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ABSTRACT

This project examines the dynamics of church leadership transitions using a comprehensive
research design and methodology. It conducts a comparative analysis of leadership transition
models across different church contexts to identify common challenges and gaps in existing
frameworks. By examining case studies using qualitative and quantitative data, the project
develops a robust framework to enhance the effectiveness of such transitions. The findings
provide deep insight for church leaders, administrators, and scholars, facilitating a deeper
understanding of the complexities of leadership change. Ultimately, the project aims to
contribute to the development of best practices that not only support a smoother transition
process but also promote long-term growth and stability within congregations. The findings of
this research indicate that churches will be better equipped to navigate leadership transitions,
ensuring continuity and fostering renewed vision and purpose within their communities.
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CHAPTER ONE

INTRODUCTION

Effective leadership transitions are critical for sustaining the church's mission, stability, and
community trust. This research explores structured onboarding and exit practices in church
leadership, drawing on both local and global contexts to recommend adaptable, evidence-based
frameworks.

1.1 Research Problem

Organizations that fail to manage leadership transitions strategically risk declines in general
organizational performance, cultural disruption, and stakeholder disengagement. In the church
context, these risks manifest in declining attendance, financial instability, and loss of mission
focus.

To enhance the stability of evangelical churches, Omae et al. (2024) employed strategic
leadership theory to explain how succession planning strengthens the connections between
leaders and their followers. The study revealed that most churches lack formal succession
planning and structured onboarding, leading to instability and mission drift.

Makabira (2020) explains that transitions are often reactive and undocumented with limited
stakeholder engagement or mentorship. Onboarding and exiting practices have lagged behind
workplace changes, with many companies relying on generic programs. This leads to retention
problems that affect costs, reputation, morale, and productivity (Jeske & Olson, 2021). Modern
onboarding should be ongoing, personalized, and digitized, aligning with evolving employee
roles and higher expectations for engaging experiences.

Jeske and Olson (2021) emphasize onboarding as a strategic, relational process, but their
research lacks adaptation for faith-based contexts. This is further emphasized by Mosquera and
Soares (2025), who link onboarding to psychological safety and retention, but focus on corporate
environments rather than faith-based contexts.

Unlike corporations that rely on structured succession planning and human resource practices
(Sharma, 2024), many churches depend on charisma, tradition, or spiritual discernment without
systematic frameworks (Antakirana & Purwanto, 2025). This leaves critical knowledge
undocumented and transitions vulnerable to crisis management. There is a pressing need to adapt
organizational leadership and management practices to the unique dynamics of transition in
faith-based institutions.

Despite the critical role leadership transitions play in sustaining a church's mission, many faith-
based institutions, particularly in Kenya and similar contexts, lack structured, scalable
frameworks for onboarding and exiting leaders. This gap undermines continuity, relational trust,



and institutional maturity. Existing literature highlights fragmented practices and informal
models, but only a few studies offer transferable, evidence-based solutions that integrate both
spiritual and organizational dimensions.

1.2 Purpose of the Study

This secondary research seeks to synthesize the existing scholarship on transitioning leaders into
churches (onboarding) and out of churches (exiting) by integrating the results of various
academic studies with data from organizational reports. The goal of the research is to provide an
overview of how organizations worldwide use transitional practices.

By comparing and contrasting how churches in Kenya, Nigeria, and the United States transition
their leaders, the research will identify the most effective transitional practices and the cultural
characteristics that underpin them; thus, establishing standards for developing faith-based
leadership. These findings will inform the development of training curricula, succession plans,
policy, and governance frameworks for churches grounded in empirical evidence and adaptable
to each church's unique spiritual, relational, and operational needs.

The primary gap identified in this research, concerning the lack of comparative analyses of
church transition processes across multiple nations, is addressed through a comparative analysis
of church transition processes in Kenya, Nigeria, and the United States. Additionally, by studying
church transition processes in Kenya and comparing them with those in international settings,
this research has established common challenges facing churches and unique opportunities for
innovation.

This study has demonstrated the absence of well-developed, transferable onboarding and exit
frameworks in Kenyan churches, as previously reported in local research (Omae et al., 2024). It
has introduced frameworks from other contexts that can be adapted for faith-based settings.
While much of the existing literature has focused on transitions in corporate or academic
settings, this research has combined considerations of spiritual discernment, relational trust, and
theological alignment, thereby grounding new intervention efforts in established research to
ensure that proposed solutions are not only credible and contextual but also scalable and
sustainable.

1.3 Research Questions

The primary research question is “How can one develop an organizationally informed framework
for Strategic Onboarding and Exiting in Church Leadership that ensures stability, institutional
resilience, and mission continuity?” This question is articulated through several secondary
research objectives as follows:
e To analyze existing onboarding and exit practices in church leadership through
organizational leadership theories.
e To identify barriers and enablers to effective leadership transition in churches.
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e To evaluate organizational best practices in succession planning and executive transitions
for their relevance and applicability within church contexts.
e To propose a practical, adaptable model for church leadership onboarding and exiting.

1.4 Significance

A Church Leadership Onboarding and Exiting Training Program is essential for maintaining the
church’s mission and vision during leadership transitions. Structured onboarding helps new
leaders align with the church’s beliefs, community priorities, and strategic goals, while clear
exiting protocols safeguard continuity and preserve institutional memory. These programs build
relational trust by fostering meaningful connections among leaders, staff, and congregants,
reducing isolation and misunderstandings. Thoughtful exits honor outgoing leaders’
contributions, helping prevent division or the loss of their legacy.

Additionally, the structured transfer of knowledge and mentorship opportunities ensures that
successors are well prepared and support leadership continuity. By introducing change
management principles and succession protocols, such programs minimize risks, including
power struggles and congregational splits. There is evidence that such programs promote a shift
from personality-driven to system-based leadership, encouraging multi-generational involvement
and organizational resilience (Makabira, 2020; Omae et al., 2024).

Drawing from best practices across sectors and tailored to local church contexts, these programs
ensure compliance with denominational and legal standards. Finally, formalized onboarding and
exiting enable robust monitoring and evaluation, helping churches gather feedback, track
outcomes, and make informed decisions to strengthen their long-term health and effectiveness.

1.5 Magnitude

Exploring leadership onboarding and exiting through a global lens reveals significant contextual
diversity in how transitions are managed across church and faith-based institutions. For
example, in Kenya, leaders are often brought into a new role informally, typically selected by the
church's founding leader. There is generally little formality to the process, including no written
documents or formalized succession plans.

The success of each transition in Kenya depends on relationships of trust and discernment, as
well as on the unique characteristics of the local community. However, organizations, whether
secular or religious, are adopting structured onboarding processes that place greater emphasis on
mentoring, compliance, and measurable performance outcomes. Developing countries tend to
view onboarding as a psychological strategy to ensure organizational alignment and to foster a
mutually beneficial learning experience through a robust Human Resources (HR) system and a
sound change management framework.

When comparing international examples of onboarding and exiting church leaders, it becomes
apparent that cultural, institutional, and theological environments are significant factors in why
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most international models do not meet the needs of churches. Additionally, this comparative
research has exposed some limitations in transferable models. As noted by Makabira (2020),
there are few documented models for onboarding and exiting church leaders in Kenya.

The international literature provides a framework for the onboarding process through models
such as Koter’s 8-step process and the ADKAR model, which are discussed in Chapter 2.
However, these models have not been applied in faith-driven or community-based environments
(Omae et al., 2024). Therefore, what is needed are hybrid models that combine strategic rigor
with sensitivity to the relational and spiritual aspects of church settings. By examining successful
onboarding practices worldwide, institutions can determine which practices will truly enhance
leader retention, build trust, transfer knowledge, and manage legacy.

Cross-country research will empower faith-based organizations to create innovative training
programs and succession policies that are culturally relevant yet informed by best practices
worldwide. This will ultimately lead to the development of sustainable, culturally appropriate
onboarding and exit processes for senior pastors in faith-based organizations worldwide.
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CHAPTER TWO

LITERATURE REVIEW

This section provides an overview of the key theoretical frameworks and literature guiding
research on church leadership transitions and onboarding practices. Drawing on organizational
change models, leadership theories, and recent empirical studies, this work explores both the
conceptual and practical dimensions of effective succession planning within faith-based contexts.
The models also provide church leadership with guidance on how to use them to develop an
effective transition plan when a church leader steps down.

2.1 Theoretical Frameworks Guiding Research

Research into Strategic Onboarding & Exiting Church Leaders has utilized several theoretical
models of Leadership and Change Management. John Kotter’s 8-step change model is a
structured process that helps church leadership navigate the transition from one leader to
another(Koter, 1996). The 8-step model is based on the need for urgency, a team's involvement
in the transition, and ensuring everyone shares a common goal and understands what the church
wants to achieve as it transitions to a new leadership style.

This is an effective way to onboard new staff because it ensures alignment with the church's
mission and purpose and identifies short-term successes that build momentum during the
transition. In addition, the last two steps in the 8-step model -Consolidate Gains and Anchor New
Approaches in Culture- focus on ensuring the church continues to grow and thrive as the new
leader takes over.

Kurt Lewin’s Change Management Model includes three stages: unfreeze, change, and refreeze
(Lewin, 1947). This model will help churches navigate the transition from one leadership style to
another by changing the current state of affairs, implementing new leadership approaches, and
ultimately developing new ways of thinking about how to relate to one another within the church
community. These three stages of the Change Management Model will help churches continue to
grow and thrive after transitioning from one leadership style to another.

Transformational Leadership Theory, developed by Bernard Bass (Bass, 1985), emphasizes the
importance of leaders motivating their followers and empowering their successors. This form of
leadership fosters relational trust and spiritual alignment between the outgoing and incoming
leaders, enabling the outgoing leader to demonstrate the church's values and invest in the future
leadership of the church.

Despite the importance of leadership style, there remains a paucity of evidence on its
examination across multiple countries, cultures, and institutions. In addition to Transformational
Leadership Theory, the Socialization of Resources Theory (SRT) explains how new leaders
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become accustomed to the church's norms and culture, suggesting that onboarding should
include mentoring and immersion in the church's culture (Mosquera & Soares, 2025).

Finally, the C.H.A.LLN. model examines faith-based leadership transitions by emphasizing
spiritual discernment and structured onboarding through the five pillars: Calling, Honour,
Alignment, Investment, and Navigation. The C.H.A.LLN. Model provides a solid foundation for
the successful transfer of intergenerational leadership within a church (Antakirana & Purwanto,
2025).

Given the models considered in this work, John Kotter’s change model offers 8 steps for
achieving successful change. “Create Urgency” sets the stage for effective communication and
can foster a sense of urgency. “Forming Guiding Coalitions” facilitates collective decision-
making. “Communicating Vision” supports long-term continuity. “Empowering Others to Act”
builds a sense of ownership among the members. “Planning for Sustainment” creates a sense of
security and stability in the church.

The final two steps are “Generating Short-Term Wins” and “Anchoring New Approaches in the
which aim to create stability within the church. Kurt Lewin’s change management

b

Culture,’
model comprises three phases: “Unfreezing” (to prepare members emotionally), “Changing” (the
transition period), and “Re-freezing” (in which new relationships and patterns emerge).
Transformational leadership theory emphasizes the importance of inspiring others and fostering
trust during transitions.

Socialization theory helps explain how new leaders learn the church's values and dynamics and
why relational immersion is more important than positional authority. The C.H.A.L.N. framework
evaluates a leader’s readiness and ensures that the church's spiritual identity thrives. Together,
these models constitute a comprehensive framework for effective onboarding and exit of church
leaders.

2.2 Review of Key Literature

This section reviews key literature on leadership transitions within faith-based organizations,
examining diverse models and their effectiveness across global and local contexts. It highlights
critical insights, strengths, and limitations in the current understanding of succession,
onboarding, and leadership development practices in churches and related institutions.

Omae et al. (2024) investigated the relationship between church leaders' succession planning and
the stability of those churches in Nairobi, using a three-dimensional approach (mentoring, talent
management, succession planning) as the focal points. A quantitative survey design was
employed to examine 60 churches affiliated with the Evangelical Alliance of Kenya (EAK),
while descriptive statistics and regression analysis were used to interpret the findings.

Omae et al. (2024) found that mentoring and talent management are essential for establishing
stability within church leadership. They also identified that succession planning is frequently
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informal and thus reactive. They further stated that churches with formal succession planning
and strategic onboarding and oftboarding procedures will be more resilient and better able to
continue their missions.

