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Pastor helps people begin their discipleship journey Pastor helps peo-

ple begin their discipleship journey (LD20) 
.470       

Pastor forms new groups for study, prayer, and spiritual growth (LD26)  .783      

Pastor increases members’ participation in new and existing ministries 

(LD27) 
 .754      

Pastor equips others to accomplish ministry goals (LD25)  .699      

Pastor helps others to see God’s presence in their lives in new ways 

(LD28) 
 .692      

Pastor communicates effectively (LD6)   .733     

Pastor builds teams to accomplish the congregation’s vision (LD11)   .611     

Pastor has the ability to motivate others toward common goals (LD7)   .541     

Pastor handles administrative matters competently (LD16)   .520     

Pastor ensures that the congregation always receives sensitive pasto-

ral care (LD8) 
  .479     

Pastor learns from mistakes and failures (LD13)   .443     

Pastor preaches the Word accurately and passionately (LD29)    .737    

The Pastor demonstrates integrity (LD3)    .674    

Pastor treats others with respect (LD15)    .610    

The Pastor’s judgment is sound and mature (LD10)    .519    

Pastor helps the congregation discern God’s vision (LD14)     .678   

Pastor shows appreciation and celebrates the accomplishments of the 

congregation. (LD19) 
    .480   

Pastor balances the demands of self, ministry, and family (LD17)      .776  

The Pastor practices what he/she knows in his ministry (LD5)      . .820 

 
 
 
 

 

Rotated Matrix of Stewardship 

 

Indicators 
Factor 

1 2 3 4 5 6 7 

I glorify God in my body, which is temple of the Holy Spirit (STW24) .873 .192 .159 .098 .057 .094 -.011 

God is more important to me than all the worldly treasures 

(STW25) 
.839 .095 .149 .062 .028 .112 -.090 

I use my gifts and talents for the advancement of God’s cause 

(STW26) 
.787 .115 .165 .153 .247 .092 .116 

Time is giving to me by God (STW23) .699 .030 .449 .161 .186 .061 .066 

I have the responsibility to go and spread the love of God (STW29) .620 .085 .260 .493 .022 .055 .269 

My pastor has a positive impact on the Church (STW5) .065 .891 .152 .032 .106 .205 -.045 

Pastor is a good role model for the Church (STW3) .234 .859 .178 .103 .110 .111 .025 

Pastor influences others by demonstrating the love of God (STW4) .164 .834 .252 .086 .121 .176 .086 

My pastor is a trustworthy person (STW10) .050 .799 .253 .092 .195 .077 -.126 

The Pastor inspires the members in character building (STW2) .007 .744 .118 .177 -.078 .291 .280 

The more I trust God the more my trust will grow (STW9) .171 .293 .790 .095 -.013 .019 -.016 

Trusting in the Lord leads to contentment (STW13) .095 .183 .756 .243 .148 .248 .078 

As a Christian, my motto is to “trust in the Lord with all my heart.” 

(STW14) 
.317 .301 .692 -.129 .103 .163 -.031 

Faithfulness in tithe is an expression of my trust in God (STW12) .156 .151 .638 .157 .385 .102 .175 

I feel happy when I share God´s blessings (STW20) .328 .113 .573 .365 .189 .155 -.080 
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Godliness is revealed in how I live, in how I handle the things that 

God has entrusted to me (STW8) 
.260 .273 .559 .183 .110 .487 .005 

 Trust is an action of the mind that is not depleted with use (STW11) .127 .234 .461 .183 .302 .428 .184 

The local Church serves as an effective storehouse where all tithes 

including offerings are returned (STW17) 
.081 .288 .147 .700 .344 -.009 .010 

I am my brother’s and my sister’s keeper (STW28) .525 .074 .118 .628 -.046 .139 .115 

Participation deepens personal commitment in presenting Christ to 

others (STW30) 
.530 -.002 .133 .598 .166 .290 .016 

Contentment in every condition is a great art, far more valuable 

than financial gain (STW19) 
.098 .089 .342 .494 .417 .347 .222 

Members are encouraged to return their tithe to the confer-

ence/mission through the local Church where they hold member-

ship (STW18) 

.129 .051 .268 .118 .778 .075 -.018 

Tithe is part of a system that funds God’s Church (STW16) .102 .220 .199 .405 .596 -.017 -.059 

I am a good steward of time (STW22) .450 .294 -.150 -.048 .534 .194 .259 

Godliness is the evidence of true religion (STW6) .150 .389 .147 .113 .054 .751 -.059 

Stewardship is the act of thriving while managing God’s call to live a 

godly life (STW7) 
.194 .381 .307 .052 .062 .685 .038 

I do not give my offerings with pain (STW21) .284 .150 .247 .294 .162 .086 .664 

When I give back to God His own I am accumulating treasure in 

heaven (STW15) 
.304 .157 .417 .235 .185 .192 -.498 

 
 
 

 
 

Rotated Matrix of Church Culture 

 

Indicators 
Factor 

1 2 3 4 5 

Church leadership enforces regulations and guidelines (CC7) .857 .053 .134 -.020 .037 

Church leaders express concerns tactfully (CC15) .810 .126 .100 .090 .150 

Church members take direction from the leaders (CC8) .782 .048 .017 -.047 -.055 

The leadership focus not just on what is said but on how it is said (CC13) .774 .048 .037 .013 -.039 

Church members express views and opinions in a frank manner (CC9) .762 -.057 .207 -.060 -.025 

Church members communicate concerns straightforwardly (CC11) .759 .048 .280 .041 -.018 

Church leaders say things clearly, not leaving much open to interpretation 

(CC12) 
.738 .052 .392 .050 .011 

This Church treats men and women equally (CC3) .723 .104 .107 -.005 .187 

Church members have flexibility in the roles they play (CC2) .685 .227 .131 .008 .146 

Church leaders discreetly avoid difficult or contentious issues (CC14) .683 .048 -.043 .316 -.090 

Church members have the freedom to challenge the opinion of those in power 

(CC4) 
.674 .162 .114 -.123 .173 

Church members avoid conflict if at all possible (CC10) .649 .032 .370 .163 -.208 

Church members show respect for those who are in power because of the sta-

tus of the position (CC6) 
.612 .171 .124 .076 -.498 

The Church’s philosophy lines up with the stated values (CC1) .596 .166 .358 -.174 -.002 

Church members have strong limitations about appropriate behavior for certain 

roles (CC5) 
.373 .295 .325 .253 -.001 

The Pastor establishes comfortable relationships in a sense of mutual trust be-

fore getting down to business (CC25) 
.231 .775 .191 -.045 .023 

The Pastor has personal relationship with Church members (CC26) .080 .761 .153 -.088 -.183 
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The Pastor moves in and out of groups as needed or desired (CC22) .159 .748 -.031 .296 .126 

The Pastor uses personal guidelines in personal situations (CC18) .206 .741 .037 .112 .126 

The Pastor refrains from allowing his work to impact his personal life (CC27) .078 .687 .293 -.114 .096 

The pastor defines people on who they are (CC31) -.036 .615 .127 .178 -.023 

The Pastor judges people based on individual traits (CC20) .043 .544 -.135 .478 -.139 

The Pastor conforms to social norms (CC24) .295 .536 -.090 .402 .342 

Some Church leaders define people based on what they do (CC28) -.101 .517 .149 .266 -.429 

The pastor sacrifices leisure time and time with family in favor of work (CC7) .116 .497 .092 .250 -.023 

Some leaders change quickly without fear of risks (CC35) .003 .435 .366 .271 .262 

The Pastor takes individual initiative (CC17) .249 .427 .276 .187 -.248 

Some leaders take risk to make the Church productive (CC32) .405 .228 .658 .017 -.009 

Some Church leaders change slowly and avoid risk (CC38) .215 .250 .651 .182 -.121 

