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Abstract

Many elements go into the formation of clergy, with traditional disciplines such as
preaching, Biblical literacy, church history, and pastoral care as staples in theological education.
These disciplines have served pastors for many years. And yet, society and the church continue
to change, and the role of the church in our culture has shifted significantly in the past fifty
years.

Because US society is more diverse and fragmented than ever, ministers need to perform
their tasks with a particular awareness to the complexity of relationships in their communities,
both within and outside the church. To traverse this complexity, clergy need to be leaders
informed by the four components of Emotional Intelligence: self-awareness, self-management,
social awareness, and relationship management.

So where do clergy learn these competencies? Iinterviewed six United Methodist clergy
to understand how they view their Emotional Intelligence, and where it developed. In addition,
I interviewed three members of United Methodist credentialing bodies to understand how they
evaluate the EI of clergy candidates. Those interviews and the review of the literature about
Emotional Intelligence inform the four recommendations I make around clergy formation that

values the importance of Emotional Intelligence.
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Chapter 1: Introduction

The idea of Emotional Intelligence and how important it is in human development, daily
life, and professional functioning has been a source of inquiry for many years, with its apex
reached in the late 1990s. In Emotional Intelligence: Why It Can Matter More Than 1Q (1995), Daniel
Goleman explicated the many ways that Emotional Intelligence (or lack thereof) can manifest in
our work and personal relationships. From the 1990s through today, ideas of Emotional
Intelligence and its importance have been examined in the fields of business, education,
medicine and various other professions.

But what about ministry? As West et al., (2018) note:

The need for religious leaders to have EI is greater than for other professionals... Because no other

professional venue requires a person to manage as many emotional and spiritual burdens as are

demanded by religious leadership. Our work challenges our internal fortitude, personal character,
and individual resolve. It often requires us to exceed our limits and push ourselves into a state of

compassion fatigue if we allow it. (p. 3)

If clergy are to be effective and resilient in ministry, Emotional Intelligence must inform all that
they do. LaMothe (2012) summarizes by saying, “The pastoral mission of the 21% century will

require a disciplined reflection on pastoral leadership and cultivation of pastoral leaders who

embody the ongoing work of radical courage, humility, and compassion” (p. 465).

There are many definitions of Emotional Intelligence, yet they all focus on the same
themes. In their foundational Emotional Intelligence (EI) research, Mayer, Caruso, and Salovey
(2004) defined EI as a “set of emotional and social skills that influence the way we perceive and
express ourselves, develop and maintain social relationships, cope with challenges, and use

emotional information in an effective and meaningful way” (p. 197). This includes ways that
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persons go about (a) Accurately perceiving emotion in oneself and others, (b) Using emotions to
facilitate thinking, (c) Understanding emotion, and (d) Managing emotions in oneself and others (Mayer
et al., 2008, p. 507). Psychologist Daniel Goleman (2001) names the four essential elements of
Emotional Intelligence as, 1) Self-awareness; 2) Social Awareness; 3) Self-Management; and 4)

Relationship Management, as noted in the graphic below (Hay Group, 2011):

The emotional and social intelligence competency model
The 12 competencies cover four distinct areas of ability:

Self-awareness

Recognizing and understanding
SELF OTHERS our own emotions, captured in

the competency:

Self- Social = Emotional self-awareness
awareness awareness Self-management

Effectively managing our own
emotions:

® Emotional self-control

‘ ®= Achievement orientation
= Positive outlook
= Adaptability

AWARENESS

Social awareness
Recognizing and understanding
the emotions of others:

Self- Relationship " .
management management ® Organizational awareness

ACTIONS

Relationship management
Applying our emotional
understanding in our dealings
with others:

Performance * Unknenoy
® Coach and mentor
= Conflict management
® [nspirational leadership
= Teamwork

4/36 www.haygroup.com
ESCI user guide



The literature that addresses clergy and Emotional Intelligence also includes definitions
of how EI looks in ministerial practice. In her book Pastoral Imagination: Bringing the Practice of
Ministry to Life, Eileen Campbell-Reed (2021) states that for religious leaders, “Recognizing
emotions in ourselves and others, expressing and managing feelings —these are the work of
emotional intelligence” (p. 77). Ryan LaMothe (2012) states his understanding of the two
components of Emotional Intelligence, which he names Interpersonal and Intrapersonal
Intelligence: “Interpersonal intelligence is the ability to understand other people, with
intrapersonal intelligence being one’s ability to form a proper model inwardly that functions in
the milieu of anxiety, or life” (2014, p. 461).

Several facets of my professional life have converged to pique my interest in the topic of
how clergy acquire Emotional Intelligence and the relational competencies encompassed by the
term Emotional Intelligence. I am United Methodist clergy, ordained and serving in the
Minnesota Annual Conference of the UMC. I am also a Clinical Pastoral Education (CPE)
Educator for whom relational theory and Emotional Intelligence have been at the forefront as I
work with students growing toward competence in ministry.

Many mainline Protestant denominations require their future pastors to take at least one
unit of CPE as part of their preparation for ministry. The United Methodist Church requires
CPE in some of its Annual Conferences but not all. I was never required to take CPE, but rather
encountered CPE in my desire after seminary to improve my pastoral care skills. CPE did help
my pastoral care. But it was also life-changing for me and aided me greatly in my first years in
ministry, specifically with the relationships that I encountered every day in my congregation.

The education I received in CPE helped with my self-awareness and conflict resolution skills, as
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well as giving me tools to manage the groups that I encountered in ministry. It aided me in
dealing with end-of-life issues and having conversations with my parishioners about their
medical care. In short, it helped me develop some important skills in the areas of Emotional
Intelligence. I often wondered why CPE was required in various denominations, and even some
annual conferences, but not in mine. Instead, CPE was sometimes seen as a place for clergy to
gain more in-depth training because: a) they had limits to their self-awareness or pastoral
functioning; or b) they needed extra training in ministry skills such as pastoral care. Other times
CPE was simply seen as a place to train chaplains. I wondered why CPE’s reputation differed so
much from my experience of it, and from the experience of several United Methodist clergy I
knew who had voluntarily taken at least one unit of CPE. I further wondered why our annual
conferences spent precious time managing those with poor relational skills and planning
continuing education experiences for their clergy in trying to help them with self-awareness,
when an (anecdotally) effective model already existed in CPE. I heard clergy and seminary
students from other denominations and seminaries talk about CPE as being the most impactful
learning experience in their pastoral formation. I wondered why the same was not true for
clergy colleagues in my denomination.

In the spring of 2020, I began work with a team from Transforming Chaplaincy! in
studying the impact of Clinical Pastoral Education units on the Emotional Intelligence (EI) of
CPE students. I saw my involvement as a start to building a case for CPE as an important way

to train clergy to be more emotionally intelligent in their ministry. If we had data that proved

1 Transforming Chaplaincy | Promoting Research Literacy for Improved Patient Outcomes
(transformchaplaincy.org)
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that EI could be increased through a unit of CPE, United Methodist annual conferences and
other denominations might consider it to be a valuable (even essential) training experience for
current and future clergy. In addition, CPE training could provide tools to help create more
skilled clergy for leading congregations into a more complex future. The EI skills that clergy
learned in CPE could help them navigate the various cultures they interact with, diversity in
their faith communities, and the day-to-day relationships where their ministries take place.

The current study of CPE students through Transforming Chaplaincy seeks to measure
El at the beginning of a CPE unit or residency and then again at the end of the CPE experience.
CPE educators have long functioned with an assumption that their work aids in developing
Emotional Intelligence in chaplain students. Yet only one study exists that has examined the
correlation between CPE and EI (Jankowski et. al., 2008). The current Transforming Chaplaincy
study has recruited more than 180 CPE students across the United States and measures both
qualitatively and quantitatively how their EI is evolving.

In this current project I investigate a foundational question: Do United Methodist clergy
have the Emotional Intelligence they need to do the relational tasks of ministry that are required
of them in today’s church? I further examine how they might acquire the skills they need if they
do not already possess them. I also note suggestions ordaining bodies give to candidates to help
them improve their skills. As White and Kimmons (2019) note, “Overall, emotional intelligence
in the context of pastoral leadership is an under-researched field, and there
are many opportunities to explore how emotional intelligence operates and develops

within pastoral leaders” (p. 371). This project seeks to add to that research.
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Iinvestigated how a small sample of clergy in two United Methodist Annual
Conferences (Minnesota and West Ohio) have developed the Emotional Intelligence that they
use in their everyday work as pastors. The church has changed immensely in the past twenty-
five years since I was ordained. Beyond that, it has changed significantly in the past two years
as congregations have navigated the relational isolation of the COVID-19 pandemic and have
been confronted with the racism endemic to US society through the killing of George Floyd and
other people of color. The church will continue to change into the future as pastors and
churches minister amid more diversity, trauma, and changing cultural norms. I investigated
whether the EI skills that clergy came into ministry with have been sufficient for the tasks that
they face today. What EI skills do they predict they will need for the future, and do they have
them? Throughout their years in ministry, and currently with the COVID-19 pandemic, clergy
have seen concrete ways that their churches have needed to adapt. How have their EI skills
helped them? And have these EI skills been enough? What do they perceive has been missing
and how might they develop those skills?

In addition, I interviewed clergy who have served on the credentialing bodies of the
United Methodist Church: District Committees on Ordained Ministry (DCOM) and Boards of
Ordained Ministry (BOM). These interviews helped me to understand the committee members’
perceptions of clergy Emotional Intelligence and how they navigate relationships. When they
are interviewing candidates for ministry, how do they think about EI? How do they go about
predicting whether someone will have EI that is sufficient for the work that pastors do and the

relationships that they build to do that work? If they perceive that potential clergy do not have

the EI to succeed in ministry, what kinds of recommendations do they make for those potential
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clergy? My aim in the study of UMC clergy will be to understand clergy perceptions of EI —
those of both the clergy and of those who serve on these credentialing bodies.
In summary, in this project I examine the development of Emotional Intelligence in

clergy —where it happens, how it happens, and what impact it has on ministry.

Emotional Intelligence in Ministry

Preaching, teaching, church administration and finance, pastoral care skills: these are
the classic areas of training for pastors. Clergy attract a flock and then tend to it or tend the flock
that they have been given. They provide nurture for heart, head, and soul. They build
community, teach the basics of faith, and help to bring separate individuals into a community
that seeks to grow in caring for and about one another and the world. Pastors manage the
details of keeping the church doors open and the church building functioning. They keep the
lights on and spread the light.2

The Christian as Minister (Lassiat, 2013) is a guidebook for potential clergy candidates in
the United Methodist Church. It lists the following duties carried out by “Pastoral Ministers”

(specifically for Elders and local pastors) that include some sort of EI:

e Preaching and teaching

e DPersonal, ethical, and spiritual counseling

e Performing weddings and funerals

e Visiting the sick, aged, imprisoned, and others in need

¢ Embodying the ministry of Jesus in servant ministries and servant leadership
e Building the body of Christ as a caring and giving community

e Participating in community, ecumenical and interreligious concerns

2 Thanks to my ACPE colleague Jeff Holman for this description of what he does as a religious professional.
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These topics are similar skills that Gortner (2014) noted in his study of Transition in Ministry
clergy. And while not all clergy need to be adept at all these skills, some capacity in these tasks
is expected. The Christian as Minister states, “Pastors vary widely in their interests, skills, and
attitudes. These characteristics, combined with the needs of the parish, lead pastors to devote

quite different proportions of time to [these major tasks]” (p. 42).

We all know pastors who have skills in these areas—maybe even skills in all these areas.
Clergy who have been trained in theological schools in the past fifty years have learned some
(or all) these disciplines. Yet Daniel Aleshire (2021) notes that the goal of theological education
is “not the joy of knowing God and the things of God, satisfying as that may be, but spiritual
and moral maturity, relational integrity, knowledge of Scripture and tradition, and the capacity
to exercise religious leadership” (p. 76). Similarly, Gortner states that clergy formation must go
beyond these traditional skills and must delve into the nuts and bolts of leadership. He

maintains that

a vicious cycle emerges when clergy have not developed or been trained in capacities linked to
effective leadership, and as a result have not developed confidence to act, decisiveness to choose a
path of action, or assertiveness sufficient to be comfortable with being an agent of influence.
(2014, p. 4)
Ministry requires knowing content (the scriptures, Christian history, theology), as well as
process (the relational skills of managing people during changing times). Additionally,
ministers are held to account for results in their ministry. Rendle (2016) acknowledges that there
can be a tension in ministry between “purpose” and “relationship”: two factors that can come
into conflict when organizational changes within the church impact the relationships among its

members. As Rendle (2016) states,
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When the difficult but necessary decisions of leaders lead to expressions of pain, and when

empathy calls forth a reflexive response to reduce pain, then we will naturally sanction our

leaders from making difficult decisions —we will choose comfort over purpose. (p. 12)
Steinke (2019) remarks on a similar dynamic saying, “The leadership position favors
‘togetherness forces’-- that is, the leader feels responsible for keeping the system together, for
everyone’s happiness and comfort. Anything that might jostle or jar the equilibrium is rejected”
(p. 60). All these statements highlight the importance of the many changes that have been
happening and will continue to unfold: demographic changes, the changing role of institutions
and church in society, conflicts between relationship and purpose. Change evokes anxiety and
grief in individuals and groups undergoing that change. And those individuals and groups
need help managing their anxiety and grief. That management calls for Emotional Intelligence
from congregational leaders. Rendle (2019) also notes “While clergy cannot do everything by
themselves, congregations rarely do more than can be supported by the capacity and courage of
their pastoral leaders” (p. 125). Developing the relationship management and self-regulation
skills of EI helps clergy to navigate the emotional impacts that happen when change inevitably

occurs.

Goleman (1995) states that Emotional Intelligence is not simply a set of skills that we are
innately born with but is something that we can develop. And while interventions in childhood
seem to be most effective and foundational to one’s emotional functioning, Dulewicz and Higgs
(2004) note the strong consensus that Emotional Intelligence competences can be developed.
Therefore, as I approach this topic, I will look not just at the impact of Emotional Intelligence on

clergy functioning, but also at how clergy develop Emotional Intelligence.
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Chapter 2: Literature Review

A review of the literature on Emotional Intelligence includes various specific definitions
of EI, how El is measured, how El is developed, the impact of El in various professions, and
how EI impacts both clergy effectiveness and clergy resilience. I will review each of these

aspects of Emotional Intelligence.

Emotional Intelligence Itself

As noted above, Mayer, Caruso, and Salovey (2004) define EI as a “set of emotional and
social skills that influence the way we perceive and express ourselves, develop and maintain
social relationships, cope with challenges, and use emotional information in an effective and
meaningful way” (p. 197). Goleman (2001) names these four essential elements of Emotional
Intelligence as 1) Self-awareness; 2) Social Awareness; 3) Self-Management; and 4) Relationship
Management. Goleman’s four variables (found on page 9) will form the framework of my work

in how clergy view their Emotional Intelligence.

Other authors go further into describing not just the various aspects of Emotional
Intelligence, but also distinct categories of EI. Boyatzis further defines behavioral EI,
discriminating between inter-personal skills (“social awareness” and “relationship
management” for Goleman, 2001) and intra-personal skills (Goleman’s “self-awareness” and

“self-management”). Boyatzis states that “an emotional intelligence competency is an ability to

17



recognize, understand, and use emotional information about oneself that leads to or causes
effective or superior performance,” and “a social intelligence competency is the ability to
recognize, understand and use emotional information about others that leads to or causes
effective or superior performance” (Boyatzis, 2009, p. 757). Boyatzis’ definition applies well to
ministry, which is, at its core, a relational enterprise in which clergy’s ability to monitor their

relationships and their self-awareness is a primary competency for successfully leading others.

Adding some complexity to describing EI, Petrides and Furnham (2000) have defined
two types of EI: Trait EI and Ability EI. Trait EI refers to “behavioural tendencies and self-
perceived abilities” and so is investigated within a personality framework, using specific
examples of how emotions might be used in particular situations. Ability EI tends to be more
theoretical in describing emotions. In addition, Gardner includes EI capabilities in defining

multiple intelligences, stating that

interpersonal intelligence builds on a core capacity to notice distinctions among others — in
particular, contrasts in their moods, temperaments, motivations, and intentions. In more
advanced forms, this intelligence permits a skilled adult to read the intentions and desires

of others, even when they have been hidden. (Gardner, 2008, p. 15)

O’Connor et al., (2019) summarize that “All EI measures that are based on self-report

items are termed ‘trait EI” whereas all measures that are based on maximal performance items

are termed ‘ability EI'” (p. 2).> In my conversations with clergy and Boards of Ordained

3 0’Connor et al. cite that some use “mixed El models” as a 3™ ‘stream’ of El, which combines trait and ability
measures. Despite this, El can be mostly classified as trait or ability.
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Ministry, I will not distinguish between the various kinds of EI, with the understanding that

many distinct aspects of EI are important for clergy functioning.

