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ABSTRACT 
 
 

COLLECTIVE LEADERSHIP:  MAKING SPACE AT THE LEADERSHIP TABLE 
FOR THE MARGINALIZED MEMBERS OF ROBERTSVILLE BAPTIST CHURCH 
Under the Direction of KAREN G. MASSEY, Ph.D. 

 
 

Robertsville Baptist Church members reflect the changing face of Oak Ridge, TN.  

Over the years, members consisted of families with two parents and children; working 

adults who had sufficient income to increase wealth and affluence; an educational 

background and work experience that equipped the church to staff numerous committees; 

and a devotion to the institution of church that kept the building filled with people. 

 Within the last ten years, newer members to the church experience different kinds 

of marginalization.  Whether it is related to housing, employment, education, or health, 

more residents of Oak Ridge and members of Robertsville experience the effects of 

marginalization.   

 With an aging population of established members, the search for leadership on 

committees is becoming difficult.  The problem is marginalized new members are not 

seen as viable participants in leadership.  They are excluded from the Leadership Table.  

The Leadership Table is the metaphor that portrays who is seated at the table in 

leadership.  

The project seeks to discover the reasons why marginalized new members are  

excluded from the table.  Are preconceptions of marginalized people influencing who is 
 
 

xi



recruited for leadership?  Or, is it a matter of trusting established members to be 

productive leaders? 

Additionally, the project introduces a collective leadership model to provide 

Robertsville with a mechanism for being inclusive of marginalized new members in 

leadership groups.  Collective leadership operates according to principles like forming 

leadership groups that are intentionally diverse; making space for the lived experiences of 

others to have a voice in leadership; and providing a way for both directive and 

collaborative styles to operate together. 

 The qualitative research approach used included interviews and group meetings.  

Personal stories of experiences and field notes from pilot committee meetings provided 

material for data.  Exit interviews showed growth in committee members’ view of 

leadership, leadership groups, and the “other.”  A more inclusive perspective to all three 

emerged among the committee members.  In the future, a more practical guide should be 

developed to assist churches in implementing a collective leadership model.  Also, an 

investigation of how Baptist polity and spirituality is conducive to an inclusive leadership 

culture should yield fruit. 
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CHAPTER ONE 
 

NO ROOM AT THE TABLE 

The Crumley1 family joined Robertsville Baptist Church in 1953 at the beginning 

of a decade and a half of tremendous growth and vibrancy in both the church and 

community.  Oak Ridge had become “open” after six years of being a closed military 

installation.  Great excitement and energy filled the city as residents took ownership from 

the federal government in all matters related to civic governance and community life.   

The Crumleys fit right in as a young couple with a two-year-old son and a 

daughter on the way.  Max worked for the Atomic Energy Commission as a security 

communications engineer.  His wife Lola worked as a secretary for a local patent lawyer.  

They were able to purchase an original home built by the Army Corp of Engineers when 

Oak Ridge was first established.  The Crumleys raised their two children and grew old 

together still living in the same “F” Series house they bought from the government so 

many years before.  Throughout the sixty-three years of living in Oak Ridge, they 

enjoyed the blessings and benefits of a progressive and stable community with many 

recreational activities and an exemplary school system.  Max and Lola were able to use 

their college education and work experience managing people and projects to fashion 

                                                
1 Individuals and families described throughout the project are fictitious and used as 

illustrative material.  Though these narratives help to make relevant points, they are 
representative and not literal episodes and interactions.  All names are fictitious. 

 
1 
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fruitful careers, so that by 2016, they had been living comfortably in the same home they 

bought in 1953 with a healthy retirement income.   

Over the sixty-three years, the Crumleys were faithful members of Robertsville 

Baptist Church and brought their resources, including finances, work experience and 

community involvement to bear on the church to its great benefit.  Even now, well into 

their eighties, the Crumleys continue to be involved in attending weekly services, giving 

financially, and volunteering on committees and with a couple of benevolence ministries.  

They have been leaders in the church over the years and are now considered pillars of the 

church. 

 Elaine Jarrett began attending the church in 2015.  She moved to Oak Ridge five 

years earlier with her six-month-old son, who is labeled a “drug baby.”  Elaine never 

finished high school where she grew up in Virginia.  After successfully completing a 

drug rehabilitation program, she received her GED.  As a single mom, she moved to Oak 

Ridge to get a fresh start but has struggled to maintain adequate housing and 

employment.  Recently, she began working with a cleaning service twenty-nine hours a 

week at minimum wage.  Elaine became familiar with Robertsville Baptist Church 

through a weekly food ministry and eventually began attending church.   

Over the last couple of years, Elaine has become more involved in the life of the 

church and has volunteered for a few ministry and missions opportunities.  She has been 

welcomed into the church but, though willing, is not given the opportunity to serve on 

any leadership teams.  Like many newer members at Robertsville, Elaine, who is 
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marginalized in the community, is marginalized in the church by not being invited to 

participate on leadership teams. 

The accounts of the Crumleys and Elaine Jarrett describe a new reality at 

Robertsville Baptist Church.  An increasing number of new members like Elaine Jarrett 

live the daily experience and challenge of marginalization. How does Robertsville Baptist 

Church make space at the “leadership table” and grant access to all the life of the church 

to its newest members?   Currently, marginalized members like Elaine have no place at 

the table.  An inclusive, relational leadership model called Collective Leadership 

provides an answer. 

Background 

Robertsville Baptist Church was founded May 26, 1946 in Oak Ridge, Tennessee.  

Dr. William Summar was the longest-serving pastor from 1951-1968.  Like many during 

this era, the church enjoyed constant growth in membership, capital, and influence in the 

community.  Robertsville reached its peak in attendance on April 10, 1960, with 921 in 

Sunday School attendance.  By that time, the three-phase architectural plan that included 

the sanctuary and two educational wings was completed and in full usage.  The three-

member, full-time pastoral staff oversaw outreach, educational, and music programs 

populated by a thriving congregation of adults, youth, and children.  Robertsville was 

known as one of the largest churches in East Tennessee at its peak.  Its motto at the time 

was, “A Church that Changed the City that Changed the World.”  The church exuded 

confidence in its success the same way the city did in the role it played in winning WWII 
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through the secretive Manhattan Project.  From the 1970s through the early 2000s, 

Robertsville membership and influence dwindled as did Oak Ridge.  

In studying Robertsville’s current size and composition, it mirrored the 

demographic shift that has taken place in Oak Ridge over the last several decades.  The 

individuals and families that populate Oak Ridge were found to be different today than 

when it was constituted in the mid-1940s.  A comparison of Census data between 1960 

and 2010 showed a drop in the number of households with husband and wife and children 

under 18 from 18 % in 1960 to 7 % in 2010.2  The increase of one-parent/guardian with 

minor children during that same 50-year period made more households vulnerable to the 

experience of marginalization.   

In a comparison of Census data between 1990 and 2013, changes in at least five 

data points taken from the Census track closest to Robertsville Baptist Church reflected a 

growing number of residents who could be prone to experiencing marginalization:   

• A decrease in residents who had higher education degrees, who were employed in 
the labor force, and who owned their home; and 

 
• An increase in population of residents, in individual poverty rate, and in the 

number of single-parent households.3 

                                                
2 “Census of Population: 1960 Tennessee Volume I Part 44,” United States Census 

Bureau, August 15, 2006, 
https://www2.census.gov/prod2/decennial/documents/37749959v1p44_TOC.pdf 
(accessed February 8, 2018).  See p. 44.12, Table 5. 

 
3 “Community Facts,” United States Census Bureau, 

https://factfinder.census.gov/faces/nav/jsf/pages/community_facts.xhtml?src=bkmk 
(accessed February 8, 2018). See also “Analysis of Impediments to Fair Housing,” City of 
Oak Ridge, TN, April 9, 2015, 
http://www.oakridgetn.gov/images/uploads/Documents/CDBG/AIImpedimentstoFairHou
sing2015.pdf (accessed January 9, 2018). 
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These data indicated that, over time, as the population of Oak Ridge increases, the 

numbers of marginalized residents increase.  As Robertsville continues its historic 

commitment to reach its neighbors, an increasing number of new members experienced 

marginalization in their daily lives. 

A look at Robertsville’s current status revealed it was a diverse, vibrant 

congregation of 125.  The church was committee-led and sustained various ministries 

including choir, youth, children, food, clothing, missions, handyman services, and prayer.  

Over the last eight years, new members had been welcomed into the church and become 

involved in worship, fellowship, Bible study, and working in these various ministries.  It 

was found that two groups—established and new members—dwelled together in 

community side-by-side, and, week-by-week, they worship and work together.  All new 

members at Robertsville Baptist Church were welcomed to participate in worship, Bible 

study groups, activities, and volunteer opportunities, but, as research found, marginalized 

new members were not found in the membership of church leadership teams.   

Research Problem 

 The absence of marginalized new members on leadership teams raised the 

concern that being marginalized in the community can mean being marginalized in the 

church.  The research problem to be addressed is that marginalized new members were 

underrepresented on leadership groups.  Experiences in ministry over the years illustrated 

the challenge of marginalization observed in other contexts that might also be present at 

Robertsville Baptist Church.   
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In the first, a marginalized new member named Lenny shared the following 

perception.  When asked about attending an upcoming church event, he said, “I haven’t 

signed up.  Things like that aren’t for poor people like me.”  The annual church event was 

billed as “open to everyone” and included a registration fee.  However, because Lenny 

had recently become unemployed and could not afford the fee, he perceived that the 

church did certain things for rich members and other things for poor members.  Lenny’s 

involvement continued to decrease from that point. 

 Another experience revealed a hidden perception expressed in a question posed 

by an economically marginalized new member.  Thomas shared about the enjoyment he 

experienced being involved in a car repair ministry at church.  He expressed gratitude for 

having the opportunity to serve Christ and the community in this growing ministry.  He 

asked, “If I’m good enough to work on cars, I wonder why I’m not good enough to be on 

a leadership team?” Thomas not only revealed his desire to be more deeply involved in 

the important work of leadership in the church but also his suspicion that someone 

thought he was unqualified for and should not be invited onto a leadership team. 

 These experiences reflect the real possibility that being marginalized in the 

community could mean being marginalized in the church when it comes to leadership.  

Research at Robertsville Baptist Church revealed established members, who made up 75 

% of the active congregation, composed 94% of leadership team members.  Marginalized 

new members, about forty in number, composed roughly 25% of the active congregation, 

yet, composed only about 6 % of leadership team members.  These numbers illustrated, 

whether intentionally or not, that marginalization at Robertsville was a potential problem.  
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Full inclusion of marginalized new members goes beyond mere participation in 

the activities of the church.  Inclusiveness must willingly and joyfully encompass 

granting the marginalized access to and inviting them to participate in the circles of 

leadership in the local church.  Welcoming the marginalized to the Leadership Table may 

be the last frontier to overcome in realizing the kind of inclusive culture God designed to 

be operational within the local church.4   

Research Goals 

 This project sought to discover what perceptions and realities cause this exclusion 

from leadership where the lack of inclusion is most obvious at Robertsville.  

Additionally, the project sought to introduce a new leadership model that will create a 

more inclusive approach to leadership involvement at Robertsville. 

 The project sought to make space at the Leadership Table by accomplishing the 

following two goals.  First, discover contributing factors (i.e. perceptions of 

qualifications of leaders, experiences with RBC leadership groups, and perceptions of 

“the other”) to the exclusion of marginalized new members from leadership groups at 

Robertsville Baptist Church.  Second, create a more inclusive leadership culture by 

                                                
4 The Leadership Table is the metaphor used to describe the leadership groups at 

Robertsville.  Presently, the Leadership Table is full, with most seats occupied by 
established members.  Data will show that no marginalized new members occupy a seat 
at the Leadership Table on administrative committees like finance, nominating and 
personnel.  A few are members of ministry related committees like prayer and children, 
and this has become true only in the last year.  Making space at the Leadership Table 
means making leadership groups inclusive of all church members, especially the 
marginalized new ones. 
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introducing a collective leadership model to leadership groups at Robertsville Baptist 

Church. 

Limitations and Assumptions 

 As the subject of the project took shape, research problems and goals began to 

surface.  Because it was in the area of leadership, the project sought to discover a 

leadership challenge in the life and work of Robertsville Baptist Church.  The makeup of 

leadership groups began to surface as an area of concern. 

 The composition of leadership groups was not representative of the full diversity 

of the church.  With the increase in the number of marginalized new members, leadership 

groups should have shown their presence in the list of participants.  Though the project 

attempts to discover the reason for the lack of presence and offer a subsequent solution, 

limitations and assumptions exist that represent the realistic scope of investigation. 

Limitations 

 One limitation related to the difficulty each individual has identifying his or her 

own implicit bias.  Members’ perceptions of others within the church may remain 

unchanged.  The failure to change would limit the potential for established members to 

include marginalized new members in leadership groups. 

 A second limitation was the challenge to clearly identify and distinguish in a non-

disparaging way the unique skills and talents that established and marginalized new 

members possess.  If all church members cannot relate to one another beyond the 

influence of their implicit prejudices and biases, then inclusion of all members into 
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leadership groups will be limited.  Opportunities would need to be provided for each one 

to learn about what others have to offer to the task of leadership. 

Assumptions 

An assumption was that all people, even those who are marginalized in the 

community, have great value to the church.  In expanded terms, the assumption says that 

all members of the church have skills, talents, passions, and gifts to offer to leadership 

groups.  Not every member will choose to be involved in leadership, but someone should 

not be held back from the opportunity because of being marginalized. 

A second assumption was that established members possess hidden prejudices and 

biases against marginalized people.  The sentiment might be expressed in the following 

way, “They (i.e. marginalized new members) don’t have much to offer to help the church, 

so we can’t use them.  They’re just not leadership material.”  These implicit prejudices 

and biases might exclude and sideline good and gifted people from the work of 

leadership.  

A third assumption was that views of leadership held by established members 

might create an expectation of who is qualified to lead that excludes most marginalized 

new members.  Only valuing hierarchical, heroic, or proven leadership limits who can be 

a part of leadership groups at Robertsville.  Collective leadership provides a worthy 

alternative to create a place at the Leadership Table for all members. 

Terms and Literature 

 In the course of research, certain terminology became important in distinguishing 

the impact of collective leadership on the leadership culture in the local church.  Several 
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disciplines “spoke into” the effort of making space for the marginalized in the work of 

leadership.  From the field of community development to the vast landscape of 

leadership, terms germane to these areas gave shape to collective leadership in the local 

church. 

 Additionally, sources gave a foundation for the assertions of the project related to 

methodology, theology, and leadership.  In each one, an effort was made to discover in 

the texts the connections each had to the experiences of marginalized people.  The 

literature represents impactful sources in shaping the concept of the collective leadership 

table, a local church context bringing together a diverse group that includes the 

marginalized for the work of leadership. 

Terms 

The following terms were used throughout the project to describe the contexts, 

people, and components to collective leadership.  Each helps to shape the concept of 

collective leadership so that it fits well into the local church context.   

Awareness Instruments.  These are the various resources available to a 

congregation to increase awareness of individuals and groups within the congregation.  

Included are congregational asset mapping sessions, appreciative inquiry sessions, 

spiritual gifts inventories, mindfulness exercises, Enneagram tests, personality 

inventories, and Christian spirituality exercises/spiritual disciplines.  These instruments 

are useful in helping members of leadership groups become more acquainted in the 

context of their work together.  Awareness instruments help established members and 

marginalized new members realize the value in each other. 
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Collective Leadership.  This approach to leadership “embraces the idea that many 

individuals within a system may lead, or that groups, structures, and processes may 

exercise leadership to help networks advance toward a shared goal.”5  Collective 

leadership seeks to make group members feel valued and that everyone’s contributions 

matter.  Leadership like this becomes a collective achievement, not an individual one.  

Principles of collective leadership include:  1) connecting people within diversity; 2) 

shaping perceptions of group members and leadership itself; 3) leading at all levels by 

people from all backgrounds and levels of expertise; 4) combining directives and 

collaboration; and 5) overcoming the relational and other boundaries that are often taken 

for granted.6 

Leadership Groups.  Committees and ministry teams are the framework for 

leadership groups at Robertsville Baptist Church.  There are six administrative 

committees (Church Nominating, Committee on Committees, Finance, Personnel, 

Property and Space, and Trustees), five ministry related committees (Fellowship and 

Kitchen, Historical, Prayer, Preschool and Children, and Publicity), and three ministry 

team (Women’s, Tabitha’s Table, Pauline’s Mission Closet).  Leadership groups are 

staffed through an annual recruitment process. 

Congregational Asset Mapping.  This is an approach to asset-based development 

within local congregations.  The aim is for a congregation to discover their cup is half-

                                                
5 “Hallmarks of Collective Leadership,” NYU Wagner,   

https://wagner.nyu.edu/leadership/theory/collective (accessed October 18, 2017). 
 

     6 Ibid. 
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full rather than half-empty.  The mapping process seeks to discover the members’ God-

given assets and gifts; to connect members’ assets/gifts through partnering with each 

other; and to create a new spark of inspiration and energy for members to set out into new 

action together.  Congregational Asset Mapping grows out of the secular field of Asset 

Based Community Development. 

Established Member.  These are members of Robertsville Baptist Church who 

joined prior to August 2009.  Many have been members since the early 1950s.  They 

occupy most of the leadership spots in the church. 

Leadership.  The acquired skill of influencing and awareness of how one 

influences the surrounding people and circumstances.  Two aspects of interacting with 

others inform the definition of leadership.  First, servant leadership seeks to place the 

needs and perspectives of others as primary.  The leader seeks to serve rather than being 

served.7  Second, leaders and the ones they lead relate to one another with a delicate 

balance and perspective.8 

Collective Leadership Table.  The Leadership Table is the metaphor used to 

describe the leadership groups (committees and ministry team) at Robertsville Baptist 

Church.  Presently, the Leadership Table is full, with most seats occupied by established 

members.  Few marginalized new members occupy a seat at the Leadership Table on 

                                                
7 Jesus describes the kind of servant leadership he exercised in Mark 10:45. 
 
8 Ronald A. Heifetz, Leadership Without Easy Answers, (Cambridge:  The Belknap 

Press, 1994), 252.  Heifetz describes the view of the dance of leadership.  A balcony 
perspective rather than one from the dance floor helps to observe the delicate relationship 
of the leader to the ones being led. 
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committees.  Collective leadership is a model that provides a means for local churches to 

include marginalized members at the Leadership Table. 

Marginalization.  Marginalization is the process of making a group or class of 

people less important or relegated to a secondary position.9  People are considered to be 

marginalized if they are “prevented from participating fully in economic, social and civil 

life and/or when their access to income and other resources (personal, family and 

cultural) is so inadequate as to exclude them from enjoying a standard of living that is 

regarded as acceptable by the society in which they live.”10  Marginalization is the 

experience of individuals being prevented from participating “fully in economic, social 

and civil life and/or when their access to income and other resources (personal, family 

and cultural) is so inadequate as to exclude them from enjoying a standard of living that 

is regarded as acceptable by the society in which they live.”11 

Marginalized New Member.  These are members of Robertsville Baptist Church 

who joined during or after August 2009.  Though not true of all new members, many 

experience marginalization in the community.  Their involvement in leadership is limited, 

and few have been recruited to serve on committees. 

                                                
9 “Marginalization,” YourDictionary, 

http://www.yourdictionary.com/marginalization#kCglVrlZ1sO0x7qh.99 (accessed 
October 10, 2017). 

 
10 Gallie, D. and S. Paugam, S., Social Precarity and Social Integration, 

Eurobarometer 56.1, Report to the European Commission, Directorate-General 
Employment. EORG: Brussels, 2002, http://ar2003.emcdda.europa.eu/en/page073-
en.html (accessed October 10, 2017). 

 
      11 Ibid. 
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Relational Leadership Theory.  Relational Leadership Theory is “the study of both 

relationships (interpersonal relationships as outcomes of or as contexts for interactions) 

and relational dynamics (social interactions, social constructions) of leadership.”12  

Relational Leadership Theory is “the study of the relational dynamics involved in the 

generation and functioning of leadership.  Relational Leadership Theory focuses on the 

relational processes by which leadership is produced and enabled.”13 

Literature 

Methodology.  Two books were particularly helpful in providing examples of 

awareness instruments and answering how community-building exercises could draw a 

diverse group of people together around a common cause.  In the first, Harder indicates 

that the purpose of the church is to build community, inside and outside the church 

building.  He explains and applies community-building tools like appreciative inquiry and 

asset mapping in the context of the local church.  Through the use of these tools local 

churches can elevate the awareness of the other, the one who may sit a few pews back but 

is as unknown as if she lived a few counties away.  Harder says, “The first move in 

building community…must be to increase our awareness of each other.  We have to hunt 

for each other, do some research, start listening.”14  The “hunting for the other” as the 

                                                
12 Mary Uhl-Bien, "Relational Leadership Theory: Exploring the Social Processes of 

Leadership and Organizing," The Leadership Quarterly 19 (December 2006): 667. 
 
13 Ibid. 
 
14 Cameron Harder, Discovering the Other: Asset-Based Approaches for Building 

Community Together (Lanham, MD: Rowman and Littlefield, 2013), 3. 
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first step in community building is also a starting place for making space at the 

Leadership Table for the marginalized at Robertsville Baptist Church. 

In the second, Snow presents congregational asset mapping as a means by which a 

faith community can discover and put to use the various and many skills, talents, and 

resources of its members.  Through a guided activity, a group identifies individuals’ 

assets and then, together, settles on how to put these assets into action.  Snow applies the 

process of asset mapping to the community of the local church.  With asset mapping, a 

church struggling with the diverse group of people can take what may be perceived as 

negatives and turn them into positives.  Snow uses the phrase “open-sum thinking” to 

describe the positives:  your gain is my gain is our gain.15  Every member of the church 

possesses assets that can contribute numerous positive resources.  A process like 

congregational asset mapping allows marginalized members to make contributions, along 

with the whole group, to something positive.   

Theology.  Two texts provided a theological foundation for a inclusive leadership.  

In the first, Volf lays a theological foundation for the work of creating space at the 

Leadership Table.  Three theological themes run throughout the pages:  1) the doctrine of 

God expressed in the self-giving love within the Trinity; 2) the doctrine of Christ 

expressed in the outstretched arms of Christ on the cross; and 3) the doctrine of salvation 

expressed in the parable of the prodigal son, where the father welcomes the son home.  

Volf establishes the need for the work of making space at the Leadership Table when he 

                                                
     15 Luther K. Snow, The Power of Asset Mapping: How Your Congregation Can Act 
On Its  Gifts (Herndon, VA: Alban Institute, 2004), 94. 
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says, “The will to give ourselves to others and welcome them, to readjust our identities to 

make space for them, is prior to any judgment about other, except that of identifying 

them in their humanity.”16  The work of inclusion is undertaken for theological reasons:  

it goes against the very nature of God to restrict access to involvement in leadership just 

because someone is different and unfamiliar. 