Some Church leaders refer to past precedence of what works and what 

doesn´t (CC39) 
.242 .075 .598 .080 .132 

The Church members avoid conflict in the Church as much as possible (CC33) .432 .217 .552 .097 -.193 

Church leaders use new methods for solving problems (CC37) .495 .116 .536 .096 .338 

The leader puts individual before team (CC21) -.091 .346 -.117 .737 -.010 

The leadership counts on the listener to interpret meaning (CC16) .281 -.072 .219 .649 -.116 

The pastor moves straight to business, relationships come later (CC29) -.009 .069 .206 .617 .167 

The Pastor makes loyalty to friends a high priority (CC23) -.098 .479 .076 .601 -.011 

Some Church leaders make decisions quickly with little information (CC34) -.192 .392 .334 .519 -.079 

 Church leaders focus on present and future (CC36) .496 .170 .241 .173 .588 

 
 
 
 

 
Rotated Matrix of Church Performance 

 

Indicators 
Factors 

1 2 3 4 5 6 7 

Strategies applied give competitive advantage to Church programs 
(CP6) 

.862 .090 -.017 -.058 .099 -.065 .099 

Information and communication technology impact on the increasing 
of new membership (CP8) 

.820 -.047 -.119 .084 -.025 .122 -.021 

The Church leadership delegates and coordinates new strategies for 
better results (CP7) 

.811 -.009 .091 -.073 -.142 .089 .118 

Church leaders are able to transform the goals of quality into continu-
ous improvement process (CP2) 

.770 .113 .051 .018 .037 -.227 -.095 

Church leaders’ decisions may bring a feeling of frustration among 
Church members (CP11) 

.769 .117 -.120 .158 .197 .152 -.005 

The implementation of the information technology has a positive ef-
fect on Church performance (CP10) 

.756 .119 -.117 .144 .191 .066 .095 

The Church leadership encourages quality works for better perfor-
mance (CP3) 

.747 .163 .013 -.026 -.081 -.188 -.121 

The congregation’s satisfaction with the Church is measured during 
Administrative meeting (CP14) 

.733 .229 -.082 .075 .196 -.134 .372 

The Church brings quality and new methods to improving perfor-
mance (CP1) 

.699 .236 .086 -.101 .079 -.022 .066 

Membership retention is well managed by the Pastor (CP12) .690 .097 -.072 -.052 .065 .105 .460 
Information technology impacts the life of the Church (CP9) .639 .079 -.016 .132 .372 .227 .028 
The involvement of all departments within the Church helps identify 
ways to attract members (CP5) 

.628 .067 .082 .122 -.003 .535 .001 

My Church tries to be efficient in every function that needs to be coor-
dinated (CP31) 

.486 .373 -.117 -.011 .432 .147 -.165 
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Some strategies significantly influence performance in the Church 
(CP4) 

.478 .275 .208 .068 .370 -.017 -.326 

My Church increases in the attendance of mid-week services (CP24) .212 .831 .038 .094 .113 .067 -.053 
My Church increases in the amount of money donated (CP25) .057 .762 .080 .053 -.003 .253 -.010 
My Church increases in the number of people volunteering to help 
(CP26) 

.120 .733 .094 .012 .032 .006 -.098 

Innovative style of leadership is a requirement for improving Church 
performance (CP17) 

.182 .721 .298 .083 .009 -.169 .134 

My Church increases in the number of new members (CP21) .109 .676 .341 .268 -.031 -.013 .191 
My Church decreases in the attendance of Sabbath school (CP23) .229 .514 .231 .476 .049 -.295 .242 
The Church does a good job of keeping up-to-date with the needs of 
the people who live in community (CP16) 

.181 .495 .053 -.030 .428 .303 .183 

The Church leaders support the pastor and his plans and objectives 
(CP20) 

-.074 .093 .841 .251 .195 -.011 -.028 

The leadership is a key element that ensures the connection among 
the success factors of the Church (CP19) 

.054 .272 .840 .066 -.049 .135 .083 

The Church fills out assessment forms every year to obtain better re-
sults (CP18) 

-.143 .166 .810 .185 .062 .015 .021 

The Church does a good job of integrating the activities of all the de-
partmental leaders of the Church (CP30) 

.053 .473 .477 .007 -.007 .159 -.308 

The Church is open to altering the order of worship in response to our 
member’s desires (CP28) 

.016 .000 .186 .768 .189 .009 .037 

The Church has inter-Ministry area meetings to discuss trends and 
developments (CP29) 

.188 .349 .201 .577 -.259 .299 -.144 

My Church increases in the attendance of Sabbath morning service 
(CP22) 

-.101 .370 .384 .570 .219 .037 -.053 

The Church does a good job of keeping up-to-date with the needs of 
our members (CP15) 

.199 -.024 .229 .235 .811 -.056 .143 

My Church is open to altering the style of music in response to our 
member’s desires (CP27) 

-.113 .402 .348 .063 .086 .558 .110 

The Church values every member and shows respect (CP13) .544 .048 .152 .029 .212 .127 .621 
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Religiosity 
 

Component Matrixa 

 

 

Component 

1 2 3 4 

RE15 .720 -.010 -.133 -.043 

RE5 .706 -.175 .030 .380 

RE2 .706 -.399 .203 -.031 

RE6 .702 -.214 -.013 .020 

RE10 .661 .004 -.364 -.027 

RE1 .637 -.309 .206 .249 

RE12 .631 -.221 -.405 -.392 

RE9 .610 .023 .032 -.440 

RE11 .575 -.414 -.253 -.157 

RE14 .523 .391 -.349 .212 

RE4 .517 -.393 .276 -.155 

RE17 .503 .716 -.179 .047 

RE16 .566 .614 -.261 .034 

RE18 .487 .541 .425 -.194 

RE19 .440 .429 .591 -.120 

RE3 .427 .003 .584 .069 

RE7 .498 -.087 -.015 .560 

 

 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 
.839 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 949.447 

Df 136 

Sig. .000 
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Communalities 

 Initial Extraction 

RE1 1.000 .605 

RE2 1.000 .700 

RE3 1.000 .529 

RE4 1.000 .522 

RE5 1.000 .675 

RE6 1.000 .540 

RE7 1.000 .569 

RE9 1.000 .567 

RE10 1.000 .570 

RE11 1.000 .590 

RE12 1.000 .764 

RE14 1.000 .594 

RE15 1.000 .538 

RE16 1.000 .767 

RE17 1.000 .800 

RE18 1.000 .748 

RE19 1.000 .741 

 
 

 
Component Transformation Matrix 

Component 1 2 3 4 

1 .642 .428 .528 .356 

2 -.415 .752 -.354 .371 

3 -.275 -.476 .169 .818 

4 -.583 .160 .753 -.258 
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Leadership 

 

Component Matrix 

 

Component 

1 2 3 4 5 6 7 

LD24 .894 -.044 -.114 .071 -.021 -.137 .138 

LD7 .864 .056 -.033 -.132 .108 -.013 -.141 

LD10 .861 .168 -.025 -.180 -.222 -.123 -.082 

LD20 .861 -.054 -.017 .082 -.084 .041 .090 

LD18 .860 -.060 -.085 .218 -.174 .138 -.003 

LD16 .853 .019 -.148 -.180 -.002 .230 .038 

LD25 .851 -.274 .219 .020 .014 .004 -.059 

LD12 .848 -.064 -.234 .044 -.213 -.033 -.090 

LD22 .846 -.208 -.293 .163 .015 -.105 .036 

LD21 .837 -.112 -.161 -.001 .133 -.269 -.019 

LD23 .836 -.017 -.108 .150 -.048 -.237 .263 

LD11 .830 -.087 -.194 -.264 -.018 -.124 -.014 

LD28 .816 -.150 .353 .012 .090 .033 .048 

LD14 .806 .155 -.032 .141 -.199 .223 -.296 

LD13 .805 -.074 -.088 -.039 .141 .201 -.155 

LD6 .791 .130 -.015 -.433 .185 -.062 .007 

LD8 .785 .098 -.130 -.065 .142 .045 -.073 

LD27 .783 -.265 .367 .032 .091 -.028 .081 

LD17 .774 -.053 -.138 .000 -.048 .445 .337 

LD19 .768 .080 .094 .367 -.012 -.149 -.224 

LD26 .765 -.440 .231 -.133 .038 .012 -.128 

LD29 .743 .219 .344 -.017 -.223 -.109 .203 

LD15 .733 .478 .007 -.034 .013 -.130 .048 

LD3 .727 .349 .321 -.066 -.123 .101 -.037 

LD5 .665 .310 .015 .279 .524 .087 .042 

 