In contrast, churches without such formalized processes will experience more relational
disconnections and mission drift. Although the authors of this study identified several strengths
of their research, they also identified some weaknesses. One strength of the research is that it is
based on empirical data (a large sample size) and utilizes statistical analysis to support its claims.
The other strength of the research is its focus on Nairobi's evangelical churches, which makes it
relevant to the community under study and provides insight into the dynamics of faith
communities in urban environments.

The authors of this study also framed the findings within the context of leadership and
organizational development theories, thereby contributing to the body of knowledge. There are,
however, some limitations of the study; for instance, because the research focused on churches in
Nairobi, the geographic context of the churches may limit the generalizability of the results to
churches in rural areas or to churches affiliated with different denominations.

The authors also did not provide a detailed explanation of the onboarding and oftboarding
processes involved in transitioning from one leader to another, which is necessary for a complete
understanding of succession planning. Finally, because the authors employed a quantitative
approach, the qualitative dimensions of leadership transitions (e.g., relational and spiritual) are
underrepresented in the study, underscoring the need for further research in these areas.

Makabira (2020) conducted a study on the factors contributing to successful transitions in church
leadership in Nairobi County, with a specific emphasis on succession planning, stakeholder
commitment, and change agents. He sought to determine how each of these change-management
elements affects the effectiveness and stability of transitions for church leaders.

Makabira conducted a descriptive survey and selected 24 churches affiliated with the National
Council of Churches of Kenya (NCCK) as the sample. Structured surveys were administered to
collect data, which were analyzed using descriptive statistics and regression analysis. His
primary findings show that succession planning is recognized as important but rarely formalized.
Stakeholder commitment, especially that of congregants and church boards, is a significant factor
in determining the success of transitions.

Change agents (i.e., outgoing leaders and denominational bodies) also play a significant role in
the outcome of transitions. Most transitions are triggered by external factors (e.g., retirement,
death, transfer), and there is no standard process for documenting the onboarding and
oftboarding of leaders. Although Makabira's study has several strengths (e.g., its focus on
Nairobi's church leadership dynamics and its application of change management theory), it also
has some limitations.
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For example, the study had a minimal sample of 24 churches, which may not adequately
represent the full range of denominations and regional variations. In addition, although Makabira
explored various transition factors, he did not develop a framework for implementing a
structured onboarding process for new church leaders, nor did he discuss strategies for promoting
proactive planning over reactive planning. Lastly, Makabira did not include a comparative
analysis of international best practices or other African contexts in his study, which limits the
applicability of his findings.

Atuya (2023) examined how "Structured Leadership Transition Interventions" such as succession
planning, documentation, and stakeholder engagement affect the operational performance of
faith-based NGOs in Nairobi. The case study was conducted using a mixed-methods approach,
employing five international faith-based NGOs in Nairobi as cases and drawing on interview,
survey, and document data.

The researchers found that NGOs that documented exit procedures and implemented transitional
plans improved employees' morale, operational continuity, and alignment with overall strategic
objectives. In contrast, NGOs without structured transitional plans experienced disarray, loss of
institutional knowledge, and reduced productivity during transitions. Stakeholders, including the
board of directors, employees, and funding agencies, play a key role in successful transitional
processes for NGOs.

Although the study demonstrates the impact of faith-based identity on transitional values, it notes
that these values are not always represented in formal processes. The study provides empirically
rich data on the transition process for NGOs in Nairobi but has limitations, including a relatively
small number of participants and a focus on a single city; it does not provide comparisons with
global best practices or with those in other African cities.

Antakirana and Purwanto (2025) emphasize the importance of sustainable leadership succession
in church settings, particularly in Southeast Asia, where young leaders often face marginalization
within traditional hierarchical systems. They introduce the C.H.A.LLN. model, which uses
Calling, Honour, Alignment, Investment, and Navigation to connect the biblical accounts of
Moses and Joshua with modern leadership development concepts and to encourage
intergenerational transitions. The researchers employed qualitative theological research and
narrative analysis to demonstrate that transitional leadership in church settings requires both
spiritual and organizational components, supported by intentional mentoring and community
discernment to facilitate successful transitions.

The authors critique the C.H.A.LLN model and highlight its strengths, particularly its theological
richness and cultural relevance; however, they also acknowledge several weaknesses, including
the absence of empirical evidence supporting it and its geographic limitation to Southeast Asia.
Additionally, the model lacks structured onboarding and exit protocols that would enable
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churches to implement it in practice without additional guidance. Overall, the C.H.A.ILN model
is an innovative framework for addressing leadership transitions in a spiritual setting.

Jeske and Olson (2021) studied the design of onboarding as a collaborative learning experience
for new hires, especially in leadership roles. The researchers criticized traditional top-down
induction methods and advocated a personalized onboarding approach that aligns with an
individual's learning style and organizational culture. Using a conceptual and reflective
methodology, the researchers reviewed relevant literature, consulted practitioners, and provided
case examples of onboarding experiences, with a focus on remote onboarding and transitions to
leadership positions. Key findings from the research highlighted the importance of designing a
flexible, customized onboarding process that encourages mutual learning, builds trust, and
facilitates faster integration, primarily through staged processes that include pre-hire preparation
and ongoing feedback.

The study's major strengths include its innovative perspective and practical applications for
Human Resource departments, particularly in the context of post-COVID remote work.
However, the study lacks empirical data to support its claims, and it lacks a broader cultural
perspective and discussion of offboarding and legacy management, which could limit the
applicability of its recommendations beyond Western organizational cultures.

Mosquera and Soares (2025) investigated the effects of onboarding on employee well-being and
turnover intention in Small and Medium-sized Enterprises (SMEs) based on the Socialization of
Resources Theory (SRT). The study focused on three dimensions of onboarding: Corporate
Welcome, Manager’s Welcome, and Coworker’s Welcome. Based on a quantitative survey of 114
SME employees in Portugal, the study utilized Structural Equation Modeling (PLS-SEM) and
identified that successful onboarding positively affects organizational identification and
employee well-being.

The study revealed that employee well-being mediated the relationship between onboarding and
turnover intentions. There were significant gender differences: the Manager's Welcome
influenced male employees differently from female employees, and workplace well-being played
a greater role in retaining female employees than male employees. The study demonstrated a
high degree of explanatory power, accounting for 65.4% of the variance in turnover intentions.
While the study provides practical implications for SMEs, it has several limitations, including a
focus on secularism, the lack of attention given to leadership transitions, cultural specificity, and
the exclusion of offboarding issues, which are important in organizational settings.

Bhadane et al. (2025) in a structured analysis of onboarding practices in Indian firms argue that
onboarding is critical and that both consistency and feedback mechanisms are essential for
employees' job satisfaction and integration into the company. To examine how companies
implement global onboarding standards, the authors researched departmental consistency,
continuous feedback, and the use of technology in cultural adaptation. This was conducted using
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a mixed-methods approach, encompassing 22 firms across multiple sectors, participant surveys
and interviews, and audits.

Among the study's key findings, the researchers determined that standardized onboarding led to
faster employee integration and job satisfaction, and that feedback mechanisms such as post-
induction surveys were critical to improving onboarding. They also found that the use of
technology for onboarding made it scalable for the company and that cultural sensitivity was
important to ensure that onboarding was consistent with the company's culture. The study had
several limitations, including its failure to examine how onboarding occurs for new leadership
and its lack of specificity to faith-based organizations.

Narayan (2016) studied the effect of transformational leadership on succession planning in large
Indian corporations. The study examined whether leaders with transformational qualities, such as
vision casting, mentoring, and individualized consideration, are more effective at developing
succession plans. Using a mixed-methods approach, the author used data from 18 mid-sized to
large companies in the manufacturing, IT, and financial sectors.

The findings indicated that companies with transformational leadership are more likely to have
written succession plans, mentorship programs, and more frequent internal promotions.
However, the study identified two major barriers to successful succession planning: founder
dependence and the organization's reluctance to change. While it applied transformational
leadership theory to real-world HR issues, the study had limitations. For example, it focused
primarily on corporate succession planning and therefore was limited to the corporate
environment. Additionally, the study was culturally specific to India and did not provide
information about the onboarding or exiting processes associated with succession planning.

Siambi (2022) provided a comprehensive review of succession planning and organizational
transition in African institutions, drawing upon international and regional research. The study
synthesized the literature on key themes in succession planning, including its critical role in
maintaining organizational continuity and the roles of mentorship, documentation, and
stakeholder involvement. It highlighted common challenges facing many organizations in Africa,
including founder syndrome, a lack of policies, and cultural resistance to change. It additionally
emphasized the need to adapt succession-planning models to the unique context of each country
or region.

Methodologically, the work employed a narrative literature review and analyzed over 40 peer-
reviewed articles and reports. The study was notable for its broad scope across multiple
industries and its high level of contextual relevance to challenges facing African countries.
However, there were limitations to the study. This included the fact that it relied exclusively on
secondary data and therefore did not provide any original research.
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Additionally, the study did not provide sufficient information about how succession planning
occurs in church governance and did not develop detailed onboarding and exiting models for
succession planning. Finally, the study did not provide a comparative analysis of succession-
planning practices between African and non-African countries. Overall, however, the study
provided numerous valuable insights and practical recommendations for succession planning.

Akinwalere et al. (2025) developed a Sustainability-Embedded Leadership (SEL) model for
managing organizational change, with a focus on ethics, inclusivity, and long-term impact.
Although the SEL model is not specifically faith-based, it could be adapted to church leadership
transitions by linking spiritual values to sustainable governance. They demonstrate how
incorporating sustainability into leadership can enhance the success of organizational change
efforts.

The researchers found that leaders who prioritize sustainability increase trust and resilience
among stakeholders, and that involving marginalized stakeholders in the change process can help
to legitimize the changes and reduce resistance. The SEL model encourages legacy thinking,
helping leaders consider how to preserve institutional values and culture beyond their tenure. The
developed SEL model has several strengths, including innovation, an ethical orientation, and
applicability to churches and NGOs. Nevertheless, the SEL model has several limitations. First,
it lacks empirical support. Second, the SEL model is grounded in a largely Western-centric
literature, which means it will require adjustment for application in other cultural contexts.

Dollhopf and Scheitle (2014) examined the relationships between leadership transitions and
changes in the structure of religious congregations in the United States, and how these changes in
turn affect membership patterns, conflict, and structural stability. They employed data from the
National Congregations Study, which sampled 1,506 congregations. To draw conclusions, the
researchers used logistic regression and multivariate modeling.

The researchers found that leadership transitions often lead to increased internal conflict and
membership loss, particularly when transitions occur abruptly or are imposed from outside the
congregation. On the other hand, when congregations select their leaders internally, the
leadership transition experiences less disruption.

However, the study had some limitations, including that it was limited to the United States, it did
not address onboarding protocols in detail, it did not consider the theological dimensions of
succession planning, and it relied solely on cross-sectional data, which does not allow for the
examination of the effects of leadership transitions over time. Nonetheless, the study offers
valuable lessons for faith-based governance, with potential applications in contexts such as
Kenya.

Ross et al. (2014) identified a structured process for transitioning new hires into the role of
Academic Department Chair, emphasizing relational support, cultural immersion, and leadership
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development. Although developed specifically for the Medical Academic Community, the
structured phases of this onboarding model are adaptable for transitional models for faith-based
leaders. Early success, job satisfaction, employee retention, and organizational alignment are
directly tied to the effectiveness of an onboarding process.

All four roles within the onboarding model, Transition Navigator, Peer Mentor, Transition
Mentor, and an Active Dean, provide a pathway for a successful transition from initial
orientation to long-term leadership development. In addition to scalability, the model's strengths
include clear role definitions for each onboarding position, an emphasis on mentoring, and the
ability to adapt to different environments.

There are limitations to the model as well, including that it was designed specifically for use in
Academic Medical Centers, there is no spiritual aspect included in the model, there is no
discussion of creating dignified exit options, and the model is based upon a conceptual model
and does not have empirical data validating the model, indicating a potential for adaptation in
church or faith-based organization environments. However, such a framework may help mitigate
uncertainty, preserve institutional continuity, and strengthen leadership legitimacy. This study
builds on these insights by examining how strategic onboarding processes can be adapted to the
context of churches, where leadership transitions occur without formalized structures.

2.3 Review of Global Literature

This section reviews global literature on church leadership transitions, with a particular focus on
mentorship, onboarding, and succession practices across diverse contexts. By examining case
studies from Nigeria and the United States, this study highlights both innovative frameworks and
persistent challenges in preparing and supporting new leaders within faith-based communities.