Measuring Emotional Intelligence

Various measurements of EI have been developed over the years, with Salovey and
Mayer being the first to propose a systematic theoretical account of the construct of EI (Mayer,
DiPaolo and Salovey, 1990; Salovey and Mayer, 1990). Measures of EI used today focus on
different ways that EI is manifested, variously defining EI as abilities, traits, competencies, or
behaviors, as noted above. These measures include the Mayer Salovey and Caruso Emotional
Intelligence Test —MSCEIT (Mayer et al., 2002) and the Self-report Emotional Intelligence Test
(SREIT) (Schutte et al., 1998) which are based on EI abilities; the Bar-On Emotional Quotient
Inventory (EI-i) (Bar-On, 1997a,b) and Trait Emotional Intelligence Questionnaire (TEIQue)
(Petrides and Furnham, 2001) which are based on EI traits or personality; Emotional and Social
Competence Inventory (ESCI) (Boyatzis and Goleman, 2007) based on EI competency. The
Situational Test of Emotional Management (STEM) (MacCann and Roberts, 2008) and The
Situational Test of Emotional Understanding (STEU) (MacCann and Roberts, 2008) are based on
EI competencies and behaviors. These are but a few of the most widely used tools of the more

than 30 that exist for measuring EI (O’Connor et al., 2019).

And yet, even with these various measures, challenges exist in finding objectivity in
measuring Emotional Intelligence. O’Connor et al. (2019) note that “one clear challenge faced by
early EI test developers was constructing emotion-focused questions that could be scored with

objective criteria” (p. 2). This issue was complicated by the fact that some measures were done
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through self-report of the subjects (for example, Schutte 1998) and others incorporate feedback
from others (such as Palmer, et al., 2009). Akerjordet and Severinsson (2010) state that “the
validity of self-reports as an index of EI has been strongly criticized for merely representing the

person’s self-image and ability to adjust rather than “intelligence” per se” (p. 369).

Since I am examining clergy perceptions of their own and other’s EI, the Schutte scale (a
self-report scale) will serve as a reference for our examinations of Emotional Intelligence. In this
paper I do not seek to have clergy measure their EI by one of the many tests, but instead I ask
them to narratively describe their own strengths and weaknesses when it comes to EI as well as
their views regarding how Emotional Intelligence is formed and developed within themselves
as individuals. I will also investigate how others, specifically members of District Committees
on Ordained Ministry (DCOM) and Boards of Ordained Ministry (BOM), perceive the EI of
individual clergy, and how they evaluate whether the level of clergy El is adequate to the tasks

of pastoral leadership in a changing world.

EI can be developed. But how?

In Goleman’s foundational work (1995), he attributes the core of development of
Emotional Intelligence to families and education in early childhood. Goleman notes that
children learn about whether their feelings matter from their parents, both in parents’
interactions with the child and in parents’ interactions with each other. Since some of the
building blocks of Emotional Intelligence are built early, screening for Emotional Intelligence in
ministry is important. At the same time, some studies point to the fact that, while learning

Emotional Intelligence early on will help us throughout our lives, developing Emotional
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Intelligence later is possible. And it is developed through a variety of factors: family,
educational experiences, the values of peers, what we learn in the media. Mattingly and Kraiger
(2019) found in their meta-analysis of 56 studies, that Emotional Intelligence can be improved
with training. Boyatzis (2005) states, “the assumption for too long is that these abilities, or
competencies, are characteristics with which you are born...but these competencies, and in
particular the ones called emotional intelligence, can be developed” (p. 657). EI is something
that continues to develop throughout our lifetimes, yet those who start with a foundation of
Emotional Intelligence in their families seem more able to improve upon their abilities and
functioning in the realm of Emotional Intelligence.

Looking at how El is developed, Clarke’s work with hospice nurses is informative (2006).
Clarke notes elements such as bringing skills to consciousness through dialogue and reflection
(p. 455) and the importance of psychological safety for learning (p. 456). One participant in
Doolittle’s clergy burnout study (2007) noted what happens when this safety is not present:
“Emotionally, I don’t feel as if I can completely trust persons in the church with real feelings —
and I include my clergy colleagues —who often try to give the impression that everything is

perfect” (p. 37).

Yet, how much improvement can be achieved in Emotional Intelligence training
programs is disputed. Clarke’s study (2010) of “Developing Emotional Intelligence Abilities
through Team-Based Learning” involved MBA students attending a one-day emotional
intelligence training session. He noted, “Training alone had no effect but when followed by
participating in team-based learning positive effects were found, but only for those who were

categorized as participating more intensively in team learning and only on one specific
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emotional ability” (p. 119). Clarke’s results show that whoever is being trained to develop

Emotional Intelligence, must be motivated and engaged to be successful.

Perhaps the divergence in results in Clarke’s studies also occurred because of the two
different populations he was studying. In one study (2006) he looked at team-based learning in
the work setting of hospice nurses. This population may self-select for more emotionally intense
work because of their already higher Emotional Intelligence. In his other study (2010) Clarke
looked at more short-term learning of MBA students, who also may self-select for a career in
business--a field that does not typically demand as much emotional involvement as nursing at
the end of life. Training in the 2010 study was also done as a day-long workshop with some
follow-up in teams. As Clarke notes (2010), “the amount of time team members spend together
during the team-learning intervention is a contingent factor in influencing the actual
development of this ability” (p. 134). In fact, Clarke’s nurses were reflecting on work and
growth they had experienced in their EI during the day-to-day work they were already
involved in and would continue to be involved in throughout their careers. Interestingly,
pastoral work might bridge these two populations because of pastors’ varied work roles: they
both need to manage the business of the church, as well as managing the relationships in which
they are involved. Where a pastor chooses to spend their time (e.g. their natural disposition to
how much they want to work with emotions*), might also impact how much their EI grows and

changes. The type of work duties where they spend their time might give them either more or

4 See Pearman, R.R. (2009) Personality Type and Emotional Intelligence: Pragmatic Tools for the Effective
Practitioner. In Hughes, M., Thompson, H.L., Terrell, J.B. (Eds.) Handbook for Developing Emotional and Social
Intelligence: Best Practices, Case Studies, and Strategies (pp.235-256).
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less emotional content to engage with. Boyatzis et al. (2013) also show that motivation is
important to the development of EI. They used the Theory of Intentional Change in their work
with bank executives in Michigan to bring about more resonant leadership and more fully
develop the emotional, social, and conceptual intelligence abilities of leaders at the bank. This
Theory of Intentional Change is undergirded by the motivation of the person who wants to
develop (Boyatzis 2006). Goleman (1998) adds, “building one’s emotional intelligence cannot —
will not—happen without sincere desire and concerted effort” (p. 5). The literature points to
three indispensable elements in training for Emotional Intelligence: 1) Self direction, 2) peer

support, and 3) a facilitator who encourages challenge and courage in the learning.

A primary method for developing EI is through “practice and feedback from others”
(Goleman, 1998). Clarke (2006) notes that the formation of emotional abilities in hospice nurses
is key in their ability to perform their role. Yet these abilities were developed through the work
relationships throughout their careers. Clarke states that there was “a strong sense that these
abilities were often developed over a period of time, and that there was a need to receive some
form of feedback from within the workplace as to the effectiveness of these abilities in practice”
(p. 452). Clarke also notes “the significance of specific learning mechanisms within the
workplace as being instrumental in developing these emotional abilities, in particular the
experience gained while performing the job itself, primarily through day-to-day interactions”

(p. 458).

Yet Clarke’s research took place within a hospice setting, where nurses have colleagues

and peers with whom they can discuss emotional facets of their work close to the time that
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those interactions are happening. In pastoral work, especially in churches with just one pastor,
there may not be ready access to colleagues with whom to discuss emotional conundrums.
Learning in a pastoral setting might need to be more prescriptive, with intentional time set

aside where colleagues can gather and learn together.

To address this need, seminary field education programs often have a peer group
element in which students discuss their experiences and receive feedback from their peers and
professors/facilitators. Some Annual Conferences have residency programs for pastors in
formation where they develop skills with a peer group. One of these, the Transition into
Ministry program, has yielded positive results in various denominational settings. This
program ensures that seminarians transitioning into ministry have a “community of competent
practice” —which includes ministry peers, mentors, and congregational leaders (Alban, 2007a).
Having peer groups and mentors where we receive feedback are crucial, as noted above. Yet,

many of these programs are for pastors at the beginning of their ministries. Mikva states:

Omne of the things I'd really like to see theological education become is really focused on lifelong

learning communities, rather than be so “degree-centric” and so professionally oriented and then

it’s over... I think it would help people out in the field to meet the moment, because we are in a

period of rapid change... (Mellot & Mullen, episode 3, 2021).

To this point, the Texas Methodist Foundation has formed small groups where
experienced clergy come to bring vital issues in their churches to a “community of practice”
composed of clergy colleagues who are motivated to learn (Rendle, 2016, 2019). These clergy

learn from their own experience in the context of their congregations. In addition, these

communities of practice have a trained facilitator who helps participants “become vulnerable to
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him- or herself and with colleagues about the challenges and questions that are actually faced in
the immediate moment” (Rendle, 2019, p. 145). In this way clergy increase their self-awareness,
as well as using their experiences to learn new ways to lead the church through anxious times.
In addition, Clinical Pastoral Education programs have the giving and receiving of feedback, a
facilitated peer group, and mentorship as core components of the learning environment®. Some
United Methodist Annual Conferences, including the West Ohio Annual Conference, have
encouraged clergy to join small, non-facilitated groups of clergy peers (cluster groups) who
meet regularly as a “covenant community”: “to mutually support, care for, and hold
accountable each other for the sake of the life and mission of the church” (BOD, para. 306).
Anecdotal feedback from clergy is that while these small groups can work well to provide social
support for clergy (which, after all, is important), the giving and receiving of honest feedback
for growth tends to not be a focus. Thus, when clergy are faced with struggles in their

ministries, they are met with comfort and support from their peers, but not necessarily

challenging feedback that might help them grow.¢

EI has been shown effective in other helping professions

5 ACPE Pastoral Formation Objectives include “O3. to develop students’ ability to engage and apply the support,
confrontation, and clarification of the peer group for the integration of personal attributes and pastoral
functioning.” In addition, the peer group, relationship with an educator, and mentoring relationships from
professional chaplains serve as key parts of student learning in CPE. Objectives and Outcomes for Level |/Level
Il CPE - ACPE Manuals - 2020 (manula.com)

6 The Dreyfus model of growth requires that people grow through having emotional investment in and taking
ultimate responsibility for their actions as they learn. Seminaries often provide the “context-free” education for
novices and advanced-beginners entering ministry. The Dreyfus model states that the next stage of development
is that of the competence stage. Here learners do their learning “in context” with a deep investment in the
outcomes of their actions.
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As noted above, the pastoral role involves various skill sets, many of which call for
competence in emotional intelligence. Some of these competencies overlap with skills required

of individuals in the medical field, in education, and in mentoring.

Connected to medical issues, pastors —at least those who are generalists-- must have
some competency around end of life: counseling families and providing support during illness,
funerals, and the bereavement period after death. Clarke noted the importance of learning
Emotional Intelligence in the healthcare setting, specifically in dealing with end-of-life
situations and the emotions those situations evoke (2006). His work is discussed above. Flowers
et al. (2014) developed a training model among healthcare workers to encourage “smooth
interprofessional collaborations” in carrying out professional responsibilities, especially in

177

professions “that have traditionally restricted themselves to “facts”” (p. 159). In addressing
resiliency and relational competency in medicine, Shi and Du (2020) cited the positive impact
that empathy and Emotional Intelligence had on provider relationships with patients. In
addition, Shanafelt et al. (2005) and Lamothe et al. (2014) found that the presence of empathy
and EI increased levels of well-being in physicians. Shi and Du summarize their findings by
stating that “higher empathy scores in medical practitioners measured by validated tools are

associated with high levels of mental well-being and low levels of psychological distress” (p. 1)

in physicians.

In addition, Maamari and Majdalani (2018) studied the impact of teachers” EI on the

satisfaction of their students. They found that

teacher-student classroom interaction improved SEI [student emotional intelligence] through
sensitizing the group members to the needs of their colleagues. This sensitivity, coupled with
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social skills applied for interaction in the group dynamics process, results in higher
understanding and appreciation of the other, leading to a higher index of SEL. (p. 187)

Chun et al. (2010) investigated the positive correlation between trust and Emotional Intelligence
in formal mentorship programs with business and education students, noting “mentors’
emotional intelligence was positively associated with their provision of mentoring not only

directly but also indirectly through proteges’ trust in the mentors” (p. 442).

Like mentoring, pastoring calls for clergy to develop caring skills along with the
emotional and spiritual lives of their congregants. Not only must pastoral leaders have
Emotional Intelligence, but a part of their work is training lay persons to be more caring to
others and the world around them —essentially developing the Social Intelligence part of
Emotional Intelligence (Goleman & Boyatzis, 2008). Hagiya (2011) puts it this way: “The
Christian agenda is to develop and change individuals from selfishness to sharing, from self-
love to love of God and others...the goal is to foster a community that cares for each other and
those around it” (p. 80). A foundational part of Christian religious teaching is empathy —feeling
for those who are suffering, and “bearing one another’s burdens.” In addition, pastors assist
their flock in learning to be of help to others, what Goleman (2001) calls “service orientation” (p.

28).

Developing others requires empathy and an ability to discern what needs to be
developed. It “involves sensing people’s developmental needs and bolstering their abilities —a
talent not just of excellent coaches and mentors, but also outstanding leaders” (Goleman, 2001,
p- 9). In addition, it requires the EI skills of self- and relationship- management. Moriarty and
Buckley (2003) address development of EI through a group adult learning model and state,
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An effective team member is one who can not only complete tasks, but who can also deal with the
difficulties encountered simply by being a member of the team. Issues that can be decided by one’s
self, when working alone, now become issues for debate. (p. 99)
In developing and forming disciples, United Methodist pastors are often working in groups —
staff, committees, small group spiritual development groups (Bible studies, Covenant groups),
and charge conferences. Their ability to lead a team and manage issues that arise are
indispensable competencies for pastors. Moriarty and Buckley also see Emotional Intelligence as
key to dealing with uncertainty, stating “high emotional intelligence employees are likely to be

able to recognize and to deal proactively with the emotional consequences of job insecurity,

especially job-related tension” (p. 108).

These studies show the importance of EI in interactions in various professions, in
mentoring and teaching relationships, and for professional well-being. Because of the complex
nature and varied duties involved in ministry, all these results could be relevant for clergy

functioning in the various roles they inhabit.

EI and occupational resiliency

West et al. (2018) note the need for occupational resilience for clergy because “The
trauma, tragedy, and hardship experienced by those we serve are serious threats to our
emotional well-being because we are right there with them” (p. 4). Concern about clergy
resiliency has been explored in Barfoot, et al. (2007), Doolittle (2007) and many studies by the

Duke Clergy Health Initiative.” Research of burnout in other fields is also informative in

7 https://divinity.duke.edu/initiatives/clergy-health-initiative
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examining clergy burnout and how increased levels of EI might impact clergy resiliency. In
research regarding the resiliency of flight attendants, Heuven et al. (2006) note that “Increasing
empirical evidence shows that job demands are the most important predictors of the emotional
exhaustion component of burnout, while lacking job resources are the most important
predictors of depersonalization (or disengagement) and reduced personal accomplishment” (p.
223). As we look at how EI impacts clergy resilience, we can ask about the same elements. What
job demands do clergy face, and what kinds of emotional resources do they need? How might

the presence or absence of these skills and resources impact clergy well-being?

El impacts a clergyperson’s ability to manage self in ministry and mitigate burnout.
While not using the language of EI specifically, Doolittle (2007) notes the ways that self-
awareness and self-management (“coping strategies” employed by clergy) impact clergy job
satisfaction and occupational stress. In looking at “forced pastoral exits,” Barfoot et al. (2007)
cite several categories related directly to Emotional Intelligence that were factors in clergy being
asked to leave their positions. These included “personality conflict with others in leadership
and/or the congregation” and “interpersonal incompetence” (p. 3). These elements fit squarely

into Goleman’s categories of Social Awareness and Relationship Management.

Self-Awareness also aids in mitigating burnout. In their report about how pastors can

flourish in ministry, Bloom et al. (2013) note:

Thriving people have a clear understanding of their knowledge, skills, and abilities. They know
their strengths —they understand what they can do well —and their weaknesses, and because of
this self-knowledge, they are able to use their strengths in the major pursuits of their life and not
be unduly limited by their weakness (p. 13).
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Doolittle (2007) draws the conclusion that “there may be a certain personality type that
would succeed in the particular demands of parish life: one with a strong spiritual life, with an
ability to reflect, who employs healthy, adaptive emotional coping strategies” (p. 37). All of
these are capabilities described in Goleman’s four modes of EI (see page 9). From their study of
Emotional Intelligence and well-being in Catholic priests, Vicente-Galindo et al. (2017) propose
that “providing effective emotional intelligence training sessions seems to be able to reduce

possible physical and emotional disorders in that population” (p. 46).