 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .953 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 3253.170 

Df 300 

Sig. .000 
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Communalities 

 Initial Extraction 

LD3 1.000 .785 
LD5 1.000 .900 
LD6 1.000 .867 
LD7 1.000 .801 
LD8 1.000 .674 
LD10 1.000 .874 
LD11 1.000 .820 
LD12 1.000 .834 
LD13 1.000 .748 
LD14 1.000 .871 
LD15 1.000 .787 
LD16 1.000 .836 
LD17 1.000 .935 
LD18 1.000 .848 
LD19 1.000 .813 
LD20 1.000 .768 
LD21 1.000 .830 
LD22 1.000 .884 
LD23 1.000 .861 
LD24 1.000 .857 
LD25 1.000 .851 
LD26 1.000 .868 
LD27 1.000 .834 
LD28 1.000 .825 
LD29 1.000 .822 

 

 

 
Component Transformation Matrix 

Component 1 2 3 4 5 6 7 

1 .474 .456 .420 .379 .316 .288 .254 

2 -.215 -.627 .112 .624 .098 -.080 .377 

3 -.482 .609 -.312 .480 -.128 -.229 .023 

4 .344 -.024 -.773 -.073 .321 -.025 .417 

5 -.162 .149 .242 -.384 -.344 -.127 .781 

6 -.538 .015 -.070 -.164 .316 .755 .088 

7 .251 -.067 -.229 .238 -.743 .521 .010 

Extraction Method: Principal Component Analysis.   

 Rotation Method: Varimax with Kaiser Normalization. 
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Stewardship 
 

Component Matrix 

 
Component 

1 2 3 4 5 6 7 

STW8 .780 -.087 -.148 -.216 -.175 .141 .047 

STW13 .722 -.053 -.415 -.198 -.126 -.077 -.079 

STW20 .718 .181 -.242 -.132 .006 -.103 .110 

STW4 .715 -.516 .210 .062 .069 -.118 -.060 

STW23 .710 .429 .068 -.202 .111 -.029 -.119 

STW11 .701 -.095 -.236 .029 -.133 .198 -.104 

STW3 .698 -.480 .302 .075 .134 -.161 -.003 

STW29 .682 .439 .163 .086 -.191 -.217 -.060 

STW7 .678 -.273 .046 -.146 -.265 .348 .068 

STW12 .678 .036 -.379 -.030 .088 -.015 -.234 

STW19 .677 .110 -.331 .313 -.171 .120 .013 

STW26 .676 .423 .304 -.017 .146 .070 -.103 

STW14 .675 -.110 -.124 -.440 .125 -.006 -.182 

STW24 .666 .377 .455 -.192 .131 .004 -.009 

STW30 .664 .436 .067 .171 -.177 .027 .266 

STW9 .648 -.111 -.273 -.386 .017 -.279 -.121 

STW10 .618 -.545 .089 .051 .231 -.152 .090 

STW6 .610 -.304 .103 -.066 -.285 .405 .230 

STW28 .599 .402 .175 .152 -.270 -.203 .193 

STW15 .580 .067 -.148 -.265 .217 .014 .431 

STW25 .579 .408 .415 -.256 .131 .048 .048 

STW17 .579 .059 -.176 .469 .023 -.255 .256 

STW21 .560 .173 .011 .294 -.272 -.095 -.461 

STW2 .557 -.536 .227 .166 -.266 -.113 -.087 

STW16 .548 .056 -.256 .378 .303 -.027 .127 

STW18 .507 .116 -.352 .265 .424 .261 -.060 

STW22 .497 .061 .310 .337 .250 .357 -.232 

STW5 .618 -.643 .239 .059 .115 -.071 .056 

 
 
 
 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .888 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 2517.056 

Df 378 

Sig. .000 
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Communalities 

 Initial Extraction 

STW2 1.000 .768 

STW3 1.000 .859 

STW4 1.000 .847 

STW5 1.000 .877 

STW6 1.000 .778 

STW7 1.000 .755 

STW8 1.000 .738 

STW9 1.000 .748 

STW10 1.000 .773 

STW11 1.000 .625 

STW12 1.000 .668 

STW13 1.000 .763 

STW14 1.000 .725 

STW15 1.000 .665 

STW16 1.000 .621 

STW17 1.000 .720 

STW18 1.000 .716 

STW19 1.000 .722 

STW20 1.000 .647 

STW21 1.000 .726 

STW22 1.000 .704 

STW23 1.000 .760 

STW24 1.000 .847 

STW25 1.000 .761 

STW26 1.000 .766 

STW28 1.000 .725 

STW29 1.000 .779 

STW30 1.000 .767 

 

 
 

 
Component Transformation Matrix 

Component 1 2 3 4 5 6 7 

1  .457 .505     

2        

3 .590       

4    .502    

5     .606   

6      .734  

7       -.806 
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Church Culture 

 
Component Matrix 

 

Component 

1 2 3 4 5 

CC12 .762 -.328 .058 .114 -.005 

CC15 .749 -.309 .061 -.225 -.049 

CC7 .739 -.431 .009 -.150 .052 

CC11 .729 -.347 .056 .019 .054 

CC10 .692 -.233 .163 .178 .195 

CC2 .690 -.207 -.070 -.174 -.064 

CC37 .679 -.141 .040 .197 -.385 

CC32 .677 -.034 -.087 .416 -.090 

CC33 .663 -.013 -.006 .364 .115 

CC3 .655 -.322 -.016 -.191 -.099 

CC1 .640 -.275 -.201 .125 .003 

CC13 .639 -.373 .037 -.191 .138 

CC9 .634 -.472 .025 -.013 .074 

CC8 .624 -.406 -.013 -.201 .160 

CC4 .620 -.310 -.150 -.168 -.091 

CC36 .612 -.086 .078 -.155 -.544 

CC5 .602 .132 .084 .094 -.013 

CC14 .599 -.184 .292 -.249 .195 

CC6 .599 -.149 .024 .036 .538 

CC25 .588 .404 -.425 -.063 .006 

CC38 .568 .165 .033 .479 -.007 

CC18 .530 .458 -.274 -.229 -.058 

CC24 .529 .388 .084 -.414 -.231 

CC17 .522 .270 -.043 .138 .225 

CC39 .478 -.032 .033 .396 -.242 

CC27 .459 .392 -.451 .075 -.115 

CC23 .293 .670 .262 -.056 .005 

CC21 .193 .631 .449 -.213 .047 

CC34 .264 .630 .226 .244 -.015 

CC20 .318 .583 .138 -.248 .205 

CC22 .509 .572 -.122 -.293 -.046 

CC28 .250 .563 -.039 .154 .387 

CC31 .331 .539 -.167 -.015 .021 

CC26 .433 .463 -.460 .015 .191 

CC35 .406 .428 -.002 .130 -.318 

CC30 .398 .407 -.034 -.072 .043 

CC16 .408 .109 .609 .101 .088 

CC29 .241 .337 .486 .064 -.210 

 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .845 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 3138.271 

