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ABSTRACT 

Due to lack of defined transition structures transition period in many of the evangelical 

churches becomes a period which produces considerable anxiety, confusion, ambiguity, and 

uncertainty. Therefore the study sought to determine assessing factors affecting pastoral 

leadership transitions among evangelical churches in Molo Sub-County. The study was 

guided by the following specific objectives. To find out the pastoral leadership transition 

mechanism in place in the evangelical churches in Molo Sub-County and to investigate the 

extent of the problem regarding pastoral leadership transition within evangelical churches in 

Molo Sub-County. The finding of the study is of great importance to various stakeholders. 

First the study is of help policy maker in the church to formulate policies to address 

challenges facing the leadership transition and enact best policies and procedures in 

leadership transition. The study employed a descriptive cross sectional research design. The 

study target population was pastors and church leaders from evangelical churches in Molo 

Sub-County.  The study used both primary and secondary source of data. The questionnaires 

contained both open ended questions and closed ended questions. Closed ended questions 

allow specific types of responses provided by the researcher while open ended type, the 

respondents stated responses as they wish. Open-ended questionnaire was used to get opinion 

from the study subjects. After analysis data was presented in tables due to ease of 

interpretation information presented in tables. From the findings the researcher concluded 

majority of churches have no constitution, but some of the churches have formal leadership 

structures for those who have structure the structures are not effective in leadership transition. 

Criteria used by churches in leadership transition include negotiated leadership, promotion of 

juniors, making appointments and through vetting but majority of the churches promote their 

juniors during leadership succession. Consideration made by churches during pastoral 

leadership include age, education level, year of service and commitment of the aspire but 

majority of churches consider education level during pastoral leadership. From the conclusion 

the researcher recommended that church leadership should establish a criteria for leadership 

transition which ensure smooth leadership transition, this will reduce chances of existence of 

splitter groups. 
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1.0 INTRODUCTION 

Pastoral leadership is a function of the administrative work of the pastor. It has to do with the 

executive management of the organizational structures of the institutional church. Pastoral 

leadership in the Lutheran theological tradition requires that we recognize and focus on the 

church in its creaturely form: as an institution of society; as one of the ways that God 

maintains order and justice in society, and renews and revitalizes human culture. Pastoral 

leadership requires also that the tool we use to understand and operate in the world and in the 

empirical church is the tool given uniquely to the human creature by the creator (Walter, 

2010).  

 

Good pastoral leadership in the Lutheran theological tradition requires a high level of 

cognitive functioning. Good leadership in the church provides an extremely important 

function related to the proclamation of the gospel. Its presence can calm chaos; and its 

presence can nurture the kind of non-¬chaotic context in which the gospel can be spoken and 

be heard. Good pastoral leadership, on the other hand, turns attention from itself to the gospel 

(Walter, 2010). 

 

The pastoral role is to lead people in the congregation into spiritual and emotional habits of 

growing in faith while going through the challenges of life. He/She is the one to uphold 

values, viewpoints, beliefs, communication, and compassion as he grows in experiences 

through leading a congregation to do the purposes of God promised in scripture. He/she plays 

an important role in the meaning of pastoral leadership by exercising spiritual guidance over 

his congregation Wolfgang Simson, (2009). 

 

Every church will one day have to replace its pastor either as a result of resigning; moving to 

other geographical locations, accepting a calling to other ministries, or death. Consequently, 

every church will need to replace its pastor. The period of time between two permanent 

pastors is known as transitional ministry. According to Molly (2013) transitional ministry 

refers to the ministry that takes place during the time of transition. The transitional minister 

leads the congregation through the various processes needed to work on issues arising out of 

the change. 

 

Change and transition affect all aspects of life including physical and psychological health, 

relationships, and faith. Bridges argues that change causes transition and transition starts with 

an ending. Situational changes can occur suddenly or gradually. Transitions can be brief or 

seemingly endless because of the psychological impact on the people involved (Bridges, 

2011).  

 

Managing change and transition requires two different planning methods - a change 

management plan and a transition management plan. A change management plan starts with 

the outcome and then works backwards, step by step, to create the necessary preconditions 

for that outcome. In contrast, a transition management plan starts with where people are and 

works forward, step by step, through the process of leaving the past behind, through the 

wilderness and profiting from it, and emerging with new attitudes, behaviors, and identity 

(Bridges, 2011). 