 In the second, Gutiérrez, as one of the formative voices in Latin American 

liberation theology, draws out the spirituality of the poor, which is a well from which 

they must drink.  Solidarity exists between Jesus and the poor through both solitude and 

danger.17  Liberation theology seeks to aggressively shed light on how God is in 

relationship with all who are oppressed.  Though most Baptist churches would not be 

considered oppressors of the poor, within those churches are found marginalized 

members, who remain uninvolved in leadership.  Their voices are not heard in the leading 

of many churches, including Robertsville Baptist Church.  For Gutiérrez, the relational 

connection that grows out of love between the poor and “the other” is essential in 

creating the kind of equality that makes space at the Leadership Table for those not yet 

with a seat.18 

Leadership.  One major text helps to establish a foundation of leadership that 

distinguishes collective leadership from other, more directive forms.  Editors Uhl-Bien 

                                                
16 Miroslav Volf, Exclusion and Embrace: A Theological Exploration of Identity, 

Otherness, and Reconciliation (Nashville: Abingdon Press, 1996), 29. 
 
17 Gustavo Gutiérrez, We Drink from Our Own Wells: The Spiritual Journey of a 

People (Maryknoll, NY: Orbis Books, 2003), 137. 
 
18 Ibid., 104. 
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and Opsina navigate the terrain of the emerging field of relational leadership.  They pull 

together experts from many different fields that combine to carve out a new dimension of 

leadership called relational leadership.  Uhl-Bien and Ospina summarize the several 

broad realities that emerge from the essays.  First, leadership is co-constructed.  This 

means that through the interplay of relationships in a leadership group, leadership is 

dynamic, developing, and changing over time.19  Second, leadership is a relational 

process.  Because it is a social process and happens in social settings, leadership process 

and context must be considered in research.20  Third, leadership can and should be 

developed.  As part of a collective endeavor (the combined efforts of a group), relational 

leadership has a two-fold focus of building a person’s capacity to be effective in 

leadership groups and building a collective’s capacity to produce leaders.21 

Theology 

 Theology is the speaking of God that happens when a foundation is needed that 

grows out of faith and scripture.  The biblical material focuses on the life and words of 

Jesus and Paul.  The emphasis is on the equality and mutuality envisioned and 

experienced in the New Testament church. 

 Jesus exemplifies this kind of relationship with others who were not to be found 

among the “ruling” folks.  He is one who experienced marginalization and knew the 

                                                
19 Mary Uhl-Bien and Sonia M. Ospina, eds, Advancing Relational Leadership 

Research: A Dialogue Among Perspectives (Charlotte: Information Age Publishing, 
2012), 541. 

 
20 Ibid., 546-547. 
 
21 Ibid., 562. 
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promise of inclusion.  Paul carries out this promise in word and deed as he calls together 

new faith communities of diverse people who had found the God who could make them 

all one. 

Scriptures Impacting the Project’s Problem and Goals 
 

The first series of Biblical passages refers to the conceptualizations deduced from 

scripture about Galileans.  Is it possible to piece together an identity of Galileans that 

establishes them as a marginalized population in first-century Palestine?  In other words, 

what can be said from Old and New Testament references about how Jesus was identified 

as, related to, and chose, as partners, the marginalized?  If it can be established that the 

marginalized of Galilee were people of import to Jesus, then people of Jesus today should 

expect the marginalized in our churches and communities to be significant participants 

and leaders in Jesus’ mission in the world.  A sample list of supporting passages includes 

John 1:42; 7:52; and Acts 2:7.   

The second passage is Luke 16:19-31.  In this parable about the rich man and poor 

Lazarus, Jesus places a high value on Lazarus.  The parable lends itself to the possible 

interpretation that God is at work in the world when the marginalized do not remain at the 

gate but are welcomed and invited to the table.  On earth Lazarus is excluded from the 

rich man’s table, but with God, Lazarus is welcomed to God’s table in heaven.  The 

comfort on earth of the rich man and others like him made it easy to ignore the 

marginalized like Lazarus, and from a place of comfort and privilege, the rich man was 

able to overlook Lazarus.  This passage is the metaphor on which the title of the project is 

based:  making a seat at the table for the marginalized. 
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The third passage is Galatians 3:25-29.  Paul portrays the community of 

Christians as a new kind of gathering and way in the world.  The early Christian 

community was not to be distinguished by ethnicity, economics, or gender as understood 

by the surrounding world.  All were equal participants in Christ’s community of believers 

and recipients of God’s promise and grace.   

Paul’s triad of identity—Jew/Greek, slave/free, male/female—were fixed and 

unmovable.  Free man was above slave, man was above woman, and, for Paul’s audience, 

Jew was above Greek.  Equality between any of these pairings was a radical departure 

from conventional thinking:  “For Paul, life ‘in Christ’ or life ‘with the Spirit’ means the 

exact same mode of transfigured Christian life committed to the justice of equality.”22   

If, through the teaching and life of Jesus marginalized individuals became the 

leaders and shapers of a movement, then, through the teaching of Paul those at the top 

and those at the bottom were seen as equals.  In Christ, people at the top understood that 

the ones at the bottom, the marginalized, were equal.  Their equality was not earned 

through education, employment, insight, or creativity.  Those at the bottom were 

endowed with equality because they were in Christ. 

What Is at Stake? 

 If the marginalized new members of Robertsville Baptist Church continue to be 

overlooked for a place at the Leadership Table, then the New Testament vision of the 

church body as united and equal in Christ is illusive at best.  What is at stake is that the  

                                                
22 Marcus J. Borg and John Dominic Crossan, The First Paul: Reclaiming the Radical 

Visionary Behind the Church’s Conservative Icon (New York: HarperCollins Publisher, 
2009), 111. 
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marginalized may walk away from the church thinking that the church is not a place for 

poor folks.  What is at stake is that the church will continue to be good at, or satisfied 

with, simply approaching them as recipients and not work together side by side as 

participants at the Leadership Table. 

 Outside the walls of the church, in the secular world, are neighborhoods, 

communities, and entire populations who will be overlooked for participation and 

contribution in the substantive work of leadership.  Who better can provide leadership to 

the effort of feeding the hungry than those who experience hunger on a regular basis?  

The church member who has experienced and survived homelessness is the resident 

expert within the local church on how to squeeze the last drop out of what may be 

dwindling resources. 

Potential Significance for the Ministry Context and the Wider Church 

The Collective Leadership Table is a model for inclusive leadership that can 

transform local churches and beyond.  Even outside the local church, in many non-profit 

organizations whose focus is helping the marginalized, a model of leadership that invites 

in the marginalized is lacking.  The Collective Leadership Table can bring about a 

significant change in the ways churches and others affect change in their contexts. 

First, this project has the potential to transform Robertsville Baptist Church, a 

church with a proven record of compassionate and consistent ministry to the 

marginalized, and its current approach that overlooks the marginalized as participants in 

leadership into a more inclusive culture that creates space for all members at the 

Leadership Table.  Second, the project has the potential to create a new recognition of 
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and appreciation for the skills, talents, passions, and gifts of all members to be manifest 

in the full work of the church, including leadership.  Third, the project offers collective 

leadership and relational leadership theory as a model of leadership more in keeping with 

the New Testament vision.  

Methodology 

 An overview of the methodology provides information about how the researcher 

sought to meet the research goals.  Each phase was designed to produce enough data to 

analyze and evaluate to determine if movement in the perspectives and practices of the 

participants had occurred.  The qualitative research used enabled the telling of the stories 

by church members, of whom some were marginalized. 

 Though the sample group was small and the time span was short, the data collected 

was enough to show a positive result.  The methodology was effective in addressing the 

research problem and goals.  Additionally, the methodology provided an open door for 

the participants to see what could be in their collective leadership work. 

Description of the Project 

 The methodology for the ministry project was the formation of a pilot committee 

that served as an example of how collective leadership can be effective in helping a 

church be inclusive of marginalized members in leadership groups.  The methodology 

sought to fulfill the two research goals.  First, discover contributing factors (i.e. 

underlying biases, experiences of working on committees, and leadership/qualifications 

of leaders) to the exclusion of marginalized new members from leadership groups at 

Robertsville Baptist Church.  Second, create a more inclusive leadership culture by 
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introducing a collective leadership model for leadership groups at Robertsville Baptist 

Church. 

To accomplish this, the methodology included initial and exit interviews in 

addition to the pilot committee.  The interviews identified contributing factors in each 

participant that cause a lack of inclusion. The interviews were audio-recorded, 

transcribed, and coded looking for words that identify underlying biases, experiences of 

working on committees, and leadership/qualifications of leaders. 

 The pilot committee oversaw improvements to Tabitha’s Table, a weekly 

community meal the church serves to the marginalized in the community.  The new 

committee learned about and used collective leadership principles in its work to illustrate 

how a leadership group can better achieve its mission by being more inclusive of 

marginalized members.23   The pastor facilitated the meetings.  Each meeting was audio-

recorded and transcribed. 

 The committee met monthly from March until June of 2018 and tested the 

effectiveness of collective leadership principles in making a diverse, inclusive group 

functional and effective.  If the pilot group is successful (i.e. functions effectively  

to accomplish its mission), other/standing committees will be encouraged to utilize the 

collective leadership model to expand inclusion of marginalized members’ involvement.  

The five to seven committee members had enough familiarity with Tabitha’s Table to be 

able to 1) analyze its current state, 2) evaluate ways to improve the weekly functioning, 

and 3) brainstorm one improvement.  The example of an improvement is determining to 

                                                
23 See Appendix A. 
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bring meals to the tables rather than have the attenders go through a service line.  The 

improvement would be increasing the attenders' dignity by serving them at the 

tables.  The implementation of this improvement required coordination with the Tabitha’s 

Table director. 

Tabitha’s Table was a perfect ministry to help develop an inclusive idea of 

leadership in at least four ways.  First, the inclusive aspect began with who was on the 

pilot committee.  It would have been noticeable to established members that the 

committee had a diverse composition.  In the last eight years at Robertsville Baptist 

Church, established members had not worked often with marginalized members in the 

context of a committee.  Second, another inclusive aspect was the collective leadership 

lesson that was taught at each of the four committee meetings.  These collective 

leadership lessons were based on the principles of collective leadership.24  Third, 

Tabitha’s Table did not operate with a leadership team, only an individual who served as 

the director.  So, the Tabitha’s Table pilot committee was an excellent opportunity to 

experiment with a new leadership model (collective leadership).  The pilot committee 

gave Tabitha’s Table some needed leadership attention.  It also gave those who eat at 

Tabitha’s Table a chance to work toward a positive change as a part of its leadership.  

Fourth, having marginalized members on the pilot committee will give them a voice they 

have never had in the decision-making about Tabitha’s Table.  This new voice achieves 

an important principle of collective leadership.25 

                                                
24 See Appendix A and F. 
 
25 See #5 in Appendix A.  
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 Participant interviews were also an important component to the methodology of 

the ministry project.  To discover underlying biases that may be excluding marginalized 

members from leadership groups, each participant on the new committee went through an 

initial interview in January 2018.26  The purpose of this initial interview was to identify 

data about individuals’ underlying biases towards the “other,” those who are different; 

past positive and negative experiences working on committees; and personal 

understandings of leadership in general and qualifications of good leaders.  The data was 

used to determine which collective leadership principle should be stressed.  For example, 

if the data shows established members believe marginalized members lack the skills to be 

in leadership, then an exercise in asset mapping can be used to create awareness of the 

skills others possess. 

The mission of the committee was to develop and introduce one improvement to 

how Tabitha’s Table functions.  The goal was for the improvement to be determined, the 

details worked out, and the introduction made collectively by the committee as an  

inclusive group of established and marginalized members.27  The improvement emerged 

out of the collective work of the inclusive committee.  Following the four-month pilot 

committee, each participant went through an exit interview.28  The data collected was 

                                                
26 See Appendix B. 
 
27 Many of the marginalized members at Robertsville Baptist Church came into the 

church through the ministry of Tabitha’s Table.  Historically, no marginalized members 
have participated in setting policies and practices for Tabitha’s Table.  By forming an 
inclusive committee, marginalized members will now have a voice in shaping a ministry 
designed to touch the lives of marginalized people in the community. 

 
28 See Appendix C. 
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used to measure the effectiveness of the collective leadership model in creating a 

functional inclusive committee.  The data showed how collective leadership principles 

helped participants overcome underlying biases; resulted in positive experiences working 

on a committee with diverse people; and created among participants a new understanding 

of leadership. 

The ministry project was publicized through the pastor’s article in the church’s bi-

weekly newsletter.  Because the ministry project involved the formation of a new 

committee, the normal process of nominating and approval in church conference (third 

Wednesday of each month) was honored.  A follow-up conversation gave each 

prospective participant the opportunity to accept or decline the invitation to the research 

project. 

 The participants were a combination of five marginalized new and established 

church members.  The researcher chose the participants so that they reflect the diversity 

existing in the church.  A letter was mailed to each one explaining the ministry project 

and requesting his or her involvement.29  They were asked to reply by email to 

bscott@rbcor.org.  A consent form was given to those who chose to participate.  The 

participants were at least 18 years of age.   

 The initial/exit interviews and committee meetings took place in the church’s 

conference room.  The ministry project email address was set up with the church’s 

Internet service provider.  Each participant was provided with a three-ring binder 

containing interview questions, the committee job description, a calendar of meetings, a 

                                                
29 See Appendix D. 
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sample meeting agenda, a pen, and a notepad.30  At each committee meeting, coffee, 

water, and snacks were provided.  A digital audio-recorder was used for the initial/exit 

interviews.  All recorded, transcribed, and coded materials were stored in a locked file 

drawer in the pastor’s office. 

Rationale for the Process 

 The project was very personal in nature.  It sought to discover the internal 

thoughts and feelings church members have toward others unlike them.  Because some of 

those internal realities could be negative or judgmental, the privacy of a personal, 

confidential interview was important.   

 To collect this personal data, an interview with the researcher allowed the 

participant to narrate his or her experience with others who are different and with 

working on committees in the church.  Both of these narratives could have contained 

positive or negative elements.  The intent of the initial and exit interviews was to create a 

safe space for the participants’ stories, both positive and negative, to be told.  It was 

necessary for those stories to be told, because in their telling, the researcher began to 

understand why no marginalized members participated in leadership groups at 

Robertsville Baptist Church.31 

 

                                                
30 See Appendix E. 
 
31 Church members at Robertsville Baptist Church are invited to participate on 

committees by being nominated.  The annual process involves the Committee on 
Committees filling vacancies by asking church members to serve.  Currently, out of the 
38 positions to be filled, established members fill all of them.  No marginalized members 
are serving. 
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 Concerning the use of a new committee, the researcher wanted to determine if 

conceptions of leadership/qualifications of leaders contributed to the absence of 

marginalized members on committees.  Perhaps views of leadership placed value on the 

abilities of the chair to lead the committee, such as charisma, being articulate, public  

speaking, pertinent work experience, etc.  Leadership, then, would be about the 

individual leader’s capacity.   

 Having a new narrative about leadership moves the evaluation of effective 

leadership away from capacity.  Collective leadership moves leadership toward 

inclusivity and relationship.  Effective, or qualified, leadership, then, is determined by 

one’s ability to participate with a diverse group to produce a positive outcome.  

Leadership is not so much about individual capacity.  Leadership is about individuals’ 

access to the Leadership Table.  Does a marginalized member have access to the 

Leadership Table at Robertsville Baptist Church?  By using collective leadership 

principles with a new committee, space was created at the Leadership Table for 

marginalized members. 

Plan for Evaluation 

In order to evaluate the responses to initial and exit interviews, a comparative 

document was created.  A comparative document was created for each of the areas of 

Leadership, RBC Leadership Groups, and The Other.  Each document had two columns, 

one each for responses to the initial and exit interviews.  Participants were assigned a 

code number and their answers were coalesced and arranged in a manner to facilitate 

cross-referencing.  
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The data from the initial interview was expected to be more negative.  Thus, the 

data was coded in such a way as to not attach names with interviews.  The data from the 

new committee and the exit interview was expected to be more positive, assuming that 

the collective leadership principles work.  Both negative and positive data was coded, 

catalogued, and analyzed to determine patterns, compare participants’ attitudes before  

and after, and deduce any positive effects of collective leadership principles on the 

makeup and work of leadership groups at Robertsville Baptist Church. 

Plan for Assessment 

 At Robertsville Baptist Church, the ministry project had a visible effect as the 

result of the pilot committee’s work brought new ways of thinking about Tabitha’s Table.  

Information to be shared with the church included:  

• A scriptural case for inclusive leadership groups at Robertsville Baptist Church 

• Information from the interviews  

• A list of collective leadership principles 

• Information from committee meetings  

• Ways collective leadership principles improved the diversity, function, and 
outcome of the new committee 

 
• A pilot program based on collective leadership principles for other committees at 

Robertsville Baptist Church 
 
The project will be given to the church to be catalogued in the church library.   

If the ministry project is successful (i.e. a functioning inclusive committee that 

accomplishes its mission), other committees will be encouraged to utilize the collective 

leadership principles to expand inclusion of marginalized members more widely.  If 
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unsuccessful (i.e. the new committee becomes dysfunctional and stalls), participants of 

the new committee will be interviewed to discover how to improve their grasp of 

collective leadership principles.  If the dysfunction stems from their inability to overcome  

underlying biases, the church will need more exposure to scriptural concepts of 

inclusivity in settings of worship, Bible study, and prayer. 

 Creating space for marginalized members at the Leadership Table has great 

benefit for the wider church community.  With many neighborhoods transitioning, the 

presence of marginalized members in churches is a natural result.  The aim of the project 

to see marginalized members have access to full participation, including leadership, has 

increasing relevance.  Beyond Robertsville Baptist Church, churches in Oak Ridge are 

filled each Sunday with marginalized members.  Creating space at the Leadership Table 

for the marginalized is a worthy effort for local congregations and pastors, including 

other local non-profit agencies. 

Conclusion 

 Robertsville Baptist Church, like many established churches, extends a hand 

backwards to a rich history and forward into a hopeful, yet unknown, future.  One aspect 

of its unknown future is how Robertsville will include its marginalized new members into 

leadership.  This unknown future is taking shape in the current reality as the church’s 

marginalized neighbors discover Robertsville Baptist Church as a church home.  The 

future takes shape day by day as established members and marginalized new members 

learn about each other and practice patience in the light of the differences in personalities, 

preferences, and competencies.  More and more marginalized new members emerge as 
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available to serve in the numerous positions the church seeks to fill through its 

nominating process.   

 The church faces the challenge of willingly and joyfully inviting marginalized 

new members into these leadership positions.  Both established and new members strive 

to embrace one another as they work to know and be known, accept and be accepted, 

respect and be respected, listen and be listened to in the context of the church’s leadership 

groups and in the work of collaboration.  Robertsville’s challenge can also be expressed 

in a question:  In an established church, how do long-time established members work side 

by side with marginalized new members?  If established churches were to use their 

history as a guide, marginalized new members might never move from being recipients of 

to being participants in leadership.  Past leadership practice at Robertsville offers no 

model for inclusive leadership groups.   

Thankfully, through the development of relational leadership models in the areas 

of business, education, and government in the last decade, churches like Robertsville now 

have a leadership model to consider.  By using a relational leadership model called 

collective leadership, Robertsville can address its leadership challenges and transform its 

current reality.  With prayer, patience, and diligence, the seats at the Leadership Table at 

will be occupied by both Robertsville’s established and marginalized new members.   

 



CHAPTER TWO 
 

THE LEADERSHIP TABLE SHOULD BE INCLUSIVE 
 

 The term “inclusive” as it relates to religious life fills the pages of books and 

blogs that promote a more biblical way of being in community with people of all kinds, 

especially with those who are marginalized.  Churches are responding to the challenge of 

being more inclusive by welcoming people of various socio-economic status, races, 

disabilities, and sexual orientation.  Churches are becoming more diverse in their 

membership. 

Not every area in the life of local churches is readily inclusive of and accessible to 

the full diverse within congregations.  If the leadership culture of churches were thought 

of as a table surrounded by empty seats, most would be occupied by familiar, trusted 

members.  Some might be empty.  What would be missing at that table are the many 

marginalized people who have been welcomed into membership but overlooked for 

leadership. 

The Leadership Table 

The Leadership Table describes one of the important areas of the church where 

diversity and inclusivity can be lacking.  As members are considered, recruited, and 

trained for leadership in the church, marginalized members often are overlooked for 
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selection.32  Year after year, the Leadership Table in local churches is populated by  

groups of trusted, skilled, committed established members.  Marginalized new members 

who are less known and, it is assumed, less capable are overlooked and left out.  They are 

without a seat at the Leadership Table.33  The reality of exclusion of the marginalized  

misses the identity and heart of Jesus as a marginalized man, and the practice of Jesus in 

calling marginalized people to participate as important leaders in his mission on earth.  

The Bible describes a different kind of leadership group than churches might 

initially think.  New Testament passages describe the presence of marginalized people 

not just as recipients of the church’s kindness and welcome but also as participants in its 

leadership.  Jesus of Nazareth, the central figure of the Christian faith, can be understood 

as marginalized himself, along with his disciples from Galilee.   

Jesus’ identity, his teachings, and the teachings of Paul compel local churches 

today to work for and achieve a shared life where all areas of the church, including 

leadership groups, are inclusive of and accessible to all its members, particularly the 

                                                
     32 Marginalization is the process of making a group or class of people less important  
or relegated to a secondary position.  People are considered to be marginalized if they are  
“prevented from participating fully in economic, social and civil life and/or when their 
access to income and other resources (personal, family and cultural) is so inadequate as to 
exclude them from enjoying a standard of living that is regarded as acceptable by the 
society in which they live.” 
 
     33 The Leadership Table is the metaphor used to describe the leadership groups at 
Robertsville.  Presently, the Leadership Table is full, with most seats occupied by 
established members.  Data will show that no marginalized new members occupy a seat  
at the Leadership Table on administrative committees like finance, nominating and  
personnel.  A few are members of ministry related committees like prayer and children,  
and this has become true only in the last year.  Making space at the Leadership Table 
means making leadership groups inclusive of all church members, especially the 
marginalized new ones. 
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marginalized.  When churches begin to see leadership through a biblical lens, 

marginalized members go from being overlooked to being invited, from being recipients 

to being participants, from being observers to being contributors of their God-given gifts.  

When such an invitation to the marginalized becomes common practice, the Leadership 

Table of local churches becomes inclusive and accessible and more in line with the New 

Testament vision for Christian leadership. 

Jesus and the Marginalized 

The first set of scriptures focuses on Jesus of Nazareth and attempts to piece 

together an identity of Galileans that establishes them as a marginalized population in 

first-century Palestine.  Both Old and New Testament scriptures refer to how Jesus was 

identified as marginalized and how he related to and chose the marginalized as partners.  