Df 703 

Sig. .000 
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Communalities 

 Initial Extraction 

CC1 1.000 .540 

CC2 1.000 .559 

CC3 1.000 .580 

CC4 1.000 .539 

CC5 1.000 .396 

CC6 1.000 .673 

CC7 1.000 .758 

CC8 1.000 .620 

CC9 1.000 .631 

CC10 1.000 .629 

CC11 1.000 .659 

CC12 1.000 .704 

CC13 1.000 .604 

CC14 1.000 .578 

CC15 1.000 .713 

CC16 1.000 .567 

CC17 1.000 .417 

CC18 1.000 .621 

CC20 1.000 .563 

CC21 1.000 .685 

CC22 1.000 .689 

CC23 1.000 .607 

CC24 1.000 .662 

CC25 1.000 .693 

CC26 1.000 .650 

CC27 1.000 .587 

CC28 1.000 .554 

CC29 1.000 .456 

CC30 1.000 .332 

CC31 1.000 .428 

CC32 1.000 .649 

CC33 1.000 .585 

CC34 1.000 .578 

CC35 1.000 .465 

CC36 1.000 .708 

CC37 1.000 .669 

CC38 1.000 .581 

CC39 1.000 .445 

 

 

 

Component Transformation Matrix 

Component 1 2 3 4 5 

1 .777    .035 

2  .704    

3    .856  

4   .882   

5      
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Church Performance 
 

Component Matrixa 

 
Component 

1 2 3 4 5 6 7 

CP14 .765 -.312 .044 -.107 -.229 -.200 .091 

CP6 .749 -.432 .036 .117 -.070 -.044 -.090 

CP11 .738 -.337 .042 -.068 .085 .179 .043 

CP10 .728 -.346 .059 -.075 -.007 .086 .062 

CP1 .694 -.218 -.059 .127 -.025 -.090 -.127 

CP9 .680 -.226 .159 -.190 .193 .104 -.030 

CP2 .661 -.313 .023 .201 -.213 .120 -.191 

CP12 .656 -.382 .045 .002 .021 -.317 .204 

CP7 .646 -.395 .058 .351 .075 -.068 .043 

CP8 .638 -.482 .052 .163 .080 .176 .077 

CP31 .632 -.086 -.169 -.312 .140 .148 -.226 

CP5 .630 -.158 .059 .140 .457 .129 .193 

CP3 .625 -.309 -.096 .271 -.185 .124 -.150 

CP13 .623 -.179 .287 -.076 .043 -.459 .219 

CP4 .605 .078 .039 -.070 .035 .250 -.391 

CP24 .604 .394 -.464 -.156 -.064 .029 -.020 

CP23 .555 .393 .049 -.045 -.488 -.013 .196 

CP17 .549 .466 -.255 .045 -.276 -.180 -.037 

CP16 .524 .221 -.139 -.387 .236 -.202 -.030 

CP26 .451 .393 -.443 -.050 -.080 .007 -.087 

CP29 .410 .404 -.037 .209 .083 .407 .397 

CP18 .160 .700 .364 .244 .030 -.119 -.138 

CP20 .220 .671 .495 .183 .024 -.044 -.209 

CP22 .306 .661 .208 -.156 -.101 .230 .102 

CP19 .348 .639 .246 .382 .138 -.221 -.101 

CP21 .523 .568 -.150 .038 -.183 -.122 .159 

CP30 .331 .542 -.156 .214 .172 .112 -.243 

CP27 .258 .539 -.068 -.054 .469 -.148 .151 

CP15 .419 .108 .541 -.533 -.024 -.046 -.252 

CP25 .446 .458 -.467 -.086 .116 -.029 .090 

CP28 .228 .337 .456 -.183 -.165 .359 .314 

 

 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .846 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 2462.261 

Df 465 

Sig. .000 
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Communalities 

 Initial Extraction 

CP1 1.000 .574 

CP2 1.000 .671 

CP3 1.000 .641 

CP4 1.000 .595 

CP5 1.000 .707 

CP6 1.000 .778 

CP7 1.000 .713 

CP8 1.000 .712 

CP9 1.000 .624 

CP10 1.000 .670 

CP11 1.000 .706 

CP12 1.000 .720 

CP13 1.000 .769 

CP14 1.000 .797 

CP15 1.000 .830 

CP16 1.000 .590 

CP17 1.000 .695 

CP18 1.000 .743 

CP19 1.000 .814 

CP20 1.000 .824 

CP21 1.000 .694 

CP22 1.000 .671 

CP23 1.000 .744 

CP24 1.000 .766 

CP25 1.000 .657 

CP26 1.000 .571 

CP27 1.000 .630 

CP28 1.000 .662 

CP29 1.000 .706 

CP30 1.000 .574 

CP31 1.000 .625 

 

 

 

Component Transformation Matrix 

Component 1 2 3 4 5 6 7 

1 .807  .     

2  .528 .595     

3     .339   

4        

5      .926  

6    .566    

7       .529 
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APPENDIX C 

 
ANALYSIS OF RELIABILITY 
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Church Strategic Planning 

Reliability Statistics 

Cronbach's Alpha N of Items 

.949 23 

 
Religiosity 

Reliability Statistics 

Cronbach's Alpha N of Items 

.870 17 

 

Leadership 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.978 25 

 
Stewardship 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.944 28 

 
Church Culture 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.933 38 

 
Church Performance 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.917 31 
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APPENDIX D 

 
 

 
OPERATIONALIZATION OF THE VARIABLE 
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Operationalization of the variable church strategic planning 
 

 
Variables 

Conceptual  
definition 

Instrumental  
Definition 

Operational  
definition  

Church strate-
gic planning 

Helps the church map out strate-
gic steps to achieve its mission 
and vision. 

The degree of church strate-
gic planning, was determined 
by means of the following 26 
items, under the scale: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
 
1. It is important to consider 
the development of a strate-
gic plan that allows the 
Church to grow. 
2. Careful and deliberate 
planning contribute to the 
development of a competi-
tive advantage for our 
Church. 
3. Strategic planning is de-
veloped taking into account 
the values of the Church. 
4. The Church has carried 
out strategic activities in the 
last five years. 
5. The organization has eval-
uated its progress by analyz-
ing the accomplishments of 
its objectives. 
6. The Church closely ad-
heres to the formal written 
mission of the organization 
of the SDA Church. 
7. Members know and con-
sider the mission statement 
important to the SDA vision. 
8. The objectives and plans 
of the local Church are 
aligned with the SDA Church 
mission. 
9. The mission statement of 
our local Church questions 
what is our main concern. 
10. I consider the develop-
ment of an internal evalua-
tion is important to the suc-
cess of my local Church. 
11. The effective coordina-
tion and understanding be-
tween pastor and Church 
board members influence 
the strategic planning pro-
cess. 
12. The results of internal 
evaluation are used to deter-
mine the strengths of the or-
ganization. 
13. The external evaluation 
reveals key opportunities 
that the local Church faces. 