Soneye et al. (2025) studied the mentorship relationship between Josiah Akindayomi and Enoch
Adeboye in the Redeemed Christian Church of God (RCCG). They stressed that intentional
mentoring of Akindayomi was key to his successful leadership transition and, consequently, to
RCCG's ongoing global mission sustainability. They pointed out the strategic nature of
Akindayomi's mentoring, which focused on developing Adeboye's spiritual and leadership skills.
This, they argue, facilitated a smooth transfer of vision and values when Adeboye succeeded
Akindayomi. The study credits RCCG's continued worldwide growth to this mentorship
approach and recommends it as a scalable model for future leadership changes.

Strengths of the study include its use of both biblical and theoretical frameworks, its contextual
relevance, and its provision of practical recommendations based on the study's results. However,
there are several limitations. One limitation is that it focuses on a single case and thus offers no
comparative data. Another limitation is that no structured onboarding protocols were provided
for future RCCG leaders. Additionally, the study relied heavily on secondary sources, which
limits the study's empirical rigor. Overall, the study significantly contributes to the body of
knowledge in ecclesiastical leadership studies.
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Siyanbola et al. (2024) examined how societal and technological changes are transforming
pastoral leadership, focusing on leadership styles and innovations that enhance church vitality. A
key finding is that effective pastors often demonstrate visionary leadership and adaptability,
which help grow their congregations. The study also shows that the COVID-19 pandemic
accelerated the adoption of digital tools in ministry, resulting in a fundamental shift in worship
and outreach practices.

However, it highlights a significant research gap regarding the connections between leadership
styles and innovation results. Although the study used biblical leadership models, it did not
include examples of structured onboarding or exit strategies for leaders. It also identified a youth
leadership gap, noting that many young members are leaving traditional Baptist churches for
Pentecostal churches, but it did not suggest ways to involve younger leaders in traditional church
leadership.

Barbee (2024) addressed the need for practical training for bivocational elders within a co-equal
governance model in her dissertation. Her dissertation developed a structured six-week
onboarding course and sermon series to prepare bivocational elders for the complexity of their
roles. Key findings included the biblical justification for multiple elders, greater confidence
among the congregation, and support for bivocational elders as they navigate the dual
responsibilities of their vocations.

The strengths of the work include its deepening of biblical understanding, its practical
application to bivocational eldership, and its use of effective evaluation tools. Limitations of the
dissertation include its focus on a single church, its lack of contextualization within the global
church, the absence of formalized exit procedures for leaders, and its limited assessment of the
chronic stresses associated with bivocational ministry. Overall, the dissertation provides a useful
framework for developing older adults, but additional research is needed to further its
applicability.

Ronald Tuck (Tuck, 2014) conducted an interpretivist case study of leadership transition in a
faith-based organization, employing constructivist theory and ethnographic methods. His study
documented the experiences of individuals involved in a leadership transition at a Southern
Baptist Church in North Carolina. The study revealed that pastoral succession encompasses
multiple dimensions and is more complex than a mere transition from one pastor to another. He
highlighted the importance of organizational preparedness, congregational buy-in, and interim
leadership during times of transition.

The study noted that churches operate as both spiritual communities and corporate organizations.
As such, he emphasized the duality of church leadership. While the study provides valuable
insights and practical recommendations for churches, it has limitations, primarily being a single-
case study and lacking comparative analyses. Global perspectives demonstrate that various
approaches exist for transitioning pastoral leadership. U.S.-based churches tend to plan
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structured transitions, whereas churches in Africa and Asia rely on spiritual mentorship and
cultural traditions to facilitate transitions.

In their article, "Leadership and the Church: The Impact of Shifting Leadership Constructs."
Gautsch and Setley (2015) examined how shifts in organizational structures and followers'
perceptions of leadership affect the expression of charisma in church settings. Their study
utilized two theoretical frameworks: charismatic and transformational leadership.

To support these theories, they presented a case study of Homily Church, a megachurch located
in the United States. They demonstrated that Homily Church experienced three distinct periods
in its history. During the growth period, Rev. Carter served as a charismatic leader, facilitating
rapid growth and high levels of commitment among the congregation. Following a change in
governance structure, Homily Church underwent a decline in participation and enthusiasm.

A new leadership team, which implemented transformational leadership strategies, restored
momentum to the church through shared governance and restructuring. The study concluded that
for churches to experience sustained success, effective communication, transparent decision-
making, and adaptability during transitional periods are necessary components of leadership.
However, it lacks a formal onboarding framework for new leaders, provides limited analysis of
exit protocols, and its findings may not be universally applicable to smaller congregations.

2.4 Research Gaps

Church leadership transitions present unique challenges that are often underexplored in
comparison to those in the corporate and nonprofit sectors. Existing literature highlights critical
gaps in empirical research, structured onboarding, and cross-cultural frameworks, emphasizing
the need for comprehensive studies tailored to faith-based contexts.

a) Limited Empirical Studies in Church Leadership Transitions

Church leadership transitions have received little research in church settings. Research has been
conducted extensively in the corporate and non-profit worlds for decades regarding succession
planning, onboarding, and executive exit processes. Most of the current literature addressing
these topics in a church environment relies on theology, devotionals, or personal experience
rather than systematic research from an organizational leadership perspective. The intent of this
research is to address that gap and examine pastoral and elder succession in churches where
unique relational and organizational dynamics intersect with spiritual dynamics.

b) Onboarding as an Overlooked Process

Many churches place great emphasis on selecting leaders and less on developing a
comprehensive process for onboarding those selected into their roles through structured
onboarding (e.g., orientation, mentoring). Therefore, research examining how onboarding
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processes affect leaders' success, congregational trust, and overall organizational stability within
faith-based organizations would be beneficial.

Furthermore, in both Kenya and Nigeria, leadership transitions have historically been achieved
through informal mentorship or spiritual discernment. Conversely, in many United States
churches, there are more formal induction processes, interim leadership structures, and
established governance policies that can guide this process. The intent of this project is to
identify the need for scalable, culturally relevant onboarding models for African church
organizations, particularly bivocational or volunteer leaders.

c) Lack of Link between Exit and Off-boarding Practices to Leadership

Exit processes are an important part of leadership transition and may be subject to significant
challenges, as exiting leaders normally exit through a combination of a celebratory event for
their retirement or an abrupt departure, with little or no consideration for knowledge transfer,
legacy planning, or transition management (Siambi, 2022). These types of departures have the
potential to disrupt organizational operations in significant ways.

Therefore, there is a critical need to identify how structured exit processes can mitigate these
issues, enabling smoother transitions and maintaining continuity. By prioritizing these elements,
the transition from one leader to another will be enhanced, benefiting both the departing leader
and the incoming successor. Moreover, a gap exists in the integration of the leadership lifecycle.
Studies rarely link onboarding and exiting as part of a unified leadership lifecycle, missing
opportunities for knowledge continuity and relational trust.

d) Integration of Organizational Leadership Theories

Theories of succession planning, socialization, and transition management are important aspects
of organizational studies that have been extensively studied. Notably, these theories have
received relatively little attention in research on church leadership (Omae et al., 2024). As such,
there is a greater need to better explore ways to apply existing theories to faith-based
organizations. By integrating succession planning, socialization, and transition management into
the study of church leadership, we will gain a clearer picture of the unique dynamics of religious
settings and develop stronger strategies for managing leadership transitions, which can lead to
more sustainable and healthy organizational development among faith-based communities.

e) Underrepresentation of Bivocational and Lay Leaders

Most church leadership transition studies focus on senior (full-time) pastors; they overlook the
growing number of bivocational elder and lay leaders who hold part-time jobs, volunteer, or both
in other work. This research project will address this void by developing an onboarding module
and an exit module that address the issues bivocational and lay leaders encounter when they
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assume the added responsibility of managing their own ministry while also managing family and
work commitments.

f) Impact on Organizational Sustainability

Research has shown minimal empirical connections between leadership transition practices and
church sustainability outcomes, such as member retention, mission continuity, and financial
stability(Omae et al., 2024). Further investigation is crucial to establish a link between transition
processes and organizational stability and long-term sustainability.

g) Lack Cross-cultural or Multiple Countries Frameworks

Despite rich country-specific insights, several studies consider onboarding and exiting leadership
programs in specific countries, for instance, onboarding programs in India (Bhadane et al.,
2025), Portugal (Mosquera & Soares, 2025), while exiting programs in Kenya (Siambi, 2022)
and India(Narayan, 2016). Very few studies examine multiple countries across multiple cultural
or institutional contexts, such as Germany and the USA. There is a lack of cross-cultural
frameworks, as most studies are localized and make little effort to synthesize transferable models
across regions.

Numerous research areas remain unaddressed in church leadership transitions. There exists a
dearth of empirical studies and little structure for onboarding and exiting in an integrated manner
that addresses faith-based contexts. While considerable literature is anecdotal or theologically
based, very little has been written from a cross-cultural perspective or addressing the specific
needs of bivocational and lay leaders. Therefore, addressing this gap is important for developing
effective, context-specific strategies to promote organizational stability and maintain leadership
continuity across churches of various types.
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CHAPTER THREE

RESEARCH METHODOLOGY

This study employs a qualitative, comparative research design to explore leadership transition
and onboarding practices in faith-based organizations across diverse cultural and organizational
contexts. By synthesizing insights from academic literature and practitioner experiences, the
methodology aims to identify key gaps and develop a context-sensitive training module to
enhance leadership development and succession planning in diverse faith-based settings.

3.1 Research Design

The research design is a qualitative, comparative study examining church leadership transitions
and onboarding practices across three culturally distinct contexts: Kenya, Nigeria, and the United
States. By synthesizing secondary literature, this study aims to identify significant gaps in
current practices and to inform the development of a context-sensitive training module tailored to
churches in each country. The research exclusively draws on peer-reviewed dissertations,
academic journal articles, theological project reports, and institutional publications on key
themes such as mentorship, leadership transitions, and onboarding in faith-based settings,
thereby providing a robust foundation for the study.

Data collection emphasizes specific geographic areas and their unique leadership and mentorship
dynamics. For Kenya, the focus is on faith-based leadership practices and denominational
governance. Nigeria's exploration encompasses charismatic succession models and spiritual
legacy frameworks, particularly notable in cases such as the Redeemed Christian Church of God
(RCCQ).

In the United States, attention is directed towards structured onboarding programs and interim
leadership protocols, particularly within Southern Baptist and evangelical churches. The
inclusion criteria for literature selection are stringent, ensuring only relevant, academically
credible studies from the past 5 years are considered, unless they represent foundational work in
the field. Emphasis is placed on practical insights with principles transferable to church settings.

The analysis examines multiple countries to develop an understanding using thematic and
comparative methods. It focuses on mentorship models, succession planning, and onboarding
structures, considering how cultural and organizational differences impact these practices. Our
goal is to create a flexible training framework that can be tailored to each country's context.

The resulting training module will blend universal leadership principles with specific practices,
such as mentorship in Nigeria, structured onboarding in the USA, and intergenerational
leadership in Kenya. This initiative aims to provide effective tools for succession planning and
legacy preservation in churches, enabling them to thrive in diverse environments.
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3.2 Data Sources

A variety of academic and practitioner platforms will be utilized for this research, providing
access to peer-reviewed articles, theses, and reports. Key sources included African Journals
Online (AJOL) for regional church leadership studies, United States International University
(USIU-Africa) for in-depth local theses, and SpringerLink for international onboarding
frameworks. Emerald Insight and Google Scholar will enable access to global literature and
mutual learning models, while ResearchGate and Education Resources Information Centre
(ERIC) provide practitioner insights and educational onboarding studies. ProQuest will
contribute comprehensive theses on leadership transitions from different regions.

This research aims to explore the vital process of leadership transitions within church and faith-
based institutions by analyzing a wide array of journal insights. By drawing on region-specific
publications such as the Eastern African Journal of Humanities and Social Sciences and HTS
Teologiese Studies, the study seeks to uncover the unique cultural and theological facets of
leadership change, particularly in both African and global contexts. It also incorporates
managerial insights from journals such as the Journal of Work-Applied Management and the
Review of Managerial Science, ensuring that effective strategies from both religious and secular
organizations are considered.

The inclusion of resources like Academic Medicine provides evidence-based methodologies for
induction and transition management, enriching the analysis with practical approaches. Through
this thorough examination, the research will highlight culturally sensitive strategies and
operational solutions to foster effective leadership development and succession planning in
diverse church communities. Additionally, by integrating church governance manuals, NGO
transition case studies, and established change management frameworks, the research aims to lay
a solid foundation for adaptable, effective leadership transitions across diverse church
environments, ultimately supporting the growth and sustainability of these vital institutions.