If it can be established that the marginalized of Galilee were people of import to Jesus, 

then people of Jesus should expect the marginalized in our churches and communities to 

be significant participants and important leaders in Jesus’ mission in the world today. 

Jesus was a Galilean and from the village of Nazareth located in southern Galilee.  

It was a “very, small, out-of-the-way” town.34  “Galilean” was a term that engendered an 

attitude of “contempt and reproach.”35  In John 1:46, Nathanael seems to refer to 

Nazareth in a derogatory way when, upon finding out Jesus was from there, he asks, “Can 

                                                
     34 Carl G. Rasmussen, Zondervan NIV Atlas of the Bible (Grand Rapids: Zondervan, 
1989), 33. 
 
     35 Herbert Lockyer, Sr., ed., Nelson’s Illustrated Bible Dictionary (Nashville: Thomas 
Nelson, 1986), 401. 
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anything good come out of Nazareth?”  Surely Nathanael put into words the bias of 

Judeans against those from Galilee.   

In John 7:52, Nicodemus is chastised for defending Jesus and accused of being a 

Galilean too.  With an air of derision, Nicodemus’ fellow Pharisees say, “Surely you are 

not also from Galilee, are you?”  They go on to challenge Nicodemus to check his facts 

about the place from which a true prophet of God would come.  The NRSV translates the 

second half of v 52 as, “Search and you will see that no prophet is to arise from Galilee.”  

Beasley-Murray contends that a more authentic translation reads, “‘Search, and see that 

the prophet does not arise…,’ i.e., the prophet like Moses, awaited to appear in the last 

times.  As everyone knows that there is no statement in the Bible that the Prophet would 

come out of Galilee, so everyone knows that Galilee is not godly enough to produce that 

Prophet!”36   

Referred to as Galilee of the Gentiles by Isaiah, Galilee was an area occupied 

from the earliest history of Israel by both Hebrews and heathens.37  The ethnic mixing 

that occurred from the time of Moses and Joshua to Solomon to Jesus and his early 

followers affected not only the accent and, most certainly, other physical features, but 

also the perception of Galileans as impure in comparison to more orthodox Judeans.38  

                                                
     36 George R. Beasley-Murray, John, Word Biblical Commentary 36, ed. David A. 
Hubbard and Glenn W. Barker (Dallas: Word Books, 1990), 121. 
 
     37 Isaiah 9:1 NRSV. 
 
     38 Lockyer, Nelson’s Illustrated Bible Dictionary, 401. 
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Galileans were spurned and shunned because of the perception they “did not keep the 

Law with the scrupulousness of Judea.”39 

Acts 2:7 chronicles the same implicit bias against those occupants of the upper 

room as they spilled out into the streets of Jerusalem and began preaching the gospel: 

“Are not all these who are speaking Galileans?”  Those festival-goers in Jerusalem might 

as well have exclaimed, “We can hear their Galilean twang!”  “How can Galileans know 

other languages?” might have been asked by the locals. 

Who were the Galileans?  They were a people removed from the influence of 

Jerusalem’s regal complex as Israel’s religious and political center.  They came from 

rural places where villages dotted the dusty ridges or were nestled around the shore of the 

Sea of Galilee.  One could tell a Galilean by the way he talked.40  One could hear it in the 

way he thought about politics and revolution.41  One could anticipate that Galileans 

would possess an insular and provincial view of their hometowns, looking down on other 

                                                
     39 Beasley-Murray, John, 121. 
 
     40 Matthew 26:73 NRSV. 
 
     41 Solomon Zeitlin, “Who Were the Galileans? New Light on Josephus’ Activities in 
Galilee,” Jewish Quarterly Review 3 (1974), 200.  In this quote, Josephus identifies these 
revolutionaries as opposed to Judeans’ cozy and passive relationship with the Romans.  
This characteristic Galilean outlook against the Romans and Judeans must have added to 
the negative perception of Galileans.  “That is also the contention of the Galileans against 
the Pharisees because the Pharisees recognized their rulers as well as the rulers of Rome; 
while to the Galileans, this foreign, temporal rule was utterly repugnant, particularly 
since it was Roman...the term "Galilean" used in Vita referred to a revolutionary group 
who propagated war against the Romans and revenged themselves on those Judeans who 
gave their allegiance to the Romans. 
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villages around them with disrespect.  Villages were known to be suspicious of one 

another.42  Jesus would have been viewed negatively in such a climate of suspicion.43   

One’s reputation within the community connects these views related to village life 

to being marginalized.  A disparaged reputation contributes to being marginalized.   

“Since the latter part of the twentieth century many Americans believe that 
unemployment, lack of education, low skills, and so called bad neighborhoods 
cause poverty—not one's reputation in the community. Those who cannot escape 
poverty are not held in contempt by their neighborhood or family. In our 
individualistic culture, people who leave their families and neighborhood to 
"better themselves" receive praise from all, especially the family. Ancient 
Mediterranean cultures, however, made a direct connection between one's honor 
and economic status.”44 
 
One’s perceived reputation in the community factors into how one is viewed by 

neighbors, not only in Ancient Mediterranean cultures but also in churches today.  A 

marginalized person may be perceived as having a negative reputation because of factors 

like those mentioned above:  unemployment, lack of education, low skills, or coming 

from a bad neighborhood.  A misperception or negative reputation can contribute to a 

marginalized church member being uninvited to participate in a leadership group. 

                                                
     42 Halvor Moxnes, The Economy of the Kingdom: Social Conflict and Economic 
Relations in Luke's Gospel (Eugene, OR: Wipf & Stock Publishers, 1988), 51. 
 
     43 Rick F. Talbott, “Nazareth's Rebellious Son: Deviance and Downward Mobility in 
the Galilean Jesus Movement,” Biblical Theology Journal 38 (Fall 2008), 105.  “Jesus' 
conflict with Nazareth can be understood in part because he helped other villages, 
Capernaum in particular (Mark 1:21; Matt 4:13; Luke 4:23). Luke's version emphasizes 
the attention that Jesus gave to the poor and oppressed. But this raises the question why 
Jesus chose to tend to the poor and oppressed in Capernaum rather than m Nazareth 
among his own people.” 
 
     44 Ibid. 



 37 

 Jesus of Nazareth could have been considered a marginalized Galilean.  He was a 

poor, itinerant laborer with a Galilean reputation, having burned bridges of provision and 

blessing with his family and village.45  Crossan describes this marginalized Jesus: 

“He comes as yet unknown into a hamlet of Lower Galilee.  He is watched by the 
cold, hard eyes of peasants living long enough at subsistence level to know 
exactly where the line is drawn between poverty and destitution.  He looks like a 
beggar yet his eyes lack the proper cringe, his voice the proper whine, his walk 
the proper shuffle.  He speaks about the rule of God and they listen as much from 
curiosity as anything else.  They know all about rule and power, about kingdom 
and empire, but they know it in terms of tax and debt, malnutrition and sickness, 
agrarian oppression and demonic possession.”46 
 

The Divine Marginalized Jew from Nazareth carried the light of God within, and invited 

people of all kinds to join him in his mission.  He transformed them from the inside out 

and called out of them a power to lead that changed the world.  The world would still be 

waiting had Jesus not invited marginalized people to the task of leadership. 

 Jesus’ preference for the marginalized can also be seen in Luke 16:19-31 and 

concerns the story of Lazarus and the rich man.47  As Jesus tells it, Lazarus was a 

physically disabled man who was poor.  He was a marginalized man not recognized as 

one who might be invited to the table to eat. 

To Theophilus Luke writes his two-volume work, Luke-Acts, to show that Jesus 

is creating a new, surprising kind of people.  In addition to Luke 16, Acts 2:5-13 gives an 

                                                
     45 Ibid, 103. 
 
     46 John Dominic Crossan, The Essential Jesus:  Original Sayings and Earliest Images 
(San Francisco: Harper San Francisco, 1994), 11. 
 
     47 This parable offers an image that serves as the foundational metaphor for the project 
thesis, a table with an open seat for the marginalized. 
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illustration of this surprising kind of people.  They are Galileans and this brings surprise 

to all those who see and hear them.  Verse 13 sheds light on what might have been a 

common assumption of Galileans, that they would be drunk by nine in the morning!  

Luke might be suggesting that these Galileans as Jesus’ new kind of people were 

unimpressive and even of ill repute.  Remember, “The Prophet” would never come from 

Galilee of the Gentiles.  Yet, these very Galileans displayed the prophetic power of God’s 

indwelling and overflowing Spirit.  Luke asserts that these surprising people, consisting 

of sinners, tax collectors, even Galileans, are the channels and conveyors of God’s 

gracious and powerful kingdom.  When God is at work in the world the marginalized 

become a part of the group, are invited to the table, are listened to when they speak, and 

are enabled to be influencers and decision-makers.  

These narratives from Luke and Acts show the people Jesus was highlighting as 

significant for the work of God in the world:  marginalized peoples.  At Jesus’ table, 

Lazarus and the rich man sit at the table side by side; the Galileans, of all people, preach 

about and share the good news of “The Prophet”; the unexpected one is invited to pull up 

a chair and sit; and anyone can go from being marginalized to a fully valued and 

contributing participant in making God’s work in the world a reality. 

The challenge of inclusiveness still dogs the church today.  Over the years and in 

many places, the local church has done well with ministry to the ones Jesus calls the 

“least of these” (i.e. the marginalized) but has much work to do to act out the way in 

which Jesus did his ministry, with the marginalized.  The goal is for the marginalized to 

find a place in the church as participants, not simply as recipients. 
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Inclusiveness and Paul 

A second set of scriptures establishes the place marginalized members hold in the 

early church.  The challenges of inclusivity and access existed in the early church.  Paul 

includes in his writings instruction addressing these challenges. 

In Galatians 3:25-29, Paul portrays the community of Christians as a new kind of 

gathering and way in the world.  As the Christians shared their daily lives together at 

mealtimes or in corporate worship, the customary social distinctions of the surrounding 

world were to decrease in significance and the way of Jesus was to become more 

prominent in their daily lives.  Old lines of distinction were meant to disappear because 

of Jesus.  The early Christian community was to be no longer distinguished by ethnicity, 

economics, or gender as understood by the surrounding world.  According to Paul, among 

Christians, people were no longer to be distinguished as Jew or Greek, slave or free, and 

male or female.  All were equal participants in Christ’s community of believers and 

recipients of God’s promise and grace.  Inclusion and access should belong to all 

members. 

As a part of Roman culture, the early church had no point of reference for Paul’s 

vision of equality.  In the minds of the early believers, this triad of identity—Jew/Greek, 

slave/free, male/female—must have been fixed and unmovable.   In the early Christian 

community, those at the top related to those at the bottom with the customary distance 

that existed on a vertical spectrum.  One was above the other.  Free man was above slave, 

man was above woman, and, for Paul’s audience, Jew was above Greek.  For equality to 
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become the norm for relationships between any of these pairings, a radical departure from 

conventional thinking was needed.   

If, through the teaching and life of Jesus, unexpected individuals become the 

leaders and shapers of his movement, then, through the teaching of Paul, those at the top 

and those at the bottom in the early Christian community become equals.  Crossan 

describes the radicalness of Paul’s vision of equality among members of the early 

Christian community:  “For Paul, life ‘in Christ’ or life ‘with the Spirit’ means the exact 

same mode of transfigured Christian life committed to the justice of equality.”48  Equality 

is not only the result of the work of Jesus in the world but also the ongoing present work 

of God’s Spirit among God’s people.   

Paul believed the transformation to new life God enacted in individuals produced 

equality between them and others.  This transformation of the Spirit resulted in a 

equalizing of status among individuals who entered Christ’s community.  The 

transformation involved more than an increase in compassion, understanding, and 

empathy.  It involved an inward change of thinking, perspective, and relationship.  

Assumptions, biases, and prejudices were to be held in check so that what emerged was 

equality in Christ.   

In the Christian communities, those at the top were to understand that those at the 

bottom, the marginalized, were equal.  Equality was not earned through education, 

                                                
     48 Marcus J. Borg and John Dominic Crossan, The First Paul:  Reclaiming the Radical 
Visionary Behind the Church’s Conservative Icon (New York:  HarperCollins Publisher, 
2009), 111. 
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employment, insight, or creativity.  Those at the bottom were endowed with equality 

because they were in Christ.   

The Leadership Table in local churches is not to be set by those at the top.  

Neither does it display the patronizing motivation of achieving a quota of enough of those 

at the bottom.  Jesus sets the Table, and he sets out a chair for all who are in Christ.   

Paul says that all who are in Christ are equal in value, “Abraham’s offspring, heirs 

according to the promise.”49  If all who are in Christ are equal, then they have equal 

voice, equal potential for influence, equal access to communication, equal power in 

decision-making, equal acceptance, and equal inclusion, whether they are Jew or Greek, 

slave or free, male or female, resourced at the top or marginalized at the bottom.  To all 

who enjoy equality in Christ, inclusion and access are guaranteed to all areas of 

participation in the local church.50 

The Church’s Theology and the Marginalized 

Whether in big steeple churches or smaller pastor-led or program-oriented 

churches, inclusion of marginalized members into leadership groups occurs too 

infrequently.  Qualifications for inclusion are touted when certain marginalized folks are 

mentioned: “I don’t think they would fit well with that group” or “They don’t seem to 

have the right temperament, personality, or skill set.”  Qualifications are codified within 

documents like committee job descriptions and church by-laws.  Perhaps more common 

                                                
     49 Galatians 3:29 NRSV. 
 
     50 Inclusion into areas of worship, teaching, fellowship, and benevolent ministries is 
more easily realized.  Full inclusion into all areas of the life of the church includes more 
challenging areas like leadership groups. 
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is an unspoken culture within a church that creates a ceiling, or cap, making it difficult 

for marginalized members to be considered for leadership.   

Much like Lazarus and the rich man’s table, the marginalized have their place in 

the church, and a seat at the Leadership Table seems to not be their place.  The church 

has gone off-course from Jesus’ practice if its marginalized members are viewed only as 

recipients of the church’s ministry and not participants, and, yes, leaders, in it.   

Theology of Hope 

An inclusive Leadership Table with seats for the marginalized is a matter of 

spiritual formation within a church.  A church’s leadership culture that excludes the 

marginalized from the table is misshapen and malformed and cannot cultivate hope.  

Jurgen Moltmann challenges an eschatology reserved for a period where time and space 

is no more.  He does so suggesting such a theology is too removed from real life.  

Eschatology’s greatest impact is not “from somewhere beyond history;” its greatest 

impact is the “directive, uplifting and critical significance for all the days which are spent 

here, this side of the end, in history.”51  Christian eschatology is “hope, forward looking 

and forward moving… revolutionizing and transforming the present.”52 Hope fills the 

church’s experiences of impacting life “on this side.”  Without a theology of hope, the 

church might never see how transformational having a seat at the table is for its 

marginalized members.   

                                                
     51 Jürgen Moltmann, Theology of Hope:  On the Ground and the Implications of a 
Christian Eschatology (New York:  Harper & Row, 1967), 15. 
 
     52 Ibid, 16. 
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Liberation Theology 

  Liberation theology informs the assertion that marginalized new members have a 

seat at the Leadership Table.  Not only does liberation theology seek to elevate the 

dignity of each individual, thus affirming God’s enabling and embracing of all God’s 

children, but also the communal imperative that the experiences of each person within a 

community should be a shared experience.  Gustavo Gutierrez is a leading voice in the 

development of Latin American liberation theology.   

In Latin American Liberation theology, the movement of oppressed peoples out of 

the shadows of exclusion and into the light of inclusion is seen as spiritual formation.  

Several implications of Gutierrez’s theology of liberation emphasize the journey of the 

marginalized in places of inclusion and influence.53  First, a theology of liberation is a 

spirituality primarily focused on spiritual rather than political experience.  This kind of 

theology as spirituality is communal.  “Spirituality is a community enterprise.”54  The 

spirituality of liberation is Christ-centered, thus, seeking liberation is about following 

after Christ.55   

Liberation theology gives expression to God’s way of relating to marginalized 

people, whether Gutierrez’s poor in Latin America or Robertsville’s marginalized in Oak 

                                                
     53 Gustavo Gutierrez, We Drink From Our Own Wells:  The Spiritual Journey of a 
People, 20th Anniversary ed. (Maryknoll, NY:  Orbis Books, 2003), x. 
 
     54 Ibid., 137. 
 
     55 Ibid., 1. 
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Ridge.  Of God, Gutierrez says there is a preferential love for the poor.56  God displays a 

love for the marginalized through divine action:  “[The Lord] upholds the cause of the 

oppressed and gives food to the hungry.  The Lord sets prisoners free, the Lord gives 

sight to the blind, the Lord lifts up those who are bowed down.”57  God’s way of relating 

to marginalized peoples in scripture should inform the church’s way of relating to them in 

day to day experience. 

Within a local church, the marginalized are elevated because of God’s love for 

them.  Liberation theology reinforces this elevation.  In like manner, established members 

find common ground with marginalized members through another aspect of liberation 

theology:  spiritual experiences shared among growing disciples of Christ.  For, spiritual 

experiences, which are at the root of spirituality, require, rather than intellectual 

comprehension, belief.  The experience of belief always come before understanding.58  

Though there may be different levels of competency in comprehension and 

understanding, the ability to believe is a characteristic that can be mastered by both 

established and marginalized members.  Common, even shared, spiritual experiences that 

breed increased belief—which is “faith and hope in the God of life”—can create a 

commonality between established members and marginalized new members that makes 

                                                
     56 Ibid., 2. 
 
     57 Psalm 146:7-8 NIV. 
 
     58 Gutierrez, 35-36.  He quotes the following passage from St. Anselm: “Lord, I do not 
attempt to comprehend Your sublimity, because my intellect is not at all equal to such a 
task.  But I yearn to understand some measure of Your truth, which my heart believes and 
loves.  For I do not seek to understand in order to believe but I believe in order to 
understand.  For I believe even this: that I shall not understand unless I believe.” 
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inclusiveness possible.59  The movement of marginalized members toward liberation is a 

movement toward spiritual formation that is a deeper experience and encounter with 

Jesus in community.  Imagine the spiritual growth within a marginalized member when 

she hears the invitation of Christ not only to the communion table but also to the 

Leadership Table. 

Womanist Theology 

Womanist theology is another kind of liberation theology that reinforces the 

church’s movement toward including the marginalized in leadership.  This brand of 

theology calls attention to the various dimensions of marginalization created by the 

multiple layers, or levels, of personal identity.  Intersectionality is defined as the 

interconnected nature of social categorizations such as race, class, and gender as they 

apply to a given individual or group, regarded as creating overlapping and interdependent 

systems of discrimination or disadvantage.60  In local churches, intersectionality describes 

the overlapping nature of the experiences of marginalized members at multiple layers. 

Womanist theology is particularly focused on the experience of black women.  

“Black women experience multiple forms of oppression, simultaneously.  Such 

oppressions include racism, sexism, and classism.”61  Smith goes on to illustrate the 

                                                
     59 Ibid., 32. 
 
     60 “Intersectionality,” Oxford Dictionaries, 
https://en.oxforddictionaries.com/definition/intersectionality (accessed November  11, 
2016). 
 
     61 Mitzi J. Smith, “Womanism, Intersectionality, and Biblical Justice,” Mutuality 23 
(Summer 2016), 9. 
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crippling effects of intersectionality.  “The intersectionality of oppression is evidenced in 

America’s biased justice and prison systems.  While women in general are incarcerated at 

double the rate of men, African American women are three times more likely than white 

women to be incarcerated; Hispanic women are sixty-nine percent more likely than white 

women to be incarcerated.”62  The plight of the marginalized in the church may not carry 

the same weight and painful consequences as the experiences of black women in 

American history, yet the womanist responses to oppressive realities are instructive.  “As 

a womanist, I am empowered to seriously and courageously speak truth to power; to 

responsibly attend to what is life-giving, freeing, and self-critical, as well as to that which 

diminishes, silences, obliterates, and tricks minoritized peoples into submission to 

oppressive texts, contexts, interpreters, and interpretations.”63   

In speaking of God, which is theology, Smith goes on to say, “It is clear to me 

that our love of God will compel us to love our neighbors, to love our neighbors as we 

love ourselves. If we love God, we love what God loves; we develop a passion for what 

God is passionate about. God is passionate about justice. God is no respecter of persons 

(Deut. 10:17; Acts 10:34-35); God shows no favoritism based on race/ethnicity, gender, 

or class. Favoritism or bias necessarily engenders oppression and subordinates, ‘others,’ 

and/or minoritizes peoples. God sides with the oppressed and minoritized.”64  God sides 

with the marginalized at every intersection of identity.  Experience in church with 

                                                
     62 Ibid. 
 
     63 Ibid, 8. 
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marginalized new members lays bare the truth that many experience multiple levels of 

marginalization.  Womanist theology can guide a church seeking to be inclusive in 

leadership to understand God’s empowering at the intersection of multiple layers of 

marginalization.  Though Latin American and Womanist liberation theologies elevate the 

marginalized and empower them with a voice and a place at the table, these theologies 

may not speak to the need of the privileged and powerful, or, in church life, those 

established members, to willingly enter into equal and mutual relationships in many areas 

of life together.   

Relational Leadership 

In church life, members are encouraged to be welcoming and hospitable, to meet 

together for worship and Bible study, and to participate in fellowship and outreach 

activities.  Even when these shared experiences happen with a congregation filled with 

both established members and marginalized new members, they may not know how to or 

be willing to dwell and work together as equals.  The work of leadership groups in the 

church is an even more nuanced environment for shared life because church members 

involved in leadership bring with them training in, experience with, and presuppositions 

about others and leadership.  Among church leaders, debates surely abound about who is 

qualified to lead or what are the competencies of leaders.  In recruiting leaders, questions 

might be asked like, “How will they fit in with others on this committee?” or “Do they 

know anything about the work of this team?”  Though these debates and questions are 

natural and possibly helpful, they can be limiting factors in developing an inclusive 
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leadership culture where both established and marginalized new members work together 

at the Leadership Table. 

 Certain ways of thinking about leadership (i.e. models of leadership) prevail in 

local churches, as they do in other sectors like business, education, or government.  It 

seems that prevailing views and practices of leadership are based on particular 

orientations to research and study, and these orientations operate beneath the awareness 

of most organizations and leaders.  In understanding the value of a model of leadership 

for organizations, one must think more critically about the place from which leadership 

comes.  Old questions were asked, “Is a leader born or made?”  Old observations 

followed, “She is a natural leader.”  Assessments were made like, “These are the 

competencies a good leader possesses.”  In most churches, these kinds of questions, 

observations, and assessments have influenced who the leaders were and how leadership 

functioned without a deeper search for where leadership could or should originate.  A 

deeper search can yield a new view of leadership that is relational and born out of the 

collective work of a group of leaders. 