EI and effective clergy leadership

In the literature of effective clergy leadership, the term “Emotional Intelligence” is not
used consistently. However, many concepts in clergy leadership, effectiveness, and resiliency
are related to EI competencies. For example, in the all-to-common event that clergy are
managing conflict, they must regulate anxiety both in themselves and in others. In Goleman’s EI
categories (2001) managing anxiety within oneself is an element of “Emotional Self-
Management...the ability to regulate distressing affects like anxiety and anger and to inhibit
emotional impulsivity.” In managing congregational conflict, this self-management is crucial.

Goleman (2001) comments,

A talent of those skilled in the Conflict Management competence is spotting trouble as it is
brewing and taking steps to calm those involved. Here the arts of listening and empathizing are
crucial to the skills of handling difficult people and situations with diplomacy, encouraging
debate and open discussion, and orchestrating win-win situations. (p. 37)

Rendle builds his model of clergy leadership on the ability of clergy to speak clearly and work

against congregational cultures that can diminish the ability of churches to change. This can
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surely lead to conflict and requires clergy to exercise Goleman’s (2003) EI competencies of

‘Conflict Management’, ‘Being a Change Catalyst’, and “Teamwork and Collaboration” (p. 28).

Positive self-perception is also important for clergy resilience and intersects with the EI
ability of “Accurate self-assessment” (Goleman, 2001). Case et al. (2020) studied the mental
health and burnout of UMC clergy in North Carolina. They found that several clergy in the
category of LMH-B (Low Mental Health-Burnout) “acknowledged that they had high
expectations for themselves or held negative views of themselves and that this prevented them

from being self-accepting and created difficulty in their work” (p. 106).

Emotional Intelligence in clergy has recently been more widely explored in doctoral
programs (Doctors of Ministry, Philosophy, and Education). Some studies indirectly use
Emotional Intelligence concepts as factors in clergy resiliency (Lebo, 2020; Miller-Clarkson,
2013; Arnold, 2007) and clergy effectiveness (Dobrotka, 2018; Ford, 2015; Hagiya, 2011; Oney,
2009; Johnson, 2005; Tunnicliff, 2005). Other studies directly examined the impact of training
pastors in Emotional Intelligence (Nam, 2019; Tourville, 2007). In his dissertation, Hagiya (2011)
attempted to identify the EI competencies of clergy who were “able to increase membership and
programs in the churches where they serve” (p. 1). He analyzed how Emotional Intelligence
impacted how effective clergy were in their congregational leadership and found a “significant
correlation... on the EI of highly effective UMC clergy as compared to low effective UMC
clergy” (p. x). Hagiya concludes, “It is clear that in terms of emotional intelligence, there is a

significant difference between high effective and low effective clergy” (96) and notes,

the dominant quality most reported by these highly effective pastors clusters around the key
concepts of Emotional Intelligence. Seven (70%) of the pastors report some element of EI in their
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work...these clergy realize that working with and understanding people is one of their greatest
resources. (p. 137)

In Hagiya’s small sample he noted that “Overall, they were in touch with their emotions, and

understood the effect they had on others, were able to talk about their own strengths and limits
(accurate self-assessment), and had a sense of self-confidence, and self-worth” (p. 187). The four
basic EI competency areas expressed by Goleman, et al. (2002) were present for these clergy and

contributed to successful ministry as assessed by their ecclesial supervisors.

One interesting study from Cinocca (2017) looked at clergy leadership through family
systems, measuring the concept of “differentiation” using the Differentiation of Self Inventory —
Revised scale. This scale contains questions similar to those asked in Emotional Intelligence
measurement scales, including examining “I tend to remain pretty calm even under stress”,
“When one of my relationships becomes very intense, I feel the urge to run away from it”, and
“I often agree with others just to appease them.”® Differentiation focuses on helping people to
“tolerate anxiety while facing issues head on, all the while improving your ability to self soothe
while you hear and say difficult things. It also involves improving your ability to hold onto
your sense of self while maintaining the relationship” (Insight Psychological, 2021).
Differentiation involves a good amount of Emotional Intelligence. Cinocca found that “pastoral
leaders who were considered effective by their supervisors have high median scores on the
Differentiation of Self Inventory-Revised” (p. 94). Because congregational and societal change

elicit anxiety in individual clergy and congregations (as in any human group), Cinocca’s work is

8 Questions 4, 28, and 25.
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particularly relevant to clergy who will lead the church in a diverse world where differences

can cause anxiety and fracturing of relationships.

How Emotionally Intelligent are clergy?

The actual measurement of El in clergy has yielded mixed results. Hendron et al. (2014)
found that levels of El in Irish clergy were lower than expected, stating “religious systems may
indeed not be conclaves of emotional abilities as previously assumed. Given the relevance and
the potential value of employing EI abilities within the ministry, this result is both surprising
and disconcerting” (p. 470). Similarly, Francis et al. (2019) studied Anglican clergy in Wales,
discovering that “clergy in Britain record significantly lower levels of emotional intelligence in
comparison with the standardization data published for [the Schutte Emotional Intelligence]
scale” (p. 261). And Randall (2014) noted that clergy scored lower on EI than any other group

reported by the authors of the Assessing Emotions Scale.

Francis et al. (2018) state that 80% of the sample of pastors in Wales that they surveyed
felt adequately equipped with emotional intelligence to perform the task that their ministry
asked them to perform. “The real concern... is the other 20% (one in five) who seem to be
struggling to muster the levels of emotional intelligence that may be required (and indeed

expected by others) within their professional field” (p. 267).

White and Kimmons (2019) used a self-assessment scale to measure the Emotional
Intelligence of clergy in the Kentucky Annual Conference and noted differences based on clergy

educational levels. They found that “those without graduate-level theological education scored,
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on average, significantly higher in the areas of emotional self-awareness and empathy than
other clergy with graduate-level theological education” (p. 376). Yet “the pastoral leaders with
graduate level theological education presented with much higher impulse control and slightly
higher self-regard than those without graduate-level theological education” (p. 376). It is

difficult to know what to make of these findings.

On a more positive note, The Alban Institute (2007b) analyzed data over a three-year
span of 750 seminarians in Minneapolis-St. Paul Protestant seminaries examining EI using the
16 PF and the BarOn Emotional Quotient Inventory. In contrast to several of these above

studies, they found that,

these seminarians appear remarkably similar in emotional health and personality style to the
general population. ... If we were to draw a profile of the type of person attracted to ministry,
before they actually serve churches in the clergy role, he or she would appear to have the following
positive characteristics: emotional self-awareness, sensitivity to the emotions of self and others, a
strong sense of social responsibility, a socially outgoing nature, the ability to cope well with
stress, and an interest and skill in abstract thinking. As drawbacks, they tend not to score as well
for self-discipline or logical problem solving, though still in the average range. (Alban, 2007b)

Differences may exist between these studies because of the cohorts studied. Previous studies
were done with clergy already serving in congregations, whereas this Alban study was done

with students in seminaries, many of whom had not yet served in congregations.

Nam (2018) also studied changes in seminary students using pre- and post- tests for EI
training in a Korean seminary. The study, like the Alban study, was done on seminary students,
some of whom may already be involved in lay ministry, and others who are at the precipice of
serving congregations. Questions of how actual pastoral practice might impact clergy EI are

relevant, as many seminarians have not yet served as congregational leaders before their
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ordination. How the practice of ministry might change seminarians” Emotional Intelligence,

practicing it in context, would be interesting to study.

Given these previous research findings, development of Emotional Intelligence in clergy
appears to be an area rich with possibilities for improving clergy resiliency, effectiveness, and
abilities to help congregations adapt and grow in a rapidly changing world. In addition to
helping their congregations, clergy could also benefit personally from the resilience and coping

skills that EI might help them to develop.
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Chapter 3: Clergy Formation and the Changing Face of the Church

Training for the current and future church means considering societal shifts from the
past few decades, as well as looking forward to changes that will occur in the future church that
has been so impacted by the COVID-19 pandemic, as well as widespread consciousness of
racism and trauma. At the same time, educational and denominational models are resistant to
change even while the culture in which they find themselves undergoes rapid change.
Fundamental societal shifts have been occurring over the past fifty years. And in the past two
years we have had to experience what it is like to do religious leadership and theological
education during a pandemic. With the changing status of institutions and religion itself, we see
the vast differences between where theological education came from, and what it might look
like in the future. Many analyses have been made to understand how the church arrived at the
situation it is in today. To look at ways that the church has changed, and what those changes
require of leadership, I look to concepts from Gil Rendle’s framing in Quietly Courageous:
Leading the Church in a Changing World (2019) to guide my discussion along with thoughts from
other leaders in theological education.

Rendle outlines three major shifts from US culture that the church has undergone over
approximately the past fifty years: the Aberrant vs. Post Aberrant time, the shift from Convergence
to Divergence, and the task of facing Adaptive challenges as opposed to Technical ones (as
outlined by Heifetz & Linsky, 2004). All these shifts require Emotional Intelligence for pastors

who must navigate loss and anxiety about what comes next for their congregations.
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Three Societal Shifts

Rendle names the time of church growth that happened during the 1940s and 1950s the
Aberrant time. He states, “The memory that still captures the baby boomer church leaders is
growth and strength and having to run to catch up with the wave of people ready to join and be
active participants in the life of congregations” (p. 20). Clearly that is no longer the case in the
21t century church. And yet, according to Pew Research (2021) our churches are composed of
and led by many “Baby Boomers” and members of the “Silent” and “Greatest” generations,
with many fewer members of following generations. Rendle states that for several decades now,
“the assumption seemed to be that the natural way of things was for people to attend worship,
and if they just had a bit more information, even about committees, they surely would turn up”
(p- 20).

In the Aberrant time mainline churches thrived. The term Aberrant is important here, as
it acknowledges that what seems normal to folks who grew up with church as a part of
mainstream culture in their daily lives, is actually not “how it has always been.” In the
Aberrant time, church was a way of life, and respectable members of a community were
involved in congregations. Churches provided social and support networks, taught civic values,
and membership could sometimes serve as a sign of status. Churches adapted to this cultural
reality with campaigns to raise funds for higher budgets. They provided more programming
and built larger facilities to accommodate the social center that the church had become,

adjusting to the increasing numbers of people participating in church life.
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But again, this was abnormal. Rendle notes that “there are times —epochs, ages, cultural
moments—when a convergence of unique conditions creates an environment that births and
sustains flourishing growth that is uniquely tied to that moment, but that cannot continue
beyond the moment that created it” (p. 22). Because this growth cannot be sustained, the
leadership task in the Post-Aberrant time is managing the aftermath. Churches are saddled with
buildings and governing structures that reflect a time when congregations were bursting at the
seams. Now congregations must deal with the shock that comes with a major shift in how
individuals view the church and the church’s role in society. Pastors are tasked with
shepherding their flocks through grief and a loss of the church’s identity as central to US
society. Rendle notes that “Leaders of religious institutions are confronted with a new cultural
landscape that no longer provides a number of powerful advantages that once gave incentives
for people to align themselves through membership” (p. 50).

Rendle also outlines some of the reasons for this shift into the post-aberrant time. One of
these is the transition from a ‘convergence’ culture to one of ‘divergence,” stating that “in a
convergent culture you lead with your sameness. In a divergent culture you lead with your
difference” (p. 35). In a convergent culture, uniform answers are easier to come by, as
individuals set aside their desires for the will of the group. If, instead, difference is valued, there
is not one specific answer that can be trusted to represent the truth. Mainstream US culture has
shifted from valuing institutions which promote common values to a focus on individuals and
their unique attributes and desires. Thus, leadership becomes more complex when many
different truths need to be considered, instead of people agreeing to the “authority’s” truth.

Wind and Wood (2008) comment that,
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For more than half a century a sizeable phalanx of social scientists have sought to clarify the
difference in identity formation between simpler premodern times, when identity options were
fewer and more distinct, and modern and postmodern contexts, in which personal identities are
no longer givens but have become complex personal and social constructions, assembled through
a dizzying variety of social, cultural, economic, vocational, and lifestyle choices. (p. 12)

Leadership and finding “the truth” become time intensive, as we listen to and consider more
voices. Leadership involves stepping into the unknown, as listening to these different voices
could lead to an unexpected answer that was not foreseen at the outset. Emotional Intelligence--
specifically self-awareness and relationship management-- is essential in traversing and
managing the anxiety this time-intensive process creates.

A third major shift that Rendle, Aleshire, and Heifetz & Linsky highlight is that of the
very nature of the challenges that are present for leaders today. In the past, we often thought of
problem-solving as linear---solving technical challenges that had clearcut solutions. (The fact
that people trusted institutions —convergence--also made it possible for them to trust the
solutions that the church/authority proposed.) Learning in the church and other institutions is
now different in that we face the Adaptive challenges of a non-linear time instead of our
previously known Technical challenges. Heifetz and Linsky (2004) talk about the difficulty that
this can bring about for society and for leaders, saying, “Organizations, communities, and
individuals would prefer to treat adaptive problems as technical ones. That way, we could solve
the problem without changing, taking a loss, or giving up anything” (p. 3). Rendle explains the
unique way of thinking required by adaptive challenges: “That which is not a problem is a
condition. Complex situations with unpredictable interactions have no solution and do not
respond to the action-oriented progression of problem-solving steps... “(p. 65). And Aleshire

(2021) addresses the complexity of adaptive learning, stating, “Learning invites the examination
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of an issue from many sides. The accrual of reliable information often points toward multiple
interpretations rather than clarifying a single point of view” (p. 13). In addition, Heifetz &
Linsky (2004) capture the emotional challenge of learning in an adaptive way. In their writing
they were speaking about learning in a school setting. However, in this quote, I have adjusted
their language to apply to church leadership, instead of classrooms:
Technical problems reside in the head; solving them requires an appeal to the mind, to logic, and
to the intellect. Adaptive challenges lie in the stomach and the heart. To solve them, we must
change people’s values, beliefs, habits, ways of working, or ways of life. For [pastors] to learn a
new set of competencies to help them leave fewer [congregants] behind in their [churches], they
may have to endure a temporary loss of confidence as they face the gap between the demands for
performance and their current practices. And developing this competence will probably require
the [denomination] to make adaptive changes as well, adopting new norms of supervision,
experimentation, and collaboration (p.3).
Considering multiple perspectives which lead to learning is indispensable for those in
leadership today. In addition to acquiring more knowledge, learning means discovering
sometimes unfamiliar responses to issues--another cause of anxiety that needs to be processed
and managed by leaders. The space where the church exists now is “truly an adaptive situation
that requires not the loud assurance that comes with leaders with known solutions, but the
quiet, courageous resolve of leaders willing to enter the wilderness and look at deeper questions
of purpose and context” (Rendle, 2019, p. 32). Not only does our leadership require that we
manage others, but also that we engage in the self-management of leading with Emotional
Intelligence.
And there is an emotional and spiritual reality of what happens when we do not have

answers. In the desert, the Hebrews forgot the suffering that they had endured in Egypt when

they faced the uncertainty of wandering in the wilderness. In the days between Jesus’
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crucifixion and resurrection the disciples hid out in fear. When a situation changes and we no
longer have direction, it is difficult to trust. Individuals and communities feel anxious, and that
anxiety takes over our actions and reduces our vision. “When anxiety intensifies, multiplies,
and paralyzes, we are dumber. We cannot see options, the big picture, or objective reality”
(Steinke, 2019, p. 8). We need a new kind of leader who can guide us through those changes.
That leader needs to be able to acknowledge fear and help people to seek purpose amid the
uncertainty of not having answers. That leader needs to be sensitive enough to be aware of
what they are feeling, of what others are feeling, and to manage oneself and those relationships.

That leader needs Emotional Intelligence.

The Clergy Role

In addition to societal shifts, the clergy role itself has changed. In many cases the clergy
role has become less authorit-arian, but many clergy wonder how to be authorit-ative when
leadership is needed. All this, while clergy try to be responsive to the many emotional
demands of parishioners and community members. As a result, clergy often inhabit multiple
roles in their churches and communities. And these various roles call for a wide-ranging
skillset. Koenig (2002) notes that “clergy are required to fulfill many responsibilities to
parishioners and community that place heavy demands on their time and energy. They are
expected fill a variety of roles at once, including administrator, teacher, preacher, counselor,
and fund-raiser” (p. 394). In his 2014 white paper, “Clergy Leadership for the 21st Century: Are
We Up to the Task?” David Gortner additionally notes the relational strain that might occur as

these roles clash with one another and as adherence to the status quo holds sway:
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The whole system pulls toward maintenance, and toward a model of pastoral / priestly leadership
that over-emphasizes the pastoral, homiletic, and sacramental facets of ministry and de-
emphasizes (and even seeks to avoid) the facets of ministry having to do with organizational
leadership and the high art of community-building (Gortner, 6).

As seen in the literature review, the skills of Emotional Intelligence undergird clergy relational
abilities (in both support and challenge) and clergy resiliency. EI skills help clergy to navigate

the myriad relationships to others, as well as the clergyperson’s relationship to him or herself.