To measure the degree of 
church strategic planning, 
data was obtained from mem-
bers of the Greater New York 
and the Northeastern confer-
ences through the measure 
of 26 items.  
The variable was considered 
as metric. 
To make the approach of the 
conclusions of this study, the 
following equivalence was 
determined for the scale 
used: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
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14. The external evaluation 
reveals key threats that the 
local Church faces. 
15. External forces affect the 
development of the Church 
(economic forces, social, cul-
tural, demographic and envi-
ronmental, political, govern-
mental and legal). 
16. External forces enhance 
the development of the 
Church (economic forces, 
social, cultural, demographic 
and environmental, political, 
governmental and legal). 
17. The Church evaluates 
context situations to formu-
late its plans. 
18. The Church evaluates 
trends to predict their effect 
on the Church. 
19. The Church board imple-
ments new ideas for evange-
lism. 
20. The Church board has 
clearly communicated to 
Church members to utilize 
strategies that will achieve 
growth. 
21. The Church has the nec-
essary resources (tools, fi-
nancial, people) with which 
to implement their plans. 
22. The Church has an on-
going assessment of the re-
sults post plan application 
and implementation. 
23. Advantages, disad-
vantages, costs and benefits 
are all weighed in the deci-
sion-making and implemen-
tation processes. 
24. Plan formulation involves 
management, operational 
and support staff of the 
Church. 
25. The initial stage of plans 
formulation use internal fac-
tor templates for a SWOT 
(strength, weakness, oppor-
tunities, threat) analysis. 
26. The initial stage of plans 
formulation use external fac-
tor templates for a SWOT 
(strength, weakness, opportu-
nities, threat) analysis. 

 
 

Operationalization of the variable religiosity 
 

 
Variables 

Conceptual  
Definition 

Instrumental  
Definition 

Operational  
definition  
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Religosity The state of being religious. It is a 
term used that describes religious 
activities in the extreme. 

The degree of religiosity was 
determined by means of the 
following 19 items, under the 
scale: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
 
1. My faith embodies all as-
pects of life. 
2. I often feel the presence 
of God in my life. 
3. Religion is important to 
the Church. 
4. Serving God is the most 
important thing in my life. 
5. My religious principles are 
the basis of all life’s visions. 
6. I always seek God’s guid-
ance when I make important 
decisions. 
7. The principal aspect of re-
ligious beliefs is to practice a 
moral life. 
8. I apply religious beliefs in 
few aspects of life.  
9. I believe fully in the doc-
trines of the Church. 
10. I participate actively in 
achieving the vision of the 
organization. 
11. I dedicate my talents to 
the service of the Creator. 
12. I share my beliefs with 
people who are not Seventh-
day Adventist. 
13. I support various pro-
grams of the Church. 
14. The members support 
projects proposed by the 
Church. 
15. Involvement in the Wor-
ship Service is a central part 
of my life.  
16. Members work actively 
to achieve the goals of the 
Church. 
17. Members accept the 
pleasure and responsibilities 
that the Church offers. 
18. Pastor helps the Church 
members when they are in 
need. 
19. Pastor makes time to 
pray for specific needs of 
others. 
 

To measure the degree of re-
ligiosity, data was obtained 
from members of the Greater 
New York and the Northeast-
ern conferences through the 
measure of 16 items.  
The variable was considered 
as metric. 
To make the approach of the 
conclusions of this study, the 
following equivalence was 
determined for the scale 
used: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 

 

 
Operationalization of the variable leadership 

 
 

Variables 
Conceptual  
Definition 

Instrumental  
Definition 

Operational  
definition  
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Leadership The ability to lead and influence 
people to achieve a common goal. 

The degree of leadership was 
determined by means of the 
following  29 items, under the 
scale: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
 
1 I believe the Pastor should 
maintain high ethical ideals 
of Christian life. 
2. The Pastor is inconsistent 
in adhering to what he/she 
preaches. 
3. The Pastor demonstrates 
integrity. 
4. Pastor leads a physically 
healthy lifestyle. 
5. The Pastor practices what 
he/she knows in his ministry. 
6. Pastor communicates ef-
fectively. 
7. Pastor has the ability to 
motivate others toward com-
mon goals. 
8. Pastor ensures that the 
congregation always re-
ceives sensitive pastoral 
care. 
9. Pastor is motivated and 
driven by a clear sense of 
purpose. 
10. The Pastor’s judgment is 
sound and mature. 
11. Pastor builds teams to 
accomplish the congrega-
tion’s vision. 
12. The Pastor invests con-
siderable time and energy 
equipping others. 
13. Pastor learns from mis-
takes and failures. 
14. Pastor helps the congre-
gation discern God’s vision. 
15. Pastor treats others with 
respect. 
16. Pastor handles adminis-
trative matters competently. 
17. Pastor balances the de-
mands of self, ministry, and 
family. 
18. The Pastor helps us to 
set priorities to determine 
right from wrong. 
19. Pastor shows apprecia-
tion and celebrates the ac-
complishments of the congre-
gation. 
20. Pastor helps people begin 
their discipleship journey 
21. Pastor seeks feedback to 
improve. 

To measure the degree of 
leadership, data was ob-
tained from members of the 
Greater New York and the 
Northeastern conferences 
through the measure of 29 
items.  
The variable was considered 
as metric. 
To make the approach of the 
conclusions of this study, the 
following equivalence was 
determined for the scale 
used: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
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22. Pastor increases aware-
ness about community con-
cerns. 
23. The Pastor makes inviting 
newcomers a priority. 
24. The Pastor develops 
plans to reach new disciples. 
25. Pastor equips others to 
accomplish ministry goals. 
26. Pastor forms new groups 
for study, prayer, and spiritual 
growth. 
27. Pastor increases mem-
bers’ participation in new and 
existing ministries. 
28. Pastor helps others to 
see God’s presence in their 
lives in new ways. 
29. Pastor preaches the 
Word accurately and passion-
ately. 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Operationalization of the variable stewardship 
 

 
Variables 

Conceptual  
Definition 

Instrumental  
Definition 

Operational  
definition  
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Stewardship It is a ministry given to man God; 
it involves everything that we say 
and do. A steward walks in part-
nership with God and acts as his 
agent to manage his affairs on 
earth. 

The degree of stewardship 
was determined by means of 
the following 30 items, under 
the scale: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 

 
 
1 My Church has a good in-
fluence in the community. 
2. The Pastor inspires the 
members in character build-
ing. 
3 Pastor is a good role 
model for the Church. 
4. Pastor influences others 
by demonstrating the love of 
God. 
5. My pastor has a positive 
impact on the Church. 
6. Godliness is the evidence 
of true religion.  
7. Stewardship is the act of 
thriving while managing 
God’s call to live a godly life. 
8 Godliness is revealed in 
how I live, in how I handle 
the things that God has en-
trusted to me. 
9 The more I trust God the 
more my trust will grow. 
10. My pastor is a trustwor-
thy person. 
11. Trust is an action of the 
mind that is not depleted 
with use. 
12. Faithfulness in tithe is an 
expression of my trust in 
God. 
13. Trusting in the Lord 
leads to contentment. 
14. As a Christian, my motto 
is to “trust in the Lord with all 
my heart.” 
15. When I give back to God 
His own I am accumulating 
treasure in heaven. 
16. Tithe is part of a system 
that funds God’s Church. 
17. The local Church serves 
as an effective storehouse 
where all tithes including of-
ferings are returned. 
18. Members are encouraged 
to return their tithe to the con-
ference/mission through the 
local Church where they hold 
membership. 
19. Contentment in every 
condition is a great art, far 
more valuable than financial 
gain. 

To measure the degree of 
stewardship, data was ob-
tained from members of the 
Greater New York and the 
Northeastern conferences 
through the measure of 30 
items.  
The variable was considered 
as metric. 
To make the approach of the 
conclusions of this study, the 
following equivalence was 
determined for the scale 
used: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
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20. I feel happy when I share 
God´s blessings. 
21. I do not give my offerings 
with pain. 
22. I am a good steward of 
time. 
23. Time is giving to me by 
God. 
24. I glorify God in my body, 
which is temple of the Holy 
Spirit. 
25. God is more important to 
me than all the worldly treas-
ures. 
26. I use my gifts and talents 
for the advancement of God’s 
cause. 
27. God is unconcerned 
about how I manage all that 
has been placed in my care. 
28. I am my brother’s and my 
sister’s keeper. 
29. I have the responsibility to 
go and spread the love of 
God. 
30. Participation deepens 
personal commitment in pre-
senting Christ to others. 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Operationalization of the variable church culture 
 

 
Variables 

Conceptual  
definition 

Instrumental  
Definition 

Operational  
definition  
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Church culture It is the every day routines which 
holds all the other components 
and in which the church functions. 