 Such a search is needed in order to expand room at the Leadership Table for all 

members of the local church.  Nowhere else does it make as much sense than in the local 

church for leadership to grow out of the functioning of an inclusive group and not be just 

the relating of supervisor to subordinate(s) or committee chair to committee member(s).  

As will be seen in the following paragraphs, relationships exist in leadership whether 

coming from a single entity like an individual or growing out of the social dynamics of a 

group.  Leadership research shows that relationships matter.  The field of leadership 
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research is broad and, over the decades, has produced competing schools of thought on 

the “what” and “how” of leadership.  Though a detailed look is beyond the scope of this 

project, some basic knowledge of the landscape of leadership research will help to locate 

the place collective leadership.   

Figure 1 illustrates two opposing orientations toward leadership research: 

postpositive and constructionist.65  A postpositive approach focuses on how the systems 

and processes of entities (e.g. individual leaders) can be improved.  So, as it relates to 

leaders, attention is given to individuals’ traits and competencies and how to improve 

them.66  As Figure 1 describes, this approach provides a window through which to view 

and study leadership. 

 A constructionist approach views leadership as an outgrowth of social realities, 

identities, and knowledge influenced by the social aspects of culture, history, and 

linguistics.67  As opposed to the static nature of a leadership entity, a constructionist view 

seeks to understand leadership in the context of fluid social dynamics.  Figure 1 uses the 

metaphor of a lantern to describe the place from which this research happens: neck deep 

in the context of social realities.  One is not merely looking through a window to 

                                                
     65 Sonia M. Ospina and Mary Uhl-Bien, “Exploring the Competing Bases for 
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(Charlotte: Information Age Publishing, 2012), 29. 
 
     66 Mary Uhl-Bien, John Maslyn, and Sonia Ospina, “The Nature of Relational 
Leadership: A Multi-Theoretical Lens on Leadership Relationships and Processes,” in 
The Nature of Leadership 2d ed., ed. David V. Day and John Antonakis (London: Sage, 
2010), 292. 
 
     67 Ibid. 
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understand leadership; rather, knowledge is gathered in the milieu of a group doing 

leadership together.  In elaborating on a constructivist approach, Ospina and Sorenson 

describe leadership as “essentially about meaning making in communities of practice.”68   

 

Figure 1.  Opposing Orientation Toward Leadership Research69 

                                                
     68 Sonia Opsina and Georgia L.J. Sorenson, “A Constructionist Lens on Leadership: 
Charting New Territory,” in The Quest for a General Theory of Leadership, ed. George 
R. Goethals and Georgia L.J. Sorenson (Cheltenham, England: Edward Elgar Publishing, 
2006), 193. 
 
     69 Ospina and Uhl-Bien, 29. 
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Meaningful knowledge of and experience with leadership is realized within a functioning 

group (i.e. communities of practice).  Leadership is not an entity to be studied and 

improved, “an objectifiable truth waiting to be uncovered.”70  It is shared work to be 

learned and experienced. 

 Collective leadership grows out of a constructionist view of relational leadership.  

Such a view approaches leadership “not as a phenomenon embodied in persons but as an 

organizing process grounded in task accomplishment.”71  Getting things done in 

communities of practice is how collective leadership groups make meaning together.  

Meaning is not created in the minds of individual leaders but is “constructed” when 

humans interact with other humans, making relationships the generative source of 

leadership and meaning.72 

 As far back as 1978, Burns described leadership as “relational, collective, and 

purposeful.”73 From the world of education, a definition with collective elements views 

leadership as the “reciprocal process that enables participants in [a] community to 

construct meanings that lead toward a common purpose.”74  Raelin defines collective 

leadership as “any setting where a group of participants assemble to accomplish joint 

                                                
 
     70 Uhl-Bien, Maslyn, and Ospina, 306. 
     71 Ibid., 307. 
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work, allowing for a variety of settings, from group to organization to system and from 

private to public sectors.”75 

The aspects of collective leadership with the most relevance to the project pertain 

to non-profit sectors engaged in various agendas toward social change.  Though not an 

“activist” church, Robertsville is engaged with its neighbors who are marginalized in an 

effort to affect social change in the community.76  It is in the context of social change 

organizations that marginalized people find an opening for leadership involvement.  

Ospina and colleagues studied leadership practices in ninety-two social change 

organizations and found three ways collective leadership functioned to “help participants 

leverage the power” they needed to exercise influence: reframing discourse, bridging 

difference, and releasing human energies.77 

Another valuable insight for collective leadership in the context of local church is 

offered by Huxham and Vangen.  In their research, collective leadership is a process of 

“decentering leadership” so that a “flexible social order is negotiated.”78  This movement 

of leadership is what collective leadership offers to marginalized people.  Collective 

leadership that is decentralized from an assumed group of leaders, flexible in creating an 

equal social order, and able to be altered by marginalized people through their power of 
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negotiation becomes a new and promising way of doing leadership not only in social 

change organization but also in local churches who want to enact an agenda of change for 

their community. 

Collective Leadership and Inclusiveness 

If church members who experience marginalization in their daily lives are not 

participants in leadership groups, then the lens through which local church views 

leadership requires an adjustment.  Collective leadership offers just such an adjustment.  

Through the use of principles of collective leadership, a local church can find an avenue 

to introduce marginalized members into leadership and move towards a more inclusive 

and accessible leadership model. 

Collective leadership describes the processes by which people come together to 

pursue change.  Within these processes, participants jointly envision what the world 

should be, make sense of their experiences and interactions, and shape their decisions and 

actions to produce desired results.  Collective leadership processes increase capacities for 

collaboration and provide conditions for group members to feel valued and motivated in 

contributing to collective goals.  Leadership is thus a collective achievement.79  Principles 

for exercising collective leadership are: 

1. Requires connecting people within diversity   
2. Shapes the way audiences view their work and how they perceive themselves and 

others, and how they understand leadership itself 
3. Commits to taking up leadership at all levels by people from all backgrounds, 

with varying perspectives and expertise 
 
 

                                                
     79 “Hallmarks of Collective Leadership,” NYU Wagner, 
https://wagner.nyu.edu/leadership/theory/collective (accessed October 18, 2017). 
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4. Can combine directive behaviors and collaborative approaches 
5. Aims to transgress boundaries that are often taken for granted80 

 
The thrust of collective leadership is that the collection of people around the 

Leadership Table is intentionally diverse.  Diverse voices ensure the decisions of the 

leadership group will positively affect a broader swath of people.  A focus on the 

collective dimensions of leadership expands the views of leadership beyond an "influence 

relationship" and recognizes it as a process of collective meaning making, developmental 

capacity building, and collaborative action.81  This approach explores the work involved 

in building the capacities of people, organizations, and communities, and replacing the 

idea of "followers" with that of communities empowered to act together to bring about 

change. 

Collective leadership can be a powerful process for leadership development 

because it combines critical thinking, visioning, self-empowerment, relationship building, 

action, hope, and energy.82  Collective leadership includes establishing a personal 

relationship with each individual, articulating common goals, finding each person's 

strengths to serve as foundations for the work, and drawing from people's diverse cultures 

as a building block for community.83  The “work of leadership" is the processes that helps 

                                                
     80 “Hallmarks of Collective Leadership,” NYU Wagner, 
https://wagner.nyu.edu/leadership/theory/collective (accessed October 18, 2017). 
 
     81 Waad El Hadidy, Sonia Ospina, and Amparo Hofmann-Pinilla, “Popular 
Education,” in Political and Civic Leadership, vol. II, ed. R. Couto (Thousand Oaks: 
Sage, 2011), 864. 
 
     82 Ibid., 863. 
 
     83 Ibid., 864. 
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all members of a group make meaning together of what they must do to carry out their 

common goals.  Leadership development is about facilitating and encouraging 

community members to reflect, analyze, inquire, and alter their actions based on cycles of 

reflection and action while keeping in mind that lived experience is as important and 

valid a source of knowledge for leadership as “expert reports.”84 

Leadership is not a thing developed and hoarded by individuals, but an ever-

expansive positive force that should be shared.  Shared leadership, then, is leadership 

with roles and functions distributed among different organizational participants, rather 

than being exclusively the property of a formal leader.85  The sharing that takes place 

collectively among diverse members makes leadership inclusive, accessible to any, and 

grants equal voice and power. 

Conclusion 

The attentive church leader can recall the strengths brought to the work of the 

church by those with advanced education degrees, work experience as business owners 

and managers of people, an intellect that brings a high level of creativity and problem-

solving, and a knowledge of the intricacies of working on and communicating with teams 

to accomplish a task.  That same church leader can recall the joy of working with church 

members who are marginalized, with no formal education, little experience managing and 

leading people, who experience underemployment or unemployment, who have 

                                                
     84 Ibid., 863-864. 
 
     85 Ibid., 864. 
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overcome experiences with homelessness, and whose ingenuity and creativity are 

exhausted on the day-to-day tasks of making it.   

Both groups of church members possess equal capacity for a vibrant life.  Both 

enjoy laughter and recreation.  Both express deep devotion to Jesus and the church.  Both 

show a capacity for deeper levels of spirituality.  The persistent hope is that the invisible 

hurdles that keep marginalized church members from moving into, or being invited into, 

deeper, more substantive levels of participation in leadership groups disappear.  By 

strengthening the knowledge within local churches of leadership models like collective 

leadership, and of what the Old and New Testaments say supporting equality, inclusivity, 

and access, marginalized church members will find a new freedom, energy, and 

willingness to accept an invitation to sit at the Leadership Table of committees and 

ministries within the churches they love so much.   

 



CHAPTER THREE 
 

EMPTY SPACES AT THE TABLE 
 

 In many ways, the journey of Robertsville Baptist Church is a reflection of the 

journey of Oak Ridge, TN.  Both have a storied history of prominence.  Long-time 

members of the community relish the designation of Oak Ridge as the Secret City, where 

the atomic bombs of WWII were built, and members of Robertsville recall their identity 

during the glory days as “the church that changed the city that changed the world.”  

Today, both city and church experience a different, less celebrated reality: an increase in 

the population of marginalized people.   

The contributing factors to marginalization are issues the city works hard to avoid 

or tends to ignore.  Attention and resources are given to a growing commercial sector, an 

excelling school system, and attractive housing options.  The daily challenges 

marginalized people experience tend to be overlooked. 

In the church, marginalized people are not always seen as desirable additions to 

the membership.  Efforts to attract members with influence and affluence can 

predominate programming and resources.  At Robertsville, an increasing number of new 

members are marginalized people.  These include adults, youth, and children, and both 

families and singles.   
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The need for inclusiveness of marginalized people in the workings of both city 

and church is made more pressing by the increase in their numbers.86  Either the 

marginalized will be included and participate in the work of community and church, or 

they will continue watching and receiving from the sidelines.  Achieving a community 

that benefits everyone requires inclusiveness of all members, even the marginalized, in all 

aspects of shared life.  The current context of both city and church shows an absence of 

the marginalized.  Great effort is required to make their presence felt and voices heard.  

Too many of their seats at the table are empty. 

Community Context 

 Oak Ridge, TN, is located northwest of Knoxville and runs east to west between a 

series of ridges that cut across East Tennessee.  Oak Ridge is called the “Secret City” due 

to its inception and birth as a part of the secret plan by the US government to fashion an 

atomic weapon.  Tens of thousands of acres were acquired from small farms and villages 

in the area to form what was initially an Army installation.  In 1943, behind barbed 

fences and guarded security gates, construction began on the plants where the scientists 

and technicians worked and on the homes where they would live.  By 1945, a city of 

70,000 had risen up from what had been the farm-dotted ridges and valleys of 

communities like Wheat, Elza, and Robertsville.  In three years, the new residents of Oak 

                                                
     86 “Picture of Subsidized Households,” Office of Policy Development and Research, 
https://www.huduser.gov/portal/datasets/assthsg.html#2009-2017 (accessed October 20, 
2018). Also, “Picture of Subsidized Households in 2000,” Office of Policy Development 
and Research, https://www.huduser.gov/portal/picture/query_2000.html (accessed 
October 20, 2018).From 2000 to 2017, government statistics related to Housing Choice 
Vouchers shows an increase of seventeen percent from 800 (2000) to 937 (2017). 
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Ridge made the Manhattan Project a reality and succeeded in producing enough uranium 

to form two bombs that were dropped on two Japanese cities and brought an end to the 

war in the Pacific Theater.87   

 Today, the population of Oak Ridge is between 29,000 and 30,000 residents.88  

Because of the good schools, adequate housing, and shopping options, Oak Ridge is a 

good place to raise a family.  Plenty of local activities, clubs, and organizations exist in 

which to participate.  A regional hospital provides excellent healthcare, and six or more 

facilities provide convalescent care and assisted living options for the many retired 

citizens.  With West Knoxville only a fifteen-minute drive away, even more shopping 

and dining options are available.   

 In spite of these amenities, Oak Ridge continues to face an uncertain future.  The 

pride of success experienced during the early days still exudes from older citizens and 

can be felt in the goings-on of city government, the local school activities, and 

community events.  Occasional periods of commercial expansion bring new excitement.   

 A closer look, though, reveals a more challenging reality.  Original neighborhoods 

once consisting of sturdy government-built, one-owner homes are now filled with 

dilapidated, government-subsidized rental properties.  The abundance of rental housing 

attracts many who experience lower socio-economics.  Residents of Oak Ridge, a city 

                                                
     87 Charles W. Johnson and Charles O. Jackson. City Behind A Fence: Oak Ridge, 
Tennessee 1942-1946 (Knoxville: University of Tennessee Press, 1981), 51. 
 
     88 “Community Facts,” United States Census Bureau, 
https://factfinder.census.gov/faces/nav/jsf/pages/community_facts.xhtml?src=bkmk 
(accessed February 8, 2018). 
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that once had 70,000 working residents, experience the same degree of un/under-

employment as other surrounding cities and towns.  Households throughout Oak Ridge 

battle the effects of addiction, hunger, adequate clothing, and staying current on utility 

bills and rent.  Schools, non-profits, churches, and government agencies partner together 

to provide free meals, clothing, school supplies, after-school care, and financial 

assistance.     

Despite the efforts to help, homelessness in Oak Ridge is an increasing challenge.  

TORCH is a local non-profit in Oak Ridge seeking to end homelessness in the area.89  

Andy O’Quinn, director of TORCH, observes that, in a five year span of time, assistance 

to the homeless population in Oak Ridge increased.  Figure 2 shows that in 2017, 784 

clients received services for homelessness.  Figure 3 shows an increase to 1,076 in 2018.  

This was caused by the closing of an older, low-rent multi-unit housing developments 

and more rigid requirements to two other housing complexes in the city. 

Church Context 

 Robertsville Baptist Church is situated in the midst of neighborhoods dealing with 

these challenges.  As the church reaches out to its neighbors and they become 

participating members, these challenges become a reality for Robertsville.  Like Oak 

Ridge, the church has a glorious past, where, in the first two decades of its existence, 

                                                
     89 “Our Story,” TORCH, http://oakridgetorch.org/our-story (accessed July 15, 2018).  
TORCH, Trinity Outreach Center of Hope, began in January 2013 as the only 
comprehensive homeless service in Anderson County, TN.  TORCH operates the 
Housing First model.  Efforts are made to find affordable, sustainable housing as quickly 
as possible. If extra financial assistance is needed after an address is established and a 
client qualifies an agreement may be made to assist for a predesigned amount and/or 
time. 
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attendance rose to over 900.  The church received recognition as a leading church in the 

state convention in baptisms, Sunday School enrollment, effectiveness in Discipleship 

Training, and financial gifts to Southern Baptist missions.   

 

Figure 2.  2017 Emergency Housing Data from TORCH 
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Figure 3.  2018 Emergency Housing Data from TORCH 

 

 Former pastors had earned doctorates and were influential in the denomination. 

Members of the church were leaders in the community; managers and directors at the 

government plants; and many received the money and security of raises and promotions.  

Their success overflowed into the church bringing an air of excitement and success to 
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worship, committee work, and classes.  Their children were raised up in Robertsville, but 

with age, they left Oak Ridge and Robertsville.   

 Through the decades of the 1970s and 80s, the church declined as a result of job-

related demographic changes in the community and church conflicts.  In the 1990s and 

early 2000s, the church experienced two pastoral transitions and other staffing issues that 

negatively affected periods of momentum and growth.  Over this span of time, families 

with children and teens began to attend other churches that offered more age-related 

programming and had more children and youth.  Thus, through the 2010s, the challenge 

has been to reach families with children and youth.  The people of Robertsville have 

responded with tremendous outpouring of support, making investments in prayers, 

participation, and finances.  Thus, the church has succeeded in reaching its neighbors, 

many of whom experience various kinds of marginalization. 

 Robertsville is committee-led and has a rotating body of deacons who are servants 

of the church and not administrators.  The church supports annual Southern Baptist 

missions emphases.  The worship is a blended style of hymns and worship songs, a 

variety of instruments, responsive readings, and prayers.  The church continues to sustain 

Sunday School for all ages, occasional discipleship studies, choirs, and youth and 

children’s programming.  Two lay-led ministries reach the marginalized in the 

community:  Tabitha’s Table, a weekly meal ministry, and Pauline’s Mission Closet, a 

clothing collaborative.  The church staff consists of Pastor, Minister of Music, Student 

Minister/Custodian, and Ministry Assistant.  
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 The responsibilities of the pastor include planning and leading weekly morning 

and evening Sunday services and a Wednesday prayer meeting.  The pastor coordinates 

the work of the church council and serves as an ex-officio member of all standing 

committees.  In partnership with the deacon body, who are assigned a roster of church 

households, the pastor provides pastoral care and contact in times of bereavement, 

hospitalization, and other crises.  The pastor is responsible for maintaining the overall 

spiritual health of the church through spiritual leadership, preaching/teaching, and 

training lay leaders.   

Challenges 

 In August 2009, an onsite interview with the prospective pastor revealed the 

church had no children attending or on roll in any of the preschool and children’s Sunday 

School.  Additionally, no young families with children of any age attended the church or 

participated in activities.  In the youth group, only three or four teens and their families 

were active.  This reality of an almost complete absence of next generations became the 

main challenge of the new pastor’s ministry.   

 An immediate change was to implement children’s programming on Sunday 

nights and Wednesday nights.  Other calendar events for families and kids were added.  

Almost a decade later, these programming changes continue but have presented some 

challenges.  The first challenge has been Sunday nights.  Sunday night programming 

proved unsustainable due to lack of a critical mass of children and a lack of volunteers.  

The response was to allow Sunday nights to settle into an evening vesper service.  The 

second challenge has been having enough volunteers to maintain three programming 
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rotations (bed babies-toddlers, 3s-4s, 1st-4th grades) during the worship hour on Sunday 

mornings.  This challenge continues to persist.  The third challenge has been finding an 

individual to lead the children’s ministry.  This challenge continues.  Though the 

children’s committee gives guidance to and plans the calendar of events, no one 

committee member has taken on the mantle of ministry leader.    

 Church-wide challenges are ever present.  The realization that the strong church 

of the past is passing away both physically through deaths and symbolically through 

shifting styles can cloak some established members with a sense of grief.  Yet, new styles 

breathe new energy into old and new members alike.  Shifting styles range from more 

contemporary music in worship to multipurpose room usage to the décor and color 

schemes in entry areas.  A component of the “style” challenge is getting the people to see 

the church inside and out through the eyes of a guest. 

 Shifting values are a deeper challenge.  Reaching marginalized neighbors is a 

values shift for Robertsville.  Though the people of the church care about the people of 

the community evidenced in the weekly, hot meal served to the community, the challenge 

occurs when the marginalized person fed on Monday night shows up on Sunday morning 

for Bible study and worship.  An even greater challenge is presented when she seeks 

membership.  At that point, established members realize the people the church reached a 

decade or two ago are not the ones they reach today.  That more and more new members 

in the church have more needs to be met than resources to give is Robertsville’s greatest, 

current challenge.  A related challenge of values presented by an increase in marginalized 
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new members is the recruiting of leaders.   The church wrestles with how to best assign 

established members and marginalized new members to leadership groups.   

Study Sample 

 Two types of members are subjects in the project study sample:  established 

members and marginalized new members.  Established members compose approximately 

seventy-five percent of the congregation, and marginalized new members the remaining 

twenty-five percent.  From 2009 to 2018, the percentage of marginalized new members 

increased by twenty percent.  Of the approximately sixty new members in that same span 

of time, forty have experienced some aspect of marginalization.   

 Established and marginalized new members participate in leadership groups, 

which are primarily committees.  Research of the composition of Robertsville’s 

leadership groups revealed that, though they make up 25-26 percent of the congregation, 

marginalized new members represent only about four percent of leaders.  The disparity in 

leadership prompted the search for a leadership model that would level the playing field.  

The goal was to remedy the problem of why marginalized new members are 

underrepresented in leadership groups.   

 An overview of the church reveals a welcoming congregation where established 

and marginalized new member gather for worship, Bible study, fellowship, and service.  

Neighbors who visit are greeted, befriended, and invited to become a part of the church.  

Aspects of marginalization these guests experience, whether perceived or not, have 

almost no noticeable effect on church members’ willingness to extend hospitality.   
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As guests become involved and, in time, join the membership, many are invited, 

and perhaps even expected, to serve in some leadership group.  The church’s by-laws 

require someone to be a member for at least one year before serving in leadership.  The 

Committee on Committees exercises discretion and insight as qualified potential leaders 

are considered.  The pool of potential leaders is composed of both established and 

marginalized new members.  Each will be briefly described. 

Established Member 

Established members are composed of individuals and families who have been a 

part of Robertsville from its early days in the late 1940s up through the early 2000s.  

Singles tend to be older and widowed.  Families tend to be older couples who are still 

members with children and grandchildren have long since left Robertsville, moving away 

from Oak Ridge for college/career or leaving to attend a church better suited to meet their 

needs.  These children and grandchildren visit on occasion but do not move back home to 

Oak Ridge or Robertsville.  Most established members are educated with college and 

advanced degrees; have finished or are close to finishing careers/professions (e.g. 

managers, teachers, administrators, business owners); have retirement accounts and 

calendars keeping them busy and away.  They are homeowners. 

As the title indicated, established members are churched people.  They are 

supporters and contributors.  Together, they have been formed spiritually through 

worship, Bible study, discipleship studies, and training.  They have experienced the 

ministry of the church’s pastors and other ministers over the years.  They have been 

trained for musical and choral presentations.   
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Established members have become the pillars of the church because of their 

sacrificial investment over decades.  They contribute their experiences and expertise 

learned from training and careers to their involvement as church leaders.  They contribute 

their finances through the regular giving to the operating budget and other designated 

gifts.   