3.3 Data Analysis

The analytical approach integrated is thematic analysis with comparative cross-country
evaluation to synthesize the literature on leadership transitions. This methodology enabled the
identification of consistent patterns and the recognition of unique cultural and structural
differences among Kenya, Nigeria, and the United States.

Key themes derived from the review included succession planning (planned or reactive
transitions), mentorship models (spiritual or professional guidance for successors), onboarding
structures (formal or informal orientation processes), spiritual formation (incorporation of
biblical principles and character development), governance styles (ranging from hierarchical to
congregational models), and exit protocols (methods for transitioning or honoring outgoing
leaders). These themes will be systematically coded and grouped, thereby revealing patterns,
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gaps, and innovative practices within each national context, thereby providing a significant
understanding of leadership transition processes across diverse environments.

Thematic findings will then be compared across Kenya, Nigeria, and the United States to
highlight regional distinctions as illustrated in Table 3.1.

Table 3.1: Comparison of Thematic Findings

Theme Kenya Nigeria United States
Succession Often informal, relational | Charismatic, Structured, policy-
Planning spiritually discerned driven
Mentorship Intergenerational, Spiritual fatherhood, | Overlap with formal
Models community-based legacy-focused coaching
Onboarding Emerging, often ad hoc Minimal formal Curriculum-based,
Structures onboarding multi-session
Spiritual Strong emphasis Central to transition Integrated with
Formation leadership training
Governance Mixed (congregational and | Founder-led, Committee-led,

Style hierarchical) personality-driven congregational polity
Exit Protocols Rarely formalized Often symbolic or Guided by bylaws and
abrupt interim roles

This comparative lens revealed both universal challenges, for instance, the lack of structured exit
protocols, and context-specific strengths such as Nigeria’s deep mentorship culture and the U.S.'s
rigorous onboarding process. The analysis revealed several critical gaps in leadership practices
across three contexts: the absence of formal onboarding processes for bivocational or volunteer
leaders; limited documentation for exit and legacy preservation; inadequate integration of
mentorship into leadership development; and a lack of scalable training modules suited to
diverse church sizes and governance models. To fill these gaps, a modular training framework
will be created for churches in Kenya, Nigeria, and the U.S. This framework will emphasize
essential onboarding, mentorship integration, succession-planning tools, spiritual development
pathways, and protocols for exit and legacy management.
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CHAPTER FOUR

TRAINING MODULE DESIGN
4.1 Introduction

This chapter presents the design of a structured training program to strengthen leadership
transitions within church contexts. The program, titled Strategic Onboarding and Exiting in
Church Leadership, responds to documented gaps in leadership onboarding and integration,
succession planning, and exit management in faith-based organizations. Research indicates that
churches often experience instability, loss of institutional memory, and relational strain when
transitions are poorly managed (Okanda, 2025; Omae et al., 2024).

To address the challenges, four interconnected training modules were created: Leadership
Onboarding, Leader Shepherdship, Succession Planning, and Leadership Exiting. These modules
combine biblical principles, organizational leadership theory, pastoral care, and change
management frameworks to prepare leaders to manage healthy transitions within their
organizations.

4.2 Training Philosophy and Pedagogical Framework

4.2.1 Biblical and Theological Integration

The training design is based on the biblical view of leadership as stewardship rather than
ownership (Acts 20:28; 1 Tim. 3:1-7). Scripture shows leadership transitions as intentional,
relational, and Spirit-led processes, as seen in the shifts from Moses to Joshua (Deut. 31:7-8),
Elijah to Elisha (2 Kings 2: 7-16), and Paul to Timothy (2 Tim. 2:2). These models shaped the
theological framework of each module.

4.2.2 Adult Learning Theory (Andragogy)

The curriculum applies adult learning principles, emphasizing experiential learning, reflection,
and contextual application. Activities include case studies, role-plays, group discussions, and

which holds that adults learn best when content is relevant, problem-centered, and participatory.

4.2.3 Competency-Based Formation

The training modules emphasize core competencies, including spiritual growth, governance,
communication, emotional intelligence, mentoring, and organizational management. With well-
defined learning outcomes and practical tools, each module seeks to empower individuals and
teams, promoting growth and effective decision-making within organizations while facilitating
smooth onboarding and exit processes.
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4.2.4 Onboarding and Exiting Introduction

This section introduces leadership onboarding as a form of organizational socialization, where
newcomers transition from “outsiders” to “insiders” by learning values, norms, and role
expectations (Bhadane et al., 2025; Mosquera & Soares, 2025). Moreover, it includes the
importance of leadership onboarding which include productivity and clarity, which accelerates
new leaders’ productivity when necessary information and support is provided. Onboarding
enhances leaders’ sense of belonging, boosts retention while reducing turnover, contributes to
workplace well-being and cultural integration, and ensures strategic alignment, where leaders
understand the goals and stakeholder expectations.

Leadership exiting was introduced as the process by which a leader leaves their position, whether
voluntarily or involuntarily, resulting in a change within the organization. Also included were the
impacts of ineffective church leadership exits, which affect continuity, stability, and institutional
memory, making proactive succession planning essential (Siambi, 2022).

The section introduced the gaps identified in literature and practice, which included the limited
Empirical Studies in Church Leadership Transitions, onboarding as an Overlooked Process, lack
of link between Exit and Onboarding Practices to leadership, integration of Organizational
Leadership Theories, underrepresentation of Bivocational and Lay Leaders, impact on
Organizational Sustainability, impact on Organizational Sustainability, and the lack of cross-
cultural or multiple countries frameworks. Lastly, the call to move from ineffective leadership
transitions to Sustainable church leadership was raised, as illustrated in Figure 4.
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Figure 4.1 Improving Church Leadership Transitions to Sustainability
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4.3 Module 1: Leadership Onboarding

This section presents the purpose and rationale for the module, its core content, activities, and expected
outcomes.

4.3.1 Purpose and Rationale

Leadership onboarding is defined as the structured process of integrating new leaders into an
organization’s culture, systems, and expectations (Bhadane et al., 2025; Mosquera & Soares,
2025). In church settings, onboarding must also incorporate spiritual formation and relational
integration.

Onboarding Church Leaders

The module aimed to help participants
understand Biblical Leadership by gaining
insights into leadership transitions, and the
role of multiple elders as articulated in
biblical teachings; recognize the importance
of onboarding by exploring effective
onboarding and exit processes to improve
church  sustainability; learn  effective
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onboarding practices by getting familiar with structured onboarding to clarify roles and promote
cultural integration within the church; and support Bivocational Elders by developing time-
management and accountability skills to effectively balance ministry and work.

4.3.2 Core Content Areas
a) Biblical Foundations of Leadership

Leadership as stewardship as highlighted in Acts 20:28 underscores the importance of
responsible guidance within a community and emphasizes accountability to God and the
congregation. The qualifications outlined in 1 Timothy 3:1-7 emphasize character and integrity.
The participants were asked, “How does stewardship change the way we view leadership
authority?” Additionally, the study explored the balance between a plurality of elders versus
singular leadership and how it can enhance church governance (Niemeyer, 2024) Moreover, the
research examined biblical models of succession to underscore the importance of intentional
leadership continuity, highlighting Moses’ public commissioning of Joshua and Paul’s mentoring
of Timothy.

b) Foundations of Church Leadership Transitions

This section introduces the Leadership lifecycle before appointment, which entails discernment,
selection, and spiritual preparation; appointment, onboarding, service, and exiting, in fostering
effective leaders who are prepared and adaptable (Bhadane et al., 2025). Onboarding entails
orientation, role clarification, and cultural integration. The active service incorporates leadership
practice and accountability, ensures spiritual and organizational balance, and, lastly, during
exiting, puts successor planning and legacy preservation centre stage.

The dual nature of church leadership, where they have a spiritual calling and an organizational
responsibility with diverse community expectations and a need to balance, was highlighted.
Lastly, relevant theories resonating with transition were introduced, including Socialization,
which focuses on how to effectively integrate new leaders into the existing organizational
culture, ensuring they understand core values and practices (Yu et al., 2025). Succession theory
emphasizes preparing for smooth leadership transitions by identifying and grooming future
leaders (Siambi, 2022), while transition management highlights strategies for guiding
organizational change to ensure it is managed effectively, minimizing disruption and maintaining
employee morale (Bridges, 2009).

¢) Strategic Onboarding Practices

In this section, students were to learn structured onboarding practices beyond orientation, equip
new leaders with role clarity, cultural assimilation, and mission alignment, and enhance
communication and feedback among stakeholders during the transition. The socialization theory
in practice was discussed with an emphasis on role clarity and feedback loops (Yu et al., 2025),
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mentoring through pairing new and experienced leaders, and guided integration (Bateman,
2015).

There was an emphasis on designing induction programs that balance spiritual and organizational
elements, thereby ensuring faith formation and organizational orientation. The section also
introduced the leaders to communication strategies, incorporating relevant techniques for
congregational introductions, such as commissioning and announcements, transparency through
shared role descriptions, storytelling, and, finally, engagement to encourage the congregation to
welcome and support the new leader. The participants are charged with developing a 30-day
induction plan that blends spiritual and organizational elements.

d) Onboarding Bivocational Leaders

Bivocational leaders are individuals who serve in a leadership role, such as in a church, while
also holding a secular job to support themselves (Stephens, 2021). As the primary format for
church leaders, this approach introduces challenges, including competing demands among
ministry, work, and family; the risk of burnout; the need to define ministry and workplace
responsibilities; and the use of tools such as calendars to balance these demands. Time
management, role clarity, and accountability (Stephens, 2021) are proposed as antidotes to these
challenges. A panel discussion with bivocational leaders is done to share real experiences and
lessons learned.

A covenant of service and commitment, emphasizing the importance of serving with humility,
balancing ministry and family responsibilities through time management, and upholding biblical
principles and organizational standards for accountability and growth, is introduced. The
outcome is for the leaders to leave with a personalized framework for sustainable bivocational
ministry and formalize their commitment to balancing ministry, work, and family. This will
strengthen accountability, integrity, and spiritual maturity, thereby fostering sustainable
leadership.

e¢) Leading and Teaching with Integrity

To strengthen teaching and pastoral leadership skills for bivocational and full-time leaders,
teaching is a sacred trust, a leadership responsibility and a discipleship (2 Tim. 4:2; James 3:1).
Practical focus is emphasized by integrating teaching with mentoring and pastoral care, which
encourages application and not just knowledge. Lastly, the responsible handling of Scripture and
the modeling of Christ like character through sound interpretation (hermeneutics) were
emphasized while teaching truth with clarity and relevance.

4.3.3 Activity and Expected Outcomes

The activity in this module requires the participants to draft a personal covenant of service that
includes time, financial stewardship, accountability, and spiritual devotion. Participants gain the
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ability to design onboarding plans, support bivocational leaders, and integrate new leaders into
ministry culture with clarity and pastoral sensitivity.

4.4 Module 2: Leader Shepherdship

4.4.1 Purpose and Rationale

Leader shepherdship emphasizes the integration of leadership and pastoral care. It reflects
Christ’s model of guiding, protecting, and nurturing God’s people (Ball, 2019). This module
strengthens the relational and spiritual competencies required for healthy transitions.

4.4.2 Core Content Areas

a) Spiritual Formation of Leaders

This design needed to be based on theological
principles and applicable to each phase of a EEEIITYE /B HEETE (SR sT1o B sTe0) s e O ot )
leader's development. The focus of the
training was placed on the three basic
spiritual disciplines: prayer, solitude, and
scripture study, which form the foundation of
a leader's inner life and their ministry posture.
This aligns with Knoetze's (2022) position
that formation is an ongoing process of
becoming like Christ.

Guiding and Caring for the Congregation

Each resource was developed to demonstrate

how the formation process unfolds through the phases before appointment, during onboarding,
active ministry, and at exit from ministry. This will ensure leaders recognize that developing
spiritual maturity is a continuous process rather than an event-based one. The resources also
emphasize the importance of accountability and fellowship as key elements in fostering and
sustaining growth. Accountability and fellowship are developed through peer groups, mentoring
relationships, and elder oversight, among other practical ways.

b) Mentoring and Multiplying Successors

The training design process for Mentoring and Multiplying Successors was developed to provide
biblically grounded, practical tools that help church leaders identify and begin developing
emerging successor leaders. The training materials were developed with an emphasis on
selecting potential leaders based on their character, faithfulness, and ability to learn (teachability)
rather than on charisma or position. Further, equipping leaders to prepare and release others into
ministry through intentional mentoring.