The degree of church culture 
was determined by means of 
the following 39 items, under 
the scale: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
 
1. The Church’s philosophy 
lines up with the stated val-
ues. 
2. Church members have 
flexibility in the roles they 
play. 
3. This Church treats men 
and women equally. 
4. Church members have the 
freedom to challenge the 
opinion of those in power. 
5. Church members have 
strong limitations about ap-
propriate behavior for certain 
roles. 
6. Church members show re-
spect for those who are in 
power because of the status 
of the position. 
7. Church leadership en-
forces regulations and guide-
lines. 
8. Church members take di-
rection from the leaders. 
9. Church members express 
views and opinions in a frank 
manner. 
10. Church members avoid 
conflict if at all possible. 
11. Church members com-
municate concerns straight-
forwardly. 
12. Church leaders say 
things clearly, not leaving 
much open to interpretation. 
13. The leadership focus not 
just on what is said but on 
how it is said. 
14. Church leaders dis-
creetly avoid difficult or con-
tentious issues. 
15. Church leaders express 
concerns tactfully. 
16 The leadership counts on 
the listener to interpret mean-
ing. 
17. I work actively to achieve 
the goal of ingathering. 
18. The Pastor uses personal 
guidelines in personal situa-
tions. 
19. The Pastor makes deci-
sions individually. 
20. The Pastor judges people 
based on individual traits. 

To measure the degree of 
church culture, data was ob-
tained from members of the 
Greater New York and the 
Northeastern conferences 
through the measure of 39 
items.  
The variable was considered 
as metric. 
To make the approach of the 
conclusions of this study, the 
following equivalence was 
determined for the scale 
used: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
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21. The leader puts individual 
before team. 
22. The Pastor moves in and 
out of groups as needed or 
desired. 
23. The Pastor makes loyalty 
to friends a high priority 
24. The Pastor conforms to 
social norms. 
25. The Pastor establishes 
comfortable relationships in a 
sense of mutual trust before 
getting down to business. 
26. The Pastor has personal 
relationship with Church 
members. 
27. The Pastor refrains from 
allowing his work to impact 
his personal life. 
28. Some Church leaders de-
fine people based on what 
they do. 
29. The pastor moves straight 
to business, relationships 
come later. 
30. The pastor sacrifices lei-
sure time and time with family 
in favor of work. 
31. The pastor defines people 
on who they are. 
32. Some leaders take risk to 
make the Church productive. 
33. The Church members 
avoid conflict in the Church 
as much as possible. 
34. Some Church leaders 
make decisions quickly with 
little information. 
35. Some leaders change 
quickly without fear of risks. 
36. Church leaders focus on 
present and future. 
37. Church leaders use new 
methods for solving prob-
lems. 
38. Some Church leaders 
change slowly and avoid risk. 
39. Some Church leaders re-
fer to past precedence of 
what works and what doesn´t.  

 

 

 

 

 
 

Operationalization of the variable church performance 
 

 
Variables 

Conceptual  
definition 

Instrumental  
Definition 

Operational  
definition  
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Church perfor-
mance 

It relates to how successfully an 
organized group of people with a 
particular purpose performs a 
function. 

The degree of church perfor-
mance was determined by 
means of the following 31 
items, under the scale: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
 
1. The Church brings quality 
and new methods to improv-
ing performance. 
2. Church leaders are able to 
transform the goals of quality 
into continuous improvement 
process.  
3. The Church leadership 
encourages quality works for 
better performance. 
4. Some strategies signifi-
cantly influence performance 
in the Church. 
5 The involvement of all de-
partments within the Church 
helps identify ways to attract 
members. 
6. Strategies applied give 
competitive advantage to 
Church programs. 
7. The Church leadership 
delegates and coordinates 
new strategies for better re-
sults. 
8. Information and communi-
cation technology impact on 
the increasing of new mem-
bership. 
9. Information technology im-
pacts the life of the Church. 
10. The implementation of 
the information technology 
has a positive effect on 
Church performance. 
11. Church leaders’ deci-
sions may bring a feeling of 
frustration among Church 
members.  
12. Membership retention is 
well managed by the Pastor. 
13. The Church values every 
member and shows respect. 
14. The congregation’s satis-
faction with the Church is 
measured during Administra-
tive meeting. 
15. The Church does a good 
job of keeping up-to-date 
with the needs of our mem-
bers. 
16. The Church does a good 
job of keeping up-to-date 
with the needs of the people 
who live in community. 

To measure the degree of 
church performance, data 
was obtained from members 
of the Greater New York and 
the Northeastern conferences 
through the measure of 31 
items.  
The variable was considered 
as metric. 
To make the approach of the 
conclusions of this study, the 
following equivalence was 
determined for the scale 
used: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree  
5 = Strongly agree 
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17. Innovative style of lead-
ership is a requirement for 
improving Church perfor-
mance. 
18. The Church fills out as-
sessment forms every year 
to obtain better results. 
19. The leadership is a key 
element that ensures the 
connection among the suc-
cess factors of the Church. 
20. The Church leaders sup-
port the pastor and his plans 
and objectives. 
21. My Church increases in 
the number of new mem-
bers. 
22. My Church increases in 
the attendance of Sabbath 
morning service. 
23. My Church decreases in 
the attendance of Sabbath 
school. 
24. My Church increases in 
the attendance of mid-week 
services. 
25. My Church increases in 
the amount of money do-
nated. 
26. My Church increases in 
the number of people volun-
teering to help. 
27. My Church is open to al-
tering the style of music in 
response to our member’s 
desires. 
28. The Church is open to al-
tering the order of worship in 
response to our member’s 
desires. 
29. The Church has inter-
Ministry area meetings to 
discuss trends and develop-
ments. 
30. The Church does a good 
job of integrating the activi-
ties of all the departmental 
leaders of the Church. 
31. My Church tries to be ef-
ficient in every function that 
needs to be coordinated. 
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DEMOGRAPHIC GRAPHS 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Gender of the sample 
 

Gender F % 

 

Male 61 48.4 

Female 65 51.6 

Total 126 100.0 
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Age of the sample 
 

Age F % 

 

18-30 19 15.1 

31-45 38 30.2 

46-60 53 42.1 

61-75 16 12.7 

Total 126 100.0 

 
 

Membership of the sample 
 

Membership F % 

 

10 years or less 11 8.7 

11-20 29 23.0 

21-30 32 25.4 

31 and above 54 42.9 

Total 126 100.0 

 
 

Education of the sample 
 

Education F % 

 

High School 24 19.0 

Associate 19 15.1 

Bachelor 35 27.8 

Masters 37 29.4 

Doctorate 6 4.8 

Others 5 4.0 

Total 126 100.0 

 
 
 
 
 
 
 

Church position of the sample 
 

Church position F % 

 

Elder 42 33.3 

Deacon (ness) 15 11.9 

Departmental leader 39 31.0 
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Church officer 12 9.5 

Member 18 14.3 

Total 126 100.0 

 
 

Years in position of the sample 
 

Years in position F % 

 

10 years or less 81 64.3 

11-20 20 15.9 

21-30 13 10.3 

31 and above 12 9.5 

Total 126 100.0 
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CROSS TABLE 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Gender and Education cross tab 

 

Education Total 

High School Associate Bachelor Masters Doctorate Others  

Gender M Count 14 11 15 14 4 3 61 

% within 

Gender 
23.0% 18.0% 24.6% 23.0% 6.6% 4.9% 100.0% 



 

116 

 