Gortner names the markers of the effective clergy that he interviewed over the past

15 years, noting their...

deeply positive regard and expectation for the capacities of people and groups in the
congregation, a moderate degree of assertiveness and decisiveness blended with a high degree
of collaborative interest in others, a capacity to work with and anticipate conflict, a creativity
that is vigorous yet well-managed and grounded, an ability to think theologically about
situations in a way that moves toward transformational action, a savvy sense of networks of
influence in congregations and communities, and a clear and consistent process of
communicating and gathering feedback (p. 3).

The majority of these skills are, in fact, Emotional Intelligence competencies. Gortner’s
description of clergy includes optimism, self-confidence, developing others, managing conflict,
organizational awareness. These are all included in the broader categories of self-awareness,

self-management, social awareness, and relationship management (Goleman et al., 2002).

Foundational to clergy leadership is managing anxiety in relationships. We cannot
manage anxiety if we have not learned how to identify that that is what we are feeling. Clergy
need self-awareness to identify when they feel anxious and why they are feeling that way.

Once they are aware of their anxiety, they must be able to manage that. If a part of a pastor’s job
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is to become a “less-anxious presence”’, clergy need to learn the self-management that
Emotional Intelligence is composed of. A large piece of that is managing the anxiety that comes

from the transformation that we (say we) desire.

This requires that clergy know how they themselves react to change, that they be able to
regulate their responses, and that they be able to lead others through those unknown spaces.
Pinos et al. (2006) state,

emotional intelligence helps an organization commit to a basic strategy, build relationships inside
and outside that offer competitive advantage, promote innovation and risk taking, provide a
platform to shared learning, maintain a balance between the human and financial side of the
company’s agenda, and develop open communication and trust-building among employees and
leaders. (p. 62)
While this language may fit a business environment more than an ecclesial one, all these
advantages have their corollaries in the church. As the church moves into the future,
relationship building (inside and outside the church), risking new strategies, learning together,

caring for each other, and fiscal management are all part of what churches need to thrive in our

new, changed reality.

Applying Emotional Intelligence in Ministry
So, what does this Emotional Intelligence actually look like in practice? Goleman et al.,

(2002) proposed organizing the competencies of Emotional Intelligence into the four categories

9 Generally, clergy and ministerial students are encouraged to be a “non-anxious presence” in their ministry. |
prefer the term “less-anxious presence.” When encountering change and ministering amid complex human
relationships, it is my experience that | always have some anxiety. But | can strive to be “less anxious” than those
around me, and thus, better able to manage change. See The Leader’s Journey: Accepting the Call to Personal and
Congregational Transformation J. Herrington, R. Creech, & T. Taylor CreateSpace Independent Publishing Platform,
Copyright 2016
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of self-awareness, self-management, social awareness, and relationship management (page 9).
We will examine what these competencies look like in practice as “Pastor Carole”'? leads her
congregation through change and potential conflict.

Pastor Carole is pastor of City United Methodist Church whose surrounding
demographics have vastly changed in the last fifteen years. While the community around City
Church had undergone revitalization in the 90s, it is now experiencing more poverty and
economic decline since the global economic crisis in 2008 and the COVID crisis in the last two
years. In addition, the neighborhood has more immigrants than it did fifteen years ago. The
church members have talked about how to keep the congregation vibrant and relevant amid the
changes that have happened both in the neighborhood and in the congregation itself. One
faction of the congregation wants to move the church out into the suburbs, into a “safer”
neighborhood. They fear that they cannot attract the “kind of members” that they want in the
neighborhood where the church is currently located. In addition, both the parsonage and the
church building are around sixty years old and require extensive repairs. A part of this group’s
concern is survival into the future and continuing to attract members who will contribute to the
mission and legacy of the church.

Another faction wants to shift the church’s mission to offering more outreach and
resources in the community. They see this demographic shift as an opportunity to change focus
to primarily serving their community. This vision is financially riskier, with the capital funds

needed to repair the church property and the risk that some active tithers might leave the

10 pastor Carole is a fictional composite of pastors. The situation outlined in this vignette is common to many clergy
in today’s churches.
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congregation if it does not move to the suburbs. Pastor Carole sees both sides as having valid
points. She wants to facilitate a process whereby the congregation can see itself as responsive to
God’s call for them, both clarifying their identity and being in mission to the community
surrounding it, wherever that happens to be. Pastor Carole also wants to be faithful to her
calling as a minister. She knows that navigating these decisions and leading her congregation
during this time will call for a good amount of Emotional Intelligence on her part.

Let’s begin with the EI area of Self-Awareness. In Primal Leadership Goleman et al. (2002)
state that

leaders high in emotional self-awareness are attuned to their inner signals, recognizing how their

feelings affect them and their job performance...Emotionally self-aware leaders can be candid and

authentic, able to speak openly about their emotions or with conviction about their guiding

vision. (p. 253)

Pastor Carole is aware of her feelings surrounding the visioning process that City
Church will engage in. She is pulled by many values: Wanting the church to both survive and
thrive; wanting the church to be faithful to Jesus’ calling to serve those who live in their
neighborhood; wanting to lead a church in being faithful to its vision of itself; wanting to ensure
the survival of the community that she has led for the past eight years. She recognizes that she
does not want to “fail” and that the conflict in the congregation could be destructive. Carole
also knows that she can become angry when her church members seem to be concerned more
with survival and “nice church values” than following Jesus” example of serving the least of
these. She wants to be faithful to the call that she feels from Jesus, and not be tempted to just

survive, without following the mandates to serve the community that she sees outlined in

scripture. She is aware of these feelings and of her need to be a calm facilitator —helping the
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church to determine together its vision for the future. In addition, because she is a United
Methodist pastor, Carole knows that she will not be the pastor of this church forever. The
members of the congregation will live with the results of this visioning process much longer
than she will.

Pastor Carole must also exercise the Emotional Intelligence skill of Self-Management.
Leaders with skills in self- management can “find ways to manage their disturbing emotions
and impulses and even channel them in useful ways” (Goleman et al., 2002, p. 254). Other skills
exercised by leaders with self-management include transparency, adaptability, achievement,
initiative, and optimism. Furthermore, because Carole has the self-awareness described above,
she knows that she needs to manage her emotions. She knows that feeling angry is a signal for
her to pay attention. She also knows that her acting out that anger will compromise people’s
ability to hear each other respectfully. She knows that when she is feeling angry, this often
comes from her not feeling “important” —a dynamic she has addressed in therapy and which
she knows comes from her family of origin. Pastor Carole is also aware that certain members of
the congregation “push her buttons.” Some of the most vocal church members tend to dig in
their heels when they believe they are right, adopting an all-or-nothing attitude about the
challenges facing the church. Carole sees a part of her role as facilitating “Christian

conferencing” as a way to communicate in the church.!’ As can be seen in this situation,

11 Christian conferencing dates back to Wesley’s times when the founder of the Methodist movement sought to
engage members and clergy in small groups to encourage listening and learning from one another, with a focus on
mutual understanding. With Wesley’s Christian conferencing, there were no winners or losers, only those who
desired to discern God’s will. Bishop Christian Alsted from the Nordic-Baltic Episcopal Area states, “Christian
conferencing is a way for us to discern the will of God, to try to listen for God’s voice as we are in conversation
with one another.” From The 5Ws and 1H of Christian Conferencing | The United Methodist Church (umc.org).
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Carole’s self-awareness is primary to her self-management. She needs to know what she is
feeling, what her values are, and what challenges she has in regulating her emotions in
relationships with others.

This leads to the third facet of Emotional intelligence: Social Awareness. Social Awareness
includes skills such as empathy, organizational awareness, and service (Goleman et al., 2002).
Pastor Carole is operating in a situation where several factions exist. She has been the pastor of
this congregation for several years. She has loved these people through illnesses, deaths, other
life passages, and through facilitating spiritual growth through these changes as well as
through Bible studies, worship experiences, and daily life. She knows the jobs these people hold
and their family struggles. Carole’s social awareness helps her not only in understanding how
she is connected to all these people, but also how they are connected to each other. She has a
sense of how well they understand each other’s experiences and whether they like one another
(much less love one another). Pastor Carole’s awareness of these relationships allows her to
almost map out what the congregation looks like on a relational level.

The fourth element of Emotional Intelligence is Relationship Management, which is
connected to this social awareness. Relationship management is characterized by leaders who
are inspirational, able to influence and develop others, lead change, manage conflict and
encourage teamwork and collaboration (Goleman et al., 2002, p. 256). As a facilitator of the
visioning process, Carole is navigating these relationships and helping the congregational
members do so as well. It is a complex process for Pastor Carole to be paying attention to all
these relationships with others while making sure that others are also managing their

relationships to one another. At the same time, Carole needs to manage her internal thoughts
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and feelings. In seeking to facilitate this process, she must manage conflict as it arises, and
encourage teamwork and collaboration among the differing parties. She needs to attend to the
ability of others to listen to one another and work together.

This example is typical of a pastor in one contemporary situation in church ministry.
Clergy must use their Emotional Intelligence to navigate relationships with God, self, and other,
as well as facilitating relationships with their congregants and community partners. Rendle
notes that “Expectations about pastoral leadership are also endemic to church conflict” (p. 127)
as can be seen in the potential for conflict navigated by Pastor Carole. Congregations want
pastors to lead, yet through leading, these pastors are often asking congregations to change.
And when change happens, conflict ensues. Having enough Emotional Intelligence to assist
congregants in navigating change is fundamental. This requires that clergy themselves can
manage themselves and their own anxiety, as well as managing their relationships with others.
Whether it be pastoral care relationships, preaching to a congregation, outreach to community
partners, or managing relationships with other clergy and their congregations in the same
geographical area, clergy must use their Emotional Intelligence to navigate all these tasks, and

much more.

Clergy Competencies

In 1998 Daniel Goleman examined at “What Makes a Leader?” He looked at the
business world and posited that, though technical skills are important, there is something more
that sets good leaders apart. For pastors, the technical skills of preaching, teaching, pastoral

care, and administration cannot be underestimated. They are the bread and butter of what the
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church has seen as ministry. However, clergy, especially today, need more than simply those
traditional skills. Daniel Goleman stated that this “something more” in the business world is
Emotional Intelligence. Goleman states, “when I calculated the ratio of technical skills, IQ, and
emotional intelligence as ingredients of excellent performance, emotional intelligence proved to
be twice as important as the others for jobs at all levels” (1998, p. 94). How much more so in
ministry when these traditional skills must be practiced with Emotional Intelligence. The above
example of Pastor Carole describes only some of the many competencies that clergy must use in
their churches and communities. And yet, we must ask, are we training clergy for these skills or
just hoping that, somewhere along the line, they have developed them? And if we were to seek
to develop these skills in clergy, how might we go about that?

Managing relationships is key, specifically in the Christian community. As Aleshire
(2021) notes, “Wisdom in the ways of God comes through relationship, not just from
information” (p. 83). Pastor Carole understands this. Her church must change, and her
congregation needs her to lead that change, managing the relationships that exist within that
community. Change brings anxiety and clergy cannot manage anxiety if they have not learned
how to identify what they are feeling. Clergy must learn the self-management in relationships
that Emotional Intelligence is composed of. In fact, in my interviews with clergy, several of
them talked about their awareness of their own anxiety and how they manage that with their

congregation.
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How are clergy formed?

Formation of clergy is a complex process, overseen by several parties and requiring
different processes. In their article examining Emotional Intelligence in United Methodist clergy
in the Kentucky Annual Conference, White and Kimmons (2019) ask an important question
about clergy formation: “who is responsible for assisting in the development of emotional
intelligence within emerging pastoral leaders as they prepare to enter ministry?” (p. 370). In

short, where do clergy learn Emotional Intelligence in their formation process?

Spiritual formation is a multi-layered process for anyone and happens throughout the
lifespan. For clergy it happens before acknowledgement of a call; in adulthood (sometimes as a
candidate for ministry), and throughout the practice of pastoral ministry. For those called into
the ministry, being a pastor cannot be separated from being a person. And so spiritual and
vocational formation happens as a person is formed —from their childhood on. As Eugene

Peterson describes in his book The Pastor: A Memoir:

I was a pastor long before I knew I was a pastor; I just never had a name for it. Once the name

arrived, all kinds of things, seemingly random experiences and memories, gradually began to take

a form that was congruent with who I was becoming, like finding a glove that fit my hand

perfectly—a calling, a fusion of all the pieces of my life, a vocation: Pastor. (p. 2)

The formation of persons before they acknowledge a call is the part of the process that
judicatories, seminaries, and clergy colleagues have the least control over. Once the person
comes to us to be ordained, we can simply look back on these early experiences and try to
understand how they have shaped a candidate for ministry. Some of this formation can happen

in the church, as we seek to nurture sensitive, loving, prophetic disciples of Jesus Christ. Some

of it will happen in our youth groups, in the homes of our families, in Sunday school. My
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interviews highlight some of the areas that this formation happened for the clergy I
interviewed.

Pastoral formation becomes more formal as candidates for ministry identify their call
and need for training. This formation is influenced by three main branches: 1) the
denomination who oversees the process, 2) the seminary that manages the content of training,
and 3) local congregations which help the candidate apply all they have learned into a real-

world context. Rendle (2019) distinguishes these branches in this way:

Assumptions around content primarily focus on the role of the seminary, where it is assumed that
clergy in formation learn the essentials of what is needed for their professional role with
congregations. Assumptions around process focus on the denominational requirements and steps
for certification and deployment to be followed from the earliest sense of call into ministry until
the time of retirement. (p. 125)
In addition, after the “process” pieces of ordination are fulfilled, we must ask how the
denomination continues to help pastors form, especially in deepening and widening Emotional
Intelligence that could enhance their ministry. As Wind and Wood (2008) comment, “Only

when both domains of pastoral formation —the seminary and the congregation —recognize and

resource one another can the full range of formation be accomplished” (p. 11).

How the United Methodist Process Currently Works

The Book of Discipline of the United Methodist Church (2016) states, “Whenever United
Methodism has had a clear sense of mission, God has used our church to save persons, heal
relationships, transform social structures, and spread spiritual holiness, thereby changing the

world” (Paragraph 121, p. 94). All of this is relational ministry, which calls for an ability to be
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aware of social structures and manage relationships —two primary elements of Emotional

Intelligence.

The overall process of candidacy and licensure is overseen by the denomination —the
Board of Ordained Ministry in cooperation with District Committees on Ordained Ministry. The
formal process for credentialing United Methodist pastors has several distinct categories. Some
pastors are ordained (Deacon or Elder) and some are licensed local pastors. All have important
ministries, and some have similar functions in a congregation. For the purposes of this study, I
have used the terms “clergy” and “pastors” interchangeably to describe the clergy who I

interviewed, though they come from all these categories.

The first step in training for any category of ministry in the UMC is through personal
discernment. In the United Methodist Church, the guide The Christian as Minister (Lassiat, 2013)
helps potential ministry candidates officially begin discernment in the denomination by
reflecting on themselves and their relationships. The assumption of The Christian as Minister and
the candidacy process is that potential candidates have enough self-awareness that they will be
able to begin the task of discernment on their own. Potential candidates are encouraged to ask
questions such as “Where is God calling me?” and “What are my gifts and graces?” These are

fundamentally questions of self-awareness.

Mentorship —relationship-- is also a fundamental part of the process. Potential
candidates are encouraged to explore their call to ministry with a pastor or other experienced
church leader. Gortner (2014) states that “finding the right mentor is vital. But perhaps even

more important is training mentors to be mindful about what they discuss with new clergy” (p.
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10). Mentoring is ideally done by someone who has the skills of Emotional Intelligence and can
help the potential candidate to consider their own experience of the church and their
relationships. Conversations with pastors and mentors can help to increase the potential
candidate’s self-awareness, identifying both gifts and challenges, as Emotional Intelligence asks
us to know not only what we are good at, but also in what ways we need to manage ourselves.
Goleman et al. (2002) note that leaders who can manage themselves with self-control stay “calm
and clear-headed under high stress or during a crisis or... when confronted by a trying
situation” (p. 254). Mentors help potential candidates to reflect on what triggers them and when

they are tempted to act as less than their ideal self.

Credentialling committees (DCOM and BOM) provide evaluation of candidates through
review of their paperwork and candidate interviews. They provide recommendations for
further growth both when candidates are assessed as not ready for credentialing, and as they
continue growing in ministry. Getting this candidacy process right is essential for the ministry

(and time management of leaders) in the UMC. As DeShon (2010) noted in his research,

The most important abilities and personal characteristics...(e.g., trust in God, integrity,
authenticity, dependability) are relatively stable individual differences. [These] can be changed
over time but the process is often slow and requires constant attention or a highly salient life
event for meaningful changes to occur. As such, abilities and personal characteristics should

weigh heavily in ordination decisions, church placements, and possible disciplinary actions” (p.
34).

If these elements are not considered, Annual Conferences will continue to spend too much time

managing behavioral issues that might have been detected during the candidacy process.