Established members have been around the church long enough to know each 

other.  They have experienced the glory days and the challenging eras of the church 

together and shared personal joys and sorrows.  They trust each other because they have 

served and sacrificed together.  They are familiar with each other’s strengths, 

weaknesses, and personalities.  As familiar as they are with one another, established 

members extend welcome and friendship to guests and new members, including those 

who experience marginalization. 

Marginalized New Member 

Marginalized new members have been joining Robertsville in increasing numbers 

since 2009.  Some are long-time residents in Oak Ridge, and others have recently moved 

to town.  They are families, couples, and singles.  Most are forty years of age or younger.  

The families with children have been reached through events designed to help the church 

build relationships with the community. 

Various aspects of marginalization affect these new members.  Some experience 

or have experienced homelessness or manage the factors and relationships associated 

with renting.  Some manage mental health and the resulting medication regimens.  

Different levels of education are represented among adults.  Some are working to find 
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employment or to increase hours, pay, and benefits.  Transportation can be a regular 

consideration.  Managing limited finances represents an ongoing task.   

Most marginalized new members come to Robertsville either having no or no 

recent church involvement.  Many who become members join by making a first-time 

profession of faith and receiving baptism.  They are excited about becoming a part of the 

church and begin to join Bible study groups, choir, or other activities.  They tend to be 

regular in gathering for worship, prayer, and fellowship.  Many have come to the church 

through one of the outreach ministries.90 

As the title implies, marginalized new members are new to the life of 

Robertsville.  Many are finding their way into deeper involvement in the life of the 

church.  Volunteering for service opportunities or sharing musical gifts and passions open 

up the church to new members.  A new development in the last couple of years is the 

involvement of marginalized new members in Tabitha’s Table and Pauline’s Mission 

Closet.  For the first time in the over twenty-five-year history of these outreach 

ministries, those who were recipients of the ministries are becoming participants in the 

doing of them. 

Marginalized new members experience the challenges of being an unfamiliar 

presence.  They are just beginning to be known.  Established members are learning their 

names, backgrounds, personalities, and passions.  Being new means being unfamiliar 

                                                
     90 The church sponsors and houses two outreach ministries: 1) Tabitha’s Table, a 
multi-church collaborative, weekly food ministry serving a free, hot meal, transportation, 
and prayer support; and 2) Pauline’s Mission Closet, a community collective sharing 
seasonal clothing for all ages and information about local non-profits and assistance. 
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with the church’s history and not having the privilege of shared experiences of joy and 

sorrow.  Being new involves proving one’s trustworthiness, faithfulness and commitment 

over time.  Though marginalized new members experience and participate in the church’s 

welcoming and befriending culture, they do not have full inclusion and access into the 

church’s leadership. 

Research Methodology 

The nature of the methodology was qualitative.  The research design was a mixed 

method of interviews and groups meetings.  The methodology was the formation of a 

pilot committee that served as an example of how collective leadership can be effective in 

helping a church be inclusive of marginalized members in leadership groups. 

In addition to the pilot committee, the methodology included initial and exit 

interviews.  The interviews sought to identify contributing factors in each participant that 

might limit the understanding of the need for inclusiveness in leadership groups.  The 

interviews were audio-recorded, transcribed, and coded to identify descriptions of 

underlying biases, experiences of working on committees, and leadership/qualifications 

of leaders. 

Pilot Committee 

The pilot committee sought to introduce an improvement to Tabitha’s Table, a 

weekly, hot meal served to the community.  The committee learned about and used 

collective leadership principles in its work to illustrate how a leadership group could 

become more inclusive of marginalized new members.91    

                                                
     91 See Appendix A. 
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 The formation of the committee followed the same process as others.  Five 

members consisting of both established and marginalized new members were selected.  

Upon the church’s approval of the committee members and job description, work began. 

The committee met four times.  Each meeting was facilitated by the pastor, audio-

recorded and transcribed.  Each meeting was structured as follows: 

 10 minutes—group building exercise 
 15 minutes—instruction in a principle of collective leadership 
   5 minutes—break  
 45 minutes—collective work on an improvement to Tabitha’s Table92 
 
The committee’s work was intended to test the effectiveness of collective leadership 

principles in making a diverse, inclusive group functional and effective.  If the pilot 

group was successful (i.e. learns and functions effectively to accomplish its mission), 

other committees would be encouraged to utilize the collective leadership model to 

expand inclusiveness of marginalized new members.  The five to seven committee 

members had enough familiarity with Tabitha’s Table to be able to 1) analyze its current 

state, 2) evaluate ways to improve the weekly functioning, and 3) brainstorm one 

improvement.  

The implementation of the recommended improvement required coordination 

with the Tabitha’s Table director.  The intent was for the deliberations over and decisions 

about the improvement to be made collectively by the committee as an inclusive group of 

                                                
     92 See Appendix F for further description of the group building exercises, collective 
leadership principles, and goals for collective work for each of the Pilot Committee 
meetings. 
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established and marginalized members.93  The improvement emerged out of the collective 

work of the inclusive committee. 

Interviews 

 Participant interviews were also an important component of the methodology.  

Each participant on the new committee went through an initial interview and an exit 

interview.  Comparing the responses of the two interviews allowed for the discovery of 

any underlying biases that might affect inclusiveness in leadership.94   

The initial interview identified data about the committee members’ underlying 

biases towards others who are different; past positive and negative experiences working 

on committees; and personal understandings of leadership and qualifications of good 

leaders.  The data was used to determine which collective leadership principle should be 

stressed.  The exit interview collected data to measure the learning of committee 

members and the effectiveness of the collective leadership model in facilitating 

inclusiveness.95  The data showed that collective leadership principles helped participants 

overcome underlying biases; resulted in positive experiences working on a committee 

with diverse people; and created among participants a new understanding of leadership. 

 

                                                
     93 Many of the marginalized members at Robertsville Baptist Church came into the 
church through the ministry of Tabitha’s Table.  Historically, no marginalized members 
have participated in setting policies and practices for Tabitha’s Table.  By forming an 
inclusive committee, marginalized members will now have a voice in shaping a ministry 
designed to touch the lives of marginalized people in the community. 
 
     94 See Appendix B. 
 
     95 See Appendix C. 
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 If the pilot group was successful (i.e. a learning inclusive committee), other 

committees would be encouraged to utilize collective leadership principles to expand 

inclusion of marginalized members more widely.  If unsuccessful (i.e. the group becomes 

dysfunctional and stalls), participants of the new committee would be interviewed to 

discover how to improve their grasp of collective leadership principles.  If underlying 

biases prevailed, scriptural concepts of inclusivity in settings of worship, Bible study, and 

prayer would be presented.   

Details of Implementation 

The ministry project was publicized through the pastor’s article in the church’s bi-

weekly newsletter.  Because the ministry project involved the formation of a new 

committee, the normal process of nominating and approval was honored.  A letter was 

mailed to each prospective committee member explaining the ministry project and 

requesting his or her involvement.96  They were asked to reply by email.  A consent form 

was given to those who chose to participate.  The participants were at least 18 years of 

age.   

 The initial and exit interviews and committee meetings took place in the church’s 

conference room. Each participant was provided with a binder containing interview 

questions, the committee job description, a calendar of meetings, a sample meeting 

agenda, a pen, and a notepad.97  A digital audio-recorder was used for the initial and exit  

 

                                                
     96 See Appendix D. 
 
     97 See Appendix E. 
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interviews and committee meetings.  All recorded, transcribed, and coded materials were 

stored in a locked file drawer in the pastor’s office. 

Data Analysis 

 The experience of committee members working within diversity and within the 

parameters of collective leadership helped to create a new narrative about leadership.  

Data analysis showed effective leadership can move away from a preoccupation on 

competencies of individual leaders and toward one’s ability to participate within a diverse 

group, build relationships with others, and work together toward positive change.  Having 

a new narrative about leadership moved the evaluation of effective leadership away from 

individual competencies or capacity.  Collective leadership moved leadership toward 

inclusivity and relationship-building.  Effective, or qualified, leadership, then, was 

determined by one’s ability to participate with a diverse group to produce a positive 

outcome.  Leadership was not so much about individual capacity.  Leadership was about 

individuals’ access to the Leadership Table.  Does a marginalized member have access to 

the Leadership Table at Robertsville Baptist Church?  By using collective leadership 

principles with a new committee, the answer was “Yes.”  Space was created at the 

Leadership Table for marginalized members. 

 The initial and exit interviews helped create a safe space for the participants’ 

stories, both positive and negative, to be told.  It was essential that those stories be told, 

because in their telling, the researcher began to understand why so few marginalized 
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members were included in leadership groups at Robertsville Baptist Church.98  The initial 

and exit interviews were audio-recorded and transcribed.  Key words related to 

underlying biases toward others who are different, positive and negative experiences of 

working on committees, and ideas about the nature of leadership and qualifications of 

leaders were coded. 

 Concerning the use of the pilot committee, the researcher wanted to determine if 

conceptions of leadership and assumed qualifications of leaders contribute to the absence 

of marginalized members on committees.  Perhaps views of leadership placed value on 

the abilities of the chair to lead the committee, such as charisma, being articulate, public 

speaking, pertinent work experience, etc.  Leadership, then, would have been about the 

individual leader’s capacity. 

The committee meetings were audio-recorded and transcribed.  Key words 

including but not limited to the following were coded: 

• New positive realizations about others who are different  

• Benefits of working collectively 

• Value of diversity 

• New ways of thinking about the ministry of Tabitha’s Table 

• Ability to view reality from another’s perspective 

The data was coded in such a way as to not attach names with personal comments.  Both 

                                                
     98 Church members at Robertsville Baptist Church are recruited to participate on 
committees by being nominated.  The annual process involves the Committee on 
Committees filling vacancies by asking church members to serve.  Currently, out of the 
thirty-eight positions to be filled, few are occupied by marginalized new members. 
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negative and positive data were coded, catalogued, and analyzed to determine patterns, 

compare participants’ attitudes before and after, and deduce any positive effects of 

collective leadership principles on the makeup and work of leadership groups at 

Robertsville Baptist Church. 

Conclusion 

 Marginalized people in the community and in the church are filled with 

experiences and gifts that have the potential to positively impact the people around them.  

Marginalized people flourish when given the opportunity to participate and contribute.  

They willingly share from their experiences, often marked by pain and challenge.  Their 

stories and perspectives have the power to influence change in communities and 

churches.  Through collaborative sharing with other community and church members, 

marginalized people can make a valuable contribution to leadership. 

Yet, in many places, inclusiveness of marginalized people in leadership groups is 

not a consideration.  Empty spaces exist at the Leadership Table where marginalized 

people should sit.  No invitation means no access, no voice, no influence, and no 

leadership.  

Church and community groups that seek to be inclusive in leadership groups find 

in marginalized people a source for energy, creativity, humility, passion, courage, 

empathy, and a willingness to work.  When the empty spaces at leadership tables are 

occupied by marginalized people, the church can better become a place where all people 

are not just welcomed as guests and members but also included as co-laborers and co-

leaders in the work of Christ in the world. 



CHAPTER FOUR 
 

MODELING INCLUSIVE LEADERSHIP AT THE TABLE 
 

 Inclusive leadership seeks to provide an opportunity for all members of a local 

church to be involved in the work of leadership.  By pursuing an inclusive leadership 

model, churches ensure that no one is disqualified from the work of leadership based on 

factors of marginalization.  This pursuit involves patient, persistent work that spans years 

rather than months.  But taking the time to create a culture of inclusive leadership is 

worth the effort.  It is work that moves any church willing to undertake it closer to the 

New Testament description of inclusive, local groups of believers:  being encouraged to 

meet and work together in diversity with equality of voice and opportunity; and 

extending mutual sharing of respect and participation regardless of identity, background, 

or vocation.   

 The project’s methodology sought to begin the work of creating an inclusive 

leadership culture within the committee structure of Robertsville Baptist Church.  

Chapter three gives details of the interviews and committee work that provide the bulk of 

the data that was analyzed.  Chapter four describes the methodology in greater detail and 

analyzes the results of the data.  Assessment was made as to the successful accomplishing 

of the goals of the project and measuring of the data. 
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Collecting Qualitative Data 

 The methodology used a narrative research approach to collect qualitative data 

from initial and exit interviews and field notes from four committee sessions.  Uhl-Bien, 

Maslyn, and Ospina point out that qualitative techniques like in-depth interviews and  

participant observation, as well as narrative approaches like examining language, text, 

and stories, are preferred to methods like surveys to study how leadership emerges within 

social contexts.99  Narrative is the best fit for a description because the data collected 

centered around story-telling.  In the interviews and four sessions, the five members 

narrated their experiences as church members, in leadership groups, with various kinds of 

leaders, and with a diversity of people and personalities.  Attention was given to 

particular words used by members as well as observing group interactions and behavior 

in pilot committee meetings. 

Throughout the methodology, story-telling allowed members to share their lived 

experiences with others and gave the opportunity for members to sense a connection to 

each other within community.  Van Manen lists some aspects of story that were 

evidenced in the interviews and committee work: 

1. Story provides possible human experiences. 
2. Story enables the experience of life situations, feelings, emotions, and events 

that would not normally be experienced. 
3. Story allows the broadening of the horizons of the normal existential 

landscape by creating possible worlds. 
4. Story evokes the quality of vividness in detailing unique and particular aspects 

of a potential life that could be.100 

                                                
     99 Uhl-Bien, Maslyn, and Ospina, 307. 
 
     100 Max Van Manen, Researching Lived Experience: Human Science for an Action 
Sensitive Pedagogy (New York: State University of New York Press, 1990), 70. 
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Both established and marginalized new members shared personal stories in interviews  

and the pilot committee that brought new insight and meaning to their lived experiences.  

The other became more human in the times of personal sharing.  As members heard 

personal stories, they began to identify common feelings, experiences, and lessons 

learned.  These new insights accomplished what Van Manen described as “creating 

possible worlds.” 

The methodology sought to measure the movement of five members of 

Robertsville Baptist Church, a mixture of established and marginalized new members, 

from absence to inclusion.  Absence refers to the present reality of marginalized new 

members missing from leadership groups.  Inclusion refers to the hopeful future of 

marginalized new members participating in leadership groups.  The project asserted that 

collective leadership principles could cause this kind of movement, which refers to the 

personal changes in perspective and behavior toward leadership and others, in the five 

members. 

Initial Interviews 

 Hearing the stories of the participants was vital to the success of the project.  Each 

one, whether marginalized or not, shared personal experiences and perspectives related to 

working alongside others in the church.  The assurance of confidentiality facilitated 

honest responses from participants. 

The purpose of the initial interviews was to discover the preconceptions of the 

five committee members in three areas:  leadership, RBC leadership groups, and “the 

other.”  Each member was interviewed individually in the church conference room or 
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office, and each interview was audio-recorded.101  The transcripts from the five initial 

interviews were used to create a comparative data analysis.102  In the comparative 

document, responses to questions in the form of answers, comments, and stories were 

analyzed to determine relevancy to the research problem and goals.  The following codes 

were assigned to classify responses of the five members:  001—Preconceptions of 

Leadership, 002—Preconceptions of RBC Leadership Groups, and 003—Preconceptions 

of the Other. 

Preconceptions of Leadership.  Out of twelve questions, six drew out answers 

from members that reflected on their preconceived ideas about leadership.103  No one 

expressed their responses as preconceived.  No one said, “This is what I have always 

thought about leadership.”  But through their answers, members reflected some 

interesting thoughts about and experiences with leadership.  For example, member 

090959 indicated leadership was a balance between skills and competency and spiritual 

gifts and agape love.  Member 165719 viewed leadership as “getting work done.”  

Member 090959 had a view of leadership influenced by an education and profession as a 

leader; member 165719 had a view of leadership impacted by what one accomplished 

through manual labor ordered by a leader.  Other members’ views of leadership included 

                                                
     101 See Appendix A for Initial Interview Questions. 
 
     102 See Appendices I-K for Participant Responses. 
 
     103 In the Initial Interview Questions, numbers 4, 7, 8, and 10-12 dealt with 
preconceptions of leadership; numbers 1-7 and 9-12 dealt with preconceptions about 
RBC leadership groups; and numbers 2-3, 5, 7, and 11-12 dealt with preconceptions 
about the other. 
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leadership as a spiritual response to God, strong, and out in front; leadership as both 

internal and external competencies expressed in the context of team; and leadership as a 

learning process in the context of openness.  

Answers about preconceptions of leadership could be categorized in three ways 

and pertained to both established and marginalized new members.  First, leadership was 

understood by three of the members as possessing a distinct spiritual dimension.  Words 

and phrases included “being in touch with God,” “following his will,” “Bible study,” and 

“showing agape love.”  Second, leaders were thought to have certain character qualities.  

Some of those were kindness, honesty, respect for others, sincere, bold, patient, and 

nonjudgmental.  Third, important competencies were identified.  Leaders were out in 

front and stepping out with courage.  They were organized and maintained good habits.  

Leaders were trainers of best practices.  They were able to work and communicate well 

with a wide range of personality types. 

Though no one of the members gave an answer that directly favored exclusion, 

some answers could be understood to cause exclusion and marginalization.  Problematic 

personalities for leadership were thought of to be more hard-nosed, authoritarians on one 

hand and hands-off, uninvolved on the other.  The thinking seemed to be that leaders 

would probably not be found among certain extremes.  

Preconceptions of RBC Leadership Groups.  Questions in the Initial Interview 

about preconceptions of RBC Leadership Groups numbered eleven, the highest number 

of questions.  Perhaps the high number of questions indicate how leadership groups 

bridge individuals’ views of leadership and views of others.  Of the five members on the 
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pilot committee, each of the marginalized new members had never served on a leadership 

group.104  In contrast, each of the established members had served on at least one 

committee, some on numerous committees, for more than one year, and some for many 

years.    

Responses to questions about RBC leadership groups fell into one of several 

categories.  In the first category, four out of five members referred to leadership groups 

as inclusive.  It was unclear whether the description of “inclusive” revealed individuals’ 

belief in a biblical ideal or the hope the church would treat people fairly.  What is clear is 

the belief that leadership groups at Robertsville are inclusive is an illusion.  An analysis 

of new member data revealed that marginalized new members made up over twenty-six 

percent of the active membership while at the same time represented only four percent of 

leadership group members.  Inclusiveness is the exception, not the rule. 

Another category of responses showed a history with one another of trusted 

relationships and proven performance on committees together.  The familiarity with one 

another might explain why newer members who were unknown and unproven in 

leadership settings were excluded.  Though answers to interview questions might seem to 

reveal intentional exclusion, the data did not show this to be the case. 

A third category of answers related to questions about leadership groups revealed 

the belief that leadership groups bring unity to the church as people work together. 

Members had an awareness of “what makes the church a living, functioning 

                                                
     104 Leadership groups at Robertsville Baptist Church consist of committees where 
members serve on a three-year rotation.  A couple of ministries use a type of leadership 
group without a rotation of members. 
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organization.”  All of the pilot committee members made references to leadership groups 

as working together, or unified.  Though the impression that leadership groups are 

inclusive is an illusion, a belief in the biblical ideal of inclusiveness and a sincere desire 

to include a diversity of people in leadership still exists among both established and 

marginalized new members. 

Preconceptions of The Other.  Questions about “the other” revealed answers 

showing the presence of exclusion.  Data showed that views of marginalization could 

lead to exclusion.  Member 191545 viewed the nature of some committees’ work as 

requiring specialized understanding.  Without this depth of understanding potential 

participants in leadership groups were not seen as viable.  

Other answers showed perceptions of “the other” that might cause limited or no 

access to full participation leadership groups.  Two descriptions revealed perceptions of 

marginalization that would tend to keep participants at a distance.  In the first, 

marginalization could contribute to limitations in skills and personality.  In the second, 

marginalization might create distance because of certain physical factors (e.g. personal 

appearance or hygiene).  Reverse preconceptions emerged as well.  The marginalized 

wrestle with the perception of being “judged…not welcomed…and not wanted around.”  

This perception can negatively influence the hope of the marginalized that potential 

opportunities for inclusive leadership exist.  Marginalized new members desire to be a 

part of leadership groups but that desire is determined by the current realities that limit 

access based on current understandings of leadership within the church. 
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Pilot Committee 

 The pilot committee presented an opportunity to bring together around the 

Leadership Table both established and marginalized new members.  All five committee 

members readily said yes to the invitation.  Their joy and gratefulness were evident.   

 The committee met on four occasions.  Each meeting included a group building 

exercise, a collective leadership lesson, and collective work.105  The goal of the 

committee was to introduce one improvement to Tabitha’s Table, a weekly meal 

ministry. 

 Each session began with prayer.  Then, a brief time was spent reading and 

reflecting on a scripture passage dealing with various relevant topics (e.g. life of the 

church together, showing no favoritism, equality of all members).  The scriptures used 

were:  session one—Acts 2:38-42; session two—Eph. 4:29-32, Prov. 27:17; session 

three—Gal. 3:26-29; session four—Lk. 16:19-31, 1 Cor. 12:12-27, James 2:1-4.  The 

impact these scriptures had are registered in the following committee members’ 

comments: 

“We’re all welcome to be an heir.” 
“There’s no one greater than anyone else.” 
“We should not put any of the people above us or below us.” 
“Even in the early church, there was a hierarchy and there were directives and all 
that…but in the early church, women were down here while the men ran 
everything. It’s changed. I don’t know about the leadership part, but we’ve 
moved; it keeps moving.” 
 

These samples show a growing awareness of the kind of equality and mutuality inherent 

in every church member.  By starting with scripture, committee members were 

                                                
     105 See Appendices E and F. 
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confronted with a source of authority, not a theory, that began the learning process 

needed to bring about an inclusive leadership model. 

 Group Building Exercise.  Portions of an asset mapping exercise were used in 

sessions one and two.106  Sessions three and four involved committee members sharing 

about themselves and learning about each other (e.g. something unique, a formative 

experience, etc.).  The sample was a conversation reflecting the result of a diverse group 

learning about each other and dialoguing together about Tabitha’s Table as a shared 

ministry: 

Researcher: “Are there any challenges right now?” 
130749: “Um, not following the guidelines that have been set forth.” 
Researcher: “After...” 
130749: “…After everyone has eaten.” 
165719: “The process is everybody come through and have a meal. Then 

after a certain period of time, they come through and have seconds. 
And then towards the end of the evening, if there’s…” 

090959: “If there’s any leftover.” 
165719: “Box it.” 
160405: “And if anybody comes in when they’re starting seconds, the 

people that just come in go to the front of the line.” 
130749: “They should.” 
165719: “Well, I’ve noticed that everybody has sit there and said these 

people just came in, you come to the front of the line. I’ve always 
seen people respect that.” 

 
Both established and marginalized new members had a personal knowledge and interest 

in what was happening each week. 107  Now, both were talking about it with each other in 

the committee setting. 