 

The role of leader/leadership is also important for developing and managing transition in any 

organization by creating the suitable atmosphere within the organization to adopt change. 

Organizational culture has also role in development of transition in any organization, and it is 

the leader who brings new strategies for developing or managing culture. Top management 

can make the strategies to interconnect people working in organization and its process 
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(Appelbaum, 2008). The culture of organization may include its beliefs and values and may 

lead organization from conservative to innovative. These are may be unwritten rules, 

disciplines, and external orientation, and the leadership role may be instructive, consultative 

or supportive. Though the role of a leader is prominent in managing organizations and 

organizational change process, the importance of other factors can‟t be denied. There may 

many internal and external forces which has a significant role and affect the scenario, while 

managing organizations. 

 

Changes in pastoral leadership are a source of contention between pastors, congregations, and 

denominations. In USA leadership conflict can be dated back in 1906 With Charles Price 

Jones and Charles Harrison Mason who were both pastors in the “Church of God in Christ”, 

an evangelical church located in a cotton gin in California. Though Jones was the leader of 

the church, Mason was more dominant and popular. Their harmonious working relationship 

ended in 1907 due to a leadership struggle. When Mason left this church after 

excommunication, about half of the ministers and the members of the church followed him. 

In 1909, after two years of fighting over the church name in court, Mason and his faction 

retained the use of the name "Church of God in Christ Wilfred (2011)  

 

In Nigeria church leadership conflict is very common. In most cases it is manifested 

whenever there is going to be a change of leadership. There are cases of those who have 

complied the terms provided by the church constitution but are not willing to go. Also, there 

are those who want to be in the church leadership at all cost. In Kenya leadership has led to 

collapse of great ministries. In 2008 the Full Gospel Churches of Kenya (FGCK) was 

involved in a succession dispute that broke the sixty year old unity which it had enjoyed. This 

dispute effectively split the church into two factions namely the original FGCK and a faction 

called Worldwide Full Gospel Churches. Earlier in the year 2000, similar conflicts had split 

the Gospel Outreach Church of Kenya forming a new faction called Gospel Revival Centre 

(GRC). In 2014, the DC Nyeri branch which had about 300 members got involved in 

leadership conflicts which split it into two. A large group of members led by the deputy 

pastor left this church and established a church called Prime Ministry International (PMI). 

 

Leadership transition is inclusive of all generations (Ps. 119:90, 135:13). The Scriptures 

reveal that those in leadership are primarily responsible for their own generation (Acts 

13:36). King David through facing his own mortality implemented his own succession and 

prepared his successor by summoning and admonishing him to find success in following 

Lord: 35 When the time drew near for David to die, he gave a charge to Solomon his son. “I 

am about to go the way of all the earth,” he said. “So be strong, show yourself a man, and 

observe what the LORD your God requires: Walk in his ways, and keep his decrees and 

commands, his laws and requirements, as written in the Law of Moses, so that you may 

prosper in all you do and wherever you go, and that the LORD may keep his promise to me: 

If your descendants watch how they live, and if they walk faithfully before me with all their 

heart and soul, you will never fail to have a man on the throne of Israel„(1 Kings 2:1-4).”  

 

1.2 Statement of the Problem 

One of the most significant times in the life of a church is during the transition and 

succession of pastoral leadership. Due to lack of defined transition structures this period in 

many of the evangelical churches becomes a period which produces considerable anxiety, 

confusion, ambiguity, and uncertainty. This results to conflict and formation of splitter 

groups and sects. The number of evangelical churches in Molo Sub-County are more 

compared to the main stream churches. Despite their large number they have lesser number 

of congregation compared to the main-stream churches. One of the reasons to low growth 
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rate is the leadership wrangles. Evangelical churches are the greatest victims of leadership 

wrangles. For example Gospel Outreach Church which got involved in succession dispute 

after the death of Bishop Mlima who was the founder. This church split into two giving rise 

to a major branch called Gospel Revival Centre (GRC) led by one of Mlima`s deputy Bishop 

Mdzomba. 

 

 In Molo over the past ten years the number of registered evangelical churches has been on 

the rise. Majority of the new churches are formation of splitter groups from their mother 

churches. More than half of the splitter group emerges during leadership transition. This 

study, therefore sought to determine factors affecting pastoral leadership transitions and 

successions among evangelical churches in Molo Sub-County. 