The West Ohio District Committee on Ordained Ministry Handbook (2018) spotlights

the relationships that happen as candidates journey through the process, specifically when it
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comes to candidate interviews. The Handbook says, “At best, [the interview is] a collaborative
process in which candidate and committee join together to discern a person’s call & gifts” (p.
48). Clearly the aspiration is an interview wherein both the candidate and the interviewers are
practicing Emotional Intelligence as they interact. However, we may be leaving too much of
this to chance. The BOM Handbook gives the guidance that interview teams need training
which varies “based on the ability of the interviewers, but an interview team requires special
skills training” (Section 3: Chapter 9, p. 4). Typically, BOM members are chosen to be on the
Board because they are well-respected and known within the Annual Conference as able to
discern gifts that candidates have for credentialed ministry. It is left to the judgment of leaders
in the Annual Conference whether those members have the Emotional Intelligence for the tasks
of the BOM (or what training they might need to supplement their current knowledge). DCOM
roles are filled in a similar manner, chosen by District Superintendents who select clergy and
lay people who might process the many applications and interviews of people seeking to be
credentialed in ministry. Again, training often goes by the wayside amid busy schedules and

the numbers of applicants to be processed.

Overall guidance for members of committees includes the following from the BOM

Handbook (Section 3, Chapter 9, p. 5):

- dCOM/BOM members must establish trust and mutual respect with each other.
— Team members must be trained in developing skills for a variety of situations.

— They must be familiar with Annual Conference policies, disciplinary requirements,
and the implications of standards.

— They must agree to the responsibilities required to prepare and participate in the

interview.
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Just as for Pastor Carole, all these people are participating in a complex dance of
awareness of their relationships with each other, while managing and being aware of their own
thoughts and feelings as they navigate those relationships. My interviews with members of
DCOM and BOM members note some of the ways that they have used their Emotional
Intelligence to gauge the Emotional Intelligence of the candidate before them, as well as ways
that they may have struggled to do so because of lack of training. In the last chapter, I will give
some guidance as to how members of these credentialling committees can use their Emotional

Intelligence as they interview candidates.

The Role of the Seminary

In their report on the Transition Into Ministry project, Wind and Wood (2008) comment,
“The question of how to integrate practice-centered pastoral formation into formal theological
education is an enduring one...” (p. 33). For many years both seminaries and denominations
have sought to produce effective clergy through formation and training. Just as US society,
religious denominations, and churches have undergone the significant cultural shifts named
above, seminaries have done the same. Rev. Dr. Boyung Lee of Iliff School of Theology, notes
both how close and how far seminaries are from their origins:

The current format of theological education that we have been living with is very much coming

from a 19" century German higher education model... And it worked for a long time. But this is

not 19 century Germany or 20" century United States. This is the 21 Century United States
in a global context.... (Mellot & Mullen, episode 5, 2021).

So, what kind of education is right for our current historical moment? Given these changes,

how must the seminary respond? Aleshire (2021) points to the need for Emotional Intelligence
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when he proposes that theological education should increase “the affective elements and
include stress on a range of behavioral elements, including those that constitute the practices of

ministerial leadership” (p. 82).

Up to this point, seminaries and theological schools have dealt with shifts in culture
through changing the way they teach courses that denominations deem necessary for
ordination. Acknowledging that ministry will bring pastors into contact with more diversity
than ever before, many seminary courses have shifted focus to the complex populations their
students will serve in ministry. For example, whereas pastoral care classes thirty years ago may
have focused primarily on listening skills and techniques, classes today acknowledge that
populations to whom students will minister will most likely have faced some sort of trauma in
their lives because of their family history, violence in their personal lives, and/or oppression in
society. In addition, pastoral caregivers can no longer assume that those they minister to have
been brought up in the church or know the Bible. Teaching care for diverse people in complex
situations has become more commonplace, even if the course title (such as “Fundamentals of

Pastoral Care”) remains the same to satisfy the ordination requirements of denominations.

Sensitivity to trauma and dealing with diversity in society (whether political, racial,
gender, socioeconomic or generational, just to name a few) requires Emotional Intelligence.

Training clergy to become more emotionally intelligent— to be more self-aware, more adept at
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self-management, more socially aware, and more attentive to relationship management—can

only help as clergy expand the complexity and diversity of the people they interact with. 2

In addition, supervised field education experiences become ever more important,
guaranteeing that students encounter the complex populations that they will serve. Rabbi
Rachel Mikva acknowledges that “Contextual education is a thread that must be carried
forward and not relegated to an episode in theological education. Embracing education in a
contextual manner via community partnerships will help institutions serve their neighbors and

the common good” (Mellot & Mullen, 2021).

How have Clergy been Intentionally Trained for Emotional Intelligence?

Emotional Intelligence in and of itself has not been a focus for clergy training. However,
as shown above, the effective functioning of clergy is highly dependent on pastors’ abilities to
navigate the emotional environment of the congregation, the communities that surround it, and
the hierarchies that support ministry. Though Emotional Intelligence is not always specifically
called out in training for clergy, their training often does break down the skills needed —those
outlined by Goleman et al., (2001). Below I will highlight some projects developed by
denominations and organizations invested in clergy leadership that have promise for
influencing clergy Emotional Intelligence. These take seriously this reflection of Gortner (2014):

The best teacher turns out to be a mix of direct involvement on the job, analytic reflection with
mentors and supervisors, and support and challenge from wise laypeople and a community of

12 In fact, because of these factors, it is possible that clergy formation might begin to look more and more like
chaplain training—a training that prioritizes skills which address self-awareness, trauma, societal diversity, and
complex systems.

57



committed peers. Some of the most significant learning for ministry and leadership happens after
seminary (Gortner, 9).

1) The “Crucible” training program in the West Ohio Conference has specifically
focused on candidates in their first years of ministry while they progress from probational
membership into full membership. The description of Crucible states that it “requires clergy to
integrate who they are as one set apart by God and affirmed by the church for credentialed
ministry, weaving together educational preparation and everyday practical ministry
experience to become effective leaders in their ministry context.”

https://www.westohioumc.org/sites/default/files/conference/documents/pdf/page/clergyleader

shiptrifoldpxp.pdf When asked about the most positive aspect of Crucible, respondents most

often mentioned Cohort groups/collegiality/relationships (Crucible Perception Study, 2016, p.
4). “Being part of a group, feeling understood, growing and learning together, and sharing
ideas and thoughts were all positive participant experiences” (p. 21). In addition, participants
said that
the learning, feedback and support they received through cohort groups and others in the program
were invaluable. Some other comments included “this was a good use of time,” “it gave the
opportunity to give feedback and learn things you otherwise would not have,” and “I had such a
powerful experience in my cohort group” (p. 33).
The dissatisfaction of some participants focused on a need for attention to the diverse
congregations and communities that they serve: “The need for Program content to be

applicable to churches of all sizes and types (not just large, white, suburban churches) was

mentioned most often in this category” (p. 23).
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2) The (Minnesota Annual Conference) Clergy Leadership Academy is “designed to
equip leaders with essential skills for such a time as this. The spiritual landscape is going
through huge shifts, and that is requiring new ways of leading and reinvention of what it

means to be church” (The New Clergy Leadership Academy (minnesotaumc.org). Participants

are taught many subjects including clergy well-being (boundaries, physical, and emotional
intelligence), leadership skills, and systems thinking —subjects that supplement what they have
learned in seminary or course of study and that include the development of Emotional
Intelligence skills.

The Crucible and Clergy Leadership Academy programs do not happen isolation, and in
fact occur amid other cohort experiences (Covenant/Cluster groups) and continuing education
opportunities available for clergy. As noted on

https://www.minnesotaumc.org/clergypeerlearning, “Peer learning binds people together,

breaks isolation, increases trust, and enhances leadership and our common sense of mission.”
While Annual Conferences promote Crucible and The New Clergy Leadership Academy as
more structured learning early in clergy formation, Cluster/Covenant peer groups serve to

provide support as clergy continue their ministry.

3) Another program in which clergy from various denominations have participated
is the Transition in Ministry program-- a formation program for beginning ministers sponsored
by the Lilly Endowment. The program is structured in various ways depending on the

congregation and denomination where training takes place. Programs last from one to three
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years and include mentoring in churches, as well as peer-based learning. In their report on the

program, Wind & Wood (2008) comment,
At its core this initiative seeks to reshape the preparation of Protestant pastors by
supplementing the seminary training received in the M.Div. program with a focused
apprenticeship in a “community of practice.” Based on the assumption that pastors will be
better prepared to lead congregations when they have had the opportunity to become reflective
participants in a local community of practice, these programs seek to counter a two-centuries-
long trend of viewing pastoral preparation as something that is largely completed upon
graduating from seminary.

The project began in 1999 and still exists in several iterations, demonstrating how important

formation is in this beginning period of ministry.

4) Clinical Pastoral Education programs have functioned for more than fifty years
in hospitals, nursing homes, hospices, prisons, mental health institutions, congregations, and
other settings. Several denominations (such as Lutherans and Presbyterians) require CPE for
ordination as clergy. Some seminaries either require CPE for graduation or offer it as a field

education option.

In addition to being a training opportunity for beginning clergy, many clergy take CPE
later in their careers as a way to improve their pastoral care skills, to get a fresh perspective on
their ministry, or to continue working with issues and situations that challenge them in
ministry. The support of peers, facilitation by an educator, and learning in context are key

facets of CPE learning.
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Clinical Pastoral Education includes feedback and challenge as foundational elements of
the curriculum. * Students are provided with a small-group experience where they give and
receive feedback about their ministry in their setting. Sometimes these groups experience
conflict, which a skilled educator facilitates. Educators of CPE groups are trained for three to
six years in how to lead the process of feedback and work with each student according to their

individual learning styles, personality development and theological perspective.

5) For more than ten years, the Texas Methodist Foundation has facilitated small
“Clergy Development Groups” (CDGs) for clergy learning. Pastors are invited to participate
and consult with other clergy peers around important questions for their ministry. Rendle
notes that these clergy unite around purpose and not problem-solving. “Leaders are too often
gathered, formally and informally, to solve problems and address what seems wrong. When
problem solving is the dominant agenda, energy and hope leave the room” (Rendle, 2019, p.
229). Clergy peers also provide “courage for leaders to try what they might not have
considered on their own” (p. 229). In addition, the relationships created by these groups
provide accountability and companionship. These clergy “have colleagues who both
understand their situation and who, at the next gathering of the community of practice, will ask

about what happened” (Rendle, 2019, p. 145).

13 Relevant objectives which address feedback and challenge include “0O3. to develop students’ ability to engage
and apply the support, confrontation, and clarification of the peer group for the integration of personal attributes
and pastoral functioning;” and “010. to develop students’ abilities to use both individual and group supervision for
personal and professional growth, including the capacity to evaluate one’s ministry.” Objectives and Outcomes for
Level I/Level Il CPE - ACPE Manuals - 2020 (manula.com)
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6) Eight Year Assessments are a new initiative of the United Methodist Church in
which clergy who have been in ministry for at least eight years are invited to reflect on their
ministries and discern ways to be more effective. One important piece of this for the West Ohio
Annual Conference was a retreat to reflect on EQ (Emotional Quotient) through spiritual
reflection, coaching, and connecting with others (Palmer, 2019). The Minnesota Annual
Conference of the UMC has developed a “Competency Model” to guide the annual conference
through what is being evaluated during the Eight Year Assessment. This model includes the
areas of “Emotional and Social Intelligence.” In their descriptions the Annual Conference
highlights the following elements of EI for clergy: self-awareness; reflection and feedback;
healthy boundaries; interpersonal skill; helping others to grow in the love of God and neighbor;
building systems for leadership development; collaborating across groups, teams and
communities; demonstrating adaptive systems thinking and intentional leadership; teaching,
facilitating and coaching others in holy, healthy practices; building trust and credibility;
resolving conflict and exhibiting strong interpersonal skills; demonstrating situational
awareness; leading and managing change; having crucial conversations; maintaining healthy
self-differentiation while highly investing in the well-being and future of the congregation. (05_

Competency Model[3390].pdf) Implementation of Eight Year Assessments was interrupted by

the COVID 19 pandemic, but continues in all Annual Conferences, with each Annual
Conference creating its own model. Thankfully, Emotional Intelligence is included in these

models of clergy development.
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Chapter 4: Research Findings

Considering this review of the literature and the way that clergy have been trained, I
wanted to understand how pastors developed Emotional Intelligence and investigate whether
these EI skills have been sufficient for the tasks that they face in their daily work. I interviewed
a convenience sample of nine clergy members of the West Ohio and Minnesota Annual
Conferences of the United Methodist Church. They were a group diverse in many ways. They
differed in sexual orientation, race, and years of ministry experience. Some grew up in two-
parent homes; others grew up in single-parent homes because of divorce or death of a parent.
Some were married, some single, some partnered, and some had been divorced and had re-
married. Many of the interviewees were also parents. They came from a variety of theological
perspectives and had attended six different seminaries between the nine interviewees. Five
were women and four were men. Three had done at least one unit of Clinical Pastoral
Education training.

Six of these clergy members I interviewed specifically for the purpose of discovering
how they understood their development of Emotional Intelligence —what relational and
developmental factors had helped them in their formation of self-awareness and self-
management and their abilities in social awareness and relationship management. An
interesting factor in this study is its timing during the COVID-19 pandemic and racial unrest

that happened during the pandemic. Clergy have seen concrete ways that they and their
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churches have needed to adapt. How have their EI skills helped them? And have these EI skills
been enough?

The other three clergy I interviewed to understand their experiences on District
Committees on Ordained Ministry (DCOM) and on Boards of Ordained Ministry (BOM). I
wanted to understand how they perceived the candidates that were going through the process
of ordination, and if those candidates had sufficient EI to perform the tasks of ministry. If those
groups (the DCOM and BOM) assessed that candidates for ministry did not have sufficient EI
skills, I wanted to understand what recommendations were made for their development. The
clergy I interviewed because of their experience on DCOM and BOM also added information
which addressed their own development of Emotional Intelligence.

For the interview structure I used what Brinkman and Kvale call “a semi-structured life
world interview.” This method helped me to explore these pastors” emotional development,
focusing on the questions in Appendix 1, and on follow-up questions that helped the pastors to
explore further. For the DCOM and BOM members, I asked the open-ended questions in
Appendix 2, with follow-up questions. I viewed these interviews in the way described by
Brinkman and Kvale, as “an interpersonal situation, a conversation between two partners about
a theme of mutual interest” (p. 149). I found that both the interviewees and I “experienced the
interview as genuinely enriching, enjoyed talking freely with an attentive listener and

sometimes obtained new insights into important themes of their life worlds” (p. 155).

It was evident that all of these clergy valued Emotional Intelligence for themselves and

for their colleagues in ministry, as expressed by this pastor:
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Sure I want to know how to manage relationships with people. I want to know how to know
myself better. So I think it’s good. I think it’s good and important work, and because I don't think
you can be a pastor without having a high level of emotional intelligence, that's where people can
go off the rails or be not helpful to their congregations.

Several themes emerged as clergy reflected on the development of their Emotional
Intelligence. I will mention these main themes below. In addition, I will discuss how COVID
and racial unrest impacted their ministries during this time in history. Finally, I will note some
ways they perceived that Annual Conference(s) could be more effective in training and

supporting clergy.

Theme 1: As these clergy were growing up, they had the presence of trusted adults in their
lives.

”

“I had trusted adults around me that I knew loved me, and it was a safe place for me...

Sometimes these trusted adults were parents. But there were often other members of
their community who helped them to grow and find confidence and a sense of themselves. In
his book Emotional Intelligence: Why it Can Matter More than 1Q (1995), Goleman notes that our
families are the first places that we learn about emotional intelligence. While this is true, it is
also true that “it takes a village.” Most interviewees mentioned the presence of having trusted
adults in their lives as central to their growth in relating to others and understanding
themselves. The interviewees were exposed to these trusted adults in various ways: through
church activities, community organizations, babysitting in their neighborhood, and important

adults at school. These adults served roles as mentors, encouragers, and sometimes stand-ins
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for adult family members who were no longer present for these clergy when they were growing
up.
One pastor described the variety of relationships she had growing up in this way:

I felt called to ministry in high school, and 1"ve always had relationships with people who were
older than me, who were younger than me, the kids, our youth group. And so, diverse
generational relationships have always been incredibly important to me. My grandparents died,
most of them when I was younger... Just finding in the church--never replacements-- but people
who, if you're open, will step in in different ways for losses too. And that has always been, the
church has generally been a place where I've seen loving, compassionate care.

Others found adults who believed in them in the school setting. One pastor learned a new
awareness of who he was through these formative relationships:

I never saw myself that way as a leader of any kind. And I believe she (a teacher) saw something
in me, and so she saw to it that I ended up being the drama club president. That monumentally
changed the way I saw myself. And it changed the way I understood myself as a leader, and... it
gave me permission to begin to develop some leadership skills. But it was only because somebody
else saw that opportunity waiting to happen in me. And so seeking that relational approval kind
of stuff, I took the bait and that was a pretty significant turning point for me.