The spiritual fatherhood/motherhood model (Soneye et al., 2025) helped shape the relational and
parental tone of the training materials, highlighting that mentorship is discipleship at work in
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one's life, where mentors are present, provide guidance, and serve as examples. Practical
competencies were built into the training materials through stretch assignments and a succession-
readiness checklist to evaluate whether emerging leaders are prepared for a ministry role
(Centennial, 2025). Lastly, the need to cultivate a culture of multiplication through shepherdship
underscores the necessity for leaders to guide, create environments in which others can grow
naturally, and empower them (Resane, 2014).

¢) Intergenerational Leadership Models

This section explored the exploitation of mentorship for leadership development, continuity, and
succession. Intergenerational Leadership Models involve integrating the three distinct cultural
expressions of mentorship and leadership continuity. The Nigerian expression of spiritual
fatherhood/motherhood (Siyanbola et al., 2024); the U.S. expression of mentoring/leadership
overlap (Tuck, 2014); and the Kenyan expression of intergenerational unity (Antakirana &
Purwanto, 2025).

The Nigerian expression was used to develop training materials that foster a deep relational
environment and cultivate individuals' character, with an emphasis on the long-term development
of future leaders. Coaches used the U.S. expression as a practical tool, including structured
coaching sessions, shadowing, and opportunities for feedback.

The Kenyan expression was used to emphasize intergenerational unity, thereby -creating
opportunities for elders and youth to work together, share responsibility for ministry, and
demonstrate mutual respect. The use of the three expressions (the U.S., the Kenyan, and the
Nigerian) created training materials to equip leaders to develop inclusive, multi-generational
leadership environments.

d) Governance, Decision-Making, and Teamwork

To design training materials on Governance, Decision-Making, and Teamwork, the resources
were developed to provide leaders with practical tools to build and enhance shared leadership
and organizational health by equipping them to establish and sustain a shared sense of
responsibility and accountability among their team members. The training materials also
emphasized the use of consensus-building as a practical, collaborative approach to prayer-based
decision-making.

Moreover, the training materials incorporated conflict resolution, clear roles, dialogue, and
collective discernment, moving teams away from the tyranny of the majority toward genuine
unity in the Body of Christ. The section of the materials focusing on relational tensions used
Matthew 18 as a guide for leaders to follow a set of biblically based steps to resolve conflicts in a
timely, private, and redemptive manner.
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Sections on role clarity and a shared leadership structure were also included. They provided
templates for determining individual roles and responsibilities, developing and documenting
decision-making pathways, and avoiding duplication of effort and burnout. Summarily, the
section seeks to equip leaders to develop accountable, cohesive, and spiritually grounded teams
that work together effectively.

4.4.3 Activity and Expected Outcomes

The main activity at the end of the module was to develop participants' personal Successor
readiness checklists using a provided template. The expected outcomes were aligned with the
participants' development of competencies in spiritual formation, coaching, mentoring,
intergenerational collaboration, and team governance.

4.5 Module 3: Succession Planning

4.5.1 Purpose and Rationale

The objective of the succession-planning training program was to equip church leaders with the
information and tools needed to develop a long-term pipeline of sustainable leadership and to
establish continuity plans to ensure the long-term viability of the church's ministry. Succession
planning within churches is a deliberate and prayerful process of preparing for and transitioning
leadership from one generation or leader to

. 5 ' ~ . .
another; it ensures that the church's Succession Plannmg

ministry vision, values, and responsibilities e
are passed smoothly to future generations ""“l""i"f?*;"" T"l“ (;""""‘?fi‘."‘ .
.. . C ch Leaders
of spiritually mature and capable leaders Rl R :'."“ml -
- Al e
(Omae et al., 2024). - E E < ¢
Succession planning training was created \ ' : '

to help church leaders align their
succession processes with their church's
mission, vision, and  organizational
requirements. As church leaders build their capacity to identify, mentor, and develop emerging
church leaders, this training addresses the significant need for continuity in ministry. It helps
prevent disruptions to the church's ministry during a pastor or elder's retirement, relocation, or
transition.

reparing the Next Generation of Church Leaders

In addition, succession planning protects the church's identity, doctrine, and culture over time by
establishing a long-term leadership succession plan; therefore, it enables leadership transitions to
strengthen rather than weaken the church's long-term vision.
Therefore, the above rationale identifies the need to develop and structure succession planning
proactively as a critical element of the overall health and resilience of church leadership.
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4.5.2 Core Content Areas

a) Foundations of Succession Planning in Churches

Succession planning is crucial for maintaining continuity in ministry during leadership changes.
It helps protect the church's vision, culture, and doctrinal integrity while minimizing conflict and
uncertainty. The key components include establishing frameworks, developing internal talent,
and implementing clear transition policies (Atuya, 2023; Omae et al., 2024).

The biblical foundation was included, emphasizing discernment through prayer, a structured
approach, and the importance of involving all stakeholders in the process. Cardinal in the process
is identifying and preparing the internal talent to ensure a flow of spiritually grounded ministry-
ready leaders (Tredrea, 2018).

Clear transition policies guiding the process were emphasized, including defining retirement
timelines to avoid last-minute crises, clarifying board responsibilities, and ensuring transparency
in communication with the congregation at each step (Kinnaman, 2025). Furthermore, the
leadership handover process, requires documentation of key ministry knowledge and structures
incoming and outgoing leaders to avoid gaps, to strengthen continuity, reduce anxiety, and build
confidence in the new leaders (Okanda, 2025).

b) Change Management and Stability

The section begins by introducing change management as a structured approach that involves
careful planning and execution to successfully implement organizational changes ((Koter, 1996),
while noting resistance to change that the organization should overcome. To ensure stability
during transitions, leaders must balance change and stability, reduce uncertainty, and maintain
continuity. To address this, several change management models were illustrated, such as Lewin's
model of change (Lewin, 1947)., which comprises the three steps: Unfreeze, Change, and
Refreeze.

Kotters' model of change provides a structured framework for leading successful organizational
transformation, focusing on building momentum through eight sequential stages. The final facet
is engaging congregants during transitions which includes managing resistance and uncertainty
(Bedford et al., 2021). Participating actively in church life involves encouraging members to
engage meaningfully in worship, discussions, and various ministries, enabling them to use their
giftedness.

The sense of community will grow from a small group of people or from one ministry team to
another, where the group's accomplishments, testimonies, and shared experiences can be
celebrated. Teachings on trusting God, being united as a body of believers, and seeking God's
guidance will support the spiritual growth of each member while equipping those who lead to
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provide direction for their congregations with wisdom and stability, especially during times of
transition or change.

¢) Documenting Legacy and Institutional Memory

The section introduced the importance of documenting legacy and institutional memory for
church leadership to ensure the church does not start from zero, with each generation building on
the faithfulness of the last (Byrne, 2015). The section highlights examples of what needs to be
documented, including ministry history and milestones, systems and processes, ministry
resources, and personal legacy.

As a leader, a personal legacy through a legacy letter was emphasized, which is a heartfelt
reflection to bless the next leader (Unger, 2015). Practical steps for drafting the legacy letter,
such as reflections on one's leadership story, addressing the future, and encouraging a pastoral
tone to enhance the relationship and smooth transitions, are also necessary.

The participants were introduced to the inventory that must be documented to prevent confusion
and to protect the church from operational gaps. The inventory includes administrative
documents like policies, bylaws, financial records, contracts, and agreements. Ministry and
operational systems, such as structures, ministry calendars, and digital assets such as email
accounts, passwords, and databases, are also included. Lastly, the knowledge transfer essentials
include relationships, ongoing projects, and historical contexts.

4.5.3 Activity and expected OQutcomes

The main activity for the module was to develop a personal “Legacy Letter” using a provided
template. Participants learn that active participation in church life involves encouraging members
to engage in meaningful worship, discussion, and ministry, thereby enabling them to use their
gifts. Participants learn to design succession plans, manage change, preserve institutional
memory, and ensure continuity across leadership generations.

4.6 Module 4: Leadership Exiting

4.6.1 Purpose and Rationale

Leadership exiting is a critical yet often neglected phase of the leadership lifecycle. Exits,
whether planned or unplanned, affect continuity, culture, and congregational stability (Harbour &
Tirard, 2025; Klotz et al., 2021).

4.6.2 Core Content Areas

The module begins with a foundational overview of leadership exit, defining how it can disrupt
an organization's continuity, and the need to manage this transition effectively, ensuring
knowledge transfer, and focusing on succession planning (Harbour & Tirard, 2025). To provide
conceptual clarity, leadership exits are further examined through established classifications such

37



as voluntary and involuntary, restructuring-driven, personal reasons, and other operational issues
(Klotz et al., 2021; Sustainability Directory, 2025).

a) Biblical Foundations for Finishing Well

The section emphasises that leadership
transitions are not merely administrative;
they are deeply spiritual acts rooted in
obedience, humility, and stewardship that
God desires from leaders. Biblical models

Oftboarding Church Leaders

of leadership are drawn from examples
showing how Moses, Paul, and Jesus each
prepared a successor with clarity and
blessing. The section reinforces that
leadership is a trust from God, not
ownership, and that stewardship, legacy, and finishing the race are critical. This emphasizes that
transition is a spiritual act of obedience to God's timing, providing next generational blessings
and cultivating a culture of faithful endings (Akoto, 2024).

Welcoming and Equipping New Leaders for Ministry

b) Preparing the Flock for Transition

Preparing the flock for a leadership transition requires intentionally integrating pastoral care,
communication strategy, and organizational clarity. This section emphasizes the importance of
timely and transparent messaging to keep the congregation informed, reassured, and united
during periods of change (Okanda, 2025), while also addressing the emotional dimension of
transition, including grief, resistance, unmet expectations, and relational tensions (Babarinde,
2025; Tjernzs et al., 2024). By equipping leaders to respond with empathy and clarity, the
training supports congregational well-being and stability. It further provides practical guidance
on honouring previous seasons of ministry through celebration and gratitude while casting
renewed vision and hope to guide the church confidently into its next chapter.

¢) Effective Exiting and Offboarding

Effective Exiting and Offboarding materials were created to assist churches in managing
leadership transitions and supporting them through the exiting process by providing clear,
honorable, and stable organizational conditions. The effective Exiting and Offboarding materials
provided church leaders with a means to conduct exit interviews that captured the outgoing
leader(s)' knowledge, experience, and lessons learned.
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In addition to providing church leaders with a method for gathering information about the
transition, an emphasis was placed on documenting and transferring knowledge during the exit
process. This included documenting processes, contacts, and the ministry or organization's
institutional memory. Exit and farewell processes, as well as methods for recognizing and
celebrating the service of outgoing leaders, were also included in the training.

These ideas are supported by Howard's (2025) work and include celebrating the outgoing leader's
service, offering public appreciation, and bestowing blessings on them. Ultimately, the combined
materials provided churches with the tools needed to facilitate a dignified, transparent, and
continuous transition process.

d) Exit Protocols and Legacy Preservation

Instructional materials on Exit Protocols and Legacy Preservation were designed to empower
local churches as they transitioned leadership through structured processes that honored tradition
and ensured long-term continuity. The first aspect of the instructional materials explained the
importance of exit protocols and used research by Omae et al. (2024), to demonstrate how
established procedures can eliminate confusion, promote unity, and preserve organizational
memory. Additionally, practical tools were developed to assist church leaders in documenting
their legacy, including templates for legacy letters, ministry records, and handover documents.
The final aspect of the instructional materials emphasized the need to ensure that successors are
prepared to assume responsibility. It provided a checklist along with directions to help new
leaders access the knowledge, support, and encouragement they need, and to gain the clarity to
lead with confidence and sustainability.

e) Healthy Detachment and Redefining Identity

The training materials for Healthy Detachment and Redefining Identity focused on helping
outgoing leaders transition with emotional and spiritual maturity. The content emphasized letting
go with grace, drawing from Esilaba (2025) to show how leaders can release responsibility
without resentment or comparison. To prevent dependency, the materials addressed how to avoid
unhealthy attachment, guided by Pembroke (2025). Finally, leaders were encouraged to embrace
new seasons of calling, using reflection prompts and Scripture-based exercises to help them
rediscover purpose beyond positional leadership.

f) Commissioning and Celebration

This section focuses on helping churches celebrate transitions in a unified way that honors the
spirit, the community, and the transition itself. Training content focused on the tradition of a
public blessing and the symbolic transfer of responsibility, based on ideas from Ayers (2006)
and Perkins and Shortland (2024), as well as using prayer, the laying on of hands, and the formal
act of commissioning as an affirmation of the outgoing and incoming leader. Training materials
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also emphasized intergenerational unity and encouraged all generations of the church to
collaborate and celebrate God's faithfulness at various points in the church's life.