                                                
     106 Luther K. Snow, The Power of Asset Mapping: How Your Congregation Can Act 
On Its Gifts, Herndon, VA: The Alban Institute, 2004, 46-68. 
 
     107 This conversation involves both established and marginalized new members as 
sharers in the ministry of Tabitha’s Table.  At Tabitha’s Table established members have 
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 Collective Leadership Lessons.  The collective leadership lessons occupied a 

significant amount of time and group interaction during each meeting.  Committee 

meetings contained lessons from four of the five Principles for Exercising Collective 

Leadership.108  The following interactions reflected the challenge collective leadership 

presented to committee members: 

Interaction 1: 
090959:   “The last thing you said about hearing what someone says, well my 
favorite, not say favorite, my thought always is that if somebody says something, 
what you hear may be entirely different than what they said. And not some 
intentional thing, nothing bad, but sometimes my mind is thinking about 
something over here and somebody says something over here that’s related to that 
but I’m here, so I see it as this. I mean it’s just so easy to get messed up.” 
191545: “So, that’s where the mirroring would come in handy, so say back 
what you think you’ve heard.” 
130749: “Yeah, what you think you heard. and at the same time for that 
person not to get upset because you’re mirroring.” 
Interaction 2: 
090959: I think, I think I understand what you’re saying, and I’m not in 
disagreement with that, but it seems to me that certain activities might require a 
certain kind of knowledge due to the work on the financial side of things, you’ve 
got to be able to work numbers to some way. Now, you may have a team, and 
some do, and some don’t, that’s fine. Someone has to have that kind of 
knowledge and capabilities. Um, and other things, so I think I’m in agreement 
with the concept that a) there should be a collection of people; it’s not one person 
dictating. But for each different kind of thing, there needs to be some kind of 
knowledge and understanding in one of those people or something about that and 
maybe a desire by the people to do that even if they don’t have a technical 
training for it, but maybe they’ve got some kind of an experience or something. 
So, I like the idea of collective leadership. Not one person dictating it because 
they’ve got a PhD, but, you know, some specific knowledge somewhere might be 
desirable for some kinds of groups. 
 
 

                                                
traditionally planned and led and marginalized new members have attended and eaten the 
meal provided for them.  Recently, marginalized new members began to be invited into 
and participate in the planning and the leading of Tabitha’s Table. 
 
     108 See Appendix A. 
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Interaction 3: 
191545: “I wasn’t real strong on it at the moment, at the time, was 
confidence. You need to go into your meetings sure that, you know, you can give 
to that situation, that meeting, whatever, or you can make a difference, make an 
impact, or at least make a suggestion. You know, be confident in what you’re 
doing. You may not be an expert. I’m not an expert at finance, but um, but like 
when [name] was sick, I stepped up and took over [the responsibility of leading], 
you know, because I knew I could.” 
 
Interaction 4: 
130749: "The concept of choosing people for diversity versus perceived 
abilities is a departure.”  
165719: “You need to know what you’re talking about.” 

Interaction 5: 
090959: “My thought of on some of this is that you have a group, none of 
them, none of us is perfect and has all the answers to every issue and every 
question that’s ever going to come up. You might have an answer, and it might be 
a good one. It might not be the best one. And so, I like the idea of collective. I 
think good leadership means that you may be the leader, but you’re, you’re 
asking, ‘What are your thoughts? How would you do this?’ And, ‘Oh, okay, that 
might be good.’” 
Inaction 6: 
130749: Well, I find it a little puzzling. We’re talking about collective 
leadership where everybody brings to the table. It’s a level playing field, and yet 
we still have the formality, the formal directive leader. Uh, that’s a contradiction 
in terms. 
090959: “I hear what you’re saying. I don’t see that’s a contradiction. I just 
see it as one person is going to be the focal point. I mean, information’s going to 
come to a variety of committees.  It goes to each one of those [focal] persons, and 
they spread it out to the committee.” 
 

Pilot committee members were beginning to wrestle with the implications of collective 

leadership for the functioning of the church’s committees.  Members were beginning to 

catch a glimpse of how collective leadership could open space at the Leadership Table for 

the inclusion of marginalized new members.  

Collective Committee Work.  The final component of the pilot committee 

meetings was collective work at each meeting centered around the Tabitha’s Table meal 
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ministry.  Session one involved learning about the history of Tabitha’s Table.  Session 

two focused on the leadership structure and who it is Tabitha’s Table impacts in the 

community.  Session three looked at the current challenges.  In the final session, 

members brainstormed and proposed a recommended improvement based on the current 

challenges.   

The following conversation from the final committee meeting showed a detailed 

dialogue between established and marginalized new members with both being fully 

engaged in recommending one improvement to Tabitha’s Table: 

191545: “Someone suggested we serve food at the table, at tables, and 
someone else suggested that hospitality should rise above security. Y’all have any 
discussion on any of those or others?  I suggested that we do something where 
people can hear more about the Lord without going into Soul Food, but that’s not 
why we’re here. That’s not what Tabitha’s Table is all about. I just remember one 
time coming in and there was that board leaning across the wall there that people 
were putting their prayer requests on. I thought that was really good because 
they’re engaging. You know, you know it better than me, so…” 
165719: “Based on what we have talked about in the past, what?” 
090959: “As director of Tabitha’s Table and the one that has to try and 
organize, getting people to do all these different functions, and coming from an 
engineering background where being methodical is important to me.  One of the 
first things, right now, is that everybody has a job to do and a time period to do it 
in, so that it all fits together.  We’ve got 20, 25 people working on each team, and 
it’s got to come together.  So, the cooks come in at this time and work to this 
time, serving people, blah-blah-blah and so forth. And security people are the 
same thing.  I think we’ve kind of gotten to the point where the security think they 
can leave at 7, but theoretically we’re serving until seven and then you’ve got to 
clean and so forth, so there are some changes.  But when we say opening the 
doors before 5:30, I mean, we used to open even later than that and people would 
be standing outside.  But if you say, well, let’s don’t do 5:30, let’s do 5:15, 
there’ll be people standing at 5:15; they’ll start at 5 o’clock.” 
130749: “Yes.” 
160405: “I don’t care what time you set it at, there are some that for some 
crazy reason, they think they’ve got to be first in order to get food. Well, so…” 
165719: “Well, then you have to have security here earlier and more 
people, everybody.” 
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090959: “Right. I see no, in the process of helping people, in serving them 
food, I see no gain in opening it up particularly earlier. Now, sometimes when it’s 
really cold out, raining out, and there’s people standing out there, but I hope the 
people have learned.” 
191545: “What time it starts.” 
130749: “Come at 5:30.” 
165719: “Right.” 
191545: “Is there a sign? Do we have a sign on the door that says Tabitha’s 
Table, just for Monday night, Tabitha’s Table 6-7, doors open at 5:30? Would that 
help?” 
160405: “It would probably help.” 
 

This conversation displayed not so much the efficiency of the decision making process or 

potency of the recommended improvement but an effective process by which a diverse, 

inclusive group can practice leadership together. 

Exit Interviews 

 The last component of the methodology was an exit interview with all the pilot 

committee members.109   The purpose was to collect data to see if a change could be 

detected in views of leadership, leadership groups, and “the other.”  Data was collected 

and analyzed to track movement of committee members toward a more inclusive view of 

leadership, leadership groups, and others.  A similar process took place in terms of 

location and audio-recording as the initial interview.  Thirteen questions sought to 

enlighten the researcher on the possibility of principles of collective leadership to affect 

change in the pilot committee members.110  

                                                
     109 See Appendix C for Exit Interview questions. 
 
     110 In the Exit Interview Questions, numbers 2-5, 8, and 10-13 dealt with changes in 
views of leadership; numbers 1, 3, 5-9, and 12 dealt with changes in views of RBC 
leadership groups; and numbers 2, 4-7, 10-11, and 13 dealt with changes in views of the 
other. 
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The transcripts from the five initial interviews were used to create comparative 

data analysis.111  In the comparative document, responses to questions in the form of 

answers, comments, and stories were analyzed to determine relevancy to the research 

problem and goals.  The following codes were assigned to classify responses of the five 

members:  004—Changes in Views of Leadership, 005—Changes in Views of RBC 

Leadership Groups, and 006—Changes in Views of “The Other.”  In each of these three 

areas, a sample of comparisons were made between responses to initial interview 

questions and exit interview questions.  Responses that showed significant change were 

noted. 

Changing Views of Leadership.  In the area of leadership, members 191545 and 

165719 showed movement toward change in understanding.  Member 191545 began the 

methodology with a view of leadership that was “strong” and “out in front.”  In the exit 

interview, leadership was understood as an outlet for anyone’s “creativity.”  What a 

powerful shift to move from valuing a leader’s strength to expressing someone’s 

creativity as an act of leadership!  A qualified leader was now seen as someone who is 

free to contribute new thoughts, out-of-the-box ideas, or off-the-wall learnings from 

experiences of marginalization.  Leadership was no longer relegated to those who speak 

louder or more often or have an education that distinguishes above the rest of the crowd.   

Member 165719 began the methodology identifying skills, education, and work 

experience as guides for choosing leaders.  A new understanding developed with new 

information about collective leadership.  In answer to the question “How do you 

                                                
     111 See Appendices I-K.  



 91 

understand leadership differently now?” this member answered that anybody could be a 

leader who was willing to do the work.  This new insight was attributable to the 

collective leadership principle that is committed to taking up leadership “at all levels by 

people from all backgrounds, with varying perspectives and expertise.”   

Particularly, in collective leadership lesson three, the following point was taught: 

“A key element of effectiveness within diversity is assessment of both effort and 

reciprocity on the part of each member.”  Member 165719 learned that anybody is 

capable of exerting effort in working collectively for change.  The word the member used 

was “willing.”  Anybody who was willing to exert effort toward affecting change could 

be a leader.   

Changing Views of RBC Leadership Groups.  Members 160405 and 130749 

showed movement toward change as it related to RBC leadership groups.112  Member 

160405 initially viewed leadership groups as closed to new members and “not being 

helpful.”  In the exit interview, the same member saw involvement in leadership groups 

much different.  Now, a leadership group was a place to discover a new role and have a 

greater sense of “belonging and value.”  A new view of leadership groups grew out of 

collective leadership lesson one.  A teaching point about diversity said that “Lived 

experience is an important and valid source of knowledge for leadership, deemed more 

                                                
     112 Both these pilot committee members had varying lengths of time as church 
members, yet both had similar experiences in the span of time it took for each to be 
invited into leadership groups.  The range was between six and eight years before an 
invitation to lead.  The other three committee members were invited into leadership 
within the first year of church membership.  
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valuable than expert reports.”  The member’s new insight that lived experience was a 

significant contribution to leadership raised the member’s sense of belonging and value. 

 Member 130749 began the methodology viewing leadership groups as populated 

by individuals with identifiable skill sets.  Though, over the years, no intentional effort 

had been witnessed to exclude those without identifiable skill sets, certain church 

members seemed to fit the needs of specific committees.  Movement toward change was 

seen in the view of leadership groups in the exit interview.  Now, member 130749 saw 

the need for intentional diversity and “searching for hidden talents” when looking for 

new committee members.  Through the pilot committee work, members began to see that 

marginalized new members who had been unintentionally excluded possessed gifts and 

skills useful to the task of leadership. 

Changing Views of The Other.  Questions also addressed changing views of “the 

other.”  In the initial interviews, descriptive words and personal stories conveyed a view 

of “the other” that grew out of prejudgments and prejudices.  Though different, these 

were held by both established and marginalized new members that created barriers to 

having an inclusive leadership culture at church.  In the initial interview, certain 

judgments were made of “the other” based on dress and appearance.  Someone’s capacity 

to be a productive member of a leadership group could be determined by what was seen 

on the outside.  Without a doubt certain exterior qualities of people who experience 

marginalization can cause judgments to be made about them.   

Collective leadership presented the opportunity to address such false assumptions.  

Collective leadership lesson one made the point that “the collection of people around the 
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Leadership Table is intentionally diverse.  Diverse voices ensure the decisions of the 

leadership group will positively affect a broader swath of people.”  Intentional diversity 

included diversity in dress and appearance.  Additionally, In light of the fact that some 

people were never considered for leadership, members began to see the value of the 

different thoughts, abilities, and gifts of “the other.” 

 Member 191545 expressed in the initial interview the belief that some factors of 

marginalization might cause people to not fully understand the work of leadership 

groups.  Growth was evident in the member’s responses in the exit interview.  Several 

answers conveyed the new “thinking” that “the other” had important contributions to 

bring to the leadership group.  A fuller understanding was taking shape in the committee 

member. 

Results Grow from Leadership Lessons 

 Each component of the methodology, the initial and exit interviews and the pilot 

committee, sought to address the research problem and meet the research goals.  It was 

the collective leadership lessons that seemed to foster the most noticeable growth toward 

inclusiveness.  The hope was that collective leadership would prove an effective model 

for churches to use to create an inclusive leadership culture.   

Each of the four leadership lessons sought to present a different aspect based on 

collective leadership principles.  In lesson one, the focus was valuing diversity and 

people by building the capacities of people and empowering the group to act together to 

bring about positive change.  In lesson two, collective leadership was seen as a social 

process where working environments fostered leadership from among the members of the 
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group, making space for both formal and informal leaders to emerge.  In lesson three, 

collective leadership taught that knowledge, experiences, and perspectives coupled with 

desire to effect change were valuable for leadership.  In the final lesson, collective 

leadership functioned with both collaborative decision-making and individual initiatives 

to devise and guide a course of action.  In the end, data showed that growth occurred, and 

this growth was attributed to the four leadership lessons offered in each of the four pilot 

committee meetings. 

Additional Conclusions from Data 

Data from the methodology showed a number of additional conclusions about the 

effectiveness of a collective leadership model in the church.  Though the numbers of 

marginalized community members as well as numbers of marginalized new members at 

Robertsville Baptist Church was on the rise, leadership groups at Robertsville Baptist 

Church were not inclusive of marginalized new members.  Nevertheless, both established 

and marginalized new members desired to be inclusive of “the other.”   

Church leadership groups were stronger when they aligned with the biblical 

vision of leadership in the context of inclusive relationships.  When inclusive 

relationships emerged in the pilot committee, collective leadership proved to be effective 

in joining together and utilizing the skills, experiences, creativity, and desire of both 

marginalized new and established members to provide leadership.  Thus, collective 

leadership became an effective tool to move the committee toward an inclusive view of 

leadership, leadership groups, and “the other.”  Additionally, collective leadership lessons 

challenged more traditional forms of individual-based leadership models and offered a 
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more inclusive vision of leadership.  Collective leadership proved to be a model a local 

church could use to effectively create an inclusive leadership culture for its marginalized 

members. 

Strengths and Weaknesses of the Methodology 

 The two-pronged approach to the methodology (i.e. interviews and pilot 

committee meetings) proved to be an effective means of collecting data.  Having ten 

interviews and four committee meetings produced over one hundred pages of data.  The 

data was arranged according to information from the initial interviews about 

preconceptions, the exit interviews about changes in perceptions, and aspects of the 

committee meetings that affected change. 

 The interviews were conducted in a way that kept the playing field level for the 

diversity of the five members.  The interviews were conducted in a comfortable location 

at the church, questions were presented in a nonthreatening way, and the words and 

phrasing communicated well with each one.  A weakness was that no question sought to 

discover how the five members defined words like “marginalized” and “inclusiveness.”  

Another is that some questions were redundant and drew out similar answers. 

Conclusion 

The goal of leadership in the church is not solely that individuals or groups work 

with efficiency and productivity but that individuals who work together become an 

inclusive group of “others” affecting positive change and increasing access to all areas of 

the church for all the people of the church.  This includes a seat of the Leadership Table.  



 96 

The hope of this project is for those who experience marginalization to discover in the 

church an open door and a new desire and effort to be inclusive in its leadership.   

Through the adoption of a collective leadership model, churches can practice 

leadership in a new way.  Collective leadership creates a platform for marginalized new 

members to join the ranks of established members in carrying out the tasks of leadership 

in the church.  With collective leadership, local churches can communicate to those who 

have the impression they are not good enough, gifted enough, resourceful enough, smart 

enough, or experienced enough that the church is intent on doing the work to become 

inclusive of them in leadership.  Any church undertaking the effort to introduce an 

inclusive culture will find new joy and strength at its Leadership Table.  

 



CHAPTER FIVE 
 

A NEW CROWD AROUND THE LEADERSHIP TABLE 
 

The best hope of the church is that it will be a people pleasing to God as it strives 

to be the presence of Christ in the world.  In today’s world, the people of Jesus are 

diverse, and churches are filled with people from every walk of life; every possible 

personality, style and persuasion; from many tribes and languages; both poor and rich, 

and young and old.  Among such a diverse people of faith, joy can erupt as each one, 

whether marginalized or not, hears the invitation to come and lead. 

Imagine a room with a large table encircled with empty chairs.  What an 

encouraging and beautiful site to see each chair no longer empty but occupied by 

someone who represents the full diversity of the people of Jesus.  And what a hopeful and 

challenging prospect for each of those seated at the table to enter together into the work 

of leading in the church. 

Who Would Jesus Choose? 

This gathering of leadership in diversity is the vision of an inclusive leadership 

model in the church.  The question, “If Jesus were selecting the gathering, who would he 

choose?” is one every church should be asking as it assembles its leadership.  Jesus’ first 

leadership group were the twelve disciples.  Together, they made their way from place to 

place as an itinerant leadership group.  These disciples were Galileans like Jesus.  Like  

Jesus, some were laborers and some put their training and education to use.  Jesus invited 
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these Galileans to join him in carrying out his mission, but his invitation was more 

fundamentally into relationship.  Perhaps their movement together as a leadership group  

was a journey not so much to cover as much of the terrain of Palestine as possible or to  

see how long it took for the prophetic message they preached to institute God’s kingdom.  

The journey Jesus took this group on was one from learner to friend.113  Leadership grew 

out of friendship.  Leadership required the involvement of all of them.   

To whom might Jesus a friend’s invitation as co-leader to wrestle over and make 

decisions about daily operations and future direction in the church today?  If the Gospel 

narrative is any guide, he would compose a group inclusive of people marginalized 

because of their diversity.  And their capacity to lead toward change would grow out of a 

continual movement toward friendship.   

The Inclusive Leadership Table Takes Shape 

The cultivating of relationships and friendships between established and 

marginalized new members in leadership groups is a growing vision at Robertsville.  

Historically, leadership groups in the church reflected the members.  This dynamic has 

been true up until about ten years ago.  At that point more people from the community 

experiencing marginalization began to attend and become members of the church.  

During that span of time leadership groups continued to consist of established members, 

even though the numbers of marginalized new members was on the rise.  The Leadership 

                                                
     113 In John 15:15, Jesus says, “I no longer call you servants, because a servant does not 
know his master’s business. Instead, I have called you friends, for everything that I 
learned from my Father I have made known to you.” 
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Table no longer reflected the membership.  Marginalized new members were overlooked 

for leadership. 

 Recently the ratio of marginalized new members to established members on 

leadership groups is on the rise.  In 2019, marginalized new members will represent 

fifteen percent of leadership group members, up from 2017 where marginalized new 

members represented ten percent.  An inclusive culture is beginning to emerge as 

marginalized new members find their seat at the Leadership Table.  The hope is that 

implementing a collective leadership model will cause the inclusive culture to take root 

with even greater fruitfulness.  

Collective Leadership Helps 

Though it is not based on Jesus’ life and teachings, collective leadership is a way 

of realizing the kind of leading together in diversity that Jesus enacted with the Twelve.  

Collective leadership is a mechanism by which intentional efforts at inclusiveness can be 

practiced.  Collective leadership is the model that makes the way for “the least of 

these”—including marginalized new church members—to function according to the 

leadership capacity that each possesses.  Collective leadership enables a compelling 

vision of inclusivity around the Leadership Table to take root.   

In searching for a leadership model that honored the servant leadership of Jesus, 

identified the people with whom Jesus chose to lead alongside, and sought to incorporate 

into leadership the growing number of marginalized new members at Robertsville Baptist 

Church, collective leadership emerged as the most germane for two reasons.  First, 

collective leadership grew out of the research and development of relational leadership 
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theory.  Collective leadership by its very nature functions on the foundation of and seeks 

to cultivate relationships among those in the leadership group.  Second, collective 

leadership intentionally seeks out a diversity of leadership group members.  By using 

collective leadership Robertsville Baptist Church was able to immediately and more 

effectively see how to blend marginalized new members into current leadership groups. 

The Emerging Inclusive Leadership Culture at Robertsville 

Several examples illustrate a more inclusive leadership culture at Robertsville.  

First, a clothing ministry begun in the 1990s had ceased operating in the winter of 2017. 

Leaders of the ministry faced the regular challenge of a lack of volunteers and resources.  

Processing clothes for the seasons of the year and maintaining regular hours of operation 

became burdensome.  The clothing ministry became unsustainable and closed.  After 

about a year, a marginalized new member proposed the clothing ministry needed to be 

reopened for the sake of the community.  When confronted with lack of leaders and 

volunteers, the member considered the need and offered to be the leader.  “I’ve never 

been a leader,” was the comment.   

With some basic training in working and communicating with a team, the member 

began to reinvigorate the clothing ministry with energy and organization.  A team was 

assembled, and they set out to create and put into action their ministry plan.  An opening 

day was calendared, and the rolling racks and shelves were filled with clothes.  The 

ministry was renamed Pauline’s Mission Closet in keeping with the new vision and 

maintains a weekly schedule administered by a team of established and marginalized new 

members.   
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Another positive impact of collective leadership on Robertsville is the movement 

of marginalized new members from being receivers of ministry to being participants in 

shaping the ministry.  They become sharers in leadership with a new voice to share ideas 

and creativity; new access for deeper levels of input in all areas of the church’s life; a 

new sense of ownership seeing the church as theirs; and a new sense of equality giving 

the dignity that all children of God deserve.  The time when marginalized church 

members were marginalized in the church is becoming a thing of the past.  Those “good, 

old days” were not good for everyone.  A new day for all Robertsville’s members is 

rising. 

New Directions for Future Study 

The project sought to cast a vision for how this new day of making space at the 

Leadership Table can come about.  Utilizing collective leadership principles brought 

about a sense of hope in and an intentionality about having a diverse group seated at the 

Leadership Table at Robertsville.  Yet, the project stopped short of some important next 

steps.  First, a process of implementation is needed to help churches apply the five 

principles of collective leadership to their current structures of leadership groups.  For 

example, to fully implement collective leadership at Robertsville, the process of annual 

leadership recruitment by the committee on committees will require evaluation and 

adaptation.  Another aspect of implementation the project does not address is a holistic 

leadership training approach.  The leadership lessons in the methodology are a first step, 

but more is required to convey points of application specifically related to the work of the 

church; to involve leadership groups in more effective relationship-building exercises and 
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activities; and for experimentation with working together collectively in administrative 

committees like personnel and finance. 