One clergy person whose father had died when he was young talked about the adults in his life
who helped to raise him. He commented that his mom had always been
a really strong woman, very independent, and yet also built relationships with others. So, I often
said I had lots of mothers growing up, 'cause she surrounded me with other people who cared for
me, so 1 felt that care, that love...

In addition,

I also had a Big Brother through Big Brothers/Big Sisters, and he was a huge part of my life... I
always had good relationships with other adults. I was a babysitter, and so there was a family
down the street that 1 was their regular babysitter, and the mom of the family was kind of a
confidant when my mom and I were getting at each other and what not. I could go to my Big
Brother, I could go to this woman down the street and just kind of let it all out.
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Other pastors learned from less-than-ideal examples how to navigate the world of

relationships:

I grew up in an alcoholic household where reading the room--like as soon as I entered the room
and learning to read the room, take the temperature in the room. Trying to gauge who was in a
good mood and who wasn’t, and how to respond appropriately, just became second nature. And
so it's still this second nature, even at this very moment. So yes, in terms of relational stuff,
reading so much of that was really vitally important...

Another said,

I learned the way of the man and how men should operate in men’s circles. And so again, not
great examples there of growing up on athletic teams, played baseball and basketball growing up.
And that was a lot of machismo, that was... “don’t cry after a loss, suck it up, let the emotions, let
that anger and that frustration fuel you the next time you go to bat or the next game you play...”
Yeah, that's how I learned. That's what emotions were...

Reflecting on his call to ministry, this pastor identified that he wanted kids in his youth group
to be able to grow up differently, with a different relationship to their emotions.

I can learn to do better, and be a better guide and a better help for others, so they don’t have to
deal with what I dealt with. So, they can maybe help beginning to learn this process and how to
manage their relationships, how to manage their emotions at a much younger age and can

mitigate some things moving forward to...I definitely think that was a big part of the call to doing
youth ministry early on.

Another pastor commented:

My grandma came to live with us every summer, and she probably taught this in a way that
wasn't very helpful. But she never, ever said what she meant, you always needed to read between
the lines. And so, I really liked my grandma and I learned really quickly to read between the lines
of what she was saying; which, there’s a really unhealthy edge of that, but it did help me to...
Reading my grandmother actually helped me to read my dad better. But it is reading body
language and tone, and also looking for the things that weren't said.

Yet another pastor saw how being an older sister had influenced how she acted as a mother. She
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saw both being a mother and being a big sister impact how she saw her role as pastor:
But I see and 1've said many times how much motherhood feels like it’s prepared me for ministry,
and it lends to caregiving, awareness, the really difficult, ongoing intentionality to be the
differentiated non- anxious presence. Like “what’s my anxiety and what’s their anxiety?” And
how to be present in appropriate yet meaningful ways and all of that. But until were sharing this
and articulating it now, I don’t know that I was aware how much maybe being an older sister

was a part of that ministerial maternalistic matriarchy type of awareness, but I think that that’s a
component.

Theme 2: The importance of diversity for learning

“I was being called away from the familiar...”

Another important theme that emerged was that these clergy had experiences with
difference, and they often sought out those experiences. At least half of those interviewed noted
the importance of encountering diversity as foundational in their development of self-
awareness and relationship management. Four noted the diversity of the student bodies at their
particular seminaries. Several of them had specifically chosen to go to seminary outside of their
home state to experience something different. That might have meant going to a city when they
had been raised in a smaller town. Some sought out racial diversity, and others travelled to a
different region of the country to experience regional differences. Of those who travelled out of
state for seminary, all of them interacted with a wide variety of Christian traditions at their
seminaries, increasing their exposure to those who had diverse theological beliefs. Others had
military or missionary experiences that opened them up to diverse cultures and ways of being

in the world.

One pastor noted:
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I recognized quick--I didn’t know it to have named it then--but I recognized quickly part of my
call to ministry was to be... I was being called away from the familiar, and that I was crystal clear
about. It was painful and it was really scary. But quickly I recognized I'm being called away from
the familiar.

Another pastor who attended seminary outside of her native Ohio, commented:

It wasn’t Ohio, I felt really called to kind of get outside of this, my context, and experience other
parts of the United States and just other settings...And I was listening to professors from a
variety of denominations, a variety of backgrounds. I had more diversity in all kinds of ways
among my peers than I would have in college and really high school at all... and I was like “‘Whoa,
there’s a lot of ways of seeing the world and understanding Scripture’ that I just had not been
exposed to...

Two others had experiences in different countries that were formative in terms of self-

understanding for these pastors:

One of the greatest experiences was we had a conversation with an extremist group of Islam who
gave us the most incredible hospitality 1"ve seen before...I think guided experiences outside
your... not just your comfort zone...but where you're forced to look inward, are really helpful.

I remember the senior officer from [another country] ... When we were talking one day, he had
some experience in some counseling realms and things of that nature from school that he had
done ... and so he kind of became the first person that I heard in a position of leadership, and kind
of in a very well-respected leadership position, a male in particular, it’s okay to talk about this

stuff.

Another pastor also commented on how her own feelings of being different growing up helped to

shape how she thought about ministry:

...that feeling of not being on the inside of circle, not feeling connected, feeling a sense of being
displaced a little bit or that type of thing, and I think that’s actually an overall pretty significant
theme in my upbringing too... So you 're just aware of who's in and who’s out, and how that’s
making people feel. And so, part of my then adult life and what I try to cultivate for my kids, and
then what I eventually really hear as my call into ministry, was this longing to create places of
beloved belonging.

Still another experienced difference in the various places she worked while attending seminary:
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[ worked for a neighborhood association in a very wealthy part of [the city], and I'm negotiating
with wealthy people and their expectations for what happens in their area ... And then we ve
dealt with the zoning issues and neighborhood stuff and parking, and it seemed in the realm of
worldwide issues, it’s pretty minor. And yet, in this group of people, how do we do that? How do
we best connect with them? How, if their neighbor is building something that's gonna block their
view of the city, how do we handle that? So that was one part of it. And then I also spent a year
working for an institution where people are mentally ill and different levels of it.

Theme 3: The importance of learning from peers in both informal and formal relationships

“I think that’s where I find the most help,
is the spaces where I can be honest and vulnerable.”

Informal peer relationships were mentioned quite often by the clergy interviewed. Some
of those informal relationships occurred in their seminary settings, while others noted the

relationships they had with colleagues during their pastoral formation.

We would talk about it as students, we would talk about like, ‘So how do you do that?” And some
people were already serving churches and internships, and like ‘In your internship. How are you
doing that?’ Like, ‘Oh, we do this, and I do this.” And then some people graduated ahead of me,
and then they would come back and talk about what they were doing and what was working and
what wasn’t. So really early on it was that “Make sure you develop a group of friends, make sure
you have a life outside the church and all those kinds of things.”

Other informal conversations with those in authority were also influential, as noted by

this pastor:

...it was the side conversations in words of affirmation and insight from colleagues and leaders.
Like one of the [staff]...she’s very much about vocational discernment. And she had this one
statement, and she said, “I would trust you as my pastor,” and it stopped me in my tracks in so
many ways. First of all, there’s this woman I admire and respect, but then that word trust.

Still another pastor noted the on-going importance of clergy friendships, saying;:
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I would say that [one particular clergy colleague] has been probably the biggest influence in my
life. He and I have had a fairly deep friendship for gosh, over 10 years, and he really has helped me
understand a lot of things. He's pushed me when I needed to be pushed, and he’s helped me, and
we "ve helped each other. It's been mutual, but he has really... In him sharing his life and his story
with me, that has always been helpful to me.

Another said,

I mentor candidates for ministry, and I recommend that they... That they have a tight group of
people that they can tell anything to, and usually of clergy, because clergy understand what
clergy go through. And I also recommend that they have a good tight friendship network that
exists outside of their church. 'Cause you have to...For me, it makes a difference. So, I don't know
if those things automatically give emotional intelligence, but I would hope that they would. That
those kinds of groups of people would encourage the development of emotional intelligence for
people who are part of the group. I think it would be hard to be part of the group like that, and not
have some of that rub off on you.

In an attempt to mandate these collegial relationships, many Annual Conferences have tried to
formalize small groups for clergy, sometimes called “cluster” or “accountability” groups. Those
have sometimes been successful for support but less so for helping clergy to grow and receive
difficult feedback. One pastor noted the importance of...
...trusted peers that can speak truth, which I think is one of the big problems in our even our
connectional system. And we won't do it because there’s zero trust. Yeah, so our clergy cluster
system, if it’s designed to speak truth into one another’s lives, it's... In my experience, it won't
happen ’"cause we need too much support and encouragement from one another. Yet, we need

mothers and fathers in our lives saying, “sometimes you saw that wrong,” or “have you
considered another perspective?”

Other more formalized settings like Field Education and Clinical Pastoral Education
were mentioned as places where competence in self-awareness and relationship management

grew. One clergy expressed his thoughts about these venues in this way:

You can’t see out of your own blinders... and so you have to have those exposed from someone or
something outside yourself. So, reflection is, I think, a helpful tool for emotional intelligence,
because having others look into a case study with you, if you will, allows you to just see it from a

71



different perspective; what you examine, the ways in which you behaved, and hopefully some
positive steps out of it.

Another commented on a formation program he participated in before he was ordained:

The best experience 1 had was my supervised years experience, where we met monthly for
multiple hours, often for a full day... It was structured conversations around books or whatever.
But that was a safe group. We connected well. We had a variety of opinions, but I always felt like
I learned something and was able to be vulnerable. I think that's where I find the most help is the
spaces where I can be honest and vulnerable and just say, “This is what's going on and I don't
really... I don’t know what to do with it, or I need help here.” I just need to vent or... I need you to
say, “Hey, you 're a good person, and you 're doing a good job.”

In this group of clergy, those who had done Clinical Pastoral Education (CPE), or seen

others do CPE had positive associations with the growth that CPE produced for themselves or

others. One noted that her CPE training was invaluable:

I"ve really never been in other settings where you're practicing that rhythm on a regular basis
and then having other people provide input into that too, and reflecting so deeply on specific
interactions, so I found that to be extraordinarily helpful...l’ll always be glad for the training of
CPE. I don't think anything else has prepared me for the church as well, in terms of just relating
to people.

Another newer pastor commented,
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I absolutely loved every opportunity [in CPE]; it was frustrating and enlightening at the same
time, but ...I really, really came to understand, I think a lot more about how I operate in social
circles and how I requlate my own emotions in ways that I have not been directed to do
before...Coming to [the church that I serve] as I was going through seminary, and as I've been
doing CPE work, all of those things is that perfect convergence kind of coming together and
learning based on who I am as an individual, how I operate in those circles. And then also seeing
those blind spots and those weak spots to make sure that I don’t...I don't feed them. So yeah, all of
those things combined have been very enlightening within the last three or four years.



Another clergy person also highlighted how her CPE relationships helped her to see what she

was not always aware of:

It's the practice of doing it, but yeah, the ability to think like, “Why is this person reacting the
way they are?” Maybe it isn’t about this particular situation, maybe there’s some bigger thing
going on... I think I had that... CPE helped emphasize that a little bit more. Like, what else was
going on in this person’s life? And there were a couple of dialogs that I did bring to the group and
totally, I totally missed the whole forest. I laid it all out and then someone said, “Well, don’t you
think their reaction to you, which was like...” That never occurred to me, but now that you say
it, it does seem... And I even wrote about it in my introduction, didn’t I?

One interviewee who had served on BOM and DCOM had also worked in clergy formation in

the seminary context. He organized field education for students, including CPE. He noted,
I think requiring CPE would be a gift to 90% of our pastors...the students that came back from it
always were so much more aware of their ingrained assumptions and behaviors that they weren't
aware of before. And what a gift. Because in my experience to have been in the church twenty
years now, every parish 1've served, every context I've served, there’s always someone who hits
my buttons. And early on I just blamed them, right? And then I realized that through gifts like
this, became an opportunity to say, “all right, what is it about my life, my past, my present that
is making my reaction so heightened?”

A member of the Board of Ordained Ministry summarized all of this by saying, simply, “I think

the best way to learn emotional intelligence is to be in community with people so that you can get

immediate feedback.”

Theme 4: Awareness of one’s own personality and how that impacts relationships

“Managing my relationships with others is, I always have a little part of me out here
watching to see ‘what does that look like?””
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Though I did not specifically ask about assessment tools, every member of the West
Ohio Conference mentioned the Enneagram as a tool for understanding themselves and their
relationships with others. Some of them had begun working with the tool recently, while others

had been using it for years.

Their use of the Enneagram showed a motivation toward trying to understand
themselves and their own internal motivations —the Emotional Intelligence skill of Self-
Awareness. It also showed how they managed the influence of others and relationships with

others. One pastor commented,

As a 9 I'm not motivated for achievement, but I'm tempted all the time to be motivated by
achievement and a desire to please. But I think giving space for God to speak in your life in some
particular way where you are not creating... It is a gift that every person needs.

Another said,

I think understanding the Enneagram and who I am helped me to better understand and work
through these ideas of emotional intelligence. I think the enneagram for me is probably the
greatest resource I've had in this process of requlating and understanding my emotions and how I
interact with others and myself.

A member of the Board of Ordained Ministry commented on her desire to have

candidates engage in self-reflection through the enneagram:

I'd love to see and focus more on, have more discussions about self-awareness. And I just started
this in my own life group. I'd just pay for everybody to take the Enneagram test and really help
them to understand that... now you're gonna see what's wrong with everybody else in your life,
you're gonna have a number for everybody as soon as you get done. But the point is to know
thyself, so that will be the continual struggle.

One clergy named how knowing her type helps her to understand how she acts and

how to use that awareness to self-regulate:
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...when you're in systems or relationships, it’s harder to name... I've been told by professors that
I'm an Enneagram two. Especially when you 're like a Two and you 're giving... You want to
provide... And not only do you want to, but you almost need to fix things... So, to me, I've
recognized emotionally that I don’t necessarily do that very well, I don’t name my own stuff very
well.

Another pastor talked about how understanding who he is has evolved over the years:

I used to say I felt like I was a duck. The emotions would just wash down on the back of the neck
and just wash off. I've come to learn that I'm much more like a sponge, where those emotions hit
the back of the neck and they soak in and they remain there until I do something to squeeze that
sponge out.

Theme 5: The influence of the COVID-19 pandemic and racism

“We're tired. .. we’re so tired.”

Because these interviews took place in the spring of 2021, experiences with the
epidemics of COVID-19 and racism were fresh in the minds of these clergy. All these clergy
talked about ways that they drew on their Emotional Intelligence to navigate the upheaval
created by these two influences on their ministry. The pastors” experiences of relationship
management during COVID were widely divergent, partly dependent upon the personality of
clergy person, the size and location of their congregation, and the amount of time they had been
in their appointment. (In fact, two clergy who changed appointments during the pandemic had
not met most of their congregation in person after nearly a year in their appointment.) One
clergy woman who identified herself as more of an extravert commented on the toll that COVID
took on her energy level:

Early in the pandemic, I would come home and sleep for two hours because I'm a very emotive

speaker, and I feed off of the energy that is there. So, as people are getting excited and that all
came... I don't wanna say from me, but to a camera... It just, it took twice as much energy as
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normal, and I would find that if I heard someone from the sound booth like laughing, I'd be like,
Yes! Somebody’s out there! ... Not being in spaces with people takes more energy from me,
because I think it's like... I feel like I'm not... I bring it all, but it just is like you 're not feeding off
of anybody, so that’s just... That's been really hard...

Another pastor noted the opposite:

Being somewhat of an introvert... I really loved not having to talk to 200 people after the service,
every Sunday. I had more energy on Sunday afternoons last year than I had in a decade. I didn’t
need a nap, I could just move on with the day, and then I recognize that I still have yet to see 75%
of the people in our congregation face-to-face. They ve seen me reqularly, but I haven't seen their
faces.

For one pastor the pandemic influenced the entire rhythm of their ministry:

So, it's made me hide physically, but it's also been a coming out of sorts. And so, while I've been
sort of holed up or hiding physically, it’s also created some opportunities for me to be more verbal
or more expressive about the importance of people. Like I've tried to be more expressive in telling
people that they're important to me, friends and family, both. So, it's been this weird push and
pull. I quess it's pushed me, pushed me into hiding, but it's also pulled me... That's weird, it’s
pushed me into physical hiding and pulled me out of emotional hiding, which is a ...reversal of
what I'd spent so much time doing, which was being physically present, but not being
emotionally present to a lot of people or emotionally vulnerable. So, it’s changed that way.

For another, it allowed them to step into more of a leadership role:

It would be inauthentic for me to try to portray a non-existent level of anxiety in the pandemic, so
let me just say, “this is what makes me anxious.” And I think that it’s appropriate for us to be
anxious about the spread of COVID around us, and to be anxious about people’s lack of self-
awareness and not willing to wear mask... and so that shifted, I think a little bit of my willingness
or ability to say, “There’s a place to be a non-anxious presence,” "cause this really isn’t about me.
And then there’s a place as a leader to say, “This is what appropriately causes anxiety, let’s
articulate these things together so that we're authentic and we’re not trying to fake fine.”