4.6.3 Activity and expected outcomes

The main activity for this module is a group discussion on what constitutes a good exit, with a
handout to guide the discussion. Through this module, participants gain tools for dignified exits,
legacy preservation, emotional and spiritual support, and commissioning practices that
strengthen unity. Participants understand that a healthy exit requires shared processes and
practical tools, fosters greater self-awareness among leaders, and is backed by a strong
commitment to cultivating a supportive transition culture for all involved.

4.7 Instructional Methods

The various teaching methods employed across all modules include interactive lectures, case
studies, role-plays, simulations, group discussions, and peer learning. Additionally, reflection
exercises, journaling, and practical assignments, such as induction plans and readiness checklists,
are employed. These approaches foster deep engagement, contextual application, and spiritual
reflection among participants.

4.8 Expected Impact of the Training Program

The training program aims to strengthen leadership continuity, enhance spiritual maturity, and
build future leadership pipelines. It focuses on reducing conflict during transitions, preserving
institutional memory, and fostering a culture of unity and trust within congregations. Ultimately,
the program promotes intentional, biblical, and relational leadership transitions that ensure
sustainability and stability in ministry.

4.9 Debrief and Reflection

The section introduced the purpose, which entails reflecting on the learning, identifying key
insights, and committing to next steps. Participants received a summary of the training and three
reflection questions to elicit their perspectives. The questions highlighted what stood out most,
what challenged their thinking, and what affirmed or encouraged them. To test the application of
the knowledge, participants were asked to reflect on which insights from the four modules they
would apply. For action planning, they were given a personal assignment to develop a 30-day
commitment to lead and serve in the church. Towards the end, participants were given a QR code
and a link to the workshop feedback and improvement form, which they completed. Lastly, the
facilitator had a moment to minister the final blessing and prayer to the leaders,
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CHAPTER FIVE

IMPLEMENTATION PLAN FOR WORKSHOP TRAINING
5.1 Introduction

This chapter outlines the implementation plan for the workshop training on Strategic
Onboarding and Exiting in Church Leadership. The plan outlines the practical steps for
organizing, delivering, and evaluating the training intervention. It includes participant
identification; venue selection and booking; development and dissemination of invitations;
preparation of pre- and post-test assessments; creation of speaker notes and engagement
activities; and execution of the workshop.

The chapter concludes with an evaluation of the procedures used to assess learning outcomes and
participant satisfaction. The implementation plan ensures that the training is delivered
systematically, aligns with the research objectives, and provides a replicable model for future
leadership development initiatives within church contexts.

5.2 Identification of Participants

Participants were selected purposively based on their roles within the church leadership
structure. The target group consisted of pastors, elders, ministry heads, and bivocational leaders,
all of whom are crucial to effective church leadership and guidance.

The purposive sampling approach ensures that individuals directly involved in leadership
transitions, onboarding, or exit processes are represented. This selection strategy also aligns with
the training’s objective of strengthening leadership continuity and transition culture within the
church. Each participant received a brief description of the workshop’s purpose, expected
outcomes, and time commitment to ensure informed participation, along with a link to a Google
form to confirm attendance.

5.3 Venue Identification and Booking

A suitable venue will be selected for the workshop, prioritizing accessibility, capacity, and
training amenities. Key selection criteria include proximity to most participants, adequate seating
and ventilation, and the availability of audiovisual equipment such as projectors and sound
systems. Additionally, reliable internet connectivity will be essential for digital assessments.
After the booking was confirmed in writing, the venue was inspected to ensure it was ready,
allowing time to set up training materials, signage, and registration desks before the event.
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5.4 Development and Dissemination of Invitations

5.4.1 Drafting the Invitation

A formal invitation letter was crafted for the workshop, detailing its title, purpose, date, venue,
target participants, expected outcomes, and RSVP instructions. The tone was professional yet
pastoral, aligning with the nature of the training.

5.4.2 Dissemination via Email and WhatsApp

To maximize reach and convenience, invitations were disseminated through two channels:
a) Email:
e Formal invitation letters were attached as PDFs.
e The email included a brief message, workshop agenda, and RSVP link.
b) WhatsApp:
e A concise, mobile-friendly version of the invitation was shared.
e A reminder message was circulated closer to the event date.

This dual-channel approach ensured timely communication and facilitated participants'
confirmation of attendance.

5.5 Development of Pre-Test and Post-Test Assessments

To measure learning outcomes, two assessment tools were developed:

5.5.1 Pre-Test Assessment

The pre-test assesses participants' baseline knowledge and perceptions across several key areas:
leadership onboarding, succession planning, exit protocols, and the spiritual and organizational
dimensions of leadership transitions. It includes multiple-choice questions, Likert-scale items,
and short-answer prompts, administered at the start of the workshop to ensure effective
measurement.

5.5.2 Post-Test Assessment

The post-test design will be similar to the pre-test, focusing on what participants learned, the
skills they will have developed, and how their attitudes toward transition processes changed. By
reviewing the results of both pre- and post-tests, we will obtain clear evidence of the workshop's
effectiveness. This will demonstrate the extent to which participants' understanding and
perspectives on transition processes have improved following the workshop.

5.6 Development of Activities and Speaker Notes

Each module includes structured engagement activities and detailed speaker notes to guide
facilitation.
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5.6.1 Engagement Activities

Activities will be designed to reinforce learning through participation and reflection. Examples
included:

e Module 1: Drafting a personal covenant of service

e Module 2: Development of a personalized Successor Readiness Checklist

e Module 3: Development of a personal “Legacy Letter.”

e Module 4: Group discussion on what a good exit looks like

These activities ensure that participants internalize concepts and apply them to their ministry
contexts.
5.6.2 Speaker Notes

Speaker notes were designed to establish a solid theological and theoretical foundation for the
training. They facilitated smooth transitions between topics, highlighted essential discussion
points, and offered engagement prompts for participants. Overall, the notes ensured consistent
delivery, helping the facilitator maintain clarity and depth throughout the session.

5.7 Execution of the Workshop

The workshop followed a structured sequence to ensure smooth delivery and optimal learning.

5.7.1 Registration

Upon arrival, participants signed in at the registration desk. They received a desk name tag, a
printed program, and a workbook containing activities and reflection pages. Registration also
provided an opportunity for informal interaction and orientation.

5.7.2 Administration of Pre-Test Assessment

Participants completed the pre-test before the first session began. This established the baseline
data for evaluating learning outcomes.

5.7.3 Delivery of Training Modules

The training modules were delivered sequentially in accordance with the established agenda. The
facilitator used various tools, including PowerPoint slides, speaker notes, case studies, and
scripture reflections. Participants actively engaged through discussions, role-plays, and practical
exercises to enhance their learning experience and deepen their understanding.

5.7.4 Administration of Post-Test Assessment

At the end of the final module, participants completed the post-test assessment. This will provide
data for comparing knowledge and skill acquisition.

5.7.5 Debrief and reflection Session

A structured debrief was conducted to facilitate participants' reflection on key insights. This
session encouraged individuals to share their personal commitments, discuss areas needing
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further support, and offer verbal feedback. Ultimately, the debrief aimed to reinforce learning
and promote the application of insights in ministry contexts.

5.7.6 Workshop Evaluation via Google Form

At the conclusion of the training session, participants completed a digital evaluation form via a
QR code projected on the screen. This Google Form captured key feedback, including
satisfaction with the content and facilitation, the relevance of the training, suggestions for
improvement, and the overall experience. Utilizing this digital method ensures efficient data
collection and analysis, enabling us to enhance future training sessions based on participants'
insights and recommendations

5.8 Summary

This chapter presents the implementation plan for the workshop training on Strategic
Onboarding and Exiting in Church Leadership. The plan covers participant identification, venue
preparation, invitation processes, assessment development, activity design, and the structured
execution of the workshop. The systematic approach ensures that the training will be delivered
effectively, aligned with research objectives, and provide measurable outcomes for evaluating its
impact.
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CHAPTER SIX

AFTER ACTION REPORT
Executive Summary

The purpose of this workshop, titled "Strategic Onboarding and Exiting in Church Leadership",
held on January 13, 2026, at the PCEA Ngong Hills Presbytery, was to provide the essential
skills and spiritual guidance for onboarding and exiting church leaders during times of transition.
A total of twenty-one (21) participants attended the workshop. Activities for the workshop were
designed to engage participants through interactive discussions on biblical principles related to
onboarding and exit processes, the assessment of emotional dynamics during transitions among
church leaders, and the development of practical skills to enhance communication among church
leaders. In addition, the workshop focused on fostering trust and unity among the leadership
team and providing participants with practical tools and frameworks to facilitate an effective
leadership transition.

The major outcomes of the workshop included: participants gained a better understanding of the
characteristics of healthy onboarding and exiting processes; participants gained greater
confidence in their ability to manage transitions of church leadership; and participants developed
enhanced communication skills. Participants reported improved understanding of the relational
dynamics involved in the transition of church leaders, which is critical to maintaining unity and
cooperation within the church community.

In addition, pre- and post-test results demonstrated a marked increase in participants' knowledge
and skills, validating the workshop's success. Overall, the workshop was judged successful in
achieving the organizers' goals, fostering a sense of community among participants, and
providing insight into the process of transitioning church leadership.

Potential areas for improvement identified for future workshops include additional in-depth
training sessions on specific skills, such as time management for bivocational leaders, and
extending the workshop duration to allow a more detailed examination of each topic. Feedback
from participants will continue to be solicited for future workshops to ensure they remain
relevant and beneficial to attendees.

Introduction

When writing the After-Action Report (AAR) for the Strategic Onboarding and Exiting in
Church Leadership workshop, a systematic, reflective, and evidence-based model was used to
capture the full range of the learning experience. After establishing the full scope of the
workshop, the workshop materials were reviewed, including the facilitator guide, session plan,
participant handout, and presentation slides, in order to ensure an accurate representation of the
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workshop's objectives and content in the "Workshop Purpose" and "Methodology" sections.
Next, the pre-test and post-test data were compared to determine score improvements and the
theme or area of most significant knowledge gain among participants. The quantitative evidence
from this comparison provided the basis for the "Outcomes Achieved" section.

The qualitative insights were then synthesized from participant feedback through reflection,
group discussion, and activity outputs (e.g., onboarding plans, succession frameworks, legacy
letters). These qualitative artifacts reflected the skills the participants learned and applied.
Additionally, the results of the Google Form evaluation and feedback were used, including the
satisfaction rating, participant comments, and suggestions for future training, in the "Evidence of
Learning" section.

In addition to organizing the report using the previously identified categories, it was further
organized into subcategories to enhance clarity and cohesion. As each category was developed, it
focused on the workshop's success while also highlighting opportunities for improvement.
Additionally, logistical information, such as venue, time, and facilitation method, was included
to enable the institution to learn from this workshop and to prepare for future workshops.

Overall, the AAR offers a well-balanced narrative of the workshop and a data-driven analysis,
providing an assessment of the workshop's impact and guidance for improving future leadership
transition training.

6.1 Overview of the Workshop

The in-person workshop titled “Strategic Onboarding and Exiting in Church Leadership” was
held on the 13™ day of January 2026 at the PCEA Ngong Hills Presbytery from 9 am to 6 pm.
The target audience included the pastors, ministry heads, and bivocational leaders, all of whom
are crucial to effective church leadership and guidance. A total of 21 people participated in the
workshop, as shown in the participants' registration or attendance list in Appendix 1.

The facilitator was Josephine W. Mutuota, with Carol serving as secretary and Jane providing
support during the workshop.

The objectives of this Church Leadership Workshop are to equip church leaders with the
knowledge, skills, and spiritual wisdom to be effective leaders through transitions, onboarding,
and a healthy exit process. The workshop will foster trust, unity, and grace among the church's
leadership, promoting continued growth and development as the church transitions.

Anticipated Results included:
e A clear understanding of how to implement healthy onboarding and exit processes based
upon Biblical principles.
e An increased ability to understand and manage the emotional and relational dynamics
that occur when there are changes in leadership positions within the church.
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e Enhanced pastoral communication regarding transitions; clarity in transition messages.

e Increased confidence in transferring to new leaders and providing support to outgoing
leaders in a kind and respectful manner.

e Encouraging unity across generations and cooperation within church leadership teams.

e Providing practical tools and ideas to promote the health of church leadership and
preserve the church's leadership legacy.