Second, though relationship-building that leads to friendship among leadership 

group members is essential, the project does not present a full spectrum of experiences.  

The methodology utilized a couple of activities from a congregational asset mapping 

resource that proved fruitful for learning more about the other.  Other kinds of intentional 

relationship-building might include leadership groups sharing together in ancient spiritual 

practices like lectio divina or prayer labyrinths.  Another example of a group spiritual 

practice is a form of mutual discernment, where individual members agree to meet 

together and expose themselves to the discipline and accountability as they share their 

life’s stories.114 

Third, an awareness of Baptist principles of freedom greatly enhances the 

operational theology undergirding church leadership.  The spirit of freedom marks the 

Baptist way of doing things—a style of faith, a posture of faith, and an attitude toward 

                                                
114 Gary A. Furr and Curtis W. Freeman, eds., Ties That Bind:  Life Together in 

the Baptist Vision (Macon:  Smyth and Helwys Publishing, 1994), 123.  Dr. Loyd Allen 
says, “All efforts at individual discernment in group settings wrestle with the tension 
between individual freedom and submission to spiritual discipline.  Who can better 
balance discipline with liberty than Baptists?  Surely such a people have a stake in 
earnestly seeking discernment, together.” 
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issues of faith marked by individual and corporate freedom.115  Shurden defines these 

four freedoms as Bible freedom, soul freedom, church freedom, and religious freedom.116   

These freedoms are examples of how Baptist principles lay a foundation for 

making space at the Leadership Table for marginalized members.  Both the exercising 

and granting of freedom is essential for marginalized members to be seen as equals.  

Embracing these four Baptist freedoms can bring about an increasing experience of 

equality and mutuality between established and marginalized new members.  Though the 

project does not develop a module for teaching such Baptist principles in the context of 

collective leadership, newly developed resources for group study are available and speak 

to the impact and relevancy of Baptist principles in today’s church that honor freedom 

and friendship.117 

 

                                                
115 Walter B. Shurden, The Baptist Identity: Four Fragile Freedoms (Macon: 

Smyth and Helwys, 1993), 2. 
 
116 Ibid, 4.  Shurden says, “BIBLE FREEDOM is the historic Baptist affirmation 

that the Bible, under the Lordship of Christ, must be central in the life of the individual 
and church and that Christians, with the best and most scholarly tools of inquiry, are both 
free and obligated to study and obey the Scripture.  SOUL FREEDOM is the historic 
affirmation of the inalienable right and responsibility of every person to deal with God 
without the imposition of creed, the interference of clergy, or the intervention of civil 
government.  CHURCH FREEDOM is the historic Baptist affirmation that local churches 
are free, under the Lordship of Christ, to determine their membership and leadership, to 
order their worship and work, to ordain whom they perceive as gifted for ministry, male 
or female, and to participate in the larger Body of Christ, of whose unity and mission 
Baptists are proudly a part.  RELIGIOUS FREEDOM is the historic Baptist affirmation 
of freedom OF religion, freedom FOR religion, and freedom FROM religion, insisting 
that Caesar is not Christ and Christ is not Caesar.” 

 
     117 See Terry Maples and Gene Wilder, Reclaiming and Re-forming Baptist Identity:  
Cooperative Baptist Fellowship, Macon: Nurturing Faith, 2017. 
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Conclusion 

 Concluding a project that focuses on bringing equality to marginalized people 

might seem too simplistic a task for a topic that proves to be as messy in real time.  A 

common aspect of the human experience is the presence of preconceptions, judgments, 

neglect, abuse, and exclusion between individuals and groups of people.  As common are 

human responses of understanding, empathy, self-awareness, patience, and inclusion.  

The latter require more attentiveness to become and remain the norm.  The former all too 

often are so comfortable that they go unnoticed and unchecked. 

 Churches reflect communities, or they should.  The legion experiences that 

marginalize people in communities, towns, and cities are reflected in churches.  

Preconceptions, judgements, neglect, abuse, and exclusion are all too prevalent in 

churches.  Questions like the one asked by one of Robertsville’s marginalized new 

members happen with too much frequency: “Why am I not good enough to be asked to 

serve on a committee?”  No quick answer should be given.   

This question prompted the focus of this project as a way to discover an answer 

and provide a better way of relating to Robertsville’s marginalized new members, a way 

that would enact understanding, empathy, self-awareness, patience, and inclusion.  

Through the initial and exit interviews and the pilot committee that included collective 

leadership lessons, movement from absence (i.e. exclusion) to inclusion could be seen.  

Priorities for recruiting leaders shifted from efficiency, effectiveness, and skill sets to 

intentionally including, listening to, and valuing life experiences of the other.  Views of 

the other that had been based on preconceptions shifted to seeing the value and blessing 
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of what the other could bring to the relational nature of leadership.  To put it simply, 

members began to see the other in relational terms as a co-laborer and friend.  When the 

other is thought of as a friend, preconceptions become a thing of the past, and shared 

work becomes a privilege.  The distinctions separating established members and 

marginalized new members become increasingly insignificant. 

 This project is just a drop in the bucket of the work of bringing justice through 

inclusivity and equality.  Introducing a model for inclusive leadership in churches is an 

effort to try to make a difference in the lives of people who are accustomed to being 

overlooked for involvement in leadership.  Who knows the significance a change in the 

way churches do leadership will have on the future of local churches trying to impact 

their neighbors and communities?  The immediate results of this project to Robertsville 

Baptist Church are certain.  The marginalized new member who sought a reason for 

being excluded has become a fully functioning member of a leadership group.  The 

Leadership Table at Robertsville Baptist Church has become inclusive of marginalized 

new members.  Working to create an inclusive leadership culture is ongoing work, 

though, with new generations that come along being taught the world-transforming way 

of Jesus as a marginalized, itinerant leader surrounded with marginalized friends whose 

collective, co-leading impact reverberates to this day.  
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APPENDIX A:  PRINCIPLES OF COLLECTIVE LEADERSHIP 

Description of Collective Leadership 

 “Collective leadership describes the processes by which people come together to 

pursue change.  Within these processes, participants jointly envision what the world 

should be, make sense of their experiences and interactions, and shape their decisions and 

actions to produce desired results. Leadership processes increase capacities for 

collaboration and provide conditions for group members to feel valued and motivated in 

contributing to collective goals.  Leadership is thus a collective achievement.” 

Principles for Exercising Collective Leadership 

1. Requires connecting people within diversity.   

2. Shapes the way audiences view their work and how they perceive themselves and 

others, and how they understand leadership itself. 

3. Commits to taking up leadership at all levels by people from all backgrounds, 

with varying perspectives and expertise. 

4. Can combine directive behaviors and collaborative approaches. 

5. Aims to transgress boundaries that are often taken for granted. 
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APPENDIX B 

INITIAL INTERVIEW QUESTIONS 
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APPENDIX B:  INITIAL INTERVIEW QUESTIONS 

1. How long have you been a member of Robertsville Baptist Church?  How long 
have you been serving in leadership groups?  Describe how you feel about being a 
member of Robertsville Baptist Church. 

2. How would you describe your experience serving in leadership groups?  Describe 
the best (most effective) and worst (most frustrating) experience you’ve had or 
seen. 

3. Have you noticed leadership groups being more inclusive or exclusive in the 
participation of the church members at Robertsville?  How? 

4. How has your involvement in a leadership group contributed to your personal and 
spiritual growth? To the growth of the ministry and/or church? 

5. Describe a time when you felt there were barriers to your or other’s inclusion and 
involvement in a leadership group at Robertsville. 

6. Why are leadership groups important to the health of the church? 
7. Are there any areas in the church that are reserved only for especially gifted 

people? 
8. How would you describe the gifts or skills needed to be an effective leader? 
9. How is the church more spiritually healthy when it is inclusive in its leadership 

groups? 
10. What should be a guide for choosing people for leadership groups: 1) things like a 

person’s skills, education, and work experience, OR 2) things like values of 
equality, access, and inclusion?  Why? 

11. What attitudes/perceptions do you possess that you think might need to change 
toward others who are different from you in order to work in leadership groups? 

12. What does scripture have to say about inclusiveness?  About leadership? 
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APPENDIX C 

EXIT INTERVIEW QUESTIONS 
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APPENDIX C:  EXIT INTERVIEW QUESTIONS 

1. Has your experience on the Tabitha’s Table Pilot Committee been positive and 
uplifting or frustrating and challenging?  Explain. 

2. What attitudes/perceptions have changed because of insights gained through your 
participation on the committee?   

3. How have your views of leadership and leadership groups in the church changed? 
4. How do you understand qualifications for leadership differently now? 
5. How is collective leadership an answer to helping the church be more inclusive? 
6. How do you understand inclusiveness more differently now? 
7. What has changed in your understanding of who is qualified to be included in 

leadership groups? 
8. How do you view your involvement in leadership and leadership groups 

differently now? 
9. How do you view your involvement with others in a leadership group differently 

now? 
10. How do you see the skill, gifts, and talents of others differently now? 
11. How have you grown spiritually through this research study? 
12. Would it be beneficial for others committees in the church to function the way the 

pilot committee did? 
13. What have you learned from the scriptures about inclusiveness in leadership? 
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APPENDIX D 

PARTICIPANT INVITATION LETTER 
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APPENDIX D:  PARTICIPANT INVITATION LETTER 

Dear ___________________, 
 
As a part of my research project, I am putting together a committee to take a look at our 
church’s Tabitha’s Table community meal.  Because you have been a part of this 
important ministry in different ways in the past and have displayed a commitment to the 
work and mission of Tabitha’s Table, I am inviting you to be a part. 
 
The committee will work for a period of six months and members will learn about each 
other and about some important leadership lessons.  The work of the committee will 
focus on introducing one improvement to some aspect of Tabitha’s Table.  By working 
together collectively through evaluation, brainstorming, and collaboration, the committee 
members will learn more about the perspectives of one another and more about making a 
strong ministry like Tabitha’s Table even stronger. 
 
The committee will consist of five to seven members and will represent a diverse cross 
section of our church family.  I will interview each participant both before and after the 
committee experience.  The interviews will be audio recorded, and I will use the 
recordings to collect data related to a model of leadership called Collective Leadership.  
These interviews will be confidential.  Also, the committee meetings will be audio 
recorded, and the data from those will be used to show the effectiveness of Collective 
Leadership.  The ultimate goal of this study is to make our leadership groups at the 
church more inclusive of more of our church family. 
 
I know you are busy with other groups and ministries at the church.  I ask you to 
prayerfully consider participating.  I will contact you in a few days to get your response.  
Until then, don’t hesitate to ask me any questions about my project or the research study. 
 
Blessings, 
 
Brian 
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APPENDIX E:  BINDER CONTENTS  

Description, Calendar, Sample 

Committee Job Description 
 The purpose of the Tabitha’s Table Pilot Committee is to recommend one 
improvement to some aspect of the Tabitha’s Table Community Meal.  It is an ad hoc 
committee.  The committee will meet monthly for a four-month period. 
 The members of the committee will be a diverse cross section of the Robertsville 
Baptist Church family.  There will five to seven members to be nominated by the Pastor 
and Committee on Committees. 
 The responsibilities will include the following: 

1. Recommend one improvement to some aspect of Tabitha’s Table 
2. Learn about Collective Leadership principles 
3. Serve as a model for other committees for inclusiveness in committee 

composition and functionality 
4. Serve as a pilot program for the Pastor’s research project from which data will be 

collected, analyzed, and presented to the church 
 
 
Calendar of Meetings 

• March 26, 2018  4:15 – 5:30 pm 
• April 30, 2018   4:15 – 5:30 pm 
• May 21, 2018   4:15 – 5:30 pm 
• June 25, 2018   4:15 – 5:30 pm 

 
 
Sample Meeting Agenda 

• 10 minutes—group building exercise 
• 15 minutes—instruction in a principle of collective leadership 
• 5 minutes—break  
• 45 minutes—collective work on an improvement to Tabitha’s Table 
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APPENDIX F 

PILOT COMMITTEE MEETING AGENDAS 

 

 

 

 

 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

124



APPENDIX F:  PILOT COMMITTEE MEETING AGENDAS 

Meeting One 
• Group Building Exercise— “Recognize Your Assets”118 

The group will generate a stack of assets (physical, individual, associations, 
institutions, and economic) and then share with the group.  This exercise will 
identify the assets of a diverse group that might not be immediately visible.  The 
group will discuss the question, “What did you learn new about each other?” 

• Collective Leadership Principle #1— “Requires connecting people within 
diversity.”  The thrust of collective leadership is that the collection of people 
around the Leadership Table is intentionally diverse.  Diverse voices ensure the 
decisions of the leadership group will positively affect a broader swath of people. 

• Collective Work—Learn about the history of Tabitha’s Table including the 
visionaries and initial concept, the organizational chart, the operational principles, 
the community members who have been served, and the investment of the church.  
The group will also discuss the question, “How has God used Tabitha’s Table to 
impact Robertsville Baptist Church and Oak Ridge?” 

 
Meeting Two 

• Group Building Exercise— “Connect the Dots” 
The group will look at the assets generated in Meeting One and brainstorm 
activities that connect those assets with God’s will for the group.  This exercise 
will show the creativity of each member in a diverse group.  The group will 
discuss the question, “What did you learn new about the creativity and passions of 
each other?” 

• Collective Leadership Principle #2— “Shapes the way audiences view their work 
and how they perceive themselves and others, and how they understand leadership 
itself.”  Collective leadership is based on relational leadership theory which 
suggests effective leadership does not rest only in the hands of an individual, 
charismatic leader.  Leadership rests in the relationships that are cultivated by 
those around the Leadership Table.  Collective leadership informs each individual 
that they can be a part of leadership. 

 
 

                                                
     118 The group building exercises in the first three meetings are taken from Luther 
Snow’s The Power of Asset Mapping: How Your Congregation Can Act on Its Gifts, 15-
20. 
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• Collective Work—Learn how Tabitha’s Table functions currently including the 
leadership structure, the decision-making process, the community members who 
are served, and RBC’s investment.  The group will discuss the question, “How 
does Tabitha’s Table continue to positively impact the changing community of 
Oak Ridge?” 

 
Meeting Three 

• Group Building Exercise— “Vote With Your Feet” 
The group members will choose an activity from the Meeting Two brainstorming 
session in which to participate.  This exercise will join together potentially 
unexpected groups according to the activity chosen, revealing commonalities not 
previously known.  The group will discuss the question, “How do you think God 
can use a group like yours?” 

• Collective Leadership Principle #3— “Commits to taking up leadership at all 
levels by people from all backgrounds, with varying perspectives and expertise.”  
Collective leadership teaches that anyone who desires to effect change is qualified 
to be at the Leadership Table.  Factors related to education level, work 
experience, income level, etc. do not qualified someone to participate in 
leadership.  Everyone’s knowledge, experiences, and perspectives can contribute 
to leadership. 

• Collective Work—The committee will formulate a list of operational values by 
which Tabitha’s Table should operate.  The committee will evaluate how 
effectively Tabitha’s Table functions according to those values.  The group will 
discuss the question, “How does God want Tabitha’s Table to relate to our 
neighbors in the community?” 

 
Meeting Four 

• Group Building Exercise—The group will discuss how the asset mapping 
exercises brought members closer together, increased a deeper knowledge of 
others, and gave a greater sense of camaraderie.  The group will discuss the 
question, “How do you think God desires a diverse group to work together to 
form a dream and make it a reality?”   

• Collective Leadership Principle #4— “Can combine directive behaviors and 
collaborative approaches.”  Collective leadership not only functions with 
collaborative decision-making but also with individuals who initiate a decision or 
course of action.  The initiating individual honors the collective nature of the 
leadership group and the presence and participation of every individual around the 
Leadership Table by maintaining relationships through communication and 
collaboration. 

• Collective Work—Based on the values and the group discussion question from 
Meeting #3, the committee will determine one improvement to introduce to the 
weekly operation of Tabitha’s Table.  The group will discuss the question, “What 
are the potential problems with implementing this improvement?” 
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APPENDIX G:  COMMITTEE COLLECTIVE WORK SESSIONS 

Collective Work Session One 

The History of Tabitha’s Table 

What is the history of Tabitha’s Table? 

 

Who were the visionaries? 

 

What was the initial concept? 

 

What is the organizational chart? 

 

Are there any operational principles? 

 

Who are the community members who have been served over the years?  How many 
have become involved in the church as a result? 
 

How would you describe the investment of the church? 

 

How has God used Tabitha’s Table to impact Robertsville Baptist Church and Oak 
Ridge? 
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Collective Work Session Two 

Tabitha’s Table Today 

 

What is the leadership structure of Tabitha’s? 

 

How are important decisions made? 

 

Who are the community members served currently? 

 

What is the investment of RBC into Tabitha’s? 

 

What are some of the weekly challenges Tabitha’s faces? 

 

What might be God’s will for Tabitha’s Table as it looks to the future? 
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Collective Work Session Three 

Tabitha’s Table Challenges 

What potential challenges arise each week with Tabitha’s attendees? 

 

What are other challenges in the way Tabitha’s functions? 

 

What feedback do you hear from Tabitha’s attendees? 

 

What feedback do you hear from Tabitha’s workers? 

 

What are some things you notice that need to be changed about Tabitha’s Table? 

 

List five things that give Tabitha’s Table a positive impact. 

 

 

 

 

 

 

 

 

 

 



 131 

Collective Work Session Four 

Tabitha’s Table Improvement 

Based on last week’s discussion about challenges facing Tabitha’s Table, what are some 
improvements you can think of? 
 

Narrow the list down to two. 

 

Delete one of those. 

 

What are the factors to consider in this recommended improvement? 

 

What is the next step to introducing this recommended improvement? 
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APPENDIX H:  COMMITTEE COLLECTIVE LEADERSHIP LESSONS 

Collective Leadership Lesson One 

Description of Collective Leadership 

 “Collective leadership describes the processes by which people come together to 
pursue ________.  Within these processes, participants ___________ envision what the 
world should be, make sense of their _____________ and interactions, and shape their 
decisions and actions to produce desired results. Leadership processes increase capacities 
for collaboration and provide conditions for group members to feel _________ and 
motivated in contributing to collective goals.  Leadership is thus a ______________ 
achievement.” 

Principles for Exercising Collective Leadership 

1. Requires connecting people within diversity.   

2. Shapes the way audiences view their work and how they perceive themselves and 
others, and how they understand leadership itself. 
 

3. Commits to taking up leadership at all levels by people from all backgrounds, 
with varying perspectives and expertise. 
 

4. Can combine directive behaviors and collaborative approaches. 

5. Aims to transgress boundaries that are often taken for granted. 

Collective Leadership Principle #1— “Requires connecting people within __________.”  
The thrust of collective leadership is that the collection of people around the Leadership 
Table is _______________ diverse.  Diverse voices ensure the decisions of the leadership 
_________ will positively affect a broader swath of people. 
 
A focus on the collective dimensions of leadership expands our views of leadership 
beyond an "influence relationship" and recognizes it as a process of ______________ 
meaning making, developmental capacity building, and ________________ action.  This 
approach explores the work involved in ______________ the capacities of people, 
organizations, and communities, and replacing the idea of "_______________" with that 
of communities ________________ to act together to bring about change. 
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COLLECTIVE LEADERSHIP VALUES DIVERSITY AND PEOPLE 

DIVERSITY = building capacities and empowering action 

• DIVERSITY…Collective leadership can be a powerful process for leadership 
______________ because it combines critical thinking, visioning, self-
empowerment, relationship building, action, and hope and energy. 
 

• DIVERSITY...Collective leadership includes establishing a personal relationship 
with each individual, articulating common goals, finding each person's strengths 
to serve as foundations for the work, and drawing from people's diverse cultures 
as a building block for community. 
 

• DIVERSITY...The “work of leadership" is the processes that help all members of 
a group make _____________ together of what they must do to carry out their 
common goals. 
 

• DIVERSITY…Leadership development is about facilitating and encouraging 
community members to _____________, analyze, inquire, and __________ their 
actions based on cycles of reflection and action. 
 

• DIVERSITY...Lived ________________ is an important and valid source of 
knowledge for leadership, deemed more valuable than _____________ reports. 

 
PEOPLE = followers becoming leaders in community 

• PEOPLE...Shift the idea of leadership from being an ________________ act to 
one of collective empowerment.  Leadership is not a thing developed and horded 
by individuals, but an ever-expansive positive force that should be 
______________. 

 
• PEOPLE...Shared leadership is leadership with roles and functions distributed 

among different organizational ___________________, rather than being 
exclusively the ________________ of a formal leader. 

 
• PEOPLE...Collective leaders _________ with care.  Then they look for ways to 

mirror what they have seen, giving people a chance to take a new look at 
themselves and see the _______________ that have not been well recognized or 
articulated. 
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Collective Leadership Lesson Two 

Principles for Exercising Collective Leadership 

1. Requires connecting people within diversity.   

2. Shapes the way audiences view their work and how they perceive themselves and 
others, and how they understand leadership itself. 
 

3. Commits to taking up leadership at all levels by people from all backgrounds, 
with varying perspectives and expertise. 
 

4. Can combine directive behaviors and collaborative approaches. 

5. Aims to transgress boundaries that are often taken for granted. 

Collective Leadership Principle #2— “Shapes the way audiences view their work and 
how they perceive themselves and others, and how they understand leadership itself.”  
Collective leadership is based on __________ leadership theory which suggests effective 
leadership does not rest only in the hands of an individual, charismatic leader.  
Leadership rests in the relationships that are cultivated by those around the 
leadership__________.  Collective leadership informs each individual that they can be a 
part of leadership. 
 
Collective leadership develops a deeper understanding of how leadership occurs as a 
___________ process within a certain group. There are variations on how collective 
leadership is understood and used as a concept.  Some approaches emphasize the work of 
creating environments to foster leadership among individuals in a group. Other 
approaches describe leadership as a _____________ of the group. The group may have a 
visible leader, but there is space for other formal and informal leaders to emerge. 
 

COLLECTIVE LEADERSHIP VALUES PEOPLE IN 
 RELATIONSHIP TO ONE ANOTHER 

 

• In collective leadership, a ________________ lens shifts attention from a focus 
on attributes, styles, behaviors, and activities of effective leaders, to a focus on 
what people in leadership groups do together to construct and advance a common 
purpose. 

 
• Collective leadership is neither a type of leadership or a trend in leadership.  It is 

leadership that is relational and social, and results in people ____________ in the 
goals and decisions that seek to bring about positive change. 
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• In collective leadership, the relationships are ______________________ and 
always negotiated to protect and promote the ____________ and interests of the 
group.  Relationships are always being formed and re-formed. 