 

1.3 Objectives of the Study  

This study has both general and specific objectives 

 

1.3.1 General Objective 

The study sought to determine factors affecting pastoral leadership transition among 

evangelical churches. 

 

1.3.2 Specific Objectives 

To find out the pastoral leadership transition mechanism in place in the evangelical churches 

in Molo Sub-County. 

 

To investigate the extent of the problem regarding pastoral leadership transition within 

evangelical churches in Molo Sub-County. 
 

1.4 Research Questions 

What are pastoral leadership transition mechanisms in place in the evangelical churches in 

Molo Sub-County? 

 

To what extent is the problem regarding pastoral leadership transition within evangelical 

churches in Molo Sub-County? 

 

2.0 LITERATURE REVIEW 

 

2.1 THEORETICAL REVIEW 

The study was guided by Trait theory 

 

2.1.1 Trait theory 

Trait theory focuses upon leaders. The idea that leaders‟ personalities, behaviors and 

associated characteristics are significant and influential reflects a considerable body of work 

and research that explores a trait theory of leadership. The focus here is upon the leader as an 

individual, as a person, and as a performer of discernable acts, traits and behaviours. The 

premise of trait theory is that those of successful leaders should be studied and emulated 

(Shriberg et al., 1997).  Trait theory encourage and sustain a practice of diagnostic self and 

peer-evaluation, usually in the form of self-scoring questionnaires with pre-determined 

leadership attributes, amongst practising and emerging leaders seeking to define, develop and 

strengthen their core leadership traits and skills (Gordon, 2003).   
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2.2 Conceptual Framework 
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Figure 2.1: Conceptual Framework 

 

2.3 Empirical Literature 

Leading is a procedure that influences and directs activities of an ordered group to achieve 

objectives by collaborating with them. It is, thus, premised on interactive relationship; thus a 

leader should belong to a group. What this suggests is that management flourishes in an 

association. According to Gbadamosi and Adebakin (2006) organization consists of two and 

even more people that appear on a constant basis with the purpose of achieving set objectives. 

Every association comprises of three key elements, that must interconnect efficiently it‟s the 

purposes and aims of management to be attained. They are the management, time people and 

task within an organization. Leadership is an organization purpose that is disturbed with 

incessant search of the better methods to impact support to achieve aims and objective in the 

incessant procedure of organizing money, man as well as material. It contains the total of 

performance of managerial in his straight relative with supports.  

 

In order for the church to continue, it must utilize and manage its human and material 

resources with a vision for the next generation. This calls for sensitive leadership that is able 

to deal with both present and future functions. Beside the concerns of limited life, churches 

must continually adjust and adapt to the limitations and complexities of the times. Leadership 

requires careful thought about the conditions and complications (diverse culture) faced in 

ministry. The ability of a church to exist and function into the next generation depends on 

how well it is prepared to face them. Churches reaching the next generation have to utilize 

the giftedness and skills of all members. Utilizing the skills of the entire organization is a 

multiple generational approach that links to the next generation. An important function of 

leadership is to find and recruit successors and then prepare them for leadership (Erkutlu, 

2008). 
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Leadership begins with a divine calling. The Lord„s calling is a higher calling (Phil. 3:14), a 

holy calling (2 Tim.1:9), a heavenly calling (Heb.3:1), and an effective calling (1 Cor.15:10). 

The effective calling of God is divine and as such extraordinary. Leaders need to connect 

with their calling in order to fulfill it. Leaders who are called by God are able to follow His 

vision in meeting the leadership needs and then a plan of action in achieving the desired 

results (Anderson, 2012).  

 

The Scriptures show that God calls and contributes to the spiritual formation of effective 

leaders. These leaders recognize and appropriately respond to His authority as the prophets 

and apostles have throughout the Bible. These leaders did not develop in a vacuum but rather 

in their own ministry contexts. In each case, there was a positive response to God„s calling. It 

is important for those so called to respond. Also, leaders need to utilize and develop their 

spiritual gifts by relying on God„s grace in fulfilling their calling as the Apostle Paul 

declares: “Whereof I was made a minister, according to the gift of the grace of God given 

unto me by the effectual working of his power” (Eph. 3:7).  

 

In order to be an effective leader one has to connect with his or her calling. As Sam Rima 

points out, An effective leader must consistently engage in activity that is not only informed 

by insight but is also generated by a strong inner sense of purpose or calling ( Samuel, 2000). 