To assess the effectiveness of the workshop, pre- and post-test assessment surveys were
employed. Pre- and post-test assessments enable you to determine if your workshop was
effective. The pre- and post-test assessment process also allows you to create a baseline for each
participant’s prior knowledge, measure the increase in learning that occurs as a result of
attending your workshop, and document and measure the impact of the training on participants’
performance.

The use of these assessments will help develop self-awareness in participants, aid in designing
better workshops and sessions, add credibility to research studies, verify that changes in behavior
have occurred, and provide documentation of evidence to support the continuation of funding
and sustaining your programs(Avolio & Hannah, 2008; Davis et al., 1999).

6.2 Workshop Objectives
6.2.1 Learning objectives

A plan outlining a holistic strategy for improving the quality of church leadership through
effective management of transitions and developing successful onboarding practices. This
underscores the role of biblical leadership principles, particularly in role and responsibility
transitions and in the involvement of multiple elders. Key points discussed include the
theological underpinnings of leadership transitions and the need to develop structured
onboarding systems that clearly define roles and foster a shared culture within the church.

Additionally, it identifies the need to train bivocational elders (Stephens, 2021) in time
management and accountability to support them. The paper also recognizes that the effectiveness
of the onboarding and exit processes is critical to the church's long-term sustainability and
continuity. In addition, participants were encouraged to implement practices that support the
integration and alignment of new leaders with the church's mission, ensuring the community's
values and goals are maintained during leadership transitions.

Finally, the training addresses the importance of spiritual formation and character development
in church leaders through the practice of spiritual disciplines (Zhu et al., 2023). Additionally, it
provides guidance on implementing practical exit management principles to ensure that
transitions are dignified and do not create crises during changes in church leadership (Sorokina,
2024). Ultimately, participants will be able to develop customized succession plans that honor
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their predecessors and prepare their successors, ensuring the church's legacy is protected. It
remains healthy and thriving during periods of transition.

6.2.2 Skills

The following skills were required of the participants:
a) Onboarding and Integration Skills

Onboarding and integration are critical for new leaders to succeed in their roles within an
organization(Omae et al., 2024). A structured onboarding plan will include both spiritual and
organizational aspects that help the leader feel connected to the organization.

The orientation meeting(s) will outline clear expectations, organizational culture, and ministry
philosophy, providing new leaders with a solid foundation for their work. When expectations are
clearly communicated, it provides a framework for the new leader to contribute to the
organization's mission and feel supported during their transition into the role. Continued support
will help alleviate feelings of isolation and build confidence among the new leaders, enabling
them to be productive in their new roles.

b) Mentorship and Leadership Development Skills

Mentoring new leaders is a critical component of developing future leaders within an
organization (Soneye et al., 2025). Using character-driven criteria helps the organization identify
and select candidates aligned with its values. Coaching, providing feedback, and assigning
emerging leaders new challenges, or "stretch" assignments, will foster their skill development.
Building relationships across generations will enhance collaboration and innovation by
combining seasoned leaders' experience and insights with the fresh perspectives of younger
generations. Mentoring creates a cycle of leadership development that strengthens the
organization and facilitates effective decision-making.

¢) Succession, Planning and Transition Management SKkills

Succession planning is essential to ensure the continuation of an organization (Centennial., 2025;
Omae et al., 2024). Succession planning, developed to align with the organization's mission, will
facilitate leadership transitions from one individual to another. The transfer of knowledge from
one individual to another (knowledge transfer) (Sorokina, 2024), such as handing over
documents or conducting exit interviews, will help retain valuable institutional knowledge.

The leadership transition will also provide an opportunity for the newly appointed leader to
receive guidance from the outgoing leader during the overlap period. A successful leadership
transition will maintain stability and reassure stakeholders, enabling the organization to continue
moving forward and achieve its mission.
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d) Communication and Pastoral Care SKkills

In times of transition, effective communication is essential, and it is even more critical when
transitioning within a faith-based organization (Omae et al., 2024). Open communication about
the changes will build trust within the congregation and alleviate anxiety about the transition.

In addition to establishing trust, it is equally important to address the grief and uncertainty
experienced by some during this time and to provide pastoral care to all involved.
Commissioning services, farewell rituals, and public blessings will engage the community during
transitions, honor outgoing leaders, and welcome new leaders. This supportive and
compassionate approach to transition will foster unity and focus on the organization's mission.

e) Documentation and Administrative Skills

Documenting and administratively managing an organization are essential for maintaining
continuity during transitions. Legacy letters and institutional memory tools will preserve vital
information (Brubaker et al., 2014). Organizational governance documents and workflow
processes will enhance collaboration and reduce confusion(Unger, 2015). Documenting and
managing transitions using checklists and protocols will maintain orderly transitions and keep all
stakeholders informed and engaged. Documentation and organization will enable organizations
to provide continued support to new leaders and strengthen their mission and ability to adapt to
change.

6.2.3 Attitudes

This aspect includes what participants needed to internalize regarding a stewardship mindset,
humility and teachability, continuity and unity, emotional and spiritual maturity, and, finally,
culture and multiplication.

a) Stewardship Mindset

The Stewardship mindset sees leadership as a God-entrusted responsibility (not a personal asset)
(Brubaker et al., 2014). The Stewardship mindset views transitional periods as an act of
obedience; therefore, it promotes growth and renewal among congregation members.
Recognizing that the leader's role is a "journey" fosters greater gratitude and accountability
among congregation members. Celebrating transitional periods from a Stewardship Mindset will
highlight how the church has grown under the stewardship of new leaders while remaining
grounded in its core values.
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b) Humility and Teachability

Humility and teachability are fundamental to effective leadership. When leaders embrace
mentorship (both giving and receiving), they have created a climate of mutual respect (Soneye et
al., 2025). Shared leadership when implemented fosters diverse opinions among congregation
members. When leaders focus on relational dynamics, they create a supportive environment that
enables members of the congregation to succeed. The collaborative approach to shared
leadership unifies the church body and develops the spiritual maturity of all members. Therefore,
a shared vision enables development and growth.

¢) Continuity and Unity

A commitment to continuity and unity is essential to the development of a healthy church body
(Sharma, 2024). Leaders must recognize that their role is to support the church's mission, and not
their own desires or preferences. Leaders must honor those who have led the church before them
and adapt to the church's changing seasons. Leadership that celebrates the church's history
creates a strong foundation for new leaders to emerge with clarity and confidence. When leaders
foster unity within the church body, they reduce the risk of division and maximize the church’s
mission across generations.

d) Emotional and Spiritual Maturity

Emotional and spiritual maturity is necessary to transition from one season of life to another,
characterized by humility and healthy boundaries. Leaders who entrust themselves to God's
sovereignty during times of transition will experience peace and assurance, thereby reducing the
stress of the transition process. Emotional and spiritual maturity are also key to the church's
growth, rather than being disrupted by transitional periods (Chen et al., 2019). In essence,
emotional and spiritual maturity represents God's love and grace to the world through His
Church.

¢) Culture of Multiplication

A Culture of Multiplication emphasizes ongoing leadership development rather than treating
leadership as an infrequent event (Resane, 2014). Leaders must invest in building relationships
between mentors and mentees across generations. These relationships foster collaboration and
legacy.

The Culture of Multiplication recognizes the value of the insights and wisdom of both younger
and older leaders. The Culture of Multiplication equips each person with the tools needed to be
empowered and to ensure the long-term health, stability, and viability of the church, so that
future generations may continue to fulfill the church's mission.
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6.2.4 Alignment with Organizational or Program Goals

To ensure leadership capacity building, continuity in ministry, and enhancing sound governance
within the church, the Strategic Onboarding and Exiting in Church Leadership workshop was
designed to align with these key organizational goals. The workshop includes modules such as
Leadership Onboarding, Leader Shepherdship, Succession Planning, and Leadership Exiting. It
directly addresses discipleship and mission by equipping leaders with biblical principles and
practices to steward their roles. It also provides onboarding and succession-planning frameworks
and guidelines, fostering structured leadership development pathways.

To help mitigate risks associated with leadership transitions, the workshop guides good
governance through structured protocols, shared decision-making, and transparency (Niemeyer,
2024). By integrating organizational theories with spiritual integrity and providing practical tools
to enhance leadership competencies, it encourages the professionalization of church leadership.

Moreover, by emphasizing sustainability, the workshop prepares leaders to uphold institutional
memory and ensure smooth, mission-oriented transitions, ultimately fostering long-term
continuity in ministry (Byrne, 2015). It also includes evaluation tools to measure learning
outcomes and improve evidence-based decision-making. Overall, the workshop aligns well with
the church's goals, equipping leaders with the skills and knowledge necessary to develop a
resilient, future-ready leadership culture.

6.3. Pre-Workshop Preparation

In this section, we review the various activities and processes undertaken to prepare for the
workshop.

6.3.1 Curriculum Design Process

The workshop curriculum, titled Strategic Onboarding and Exiting in Church Leadership,
addressed documented gaps in leadership transitions through key elements, including
onboarding, growth, succession planning, and exit. The program was designed into four
modules: Leaders Onboarding, Leadership Shepherdship, Succession Planning, and Leaders
Exiting. The four modules were aligned to follow one another according to the real-life activity
flow for leadership transitions.

6.3.2 Materials Developed

To achieve the workshop objective, several materials were developed and reviewed, including
the slides. The workshop slides included a cover slide with the workshop title, facilitators, date,
and venue. They provided a general introduction and outlined gaps to justify the need for the
workshop.
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The four modules were designed to have the learning objectives, agenda, actual content,
activities, and conclusion. Each module included an activity aligned with its general objectives.
In each submodule, a Take-home assignment was included, encouraging participants to reflect
prayerfully, work through it independently in their free time, and, if appropriate, implement it at
their church stations and in their lives. These materials are illustrated in Section 11.3 of this
report.

The participants' registration template (Appendix 1) and one-day workshop agenda (Appendix 3)
were developed, and the informed consent form (Appendix 4) was developed to obtain
participants' consent regarding their rights and confidentiality. In addition, to assess participants'
learning effectiveness, pre- and post-test assessment surveys (see Appendix 2(a) and 2(b)) were
developed.

6.3.3 Pre-test Assessment Survey Tool

This is a non-graded tool designed to assess participants' baseline knowledge, skills, and
attitudes. It also served as a baseline for comparison with the post-test, allowing the facilitator to
measure learning growth directly attributable to the workshop. The tool comprised Sections A
(multiple-choice knowledge questions), B (attitude questions on a Likert Scale), and C (short,
open-ended practice questions). See the sample in Appendix 2(a).

6.3.4 Post-test Assessment Survey Tool

The post-test assessment mirrored the pre-test and was designed to be administered immediately
after the learning session to evaluate the workshop's effectiveness. See the sample in Appendix
2(b).

6.3.5 Workshop Evaluation and Feedback Survey

A workshop evaluation and feedback survey was developed and hosted on Google Forms, and it
was included at the end of the debriefing slides. See Figure 3.1, which shows the debriefing slide
that includes the AR code and the URL (https://forms.gle/6qgaXGA3wkixHD1pu5) to the
questionnaire.
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Figure 3.1 Snapshot of the Feedback and Improvement Survey Link and QR Code

Feedback for
Improvement

* What worked well today?
* What can be improved?
* What toples need deeper exploration?

6.3.6 Logistics

The facilitator sent invitations via email and WhatsApp (see sample in Figure 3.2) using a
structured text to ensure clarity, understanding, and registration. The potential participants
completed the invitation questionnaire to confirm their attendance. The confirmation link for
attendance is at https://forms.gle/DrzAfP27ZZvcHonR6, where 19 people confirmed attendance
(see Figure 3.3).
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https://forms.gle/DrzAfP27ZZvcHonR

Figure 3.2 Email and WhatsApp Invitation

EMAIL INVITATION

Bubfect: Invitation te One-Day Training on Stategic Onboarding & Exting of Church
Luanders - 13N nusty 2000

Dear Chutch Lesdar,
Omoe 200 PesCe 1O you.