The combined epidemics of COVID and racism made managing relationships in their

congregations difficult:

I think the pandemic for understanding your emotional intelligence has been really weird and
really tough because you'll feel things and you'd be like, “Where the hell’s that coming from?
Just two minutes ago, I was feeling great, and nothing’s changed. Nothing has changed, and all
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of a sudden, I'm feeling this rage. I'm feeling this deep sadness, or all of a sudden, I'm feeling this
burst of elation and it's this pandemic that’s just like here.” And so, I think you pile on top of
that, a lot of the racial injustice that’s been going on over the last year...

Some pastors had to navigate racial unrest by thinking about how to handle
relationships and messaging when only a portion of the congregation continued to be involved

with the church. One noted:

...we ve actually had this conversation as a staff, we ve made some, we've put up a ‘Black Lives
Matter’ sign on the church and we didn’t ask anybody, we just did it. And which is unlike me, but
that’s what needed to happen, and it was the right thing in the right time. But I feel like a small
group of people within the church has been having a lot of conversations around racial justice, and I
am well aware that not everybody has been part of that. And when we come back together in person,
were gonna have this group of people whove been involved in this whole thing for a year, and we're
gonna have an entire group of people who have been tuned out for a year. And there's gonna be this
huge disconnect, so I think that’s the frustrating thing.

A pastor in a more politically polarized community commented,

...50, we had a real challenge 'cause there’s some folks who really would have liked to have put one
of those yard signs out that say, "United Methodists stand against racism.” And of course, we do.
Who would stand for racism? But in conversation with some other folks in the church, that really
was... It would not have been a good idea to put that out there because then it's become so
politicized.... Which just doesn’t make sense to me at all. It always challenges me.

And another commented on the environment of ministry in general:
I think we're so tired as an institution as an annual conference, I think we're so tired. We're tired
from the pandemic of COVID as well as racism. We re tired of being put into categories and

groups. We're tired of being made to feel like one group can't be right unless the other group is
wrong.

Advice for the Annual Conference

In addition to the above themes, these clergy had some advice for the Annual

Conferences where they were members:
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... [ think that training could be expanded to... "cause it requires emotional intelligence to know
where your boundaries are, and when... "cause sometimes your boundaries have to be rigid and
sometimes they need to be permeable and you can’t dictate which ... like Friday is always my day
off, I'm really, really, really good about my day off. I always check my day off. But if someone’s
dying and then the hospital... if there’s not a pandemic. It's rigid, except when it's not rigid. How
do you know... Where is that line?

One pastor commented that in his formation

there was no discussion really about emotional intelligence at all. [The committees asked me],
“Can you do this, this, and this?” “Do you believe this, this and this?” “Have you ever done this
or this?” And if you haven’t, then you can move on. And that was it. There was nothing about
emotional intelligence. “Are you okay? Are there things that you need to unlearn and unpack?
Are there things that you need to work through before you start trying to help other people do the
same thing, and they start dumping on you and you start having breakdowns?” I think if they'd
have done a better job with that then the folks that I entered ministry with twenty-some years
ago, there'd be a lot more of us still in ministry.

In thinking about Emotional Intelligence in the process of ordination, one clergy stated,

I think in some ways, just talking about it. And talking about it earlier on early the process, 1
think there’s been some work with that with the board of ordained ministry. And not that
emotional intelligence is everything, but a very low emotional intelligence does not usually
produce a lot of fruitfulness in settings. So, I think it’s one thing to pay attention to because it
can be cultivated. So, we help people know where they are and cultivate that more deeply, and I
say that of myself too. I know there’s things that I can work on.

Another pastor noted how a discussion of clergy Emotional Intelligence is part of a

change of perspective that would be helpful from the Annual Conference:
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The opportunity that I think the annual conference has, is to make a shift in how they 're relating
to us, the clergy; by spending less time telling us, grading us, evaluating us, informing us that
we're not measuring up with dashboards, with reports, with charts and graphs and conferences
and all sorts of stuff... It feels a lot different than starting out by affirming the good things we’re
doing, and then asking are there ways they can come alongside us, they can walk with us, the
same way they have appointed us to come alongside and walk with parishioners....As I
understand, at least some of the stories about Jesus, that was kind of some of the work he did--was



say to the institution, “Obeying the rules isn’t the only work weve got here, in fact, some of the
work is to love people.”

Another clergy person summed up how difficult it is to address the diverse issues for clergy in
the Annual Conference:
I just looked around at a others [at Annual Conferencel... So many lonely, lonely, clergy. And
what do you do about it? I take advantage of the EAP™ thing, just to kind of process and have
those spaces to talk through some stuff to see if I am managing or if I should get additional insight
or assistance...God bless the attempts of enforcing clergy clusters, and I hear that’s even going to
be coming down the pike of something more definitive. And I'm actually grateful for that... And

then I go back and forth about whether we need that. How much can be manufactured, and how
much of that just has to happen organically?

Committee Members’ Thoughts about EI

In addition to the five themes surrounding Emotional Intelligence, those who served on
District Committees on Ordained Ministry and Boards of Ordained Ministry highlighted the
ways that candidates for ministry either demonstrated or did not demonstrate Emotional
Intelligence in relating to these two credentialing bodies. A member of the District Committee
on Ordained Ministry commented on the key factors in deciding if a candidate for ministry
should be ordained: “I believe that [a candidate] could have the right theology and practice, but
how they incarnate that in their being is a deciding factor on my ability to feel like I can vote to

credential them or not.”

DCOM and BOM members also noticed the non-verbals of the candidates they

interviewed. This helped committee members assess candidates” Emotional Intelligence:

14 The Employee Assistance Program provides free counseling sessions for clergy and their families.
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You can see it in their body language and their eyes, and then you can say, “Oh, you know what,
I'm leaning into this question”, or “I need to ask another question because I see from your face...
Oh, wait, there's something missing here. There’s something not connecting.” There are social
cues that kind of tell you, “Oh, I'm in sync, I'm not in sync.”

In talking about candidates that they did not vote to approve for clergy roles, relationship
management was key. In one example a committee member noted that during their interview,
the candidate “was very defensive. He blamed without any ownership...Emotionally, he was
not going to be able to incarnate the gospel in a way that would be helpful for people because of

his own stuff.”
Another BOM member cited a specific example of this:

You would notice a lack of emotional intelligence was particularly in the areas when people went
through the psychological testing. That sometimes it would reveal that they were defensive or that
they resisted authority are kind of interesting. Because oftentimes people would be adamantly...
they would come in with barrels ready to go about why they need to be retested or who's the test
for. It was actually kind of interesting to watch that they were actually confirming some findings
of the psychological testing.

One member of the BOM described how she goes about thinking about Emotional Intelligence

and evaluating the EI of a candidate for ministry:

I think that people have to every day figure out how they 're gonna deal with a hard situation and
they "ve never thought about before. And then they have to make choices, and I have to do that. I
have to do that quickly sometimes.

In terms of the candidates she interviews, she notes,

When you read the autobiographical statements, and then also when they get to the place of the
second interviews for Elder’s orders...where they begin to talk about how they dealt with ministry
experiences and integration of their learning with actual practice. And sometimes you would see
that some in the field, kind of comments when they would talk about their experiences and
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serving in a local church, and you could see lack of [EI] or strong support that they had it in these
narratives.

Another said,

And those two things I really try to hold up front during the interview process, because as we talk
about that candidate’s engagement in the church, what have they been doing to advance the
Kingdom of God? What are your biggest challenges working with your leadership team? What
are your greatest joys in working in a community, then all of that comes out. So, it should all
have some type of relational context, and when it doesn’t, one of my gifts is to call that out.

In addition, another committee member commented:

I always looked for if a person had had some conflict situation or they had had some kind of a
difficult situation that they had to work through. I would always ask, “What did you learn from
this experience, and what would you have done differently if you could redo that?” And then you
could see if they were willing to own some part of that situation. And that would indicate to me
that they had some emotional awareness of their own role. But if they were unwilling to do that or
were not able to do that, that for me was an indication that perhaps they didn’t have as much
emotional intelligence there that I need for successful ministry.

Committee members also noted the ways that recommendations to candidates have changed

over the years for DCOMs and BOMs:

We moved away from ‘Go do this and then come back to us.” We were more of, ‘we want to see
evidence of this’, and "here are some things you might consider’... So that they had to have buy-in
and figure out what they were going to do to address and have some ownership of their own
process to address things that we saw.... Because we found that if you just say, “Go do CPE,”
they could come back and not know why they went to CPE. And what we were looking for? And
that didn't seem very transparent or honest.’®

15 This follows the instructions for the interview process in the Board of Ministry Handbook (Section 3: Chapter 9,
p. 1: ” When remedial action is recommended, the difference between tasks-to-be-done and change-to-be-
manifested must be made clear. If the candidate completes the recommended tasks, but has not manifested
changes that the BOM required, the recommendation does not change.”
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In giving an example of a candidate who was approved for credentialing by the committee,

one interviewee highlighted the themes of diversity and feedback--themes mentioned by the

other interviewees above. In addition, there was self-motivation, a primary element of learning

El found in the literature (see Ryan and Deci 2002):

He chose a coach that is a no-nonsense coach who has a different theology than him. And the way
he responded showed us he’s willing to do the work. He’s not just willing to get it done, he was
leaning into it. He had learned from his mistakes. He became more comfortable with who he was
and a little more gracious with those who were unlike him...he had done the work of self-
examination and understanding where others might be coming from.

One member of the BOM commented on how she thinks about EI and how she applies that to

interviewers:

You have to be able to be in a stance where emotional intelligence is not having all the answers.
Emotional intelligence is saying I don't have all the answers, but I have to be secure enough in
myself, to be able to find people around me that can tell me the truth, and I have to be able to hear
it...It doesn’t mean 1'm always going to make the right emotionally intelligent decision every
time. But you have to be able to see when I haven't, so I could make amends, so I can learn from
that experience. And go and say,“You know what, I totally blew it. I missed it, I missed it.” And
I think especially as we are whole and healthy people, we have to be able to do that so we can
model that for our laity and for our staff.

Another member of the BOM critiqued some of the guidance given for conducting the

interview, implying the Emotional Intelligence needed by committee members to ask follow up

questions. She said:
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There are some guiding questions, and in that moment when I go back and read the guiding
questions, it feels so disconnected from me; we feel so surface-y, and it doesn't really ask the
right questions. One helpful question that gets asked typically is tell us a situation where you
encountered a challenge with your leadership or with your church body, and just walk us



through it.... I'd love to see us have some questions that really have to solidify those answers and
dig a little deeper, 1'd love to spend more time there.

Chapter 5: Discussion and Recommendations

As I talk about clergy continuing to develop EI, I keep this quote from an interviewee in

mind:

When you're ordained it’s not an arrival point. It’s a mile marker on the journey. Until that
point, we celebrate you all along the way that youre working at this emotional intelligence
component, because it’s a life-long journey. This isn’t something that’s going to stop, even when
you retire or turn your credentials in...
Interviewees noted and research supported the following essentials in learning Emotional
Intelligence needed for the tasks of ministry: 1) The importance of peers for learning and the
diversity/contrast those relationships create; 2) Facilitation as foundational for learning; 3)
learning in context; and 4) Engaging in ordination interviews in an emotionally intelligent way.
These themes are not in fact separate, but are intertwined with one another, as they focus on the
relational context of ministry and the way that we learn through contrast with others and
awareness of ourselves. White & Kimmons (2019) state that “Emotional intelligence matters in
pastoral leadership because ministry is all about relationships and because emotional
intelligence is not static, it is of vital importance to anyone who seeks to train and equip pastoral

leaders” (p. 371). The literature demonstrates that self-directed and peer supported learning

work best when guided by an experienced facilitator.

83



Considering this, I make the following recommendations for those involved in clergy

formation.

Recommendation 1: Ensure that pastors and pastoral candidates learn from peers —for

support and challenge.

In their report on the Transition into Ministry project, Wind and Wood (2008) note,

One way to frame the difference between the way new clergy entered their pastoral ministries a
century ago and the way that they do today is to see the transition into ministry as a story of the
loss of natural communities of practice and repeated attempts to compensate for that
loss (p. 16, my emphasis).
Clergy have lost some of the natural community connections that they might have had as
pastors many years ago. Today clergy function amid complex, and often mobile, lives,
sometimes moving for their training and various ministerial appointments. And while
ministerial associations used to be common in many towns and cities, that is not always the case
in contemporary society. As noted above, the United Methodist credentialing process seeks to
provide stability in the person of a mentor. Others in formation may be involved in peer groups
as they progress through the candidacy process. Yet, as clergy move through their careers,
relationships can become harder to form as pastors move to a new community. Annual
Conferences have sought to remedy this by requiring the Covenant/Cluster groups mentioned
above. In any case, with the ubiquity of Zoom and other platforms (in addition to our

increasing skill in using them), there is no excuse for ‘lone rangers’ or isolation in ministry. Yet

isolation in ministry still happens.
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Distinguishing between learning and support is important when looking at what
happens in clergy groups. While Covenant/Cluster groups did seem to provide support to
those who participated, they did not focus on growth or education. Annual Conferences need

clarity about whether groups that clergy participate in are for learning or support. Surely both

can happen in peer groups. But often groups created for learning will need a facilitator. Clergy
absolutely need support, yet by and large, they are more able and willing to give support to
others than they are to give challenge.

All interviewees cited an encounter with diversity as fundamental in developing their
Emotional Intelligence. This accords with many learning theories in which learning requires the
learner to have experiences that upset their equilibrium, variously describing these experiences
as “disorienting dilemmas” (Mezirow, 1995), “disjuncture” (Jarvis, 1992), being overwhelmed
(Dreyfus, 2004), and “discord” (Alfred North Whitehead, 1933), just to name a few. While this
contrast might occur because of major demographic differences, it might also be smaller
differences which highlight that the way one thinks is not the way everyone thinks.’* In
addition, current US culture is not only diverse, but it is polarized. The church is one place
where attention to functioning amid difference has been paramount from the start, as seen in

Paul’s admonition to the Corinthians:

21 The eye cannot say to the hand, “I have no need of you,” nor again the head to the feet, “I
have no need of you.” 22 On the contrary, the members of the body that seem to be weaker are
indispensable, 3 and those members of the body that we think less honorable we clothe with
greater honor, and our less respectable members are treated with greater respect; > whereas our
more respectable members do not need this. But God has so arranged the body, giving the

16 For example, in my training as an ACPE Certified Educator in Minnesota, | often had groups of four white
Lutheran students. In lieu of religious and racial diversity, | needed to look at the ways other differences made
learning fruitful, such as theological perspective, urban/suburban/rural backgrounds, age, gender differences, etc.

85



greater honor to the inferior member, % that there may be no dissension within the body, but the

members may have the same care for one another. 26 If one member suffers, all suffer together

with it; if one member is honored, all rejoice together with it. (I Corinthians 12:21-26 NRSV)

This is an important witness that the church can offer to the world at this time in

history —to respond with love instead of with polarization. But this requires self-regulation
amid strong emotions that pastors might have when their worldview is challenged. Clergy
learn the EI competencies of functioning amid diversity by being in the midst of diversity and
being guided in how to navigate it. Clergy need experiences with populations that are
different from them, and with people who disagree with them. But they need guidance and
supervision as they navigate these differences —someone who models comfort in engaging
differences with parishioners —differences which are increasingly present in our diverse society.
Both the clergy interviews cited in chapter four and the review of literature demonstrate how
important it is to encounter difference if one is to become more aware of their own thoughts and

manage the complexity of the world.

Recommendation 2: Take seriously the importance of facilitation for clergy learning

How do we encourage clergy to step into this diversity instead of stepping back from it?
How do we risk conflict as we create a beloved community? And can we really create a beloved

community without engaging conflict? As Goleman et al. (2002) state,

The problem is, these conversations are ‘hot” and many leaders are afraid to start the dialogue—
fearful of taking it to the primal dimension. Too often, unsure of their ability to handle the
emotions that do arise when people talk honestly about what is going on, leaders stick to the safe
topics... (p. 64).
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In both CPE groups and groups organized by the Texas Methodist Foundation
mentioned above, this conundrum can be solved by having skilled, emotionally intelligent
facilitators who can hold the anxiety of a group as the group learns and explores differences
and conflict.” In churches, pastors are often the facilitators of groups. Clergy need to have
experiences of being held in conflict; of experiencing conflict that led to growth so they will be

able to lead the groups in their congregation in fruitful exploration of differences.