F Count 10 8 20 23 2 2 65 

% within 

Gender 
15.4% 12.3% 30.8% 35.4% 3.1% 3.1% 100.0% 

Total Count 24 19 35 37 6 5 126 

% within 

Gender 
19.0% 15.1% 27.8% 29.4% 4.8% 4.0% 100.0% 

 

Education and Church position cross tab 

 

 

 
Gender and Church Strategic Planning Total cross tab 

 

 
Church Strategic Planning Total Total 

Disagree Neutral Agree Strongly Agree  

Gender Male Count 3 16 31 11 61 

% within Gender 4.9% 26.2% 50.8% 18.0% 100.0% 

female Count 3 20 32 10 65 

% within Gender 4.6% 30.8% 49.2% 15.4% 100.0% 

Total Count 6 36 63 21 126 

% within Gender 4.8% 28.6% 50.0% 16.7% 100.0% 

 

Age and Religiosity Total cross tab 
 

 
Religiosity Total 

Total Neutral Agree Strongly Agree 

Age 18-30 Count 0 17 2 19 

% within Age 0.0% 89.5% 10.5% 100.0% 

31-45 Count 2 20 16 38 

% within Age 5.3% 52.6% 42.1% 100.0% 

 

Church position Total 

Elder 
Deacon 
(ness) 

Departmental 
leader 

Church 
officer Member  

Education High 
School 

Count 8 5 9 1 1 24 
% within Education 33.3% 20.8% 37.5% 4.2% 4.2% 100.0% 

Associate Count 8 1 4 2 4 19 
% within Education 42.1% 5.3% 21.1% 10.5% 21.1% 100.0% 

Bachelor Count 13 3 8 2 9 35 
% within Education 37.1% 8.6% 22.9% 5.7% 25.7% 100.0% 

Masters Count 12 2 13 7 3 37 
% within Education 32.4% 5.4% 35.1% 18.9% 8.1% 100.0% 

Doctorate Count 1 0 4 0 1 6 
% within Education 16.7% 0.0% 66.7% 0.0% 16.7% 100.0% 

Others Count 0 4 1 0 0 5 
% within Education 0.0% 80.0% 20.0% 0.0% 0.0% 100.0% 

Total Count 42 15 39 12 18 126 
% within Education 33.3% 11.9% 31.0% 9.5% 14.3% 100.0% 
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46-60 Count 4 30 19 53 

% within Age 7.5% 56.6% 35.8% 100.0% 

61-75 Count 0 8 8 16 

% within Age 0.0% 50.0% 50.0% 100.0% 

Total Count 6 75 45 126 

% within Age 4.8% 59.5% 35.7% 100.0% 

 

 

Church position and Religiosity Total cross tab 

 

 

 
Religiosity Total 

Total Neutral Agree Strongly Agree 

Church position Elder Count 0 21 21 42 

% within   

church position 
0.0% 50.0% 50.0% 100.0% 

Deacon 

(ness) 

Count 0 8 7 15 

% within 

church position 
0.0% 53.3% 46.7% 100.0% 

Depart-

mental 

leader 

Count 1 27 11 39 

% within 

church position 
2.6% 69.2% 28.2% 100.0% 

church 

officer 

Count 3 7 2 12 

% within 

church position 
25.0% 58.3% 16.7% 100.0% 

Member Count 2 12 4 18 

% within 

church position 
11.1% 66.7% 22.2% 100.0% 

Total Count 6 75 45 126 

% within 

church position 
4.8% 59.5% 35.7% 100.0% 
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Age and Stewardship Total cross tab 

 
Stewardship Total 

Total Neutral Agree Strongly Agree 

Age 18-30 Count 1 14 4 19 

% within Age 5.3% 73.7% 21.1% 100.0% 

31-45 Count 1 24 13 38 

% within Age 2.6% 63.2% 34.2% 100.0% 

46-60 Count 3 27 23 53 

% within Age 5.7% 50.9% 43.4% 100.0% 

61-75 Count 1 9 6 16 

% within Age 6.3% 56.3% 37.5% 100.0% 

Total Count 6 74 46 126 

% within Age 4.8% 58.7% 36.5% 100.0% 

 

 

Religiosity Total and Stewardship Total cross tab 

 
Stewardship Total 

Total Neutral Agree Strongly Agree 

Religiosity 

Total 

Neutral Count 3 3 0 6 

% within RETotal 50.0% 50.0% 0.0% 100.0% 

Agree Count 3 60 12 75 

% within RETotal 4.0% 80.0% 16.0% 100.0% 

Strongly Agree Count 0 11 34 45 

% within RETotal 0.0% 24.4% 75.6% 100.0% 

Total Count 6 74 46 126 

% within RETotal 4.8% 58.7% 36.5% 100.0% 

 

 

Leadership Total and Stewardship Total Cross tab 

 

 
Stewardship Total Total 

Neutral Agree Strongly Agree  

Leadership 

Total 

Disagree Count 3 2 0 5 

% within LDTotal 60.0% 40.0% 0.0% 100.0% 

Neutral Count 1 12 1 14 

% within LDTotal 7.1% 85.7% 7.1% 100.0% 

Agree Count 2 56 12 70 

% within LDTotal 2.9% 80.0% 17.1% 100.0% 

Strongly Agree Count 0 4 33 37 

% within LDTotal 0.0% 10.8% 89.2% 100.0% 

Total Count 6 74 46 126 

% withinde LDTotal 4.8% 58.7% 36.5% 100.0% 
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MULTIPLE REGRESSION ASSUMPTIONS 
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Test of Linearity Through the Graphs 

 

 
 

TEST FOR NORMALITY OF THE ERROS WITH THE KOLMOGOROV-SMIRNOV 
 

Tests of Normality 

 

Kolmogorov-Smirnova Shapiro-Wilk 

Statistic Df Sig. Statistic df Sig. 

Standardized Re-

sidual 
.047 126 .200* .992 126 .676 

*. This is a lower bound of the true significance. 

a. Lilliefors Significance Correction 
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Coefficientsa 

Model 

Unstandardized Co-
efficients 

Standardized 
Coefficients T Sig. Collinearity Statistics 

B Std. Error Beta   Tolerance VIF 

1 (Constant) .095 .342  .278 .781   

RE .807 .080 .672 10.110 .000 1.000 1.000 

2 (Constant) .213 .315  .677 .500   

RE .524 .093 .437 5.612 .000 .616 1.622 

CSP .289 .059 .380 4.889 .000 .616 1.622 

3 (Constant) .214 .303  .706 .482   

RE .363 .102 .303 3.566 .001 .478 2.090 

CSP .264 .057 .348 4.608 .000 .606 1.650 

LD .193 .058 .251 3.334 .001 .610 1.638 

4 (Constant) .393 .312  1.258 .211   

RE .331 .102 .276 3.252 .001 .467 2.143 

CSP .244 .057 .322 4.257 .000 .588 1.699 

LD .209 .058 .271 3.612 .000 .600 1.668 

C2.1 -.154 .077 -.122 -2.003 .047 .901 1.110 

a. Dependent Variable: CP 
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NULL HYPOTHESIS TEST 
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Model Regressors R 
R 

Square 

Adjusted R 

Square 

1 Religiosity .672a .452 .447 

2 Religiosity and Church Strategic Planning .736b .541 .534 

3 Religiosity, Church Strategic Planning and 

Leadership 
.761c .579 .569 

4 Religiosity, Church Strategic Planning,  Lead-

ership and Church Culture 
.770d .593 .579 

 

 

ANOVAa 

Model 

Sum of 

Squares Df 

Mean 

Square F Sig. 