This sense of ultimate purpose for the believer is empowerment and divine guidance by the 

Holy Spirit (1 Cor.12:7, 11). The Spirit was present at the birth of the church as well as at 

Bethlehem, and the church is dependent on the power of the Spirit just as Jesus was (Clark, 

2016).  It takes Holy Spirit filled leadership to impart a vision for longevity in a church. For 

the church to be effective in its mission, it must be dependent upon the Holy Spirit.  

 

Effective leaders recognize God is sovereign over all creation (Rev. 4:11). In order to 

succeed, these leaders must humbly accept God„s sovereignty and do as He commands. The 

Lord Jesus emphasized this to His disciples. He said to them: “It is not for you to know the 

times or dates the Father has set by his own authority. But you will receive power when the 

Holy Spirit comes on you; and you will be my witnesses in Jerusalem, and in all Judea and 

Samaria, and to the ends of the earth„(Acts 1:7-8)”   

 

Leadership is a dynamic process in which man or woman with God given capacity influences 

a specific group of people toward His purposes for the group". Gangel's own proposition (for 

the present purpose his research on pastorship is comprehensive enough) can be added as an 

expansion to this enterprise, which involves, "the exercise of one's spiritual gifts ... the 

ultimate end or reason being 'glorifying Christ' (Gangel, 2013). Gangel considers pastoral 

leadership (of divine appointment) models, "... the progressively self-revelation of God" 

regarding the praxis of leadership to be "taught among His people" (Gangel, 2014). It implies 

that success and effectiveness is to be measured by the greatness of God's people and not just 

the leaders. More importantly, it signifies that the one who leads must be driven by the 

direction of the Lord, who institutes the law for and in normative Christian living.  

 

The capacity to lead is the gift of the Spirit, as seen in Romans 12: 8 (Bennet, 2014). A 

tremendous leadership challenge is obvious, as leaders face a world that is experiencing vast 

shifts. Christian leaders are to refrain from gifts of the world (1 John 2:15; Titus 2:12). 

Christian scholars have begun to notice that the notion of transformational leadership is 

nothing alarming, since it is in the character of their Leader, Jesus Christ himself (Romans 

8:14).  
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Pastoral leaders refers to being identified as an individual recognized for their spiritual 

maturity and a growing, authentic relationship with God, and set apart specifically by a body 

of believers as a leader or overseer to instruct, nurture, guide and direct the church and 

individuals in pursuit of God and in paths of ministry particularly suited to that group of 

believers (Guffin, 2005.)  

 

Pastoral leadership plays an important role in the growth of any church. As Kay (2009) 

asserts on the growth of the Pentecostal movement during an interview conducted by King‟s 

Evangelical Divinity School, My discovery is that in the early days, when a church is small, it 

is the pastor who helps the church to grow. But when a church gets above about two hundred 

members, it is the congregation which is really the driving force.” This suggests that the 

church relies heavily on its leaders to help in facilitating its growth especially in its nascent 

stage; this is true without exception in the African-led Pentecostal churches in Britain who 

depend heavily on the quality of its pastoral leadership. But there have been challenges facing 

most pastors in trying to carry out their pastoral assignment. The church today is enmeshed in 

a debilitating identity crisis and pastors are not left out.   

 

Pastoral leadership is taught in the Bible, and yet it is a topic of frequent, if not fervent, 

discussion and debate in pastors‟ meetings, as well as in church parking lots (Domokos, 

2003).  Possibly the most important need in the Christian community today is biblical 

leadership. As throughout the world, churches are faced with challenges because there is a 

dearth of relevant and effective leadership based on biblical principles. A good leader 

possesses godly character, sound doctrine and biblical priorities (Stott, 2004).    

 

The pastor, by virtue of his or her position, will influence, to one degree or another, the life 

and ministry of a congregation. Pastoral leadership requires getting along with others and 

helping others get along with each other. For the successful church growth, change is meant 

to be implemented at three different levels, i.e., individual, group and organization.  

  

2.4 Factors affecting pastoral leadership transition 

Chacha (2007) observes that, problems emerge in the churches due to the fact that some 

church leaders assume positions of leadership that they themselves have not either qualified 

or been called to undertake. It is further noted that, conflicts in churches are accelerated by 

refusal of the clergy to hand over power after elections. This happens quite often where the 

incumbent declines to step aside in transitional leadership. This finally results in two or more 

different camps each with a leader and a claim for legitimate leadership.  