• In collective leadership, leaders and followers support growth and development in 
each other in the following ways:  

o form new understandings of themselves and the world in which they live,  
o develop a public voice,  
o take action together, 
o know each person, what they care about, and where they are trying to go,   
o work to articulate the goals that people in the group have in common, 
o look for each person's strong points, for the things already in place to build 

upon, 
o look for the strengths in people's culture as a building foundation for the 

whole community,   
o ask good questions and draw out people's thinking, 
o listen with care, 
o look for ways to mirror what they have seen, giving people a chance to 

take a new look at themselves and see the strengths that have not been 
recognized 
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Collective Leadership Lesson Three 

Principles for Exercising Collective Leadership 

1. Requires connecting people within diversity.   

2. Shapes the way audiences view their work and how they perceive themselves and 
others, and how they understand leadership itself. 
 

3. Commits to taking up leadership at all levels by people from all backgrounds, 
with varying perspectives and expertise. 
 

4. Can combine directive behaviors and collaborative approaches. 

5. Aims to transgress boundaries that are often taken for granted. 

Collective Leadership Principle #3— “Commits to taking up leadership at all levels by 
people from all backgrounds, with __________________ perspectives 
and__________________.”  Collective leadership teaches that anyone who 
________________to effect change is qualified to be at the Leadership Table.  Factors 
related to education level, work experience, income level, etc. do not qualify someone to 
participate in leadership.  Everyone’s knowledge, experiences, and perspectives can 
contribute to leadership. 
 

COLLECTIVE LEADERSHIP VALUES LEADERSHIP CAPACITY IN ALL PEOPLE 

• Some relationships are easier to develop than others.  Sometimes people just hit it 
off with others.  Dissimilarities between members can be____________, but it 
will require extra effort.  The skill needed to do this include an understanding of 
reciprocity, self-presentation to others, and communication with others. 

 
• A key element of relationship development and effectiveness within diversity is 

assessment of both __________ and __________________on the part of each 
member.  The assumption is that exchanges are based on effort exerted by the 
parties to the relationship (e.g. individuals exert effort to initiate exchanges, 
reciprocate exchanges).   

 
•  ______________________________ by members is one of the behaviors that 

can make the relationship function better.  Ask questions like “How am I doing?" 
“Is there anything I'm doing that is causing confusion or frustration?"  What will 
be required for these questions to be asked is a high level of ______________ 
among the members of the leadership group. 
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• Contribution to the leadership of a group grows out of relationship-building.  In 
other words, leadership capacity is connected to relationship-building capacity.  
So, a person has leadership capacity not based on expertise, education, or talents 
along.  A person has leadership capacity based on their ability and desire to do 
what it takes to __________________ relationships with others in the group, thus 
___________________, effort, and reciprocity are valuable leadership qualities. 
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Collective Leadership Lesson Four 

Principles for Exercising Collective Leadership 

1. Requires connecting people within diversity.   

2. Shapes the way audiences view their work and how they perceive themselves and 
others, and how they understand leadership itself. 
 

3. Commits to taking up leadership at all levels by people from all backgrounds, 
with varying perspectives and expertise. 
 

4. Can combine directive behaviors and collaborative approaches. 

5. Aims to transgress boundaries that are often taken for granted. 

Collective Leadership Principle #4— “Can combine directive behaviors and collaborative 
approaches.”  Collective leadership not only functions with ________________ decision-
making but also with individuals who ____________ a decision or ______________ a 
course of action.  The initiating individual ____________ the collective nature of the 
leadership group and the presence and participation of every individual around the 
Leadership Table by maintaining relationships through communication and collaboration. 
 

COLLECTIVE LEADERSHIP UTILIZES FORMAL LEADERS  
THAT VALUE COLLABORATION 

 
FORMAL = DIRECTIVE 

•  Collective leadership can include ________________ behaviors that are similar to 
what we see in descriptions of traditional leadership.  For example, in education settings 
and health networks, “formal” leaders are __________________ and engage in more 
complimentary behavior within these settings to ensure change. 
 
•  Another way directive leaders can exercise collective leadership is in a “dual-
leadership” structure.  In this kind of arrangement, two _____________ leaders share the 
leadership responsibility together simultaneously, one more ___________________ and 
one more directive. 
 
•  In dual-leadership structures, the term “_________________ ambidexterity” describes 
the action of finding workable ______________ of hierarchical and participatory 
leadership that vary over time. 
 
•  Even when dual leadership is functioning, collective leadership keeps the focus on 
___________________ relationships and moving toward meaningful 
___________________. 
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•  In collective leadership, the _________________ leader is working to adapt, interpret, 
and ____________________ in order to engage each person in a relationship. 
 
•  The formal leader can exercise collective leadership, even though that may not be 
his/her area of____________________ , by practicing humility, vulnerability, 
implementing a process for decision making, allow for _________________ and 
paradox, and commit to being a life-long learner. 
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APPENDIX I: RESPONSES TO INTERVIEW QUESTIONS  
ABOUT LEADERSHIP 
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Initial Interview 
001-Preconceptions of Leadership 
191545 

• in touch with God; love the lord; ask and follow his will 
• guidance 
• using their gifts that God’s given them. 
• heart to be there as opposed to the education thing, 
• has to be bold; not afraid; step out speak out kindly 
• take care of people; love people 
• the glue that holds it together 

Conclusion:  leadership is spiritual, strong, out in front 
 
165719 

• lead by example 
• many hats 
• helps out 
• a person’s skills, education, and work experience 

Conclusion:  leadership is something you do 
 
 
130749 

• sense of ownership 
• grow; learn; discover 
• part of a team 
• serve 
• organized 
• learn to deal/cope with various personality types and to 

people’s habits 
• skill sets; competent 
• personality 
• flexible 
• ask for input from the team members 
• express appreciation of their efforts 
• train others to take your job 
• education and experiences. 
• patient 
• (can be) young 

Conclusion:  leadership is internal/external competencies in 
serving team 
 
090959 

• a servant  
• work with others 
• be kind of others 
• be respectful 
• listen 
• able to compromise; accept change; alternative ways 
• forgive other people 
• skills, education, experience, able to do jobs 
• inclusion of people 
• acceptance of people 
• good personal skills 
• studying your Bible 
• show agape love to people 
• self-controlled 
• hospitable 
• sincere 
• honest 

Conclusion:  leadership is balance of skill-based team with 
openness to input and spiritual gifts 
 
160405 

• willing to learn 
• (non)judg(mental) 

Conclusion:  leadership is learning in openness 
 
 
 
 

 
 

Exit Interview 
004-Changes in View of Leadership 
191545 

• anybody can be on a leadership team 
• creative without having higher education 

Conclusion:  leadership can come out of anyone’s creativity 
 
 
 
 
 
 
165719 

• anybody can be a leader who’s willing to do the job 
• (flexibility) working with a different group each week 
• (experiences like) being homeless (are) okay 

Conclusion:  leadership from anyone’s experiences willing to 
work 
 
 
130749 

• not hierarchical 
• more of a team 
• two leaders (who are marginalized) stepped 

up/developed 
• inclusive leadership (no) main leader, equal input 

Conclusion:  leadership is team with the surprising contributions 
of marginalized 
 
 
 
 
 
 
 
 
 
 
 
090959 

• inclusive of different people with different thoughts and 
ideas  

• certain skill requirements but include people that don’t 
• work with their thoughts and meld them together 
• proactive (about being) inclusive 

Conclusion:  leadership is skill-based and proactive in 
inclusiveness 
 
 
 
 
 
 
 
 
 
 
 
 
160405 

• learn(ing); insight; willing to learn is qualified 
• more responsibility  
• more time 
• run(s) with other people 

Conclusion:  leadership is shared learning and responsibility 
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APPENDIX J: RESPONSES TO INTERVIEW QUESTIONS  
ABOUT RBC LEADERSHIP GROUPS 
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Initial Interview 
002-Preconceptions of RBC 
Leadership Groups 
191545 

• something to contribute…there at right time 
• got a lot done 
• dependable people involved keep it going and grow(ing) 
• relationship(s in leadership) working as team 
• skills needed to speak out willingly, honestly, and boldly  
• unified and encouraged 

Conclusion:  leadership groups are teams working in 
relationship, unified, honest, dependable 
 
165719 

• effective 
• everybody helps out 
• no barriers (to involvement) on any leadership group 
• comes together as one 

Conclusion:  leadership groups effectively work together as one 
with no barriers to anyone helping 
 
 
130749 

• (some leaders) should delegate more 
• inclusive, fairly new people getting into leadership 
• the one who doesn’t know what to do is willing to learn 
• expos(ure) to personality types and people’s habits 
• personality traits and skill sets (not economic, race) cause 

(leadership candidates) to be overlooked 
• ownership and involvement (in groups) lead to health 

and nurturing 
• same Gifted people competent in personnel and finance 
• (increase) awareness/training of what’s involved in 

making the church a living, functioning organization 
• choose people that bring a skill set 
• I get impatient covering that same ground over and over 
• the early church made an effort to include, women 

Conclusion:  leadership groups choose competent people with 
skill sets involving delegation, training of fairly new people to 
make the church a living, functioning organization. 
090959 

• leadership groups include no barriers to a broad spectrum 
of people 

• counting committee or finance committee require math 
capabilities 

• being inclusive in what our Lord started, provided, and 
planned/desired for us 

• more embracing inclusivity helps to see things 
differently, many points of view, gets more involved 

Conclusion:  leadership groups involve some capabilities and 
more points of view with no barriers to involving a broad 
spectrum of people. 
 
 
 
 
160405 

• involvement brings enjoy(ment) and experience 
• (groups are sometimes) not helpful to people, have their 

little groups, and don’t want (others involved) 
• (groups allow) me to help people that are homeless and 

needing help and give information 
• (seeing something in the church that just isn’t right) 

upsets and motivates to action 
• (can) keep the church focused on what’s important 
• leadership groups keep the church from just sitting there 

watching 
• people must be available to do the work that’s needed 

Conclusion:  leadership groups can be exclusive not wanting 
others to be involved which motivates to joyfully helping people 
not just watching. 

 

Exit Interview 
005—Changes in View of RBC 
Leadership Groups 
191545 

• give more people a chance to be in a leadership and 
appreciate what (they) are doing 

• let more people in 
• more people could get involved (when it’s a group and 

not an individual leader) 
• (new) understanding that anybody can be included 
• listen more clearly (now to others in the group) 
• a changed heart can see others’ perspectives 

Conclusion:  leadership groups see more people involved 
165719 

• (allow me to) help out with other people (and work 
effectively) 

• (involvement is for) everybody who is interested in being 
involved  

• (being) a leader is for anybody who’s willing to do the 
job. 

• we work (together) 
Conclusion:  leadership groups get things done together 
130749 

• church includes all strata of people on committees 
• need to look for the ones who may not have been in a 

position of leadership before, not just natural leaders 
• intentional diversity (is needed) when looking for 

members 
• intentional searching for hidden talents  
• equal input and participation in (the) group 

Conclusion:  leadership groups call out participation and gifts of 
all strata of people 
 
 
 
 
 
 
 
 
090959 

• (there is a need to) go further in inclusion than otherwise 
considered 

• proactive in bringing in a range of people 
• (look at) a certain group of people not considered 

(before) that want to be involved, not just the ones who 
have always been doing something and say yes when 
asked 

• be more inclusive of different people, more aggressive in 
inclusiveness 

• (include) people that may not have certain skill 
requirements, be open to hear their thoughts and meld 
them together with others 

• including a multitude of people with different 
experiences, knowledge, and understanding (generates) 
multiple ideas 

Conclusion:  leadership groups aggressively include people with 
different experiences, knowledge, and understanding. 
160405 

• (including) other people provides more input and insight 
• stronger (sense) of learning and sharing (in decision-

making and the work) 
• more of a role, (sense of value and belonging) than I did 
• important to have different views and different input 

Conclusion:  leadership groups make a place where learning and 
sharing happen and people find a role they didn’t have before 
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Initial Interview 
003-Preconceptions of “the other” 
191545 

• (acceptance and) belong(ing) 
• (some personalities are difficult) 
• (the other is) included 
• (some are excluded because they don’t have the ability 

to) understand what we’re doing…there’s a barrier  
• some are not invited to be a part of a committee 
• (not everyone is equal) 
• anybody is welcome 
• (the other should) think like I think. 
• we’re not right or wrong, we’re just us. 
• be more gentle and accepting (of the other) 
• inclusiveness says we are all members of the same body 
• diversity is not just racial but also socioeconomic groups 

Conclusion:  “the other” faces barriers because they don’t 
understand or think the same way or personality but should try to 
include. 
 
165719 

• friends(hip) exists 
Conclusion:  “the other” is friendship 
 
 
 
 
 
130749 

• personality traits and skill sets (not economic, race) cause 
(leadership candidates) to be overlooked 

• training leaders with skills 
• not exclusion but consideration of skill sets, want people 

who bring skill set 
• personality traits cause some to be overlooked  
• exclude not because of economic, color, but for skill sets 

and personality 
• competent people gifted for personnel and finance  
• (people who can) do what needs to be done 
• judgmental and impatient with those who don’t do what 

they say they’ll do 
• impatient with personality type and emotional issues that 

are needy and have to cover the same ground over and 
over 

• inequality, inequity in the church led to inclusion of 
women, gentiles, young in leadership 

Conclusion:  “the other” is excluded based not on race, 
economic factors but on skill sets and personality traits; should 
be dependable and emotionally mature. 
 
090959 

• no barriers to allowing groups of people to do anything  
• capable people for counting/finance committee  
• we’re inclusive 
• bigotry based on dress, appearance 

Conclusion:  “the other” is judged whether capable based on 
appearances but try to allow groups of people to do anything 
 
 
 
160405 

• some who are not in the group are not wanted around  
• some are judged  

Conclusion:  “the other” is judge and not welcomed 
 
 
 
 
 
 
 
 
 
 
 

Initial Interview 
006-Changes in View of “the other” 
191545 

• people from diverse backgrounds can work together,  
• accepting others from different socioeconomic 

backgrounds and their ideas 
• thinking differently (now) of what the (other) could bring 

to the leadership team 
• anybody can be included 
• (discover) people you would not think would be on a 

leadership team are skilled 
• don’t judge people, accept them 
• (the other should) have a chance to be on a committee  
• some are not emotionally able to participate on 

committees 
• prejudices and biases are not the way God wants us to 

think about people 
Conclusion:  “the other” should be included despite barriers of 
bias or judgments on emotional health 
 
165719 

• show respect to each other 
• see the other as equal 
• everybody’s talents or gifts vary 
• don’t judge someone by their outward appearance 

Conclusion:  “the other” is an equal and not to be judged by 
outward appearances 
 
130749 

• not everyone is a fit 
• intentional looking for potential in others not seen before 
• everyone is important even if they seem insignificant 
• intentional(ly inclusive) 
• surprised at how two leaders could step up and develop a 

ministry 
• intentional searching for hidden talents in others 
• show no favoritism 

Conclusion:  “the other” has hidden talents that should be 
intentionally fitted 
 
 
 
 
 
 
 
 
 
 
 
090959 

• some are just never considered  
• more inclusive of different people 
• people that have been marginalized are a part  
• more open to the thoughts of the other 
• it’s important that we have different abilities, gifts, 

talents 
• Jesus worked to save the people that were in need 

Conclusion:  “the other” who is marginalized is already a part 
 
160405 

• in this first leadership role, insight has been gained  
Conclusion:  “the other” will grow in leadership insight and 
experience 
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Informed Consent 

McAfee School of Theology 
Mercer University 

3001 Mercer University Drive 
Atlanta, Georgia 30341 

You are being asked to participate in a research study. Before you give your consent to 
volunteer, it is important that you read the following information and ask as many questions as 
necessary to be sure you understand what you will be asked to do. 

Investigator 
The investigator for this research study is Brian Scott, M.Div. Rev. Scott is the Pastor of 

Robertsville Baptist Church in Oak Ridge, TN and a student in the Doctor of Ministry program at 
the James & Carolyn McAfee School of Theology at Mercer Universit y under the su pervision of 
Dr. Karen Massey. Rev. Scott can be reached at 865-483-1316 or bscott@rbcor.org. 

Purpose ofthe Research 
This research study is designed to measure how to make leadership groups at 

Robertsville Baptist Church more inclusive of all church members by using initial/exit interviews 
and a pilot inclusive committee. The data collected will determine what causes leadership 
groups to not be inclusive, what your experiences have been related to leadership groups, and 
what can contribute to making leadership groups at Robertsville Baptist Church more inclusive. 

Procedures 
As a part of this study, you will be asked to participate in an initial interview with the 

researcher where you will share your personal attitudes and perceptions of the diverse people 
who make up the congregation of a local church; you will share about your experiences working 
on or leading committees in the church; and you will share about your views of leadership and 
what makes someone qualified to be a part of a leadership group in a chu rch. You will be able 
to share as much or as little as you desire. 

You will also be asked to participate in a four-month pilot committee. The aim ofthe 
committee is for a diverse group of members to determine one improvement to Tabitha's 
Table, our Monday night community meal. Throughout the six months, you will participate fully 
in the work of the committee by engaging in group-building exercises, lessons on leadership, 
and discussions and decision-making. 

Finally, you will have an exit interview w ith the researcher where you share your 
thoughts about the pilot committee experience and any changes you have observed in yourself 
or others in the research study. You w ill be able to share as much or as little as you desi re. 
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You will be given a three-ring binder that will orient you to the study. The binder will 
contain interview questions, committee job description, calendar of meetings, a sample 
meeting agenda, a pen, and a notepad. 

Anything you submit in writing and any audio recording will be reviewable and will be 
kept confidential by the researcher. Both interviews will be private and confidential. The 
interviews will be audio-recorded and transcribed so that the researcher can collect data for 
the study. All written and digital information will be kept confidential. Confidentiality will be 
maintained by using a code number or alias for your name in any print material and by storing 
all materials and recordings in a locked file drawer or computer audio file in the pastor's office. 

Potential Ri sks or Discomforts 
You may not have served on a committee before. If so, then you may have some 

uncertainty about how a committee works and how to you can be engaged in the work. There 
will be training at each committee meeting to ass ist you. You may also be concerned about 
how your participation will be received. Each member of the committee will be chosen by the 
researcher based on his or her previous connection to Tabitha's Table and most will know each 
other as members of the church. Each participant will have equal voice and opportunity as a 
part of the committee. You will be able to withdraw from the committee and interviews at 
anytime freely without judgment or consequence. 

Potential Benefits of the Research 
The potential benefits of thi s study include helping our church to be more inclusive of all 

church members in leadership groups. More people will have a voice and opportunity in 
decision-making about the work of the church. All areas of the life of the church will be more 
accessible to all members. Your voice will be heard and help shape the church for future 
generations, ensuring that there will be a greater sense of equality in the church many years 
into the future. You will gain a greater understanding of Jesus' heart for all people and how he 
included all kinds of people in his mission. You will learn important information about 
leadership in the church. 

Confidentiality and Data Storage 
Confidentiality will be maintained by using a code number or alias for your name in any 

print material and by storing all materia ls and recordings in a locked file drawer or computer 
file in the researcher's office. Your interviews and any contributions in committee meetings will 
only be seen and reviewed by the researcher. All materials and recordings will be kept for 
three years or the duration of the project study (whichever comes first), at which time they will 
be destroyed or delet ed to protect the privacy of all participants. 

Participation and Withdrawal 
Your participation in this research study is voluntary. You may choose to withdraw from 

participation at any time. To withdraw, please contact Rev. Scott at bscott@rbcor.org. 
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Questions about the Research 
If you have any questions about the research study, please contact Rev. Scott at 

bscott@rbcor. o rg. 

Audio Recording 
The interviews and committee meetings will be audio recorded via a digital voice 

recorder. The recordings will be kept for three years or the duration of the research study 
(whichever comes first), at which time they will be deleted to protect the privacy of all 
participants. 

Reasons for Exclusion from this Study 
This project has been approved for volunteers 18 years of age or older. 

This project has been reviewed and approved by Mercer University's IRB (Institutional Review 
Board). If you believe there is any infringement upon your rights as a research participant, you 
may contact the IRB Chair at (478) 301-4101. 

You have been given the opportunity to ask questions and these have been answered to your 
satisfaction. Your signature below indicates your voluntary agreement to participate in this 
research study. 

Research Participant Name (Print) Name of Person Obtaining Consent (Print) 

Research Participant Signature Person Obtaining Consent Signature 

Date Date 
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Monday, February 19, 2018

Mr. Brian Keith Sco
3001 Mercer University Drive
James and Carolyn McAfee School of Theology
Atlanta, GA 30341

RE: Inclusive Leadership: Making Space at the Leadership Table for the Marginalized Members of Robertsville Bap st Church (H1802047)

Dear Mr. Sco :

On behalf of Mercer University's Ins tu onal Review Board for Human Subjects Research, your applica on submi ed on 31-Jan-2018 for the above
referenced protocol was reviewed in accordance with Federal Regula ons 21 CFR 56.110(b) and 45 CFR 46.110(b) (for expedited review) and was
approved under category(ies) per 63 FR 60364.

Your applica on was approved for one year of study on . The protocol expires on . If the study con nues beyond one year, it must be re-evaluated by
the IRB Commi ee.

Item(s) Approved:
New Student Applica on for a combina on narra ve inquiry and ethnographic research study using interview ques ons, audio recordings, and
transcrip ons of commi ee mee ngs to I) to discover contribu ng factors (i.e. underlying biases, experiences of working on commi ees. and
leadership/qualifica ons of leaders) that cause the exclusion of marginalized new members from leadership groups at Robertsville Bap st Church; and
2) to create a more inclusive leadership leadership model for leadership groups at Robertsville Bap st Church culture by introducing a collec ve
leadership model for leadership groups at Robertsville Bap st Church.

NOTE: Please report to the commi ee when the protocol is ini ated. Report to the Commi ee immediately any changes in the protocol or consent
form and ALL accidents, injuries, and serious or unexpected adverse events that occur to your subjects as a result of this study.

We at the IRB and the Office of Research Compliance are dedicated to providing the best service to our research community. As one of our
inves gators, we value your feedback and ask that you please take a moment to complete our Sa sfac on Survey and help us to improve the quality
of our service.

It has been a pleasure working with you and we wish you much success with your project! If you need any further assistance, please feel free to
contact our office.

Respec ully,

Ava Chambliss-Richardson, Ph.D., CIP, CIM.
Associate Director of Human Research Protec on Programs (HRPP)
Member
Ins tu onal Review Board

"Mercer University has adopted and agrees to conduct its clinical research studies in accordance with the Interna onal Conference on Harmoniza on's
(ICH) Guidelines for Good Clinical Prac ce."

Mercer University IRB & Office of Research Compliance
Phone: 478-301-4101 | Email: ORC_Mercer@Mercer.Edu | Fax: 478-301-2329

1501 Mercer University Drive, Macon, Georgia 31207-0001