The IDI--Intercultural Development Inventory (Hammer, 1998) has come to be used by
many United Methodist Annual Conferences as a tool to talk about cultural differences. In
addition, we can use the IDI to examine conflict styles. There is a large sub-segment of the
population that seeks to minimize difference, instead of actively engaging it. Leaders also do
this, as noted by Goleman et. al, above. Many people in the United States currently dwell in
Hammer’s definition (2012) of Polarization, viewing “cultural differences from an “us versus
them’ perspective” (p. 121). And some attempt to avoid conflict by moving to Minimization
which “highlights cultural commonality and universal values and principles that can mask a
deeper understanding and consideration of cultural differences” (p. 122). How do we move to
engagement of difference, not just in cultural realms, but also in everyday conversations? If we
do not have someone facilitating our learning when we encounter difference, we are more apt

to fall back into polarization and minimization. It is essential to have an emotionally intelligent

17 Certified Educator Candidates in the ACPE have the following competencies that they must achieve in order to
lead Clinical Pastoral Education groups:

P1.9 Demonstrates a non-anxious and non-judgmental stance when engaging differences and managing conflict.
P2.10 Facilitates dialogue and conflict resolution by attending to content and process of communication.

P2.12 Recognizes the impact of the psychological dynamics of projection, parallel process, and differentiation on
the educational process.
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leader who can hold space for the tension that might be present and help the parties engage

conflict and difference.

All these elements lead to the importance of facilitation for clergy learning. In my CPE
groups many beginning students have expressed the desire to put together an accountability
and learning group like their CPE group. They imagine gathering ministry peers together in
their community or denomination. They envision consulting about challenges, church conflicts,
and personal obstacles in their functioning in ministry. When they try to form these groups and
do not get the same results that they had in CPE, they are confused. Yet what they have lacked
in that endeavor is having a facilitator who can hold the group members accountable with

feedback that might sometimes bring tension and challenge.

The same goes for clergy covenant/cluster groups. As one interviewee said,

trusted peers that can speak truth, which I think is one of the big problems in our even our
connectional system. And we won't do it because there’s zero trust. Yeah, so our clerqy cluster
system, if it’s designed to speak truth into one another’s lives, it's... In my experience, it won't
happen 'cause we need too much support and encouragement from one another.
Clarke also notes the importance of psychological safety in the workplace, specifically if one is
to engage in dialogue and reflection to develop emotional ability in the workplace (p. 456), as
does one of Doolittle’s subjects, who said, “Emotionally, I don’t feel as if I can completely trust

persons in the church with real feelings —and I include my clergy colleagues —who often try to

give the impression that everything is perfect” (p. 37). Pastors who I interviewed confirmed
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this—that trust is important to peer relationships for learning. Contextual learning in a safe

enough relational environment is fundamental.’®

Facilitators who can keep group members engaged, particularly amid discomfort, assist
clergy in learning Emotional Intelligence. This is especially true since United Methodist clergy
do not seem to be a risk-taking bunch and need some help with this. In his survey of clergy
effectiveness, DeShon (2010) found that, of the 341 pastors surveyed, “risk taking was the
lowest ranked personal characteristic and also was lowest self-assessed competency” (p. 20).
Successful training methods (Transition into Ministry, Clinical Pastoral Education, Clergy
Development Groups in Texas) have a facilitator who helps to focus the group on their guiding
task. Rendle (2019) describes Clergy Development Groups as “led by a trained facilitator who
will guide them into shared learning and help each participant put their own questions and
their own work in front of their colleagues for peer review” (p. 228). This role is similar to the

work that CPE Educators do with their student groups.

Recommendation 3: Help clergy learn in context

Much has been written about how people learn, as well as where they learn. While
candidates for ministry often learn “context free” information in seminary, it is imperative that
they move from being novice learners and into the stages of competency over pastoral skills. As
they move beyond these first stages of learning, they move into the Competence stage (Dreyfus,

2004). For clergy to be invested in the decisions they make in ministry, they must be ultimately

18 See Arao, B. and Clemens, C. (2013). From Safe Spaces to Brave Spaces: A New Way to Frame Dialogue Around
Diversity and Social Justice from The Art of Effective Facilitation. Stylus Publishing, LLC.
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responsible for the outcome of their decisions.”” Learning often requires that learners “decide for
themselves in each situation what plan or perspective to adopt without being sure that it will
turn out to be appropriate” (Dreyfus, 2004). Generally, beginning learners (in internships or
tield education) have an overseeing pastor who will take ultimate responsibility for the
workings of the church. Here learners do their learning “in context”. Rendle (2019) notes that
moving into Dreyfus’ competence stage “requires two additional factors: a willingness to be
overwhelmed and an acceptance of ultimate responsibility” (p. 137, his emphasis).

And this competence in ministry is not just a stage that we traverse at the beginning of
our careers. Hopefully, clergy have humility and a continued curiosity about themselves and

their vocation as their careers progress. Wind and Wood (2008) state that

The movement from novice to expert is not a path once traveled; it is a pathway traversed again
and again —always breaking open a fresh encounter between role and identity. Ongoing pastoral
formation requires the capacity to re-engage the experience of being a novice without being
intimidated by it.” (Wind & Wood, 2008, p. 28)

In addition, in my interviews, clergy cited “learning in context” as crucial to how they
continued to develop their Emotional Intelligence throughout their careers. By bouncing ideas
off peers and encountering “disorienting dilemmas”? in interacting with other worldviews,

contextual education —whether formal or informal —was foundational. The value of contextual

19 1n our CPE programs, this is done by including hospital shifts where students are on-call by themselves; they are
ultimately responsible for the care of patients in the hospital during those shifts.

20 This phrase was coined by Jack Mezirow in speaking of an event that happens at the beginning of the learning
process, when a learner’s perspective begins to be transformed. The “disorienting dilemma” is followed by several
stages, including reflecting on one’s assumptions, trying out new behaviors, and reintegrating the new insights
learned. See Mezirow, J. (1995). Transformation Theory of Adult Learning. In M.R. Welton (Ed.), In Defense of the
Lifeworld: Critical Perspectives on Adult Learning. (p.50) SUNY UP.
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education as clergy continue formation throughout their career is also cited by Mikva when she
recommends that contextual education should be “a thread throughout, not an episode in
student’s theological education” (Mellot & Mullen, episode 3, 2021). In his findings with
hospice nurses, mentioned above, Clarke (2006) states, “Dialogue and reflection may well be

two of the chief mechanisms associated with the learning process...” (p. 455)

Recommendation 4: Train credentialling bodies in Emotionally Intelligent interviewing

Finally, those on credentialing committees must also have the Emotional Intelligence to
evaluate the needs of the (potential) pastor in front of them. Thus, training of those who
evaluate clergy and clergy candidates is a crucial step in assuring that emotionally intelligent
pastors are leading our congregations.

The Board of Ordained Ministry Handbook (2018) includes many substantive sample
questions that members can use as they interview candidates for ministry. And yet, board and
committee members also need to practice self-examination during the interview. What
questions might they ask themselves as they seek to have an interviewed informed by

Emotional Intelligence? Again, Goleman et al.’s (2002) four areas of EI can be informative.

1) Self-Awareness: As committee members interview candidates, they must check in
with themselves, asking themselves core questions. How do I find myself reacting to this
candidate, or to the other members of the interview team? Does my reaction seem especially

strong or out of balance? Does this person remind me of anyone in my life, or from my past?
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Asking these questions of oneself can help in understanding why the committee
member might feel energized, constrained, or confused in their interactions with the ministry

candidate or other members of the interview team.

2) Self-Management: After the committee member has noticed their reactions, they need
to then manage their emotional self. What does the committee member know about themself
that helps them to manage their reaction? Is there something happening between them, the
interviewee, or the committee that needs to be addressed? Or is the reaction something that the

committee member must deal with on their own, outside of the interview?

Paying attention to this area of self-management allows for “use of self” by committee
members. In paying attention to their emotions and managing them, they can discover
important information about their relationship to the interviewee or the other interviewers. This
allows for the potential to ask better and more emotionally intelligent questions as they use

their emotions to inform the relationships around them.

3) Social Awareness: How does the committee member understand the context of the
interview, and what it means for the interviewee to have their professional self/ministry
examined? How does the committee member remember their own experiences in important
professional moments in their own life? How do they perceive the relationships in the room and
how the group is functioning together? Is the committee member aware of how they help or

hinder that functioning?

Being able to observe the interactions of the group can give committee members a sense
of why the interviewee might react the way that they do. This understanding can lead to
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empathy and understanding of interactions that happen in high-stress situations. This can also

help in their evaluation of the candidate and how that candidate functions under pressure.

4) Relationship Management: Committee members are not only asking questions but
observing the interviewee. Do they notice how the ministry candidate manages the
relationships in the interview? How does the committee member encourage and challenge the

interviewee? Are there conflicts that need to be managed during the interview?

Most ministry is about managing relationships. Committee members manage their
relationships with each other as well as with the candidate. This management of relationships
can be seen in conflict management, coaching, and influencing what happens during the
interview. It is also shown through the teamwork one demonstrates in working with peers

during the interview process.

Conclusion

I began this exploration of Emotional Intelligence in United Methodist pastors seeking to
understand how clergy develop EI, utilize EI in their ministries, and evaluate the EI of potential
candidates for ministry. As I explored the literature of Emotional Intelligence it became clear to
me that, as important as El is for other occupations, it is even more important for the work that
pastors are called to. Encountering congregants through life transitions, conflict, and a
polarized society are sensitive and important tasks for clergy. And these tasks require EI for
clergy to be both effective and resilient. I discovered writers who agreed that EI for ministry is

essential. And I found few studies that had actually looked at clergy Emotional Intelligence and
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how we might train clergy to be more emotionally intelligent. Most would agree that we want
clergy to have Emotional Intelligence, and yet we may not be training our clergy in effective

ways to achieve that outcome.

What I also discovered in my interviews were clergy who had developed Emotional
Intelligence in various ways throughout their lives and ministries. Credentialling bodies have
an interview process for potential clergy that has is strengths and could be improved with
attention to Emotional Intelligence. This goes not only for those being interviewed, but for
those who evaluate those candidates. I have been involved for many years in a model (Clinical
Pastoral Education) that I see as providing many components that help clergy to develop
Emotional Intelligence. Ilook forward to the results of the Transforming Chaplaincy study of
CPE and EI, to see how the data might support this assumption that most of us CPE Educators

carry with us.

Going forward, it would be fruitful to measure the Emotional Intelligence of more
clergy, as has been done in the Kentucky Annual Conference (White and Kimmons, 2019) and
in Great Britain and Ireland (Randall, 2014; Hendron et al., 2014; Francis et al., 2011; Francis et
al.,, 2019). After analyzing the data, effective training programs could be developed to address
the specific areas of EI that are lacking. I have also included current training programs that pay

particular attention to training emotionally intelligent clergy leaders.

The questions I have asked in this study led to many roads that could be explored much
more than I have in this project. This was a large undertaking, asking many questions, yet

performed with a small sample size of interviewees. However, several themes emerged in our
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interviews that were consistent with findings of previous research, including the value of
learning with peers, having a facilitator to provide leadership as clergy learn, and
acknowledging diversity as key to learning about self and other. The recommendations
included in this chapter are a means to the end of creating emotionally intelligent pastors who

can lead the church through today’s challenges and into a complex future.
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Appendix 1

Interview Tool for Clergy

A. Pre-Interview Materials

Interviewees will be provided with the SREIT and the following explanation to help them
understand concepts associated with Emotional Intelligence.

Emotional intelligence (EI) is the ability to recognize and “monitor one’s own and others’ feelings and
emotions, to discriminate among them and to use this information to guide one’s thinking and actions”
(Salovey & Mayer, 1990). El is considered a set of competencies that can be developed, not simply
personality traits. Emotional Intelligence involves four areas such as emotional self-awareness and self-
management, social awareness, and relationship management. The work of pastors is varied and involves
all these facets of EI. Pastors need awareness of themselves and an ability to manage their emotions as
they navigate conflict in the congregation and between themselves and their parishioners. Clergy use
social awareness in understanding the relationships that exist both within the church family and the
communities in which they serve. Relationship management is constantly present for clergy as

they minister through pastoral care, management of committees, leading of Bible study, and the many
other tasks that are required of them.

B. Areas for exploration:

1) In his work on Emotional Intelligence from 1995 Daniel Goleman states that our family of
origin is the first contributor to our Emotional Intelligence.

a. Can you think of ways that your family of origin might have helped you with the 4
things mentioned above (emotional self-awareness and self-management and social
awareness/relationship management)?

b. Were there other relationships or experiences that you had growing up that helped you
to develop these Emotional Intelligence skills?
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(you may think of relationships —like siblings; or things that you learned in
school; teams that you played on; extracurricular activities; church?)

2) How did your self-awareness or management of relationships contribute to your call to
ministry? (i.e. how did what you know about yourself make you want to go into ministry?
How did your relationships with others impact your call?)

3) What experiences in seminary helped contribute to your Emotional Intelligence? (Think
clubs, internships, trips, relationships)

4) When we enter ministry, it never feels like we are prepared enough. But in terms of EI, did
you feel prepared? What do you think contributed to your being prepared (or not) to be
successful in ministry?

5) How has your EI grown throughout your ministry?

(Can you think of specific instances that helped your EI to grow?)

6) Are there ways that the current situation (pandemic, social unrest) has affected your
Emotional Intelligence (or how you relate to others, manage yourself?)?

7) What do you think would help to increase your EI or the EI of your colleagues? What could
the UMC Annual Conference do to help this?
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Appendix 2

Interview Tool for member of United Methodist credentialing bodies
(District Committees on Ordained Ministry and Boards of Ordained Ministry)

A. Pre-Interview Materials

Interviewees will be provided with the SREIT and the following explanation to help them
understand concepts associated with Emotional Intelligence.

Emotional intelligence (EI) is the ability to recognize and “monitor one’s own and others’ feelings and
emotions, to discriminate among them and to use this information to guide one’s thinking and actions”
(Salovey & Mayer, 1990). El is considered a set of competencies that can be developed, not simply
personality traits. Emotional Intelligence involves four areas such as emotional self-awareness and self-
management, social awareness, and relationship management. The work of pastors is varied and involves
all these facets of EI. Pastors need awareness of themselves and an ability to manage their emotions as
they navigate conflict in the congregation and between themselves and their parishioners. Clergy use
social awareness in understanding the relationships that exist both within the church family and the
communities in which they serve. Relationship management is constantly present for clergy as

they minister through pastoral care, management of committees, leading of Bible study, and the many
other tasks that are required of them.

B. Areas for Exploration

1) Think about your experience on either the District Committee on Ordained Ministry or the
Board of Ordained Ministry. Of the candidates that you have interviewed, how do you know if
clergy candidates have sufficient EI (as defined above) to perform the tasks of ministry?

2) Which pieces of their files are most helpful?

3) What do you look for in their paperwork?

4) What do you look for in the interview?

5) What do you look for in their psychological evaluations or recommendations from others?

6) Are there people that you turn away because you evaluate that they do not have sufficient EI
to be successful in ministry?
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a.

If you evaluate that the clergy candidate does not have sufficient EI for the tasks
of ministry, but still might have the potential to develop more Emotional
Intelligence, what do you recommend to them, their congregations, or their
mentoring pastors to aid in their development of these skills?

Are there things that you have not recommended that you think would be
helpful for those potential clergy?

7) Would you like to add anything about the development of your own Emotional Intelligence?
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Appendix 3

Self-Report Emotional Intelligence Test (SREIT): A reference for conversations with clergy

172 N. 5. Schuite et al.| Personality and Individual Differences 25 { 1998) 167177

Table |
The 33-item emotional intelligence scale

(1) I know when to speak about my personal problems to others
(2) When I am faced with obstacles, I remember times [ faced similar obstacles and overcame them
(3} lexpect that | will do well on most things T try
(4} Other people find it easy to confide in me
(3) I'find it hard to understand the non-verbal messages of other people*
(6) Some of the major events of my life have led me to re-evaluate what is important and not important
{7y When my mood changes, | see new possibilities
(8) Emotions are one of the things that make my life worth living
(9) I am aware of my emotions as | experience them
(10} 1 expect good things to happen
{11} 1like to share my emotions with others
(12) When I experience a positive emotion, 1 know how to make it last
(13} 1arrange events others enjoy
(14} 1 seek out activities that make me happy
(15) 1 am aware of the non-verbal messages I send to others
{16) I present myself in a way that makes a good impression on others
{17y When I am in a positive mood, solving problems is easy for me
(1¥) By looking at their facial expressions, | recognize the emotions people are experiencing
(19} 1 know why my emotions change
(20) When [ am in a positive mooad, [ am able to come up with new ideas
(21) 1 have control over my emotions
{22) 1 easily recognize my emotions as | experience them
{23) I motivate myself by imagining a good outcome to tasks | take on
{24} 1compliment others when they have done something well
{25) 1 am aware of the non-verbal messages other people send
{26) When another person tells me about an important event in his or her life, | almost feel as though | have experienced
this event myself
{27} When I feel a change in emotions, [ tend to come up with new ideas
(28) When [ am faced with a challenge, 1 give up because [ believe [ will fail*
(29} 1 know what other people are feeling just by looking at them
(30) T help other people feel better when they are down
(31} 1 use good moods to help myself keep trying in the face of obstacles
{32) 1can tell how people are feeling by listening to the tone of their voice
(33) It is difficult for me to understand why people feel the way they do*
Mote: The authors permit free use of the scale for research and clinical purposes.
*These items are reverse scored.
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