 

Muturi (2009) point out that lack of education and theological training causes divisions in 

churches because when preachers are not trained, they may not be able to handle challenges 

that are found in their churches. This limitation has adversely a affected their preaching, 

counseling and other general pastoral duties. Muturi (2009) further observes that uneducated 

as well as untrained pastors will in most cases preach an impoverished gospel that lacks 

perspective and retards the spiritual growth of their congregation. In most cases their 

teachings raise queries from listeners who become dissatisfied with some of their invalid 

arguments. Such a situation creates tension and conflict in a church. It also makes believers to 

move from one Pentecostal church to another in search of fellowship and spiritual 

satisfaction. Such movements cause tensions which create divisions in these churches. 

 

Adeyemo (2006) observe that among the many causes of church conflicts, the major one is 

finances. The „gospel of prosperity‟ has become the sermon of almost every Pentecostal 

preacher. This has influenced the Pentecostal Christians so much that they judge whether a 
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preacher is anointed or not, depending on his/her material resources. Majority of such 

preachers insist on generous giving “seed planting” from the congregation in return for the 

promise of good health, bountiful harvest /income, children for the barren and immense 

wealth.  

 

2.5 Procedures and tools on leadership transition 

Leadership creates the capacity for the development of other leaders. There is an urgency and 

sense of necessity for those in leadership to create the capacity for future leaders. Nothing 

stays the same and the challenges of tomorrow threaten to be greater and more complex. 

Creating the capacity includes providing the opportunities for those in the congregation to 

take part in the functions of the church. Leadership must take a proactive approach in creating 

the capacity for leadership development. The challenges of the future point to the eventual 

necessity of new leadership through either attrition or crisis. This condition exists when a 

pastor, elder, or Sunday school superintendent moves, leaving a void. The losses consist of 

those irreplaceable qualities that are unique to the leader and difficult to replicate. Another 

negative is the lack of skills that were not transferred.  

 

Leaders must recognize the potential for gaps and create an environment for the duplication 

of leadership skills. Leadership capacity includes the discovery and development of talents 

and competence. Leaders must follow a biblical approach to leadership development. The 

Apostle Paul„s letter to the Ephesians shows how the church can create the capacity for future 

leaders. From him the whole body, joined and held together by every supporting ligament, 

grows and builds itself up in love, as each part does its work(Eph.4:16). The capacity for 

leadership increases as each member gets involved and takes his or her part in ministry. In 

order for leadership to sustain positive change, leaders must develop a strong transition 

procedure. DePree (2013) asserts the continuous development and maturation of its leaders as 

one of society‟s significant needs. Based on his many years of mentoring and being 

mentored, Leaders can be developed through education or experience (Hughes ,Ginnett, and  

Curphy 2014).  

 

Making the most of experience is the key to developing leadership ability. Leadership 

development depends not just on the kind of experiences but also on how potential leaders 

use them to foster growth. Therefore associates and friends can stimulate development in 

different ways. When faced with potential transitions, some leaders face change, embrace it 

and make it their own, and fight the process. As a result, sometimes these leaders are forced 

out, thus destroying relationship and tarnishing the ministry‟s good name (Barna, 2003). 

  

2.6 Biblical basis for leadership transition 

Leadership transition between generations was a major consideration in settling Israel in the 

Promised Land: Then the LORD said to Moses, “Go up this mountain in the Abarim range 

and see the land I have given the Israelites. After you have seen it, you too will be gathered to 

your people, as your brother Aaron was, for when the community rebelled at the waters in the 

Desert of Zin, both of you disobeyed my command to honor me as holy before their eyes. So 

the LORD said to Moses, Take Joshua son of Nun, a man in whom is the spirit, and lay your 

hand on him. Have him stand before Eleazar the priest and the entire assembly and 

commission him in their presence. Give him some of your authority so the whole Israelite 

community will obey him. At his command he and the entire community of the Israelites will 

go out, and at his command they will come in (Num. 27:12-21)”. The context of this passage 

is the transition of leadership from Moses to Joshua. In analyzing the situation, God initiates 

the transition and chooses the successor. The Scriptures clearly show that an orderly transfer 

of leadership is about to take place. This transfer involves a gradual transition. Significantly, 
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the Scriptures show the cooperation of the predecessor and his successor in front of the whole 

community. Moses as the outgoing leader is concerned for 25the community and appeals to 

the Lord to appoint a successor to take his place (Gaebelein,, 2014). 