1 Regression 14.769 1 14.769 102.221 .000b 

Residual 17.916 124 .144   

Total 32.686 125    

2 Regression 17.685 2 8.843 72.506 .000c 

Residual 15.001 123 .122   

Total 32.686 125    

3 Regression 18.937 3 6.312 56.017 .000d 

Residual 13.748 122 .113   

Total 32.686 125    

4 Regression 19.379 4 4.845 44.054 .000e 

Residual 13.307 121 .110   

Total 32.686 125    

a. Dependent Variable: CP 

b. Predictors: (Constant), RE  

c. Predictors: (Constant), RE, CSP 

d. Predictors: (Constant), RE, CSP, LD 

e. Predictors: (Constant), RE, CSP, LD, CC 

 

 

 

 

 

 

 

 



 

124 

 

 
 
 
 

APPENDIX I 
 

 
ARITHMETIC MEANS 
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Mean and standard deviation  

Church Strategic Planning 

Declaration Media SD 

CSPNSP1 4.8413 4.55089 

CSPNSP2 4.3333 .68118 

CSPNSP3 4.2540 .80931 

CSPNSP4 3.5635 1.01584 

CSPNSP5 3.5635 1.02369 

CSPMV6 3.8333 .91869 

CSPMV7 3.7460 .97928 

CSPMV8 4.2778 2.70004 

CSPMV9 3.7381 1.02901 

CSPIE10 4.2778 .71149 

CSPIE11 4.1429 .77681 

CSPIE12 3.8175 .95834 

CSPEE13 3.8651 .81342 

CSPEE14 3.7778 .82839 

CSPEE15 4.2302 2.75147 

CSPEE16 3.5873 1.02972 

CSPEE17 3.5873 .95724 

CSPEE18 3.5159 1.03332 

CSPS19 3.6640 1.11402 

CSPS20 4.0079 3.76191 

CSPS21 3.3254 1.08686 

CSPS22 3.3254 1.10872 

CSPASC23 3.6349 1.02452 

CSPASC24 3.6349 1.06285 

CSPASC25 3.5397 1.02490 

CSPASC26 3.4524 1.02456 

CSP 3.7657 .67331 

N valid   
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Religiosity 

 
Declaration Media SD 

RER1 4.5794 .62422 

RER2 4.6349 .51541 

RER3 4.2381 .89825 

RER4 4.7540 .46796 

RER5 4.4048 .71754 

REB6 4.5317 .62848 

REB7 4.2619 .90491 

REB8 3.4524 1.38337 

REB9 4.3413 .75007 

RELC10 4.3175 .66514 

RELC11 4.6190 .56366 

RELC12 4.4286 .68619 

REMC14 4.0079 .88087 

REMC15 4.4603 .66514 

REMC16 3.7619 .98329 

REMC17 3.7381 .86883 

REMC18 4.0238 .84346 

REMC19 4.2143 .79606 

RE 4.2650 .42596 

N valid   

 

 

Leadership 

 

Declaration M SD 

LDICW1 4.5238 .78704 

LDICW2 2.7540 1.34870 

LDICW3 4.2778 .71149 

LDICW4 4.0238 .82427 

LDCP5 4.1746 .72751 

LDCP6 4.0952 .96688 

LDCP7 4.1032 .91064 

LDCP8 3.9921 .87174 

LDCP9 4.4127 3.56936 

LDCP10 4.1270 .89429 

LDCP11 4.0635 .86483 

LDSD12 3.9683 .89386 
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LDSD13 3.9048 .92458 

LDSD14 4.1429 .75593 

LDPJ15 4.3095 .76382 

LDPJ16 4.0000 .98793 

LDPJ17 3.8968 1.01058 

LDC18 4.0238 .86222 

LDC19 4.1429 .80711 

LDC20 3.9921 .85319 

LDC21 3.9206 1.03230 

LDRNP22 3.8968 .95356 

LDRNP23 3.9603 .90687 

LDRNP24 4.0635 .83662 

LDFFD25 4.0000 .91214 

LDFFD26 3.8651 .97450 

LDFFD27 3.8730 .93795 

LDFFD28 4.0238 .82427 

LDFFD29 4.2937 .78044 

LD 4.0285 .66254 

N valid   

 
 

Stewardship 
 

Declaration M SD 

STWI1 3.4127 .96557 

STWI2 3.8810 .79606 

STWI3 4.1508 .81060 

STWI4 4.2857 .70265 

STWI5 4.1984 .85809 

STWG6 4.1746 .87708 

STWG7 4.0873 .81995 

STWG8 4.3413 .67127 

STWT9 4.5397 .61515 

STWT10 4.1825 .86163 

STWT11 4.0873 .81995 

STWT12 4.3889 .71523 

STWT13 4.4286 .67443 

STWT14 4.5635 .62605 

STWGO15 4.5873 2.83766 

STWGO16 4.3333 .78994 

STWGO17 4.1825 .86163 

STWGO18 4.2460 .81669 

STWC19 4.1905 .79714 

STWC20 4.5159 .62908 

STWC21 4.7540 3.64568 

STWM22 4.1111 .73997 
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STWM23 4.5873 .59692 

STWM24 4.4921 .66629 

STWM25 4.6746 .61747 

STWM26 4.4683 .65344 

STWM27 3.0873 1.66863 

STWR28 4.4286 .67443 

STWR29 4.5397 .61515 

STWR30 4.4048 .67146 

STW 4.2775 .46701 

N valid   

 

 

Church Culture 
 

Declaration M SD 

CC1 3.7778 .85687 

CC2 3.7222 .90012 

CC3 3.8492 1.02033 

CC4 3.6984 1.04514 

CC5 3.4841 .91856 

CC6 3.5794 1.05340 

CC7 3.8889 .84116 

CC8 3.8254 .81072 

CC9 3.7937 .88830 

CC10 3.4921 1.12247 

CC11 3.6349 .99280 

CC12 3.6508 .97421 

CC13 3.7381 .87798 

CC14 3.5556 .95963 

CC15 3.6960 .93519 

CC16 3.3651 1.08520 

CC17 3.5000 1.04881 

CC18 3.3571 1.05424 

CC20 2.8571 1.15040 

CC21 2.8016 1.18673 

CC22 3.1905 1.12935 

CC23 3.0317 1.24539 

CC24 3.2778 1.12881 

CC25 3.5556 1.07745 

CC26 3.4841 1.11523 

CC27 3.4524 .94325 

CC28 3.5000 1.00995 

CC29 3.1349 1.09802 

CC30 3.3492 .99049 

CC31 3.1508 1.01246 

CC32 3.6825 .90907 

CC33 3.5873 .99011 

CC34 3.0635 1.08625 

CC35 3.1587 .97499 

CC36 3.6508 .88830 

CC37 3.5079 .95286 

CC38 3.4683 .90939 
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CC39 3.6984 .82239 

CC 3.4793 .53844 

N válido (por lista)   

 
 

Church Performance 
 

 Media SD 

CP1 3.7222 .90012 

CP2 3.8492 1.02033 

CP3 3.6984 1.04514 

CP4 3.4841 .91856 

CP5 3.5794 1.05340 

CP6 3.8889 .84116 

CP7 3.8254 .81072 

CP8 3.7937 .88830 

CP9 3.4921 1.12247 

CP10 3.6349 .99280 

CP11 3.6508 .97421 

CP12 3.7381 .87798 

CP13 3.5556 .95963 

CP14 3.6960 .93519 

CP15 3.3651 1.08520 

CP16 3.5000 1.04881 

CP17 3.3571 1.05424 

CP18 2.8730 1.19989 

CP19 2.8571 1.15040 

CP20 2.8016 1.18673 

CP21 3.1905 1.12935 

CP22 3.0317 1.24539 

CP23 3.2778 1.12881 

CP24 3.5556 1.07745 

CP25 3.4841 1.11523 

CP26 3.4524 .94325 

CP27 3.5000 1.00995 

CP28 3.1349 1.09802 

CP29 3.3492 .99049 

CP30 3.1508 1.01246 

CP31 3.6825 .90907 

CP 3.4639 .53409 

N válido (por lista)   
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