 

Eli prepared leadership to the young Samuel. Since Samuel lived with Eli, this preparation 

relationship resembled an apprenticeship. He began staying with Eli during childhood. Later, 

Eli guided Samuel to discern God‟s voice (1 Sam. 3:2-10). In many ways Eli acted like a 

father to Samuel. Samuel discovered Saul while Saul was searching for his father‟s missing 

donkey. He counseled Saul and helped to give him God‟s instruction, although Saul mostly 

disobeyed the instruction. (1 Sam. 13:8-14; chap. 15). Samuel kept praying for Saul in spite 

of his pride and rebellion. Samuel was a great encouragement to David, as well. David 

eventually became Israel‟s greatest king. This story illustrates how leaders can support those 

persons they mentor, especially when the mentee cooperates with the mentor. 

 

Timothy also emerges as a protégé whom Paul loved and prepared to be his successor. Their 

relationship is a good example of New Testament leadership mentoring and succession (1 Tm 

1:3, 1:18; 5:21; 2 Tm 4:6; Phlp 2:19–24; Holloway 2008:543). Paul recognized the 

importance of equipping a successor to carry on his leadership role after his own life and 

ministry were over (Hoehl 2011:35). Paul‟s leadership succession intent is clear in his 

instructions to Timothy (1 Tm 1:3, 18; 5:21; 6:13–14; 2 Tm 2:1–3). At the time Paul was in 

prison and could not move freely, he offered Timothy as his substitute to some of the 

churches, such as Philippi (Phlp 1:22; Holloway 2008:543). 

 

Apostolic succession is a Roman Catholic theological term that links a line of bishops with 

the original apostles. The historical record for this concept is vague and the validity is 

weak.22 However, the case for apostolic succession (the term apostolic succession is not in 

the Scriptures) is in the Bible as a fulfillment of Psalm 109:8. The Apostle Peter quoted from 

this psalm and set the criteria for another to take Judas„ place of leadership (Acts 1:20).  

 

Therefore it is necessary to choose one of the men who have been with us the whole time the 

Lord Jesus went in and out among us, beginning from John's baptism to the time when Jesus 

was taken up from us. For one of these must become a witness with us of his resurrection 

(Acts 1:21-22). This text reveals that apostolic succession was exclusive to the original 

apostles and is distinct from what some today consider a continuous link with the original 

apostles. This term needs investigation in order to avoid any ambiguity with the subject of 

leadership succession.  
 

3.0 RESEARCH METHODOLOGY 
The study adopted descriptive research design is a scientific method which involves 

observing and describing the behavior of a subject without influencing it in any way. 

Descriptive research is often used as a pre-cursor to quantitative research designs, the general 

overview giving some valuable pointers as to what variables are worth testing quantitatively. 

 

3.1 Target Population 

Target population refers to all the members of a hypothetical or real group of subjects, objects 

or individuals to whom a researcher desires to generalize the conclusions of the study 

(Kothari, 2004). This study total target population was 116 pastors and 234 church leaders 

from evangelical churches in Molo Sub-County. The pastors and leaders was considered for 

their involvement in church leadership. 
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3.2 Sampling Technique 

Determination of sample size was carried out using Andrew Fishers et al method of 1994 for 

a population less than 10,000 respondents. The formula was used because it target population 

were less than 10, 000 but it was more than 100. 

nf=   n 

(1+n/N) 

nf= Desired sample size 

n= Standard Sample Size (385) 

N= Estimated total population 

Nf = 385 

(1+385/102) 

Therefore, the desired sample size =80 

 

The respondents was derived from 10 churches with the greatest number of congregation in 

Molo Sub-County. The researcher used stratified sampling technique to select a sample of 80 

respondents to represent the total target population of 350 pastors and leaders.  

 

3.3 Data Collection Instruments and Procedure 

Semi-structured questionnaires was used to collected both qualitative and quantitative data. 

The questionnaires were administered to church leaders and pastors in Molo Sub-County. 

Closed ended questions allowed specific types of responses (such as Yes or No and Likert 

scales).  

 

Questionnaires were preferred in this study because they are very economical in terms of 

time, energy and finances (Kothari, 2004). The structured questions was used in an effort to 

conserve time and money as well as to facilitate an easier analysis as they are in immediate 

usable form; while the unstructured questions was used as they encourage the respondent to 

give an in-depth and felt response without feeling held back in revealing of any information.  

The validity of the instrument was ensured through project supervisors who have had an 

extensive experience and expertise in questionnaire construction.  

 

To test the reliability of the research instrument, the questionnaire was randomly 

administered to a pilot group of 7 respondents (10% of the sample population).  The 

questionnaire's reliability was statistically measured by measuring the internal consistency. In 

turn, internal consistency was measured by use of Cronbach‟s Alpha. The alpha value should 

range between 0 and 1 with reliability increasing consistently with increase in value (Kothari, 

2004). Coefficient of 0.6-0.7 is a normally accepted rule of thumb that designates acceptable 

reliability and 0.8 or higher indicated good reliability was deemed reliable (Mugenda & 

Mugenda, 2003). A pilot test was done in Nakuru Sub-County whereby 5 questionnaires were 

issued out to pastors and church leaders of Deliverance church. 

 

3.4 Data Analysis and Presentation 

Data Analysis is the process of systematically applying statistical and/or logical techniques to 

describe and illustrate, condense and recap, and evaluate data. Data processing was done 

through the editing, coding, classification and tabulation. Data was entered and analyzed 

using SPSS version 22 statistical software. The extracted data was quantitative in nature and 

presented in tables due to ease of interpretation information was presented in tables. 

Descriptive statistics was used to analyze data. Descriptive statistics composed of frequency 

distributions, means and the standard deviations.  
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4.0 FINDINGS AND DISCUSSIONS 

 

4.1 Response Rate 

The study administered 65 questionnaires for data collection. However, 50 questionnaires 

were properly filled and returned. This represented 77 percent overall successful response 

rate. The 77 percent response rate was attributed to the use of self-administered 

questionnaire.  

 

4.2 Demographic Information 

The researcher sought to find out the distribution of the respondents according to their gender 

and age. 

 

4.2.1 Distribution of Respondents by Gender 

 

Table 1: Distribution of Respondents by Gender 

Gender Frequency Percentage 

Male 47 64 

Female 28 37.3  

Total 75 100 

 

The study established that 64% of pastors in Molo sub-county were male while 33% of 

pastors in Molo sub-county were female. As such it can be argued that majority of pastors in 

Molo sub-county were Male. Just like any other organization women are less involved in 

church leadership. Therefore there is a need for churches to involve more women in the 

leadership to ensure gender parity is achieved in church leadership. Gender parity can be 

achieved by training more women on leadership. In recent days women has been considered 

to offer better leadership due to their motherly role.   

 

4.2.2Distribution of respondents by age 

 

Table 2: Age of the respondents 

Age  of the respondents Frequency Percentage 

18-28 Years 8 11 

29-39 Years 12 16 

40-50 Years 28 37 

50-60 Years  15 20 

60 Years and above 12 16 

Total 75 100.0 

 

The study noted that majority (37%) of the respondent were below 40-50 years, 20% of the 

respondents were aged 50-60 years, 12% of the respondents were aged 29-39 years, and  60 

years and above  both while 11% of the respondents were 18-28 years. This implies that 

majority of pastors were aged 40-50 years. In leadership transition age is a key factor that 

ought to be considered. Church leadership should groom youth for leadership position, this 

will equip them with necessary skills and expertise which will ensure church growth and 

development.  
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4.3 Descriptive Findings and Discussions 

 

Table 3: Criteria used during leadership transition 
 

Criteria used during leadership 

transition Frequency Percentage 

Negotiated Leadership 19 25 

Consensus     23 31 

Appointment 10 13 

Vetting 8 4 

Voting 15 20 

Total 75 100.0 

 

From the findings 25% of the respondents stated that they use negotiated leadership during 

leadership transition, 31% of the respondents stated that they use consensus during leadership 

transition, 13% of the respondents stated that they appoint leaders during transition, 4% of the 

respondents stated that they vet their leaders during transition while 20% of the respondents 

stated that they vote their leaders during transition. This implies that majority of churches use 

consensus during leadership transition. The criteria used in getting a leader determine how 

the congregation accepts him/her. Engaging the congregation allows them to throw support to 

the new leadership and be invested in whatever new directions the organization is taking. 

 

Table 4: Factors considered during pastoral leadership 

 

 Very 

Great 

Extent 

Great 

Extent 

Moderate 

extent 

Low 

Extent 

Very 

Low 

Extent 

Mean 

Age 19 21 20 8 7 3.49 

Education Level 18 22 21 9 5 3.52 

Year of service 17 23 19 11 7 3.51 

Level of commitment 14 16 10 30 5 3.05 

 

From the findings the majority of the respondents stated that churches consider age in 

pastoral leadership to a great extent (Mean=3.49), majority of the respondents stated that 

churches also consider education level in pastoral leadership (Mean=3.52), in addition 

majority of the respondents stated that churches also consider year of service in pastoral 

leadership. (Mean=3.52) finally majority of the respondents stated that churches consider 

level of commitment in pastoral leadership. This implies that majority of churches consider 

age, education level, year of service and commitment in pastoral leadership but majority of 

churches consider education level more in pastoral leadership. The experience of a leadership 

transition brings into focus the issue of “growing” or “buying” new talent, and ultimately, 

whether to select the next leader from existing senior leaders or hire one from outside. A 

policy to develop all levels of leadership actively within the organization, not only for the top 

position, benefits the congregation and the church at large. 
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Table 5: Factors provoking pastoral transition 
 

 Very 

Great 

Extent 

Great 

Extent 

Moderate 

extent 

Low 

Extent 

Very 

Low 

Extent 

Mean 

Age 18 21 15 11 10 3.34 

Influence from the 

current  leadership 

25 14 16 14 6 3.51 

Education level 12 23 16 13 11 3.16 

 

  Source: Researcher (2017) 

 

From the findings the majority of the respondents stated that in majority of churches use age 

as during pastoral transition with a mean of 3.34. In addition the respondents stated that 

majority of churches use influence from the current leadership during pastoral transition with 

a mean of 3.51. Further majority of respondents stated that churches consider education level 

during pastoral transition with a mean of 3.51. This implies that majority of leadership 

transition is influenced from the current leadership. Different leaders have different reasons 

which influence them in seeking leadership position. In a church set-up leadership should be 

as a result of calling. Leaders who follow on their calling tend to be more successful. 

 

5.0 CONCLUSION AND RECOMMENDATIONS 

 

5.1 CONCLUSIONS  

From the findings the researcher concluded that majority of churches have no constitution, 

but some of the churches have formal leadership structures for those who have structure the 

structures are not effective in leadership transition. Criteria used by churches in leadership 

transition include negotiated leadership, promotion of juniors, making appointments and 

through vetting but majority of the churches promote their juniors during leadership 

succession. Consideration made by churches during pastoral leadership include age, 

education level, year of service and commitment of the aspire but majority of churches 

consider education level during pastoral leadership. Good leadership succession does not 

stand alone, nor does it happen by chance; it is dependent on a well-planned transition. 

 

Lack of proper leadership structures in evangelical churches remains to be one of the greatest 

challenges in leadership transition. Majority of pastors who happen to be church founder 

usually dictate their successors. Majority of evangelical churches lack retirement age of 

pastors. Low education background among the congregation negatively affects leadership 

transition. Majority of evangelical churches use good sermon from a preacher as the basis of 

leadership. The candidate for senior leadership should gain the respect and affirmation of the 

congregation for smooth transition. 

 

Good leadership succession is enhanced through preparation and planning for transitions. 

Good transitions do not happen by chance. A good transition allows for the exchange of ideas 

along with the experience and expertise of the predecessor passed on to his or her successors. 

Churches are more likely to experience good leadership transitions when they have prepared 

and planned for them. Good leadership transitions can contribute to good leadership 

successions. Healthy churches are those that prepare for changes and leave nothing for 

chance. 
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5.2 RECOMMENDATIONS 

Although some churches have formal leadership structure but majority of churches don‟t 

have a formal leadership structure therefore evangelical churches should enact leadership 

structure that indicate clear leadership transition. Church leadership should establish criteria 

for leadership transition which ensure smooth leadership transition, this will reduce chances 

of existence of splitter groups. Churches should also set merits of appointing their leaders 

such as the level of education, years of service and commitment this will ensure they get the 

best of leadership.  The capacity for leadership includes such things as maximum ability, 

capability and facilities. To maximize in the church means to make the most and best effort. 

Churches that create the capacity for leadership provide the opportunity for them to emerge 
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