You are sindvy imvtind for o one-doy trsining on and
Exiring af Church Leaders, an yeecnan! eguipping fOce desigaal 10 sirangiden
Iraderstip contnutty, ministry Mealth, snd oeganizational alfectrveness wain our
[SaT )

Traswng Detalls

Date: Tueddig, 1300 Jeouary 2006

Themve: 500 am - 3,00 pm

Venue: PCEA Ngong Hilis Mosbytery OMice

Facilitstor: Hev fosephine Mutwots

{This trainng forms pact of hee goatonl work in the Stratege Lendership program at Oral
Rooems Unrearmity )

This sesmcn wil saplons pesctcw rameswnrks and Sittical prncipieg for:

o Prupusing and e luscars uff

* Manapng leaderstio il with honos, clarnty, and unty

¢ Preserving Institanaodl meemory and senistey continuity

*  Strangrheewng succession plannrg and landershin devw lopmeses cultume

Your prusence snd contiibubon will tich the cometsation and Paip shage heatthie
wadarship tmnstons within our congragntions

Kincty oomftrm your sttandancs by resporaing through this ink

it/ Ceana e (I rea 42N IAPRZM AN

We ook Jorward 10 Loaming. sharing. Bnd growng togesher,

Dimanings,
Rew Josepnme Mutucts

WHATSPP INVITATION
wl INVITATION: ONE-DAY TRAINING FOR CHURCH LEADERS
You are warmly invited to a special training on:
Strategic Onboarding & Exiting of Church Leaders
[i] Date: Tuesday, 13th January 2026
© Time: 9:00 am - 3:00 pm
¥ Venue: PCEA Ngong Hills Presbytery Office
% Facilitator: Rev. Josephine Mutuota
{Part of her Doctoral studies in Strategic Leadership at Oral Roberts University)
This training will equip leaders with practical and biblical tools for:

= FEffective onboarding of new leaders

* Healthy and honcrable exits

* Strengthening leadership continuity

= Building a culture of mentorship and succession

Your presence will enrich the conversation and strengthen our shared mission.

Kindly confirm your attendance using the link
https:/iforms.glefADGHCyeVIBWWDmMEIS

Blessings,

Rev. losephine Mutuota

The various potential participants confirmed their attendance via the Google Form, as illustrated
in Figure 3.3.
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Figure 3.3 Responses Confirming Attendance at the Workshop
| will attend the training (plz tick the box)

14 rezsponses

Yas, i will attand 19 {100%)

The equipment required for the workshop, such as the projector, seats, and tables, was
appropriately sourced and ensured to be available.

During the preparatory stage, collaboration with the most influential church members in their
respective roles (presbytery moderator, pastors, ministry directors, and administrative directors)
was conducted to gather input on the workshop objectives and assess their relevance to this
context. Also, the churches' top officials provided the necessary approvals for the training
agenda, participant list, and logistics. Thus, these churches' decision-makers will have a vested
interest in the outcomes of this workshop and will recognize that effective onboarding process
and exit plan are important components of their organization's leadership culture.

6.4. Delivery Summary

6.4.1 Session Flow and Timing

This workshop used a structured format to deliver instruction, provide opportunities for
interaction and reflection, and maintain a cohesive flow throughout. Registration, the opening
devotional, signing of the informed consent form (See sample signed form in Appendix 5), and
the pre-test assessment took place at the beginning of the workshop, followed by the introduction
and the four core modules: onboarding, mentorship, succession planning, and exit. The session
followed the one-day workshop agenda as illustrated in Appendix 3.

6.4.2 Activities Conducted

Each module adhered to the instructional time frame outlined in the workshop agenda, and a
hands-on activity followed each instructional segment. The hands-on activities enabled
participants to use the onboarding process, develop successors, use exit processes, and document
legacies through formats such as group work, case-study discussions, role-plays, demonstrations,
and individual-guided activities. In module 1, participants drafted a personal covenant of service,
and in module 2, they developed a personalized Successor Readiness Checklist. They developed
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a personal legacy letter in module 3 and, in module 4, held a group discussion on what a good
exit looks like.

6.4.3 Participant Engagement Levels

The level of engagement among participants was consistent. They participated fully in all aspects
of the workshops, including sharing their ministry experiences, asking questions about the
content, and collaborating in small groups. The participants were highly engaged during the role-
play and legacy letter activities and demonstrated deep reflection and application of the concepts
presented.

6.4.4 Use of Facilitation Tools and Methods

In addition to delivering the workshop content, several tools and methodologies were used to
support the learning experience, including PowerPoint presentations, handouts, Scripture-based
reflection prompts, and structured templates for onboarding, succession, and exit processes. In
addition, the facilitators employed peer feedback, storytelling, and structured group debriefing to
enhance participation and reinforce key concepts.

6.4.5 Any Deviations from the Plan and why

There were slight changes to the format originally developed due to extended discussion times
for the emotional dynamics and exit protocol sessions. However, these deviations were
intentional and responsive to participants' interests and needs, ensuring the sessions provided
meaningful engagement on exit procedures.

Although extended discussion times led to a slight reduction in some activities, the learning
outcomes for the sessions improved rather than declined. The workshop's delivery approach
facilitated the development of an engaging, reflective, and spiritually grounded learning
environment that fostered strong participant engagement and achievement of the workshop's
objectives.

6.5. Participant Feedback

Several sections in the feedback survey tool elicited participants' feedback. In this section, we
review the key areas participants identified and other general comments about the workshop. A
more quantitative analysis of the other feedback is provided in Section 6.5.1.
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6.5.1 Suggestions from Participants
Figure 5.1: Responses from Participants on the most Valuable Part of the Workshop
Active Service NG
Leadership Continuity [IINEGN
Successor readiness Checklist  [[INEGN
Exit.Departues [
Onboarding and leadership cycle NG

most valuable part of the workshop

Succession planning [N

0 1 2 3 4 5 6

Source: Responses from Workshop

The feedback in Figure 5.1 shows that participants considered the Onboarding and Full
Leadership Cycle the most important part of the workshop. Most participants found it helpful for
clarifying how churches can navigate onboarding and exit, and for creating an environment for
transitional success by making transitions intentional. This suggests that, in addition to structured
transitions, there remains a need for them in church-based leadership environments.

Additionally, succession planning is a strong theme that reinforces participants' concern with
maintaining long-term leadership. Many responses related to succession planning and exit
planning, including graceful departure, suggest that leaders' transitions from positions of
influence are highly intentional.

In addition to these themes, participants have shown additional appreciation for the Successor
Readiness Checklist, Strengthening Leadership Continuity, and Active Service. This
demonstrates that participants perceived the workshop as providing holistic benefits.

One participant explicitly stated that all workshop modules were valuable, indicating satisfaction
with the program's overall design. Overall, the results show that participants derived the greatest
value from learning the entire leader lifecycle, specifically how strategic onboarding and a well-
planned exit process contribute to the stability, unity, and long-term ministry effectiveness of the
church.
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6.5.2 Additional Comments from Participants

The last question on the workshop evaluation questionnaire asked the participants to include any
additional comments, prayers, or encouragement for the facilitator. The raw results are illustrated
in Table 5.1.

Table 5.1 Raw Comments from Participants

Any Additional Comments, Prayers, or Encouragement for the Facilitators:

Nice workshop

Awesome facilitator

In the first module, | began considering ways to implement this model.

Thank you for the depth and clarity of this training. May God strengthen you with wisdom,
grace, and endurance as you continue equipping leaders to serve faithfully and finish well.

This is well thought out, and the church needs it.

Try also to use the Orientation-Disorientation-New Orientation model.

Well done. God bless you.

May God bless you. This is a bold topic that will help our church.

Awesome facilitation by Rev Josephine. She has done so with great clarity and depth. May the
Lord bless you and continue to use you to bring change. This is a true reflection of who you
are - an agent of change with purpose.

Keep up the workshop, it was good.

Thank you for the wonderful insights. | feel quite equipped.

To thank our lecturer for all the training, I will return to my area with a lot of knowledge.

Thank you for this eye-opening experience. The experience was great.

Source: Responses from Workshop

Most workshop participants' comments were positive and encouraging. Participants consistently
described the training as insightful, clearly developed, and impactful. Many praised the clarity,
breadth, and applicability of the information and noted that they were already considering how to
incorporate the model into their ministries by the end of Module 1. The facilitator was strongly
complimented, with several respondents acknowledging her clarity, insight, and ability to present
a needed, bold subject matter for the church today.

nn "nn

Responses included "awesome," "well done," "eye-opening," and "empowered." Participants
expressed gratitude, praying for God's continued strength and for the facilitator's continued
empowerment as a catalyst for change. In general, the comments demonstrate high levels of
participant satisfaction, encouragement spiritually, and a belief that the training provided
leadership with the knowledge and confidence to develop their respective ministries further.
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6.6. Outcomes Achieved
6.6.1 Participants Involved and Demographics

In general, the data from the 13 workshop evaluation surveys provides a basis for understanding
how the workshop's outcomes will affect how churches minister. As shown in Figure 6.1, 23% of
participants identified as pastors; 38% as church elders, and 38% as church leaders or ministers
in other capacities. These numbers indicate that the workshop represented an appropriate blend
of formal (pastors) and functional (elders/ministry leaders) role-holders at the congregation level.

Pastor attendance indicates that the workshop's concepts most likely will guide upper-level
decisions on how to create onboarding and exit processes. Elders/ministry leaders' participation
indicates that the workshop's concepts will be reflected in the operational aspects of the churches'
ministries, where these individuals typically mentor, provide relational support, and implement
the transition process. Elders/ministry leaders are usually responsible for overseeing the practical
application of transitions in their respective churches.

Therefore, their involvement may increase the likelihood that structured onboarding, succession
planning, and healthy exits are practiced consistently across all churches.
In summary, based on the participants' profiles, the workshop has the opportunity to positively
influence the entire spectrum of church leadership, enabling strategic oversight and the practical
implementation of transitional processes.

Figure 6.1 Number of Participants Categorized by their Roles

0 1 2 3 4 5 6
Count

m Pastor ®Leader mElder

Source: Responses from Workshop

The distribution of survey respondents by years of service (as shown in Figure 6.2) provides
insight into how the workshop content will contribute to ministry practice. The fact that

59



approximately 70% of respondents have been in ministry for more than 8 years indicates that
most participants are experienced, well-seasoned leaders. As such, it appears that the workshop
has attracted participants who are already entrenched in their church's organizational structure
and in positions to influence policy, culture, and longer-term transition practices within their
congregation.

Figure 6.2 Participants Categorized by their Year of Service

Less than 1 year [

g+ years |

Years of Service

4-7years |

Source: Responses from Workshop

The 23% of respondents who have been in ministry for four to seven years represent developing
leaders transitioning from operational roles to more strategic roles. Their involvement indicates a
growing recognition of the need to formalize leader onboarding and exit procedures within the
leadership development process. Finally, the 8% of respondents who reported having less than 1
year of service highlight the workshop's relevance to all levels of leadership.

The fact that these new leaders attended the workshop indicates that early exposure to effective
transition practices can help them establish positive transition habits early in their ministry and
avoid potential transition problems later in their careers. Overall, the survey data indicate that the
workshop will have both a short-term impact on established leaders and a sustained impact over
the long term as new leaders learn, adopt, and implement the concepts learned in the workshop
during their ministry careers.

6.6.2 Evidence of Learning (Post-tests, Reflections, Demonstrations)

Strong evidence that participants learned the information, skills, and attitudes taught at the
workshop was documented through a variety of pre- and post-workshop data collection methods.
The most important data collection methods are post-test measures, participant-written
reflections, and evidence of learning from the workshop modules.

One of the primary quantitative data-collection methods was a post-test survey administered to
each participant at the end of the workshop. This survey was modeled after the pre-test and
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assessed participants' knowledge of onboarding, pastoral care, succession planning, and the
transition out of church leadership.

6.6.2.1 Increase in Knowledge Scores

Average scores for the pre-test were 74%, while average scores for the post-test were 89%. The
average improvement in knowledge was 15%. These results indicate that participants
significantly increased their knowledge of all major themes covered during the workshop.

6.6.2.2 Improvement of Participants’ Attitude

The pre-test assessment (Table 6.1) and post-test (Table 6.2) tallying for the attitudes section
were generated, and a comparative analysis (Table 6.3) was done. Participants initially held
positive views of structured transitions and mentorship, and the training also increased their
confidence in using practical tools, such as onboarding checklists. Their commitment to
mentoring was further solidified, and it was seen that legacy documentation is an area of mixed
opinions, = which stands out as a key focus for future  sessions.
The data clearly indicate that the intervention improved both the mindset and the practical
capabilities needed for successful leadership transitions.

Table 6.1 Tallying for the Attitudes Section: Pre-test

PRE-TEST ASSESSMENT ‘

Strongly Strongly
Attitude Response Agree Agree | Neutral | Disagree | Disagree
Leadership transition should be
treated as a structured process
rather than an event. 16 1 1 0 2
Mentorship is essential for
onboarding new leaders. 16 2 0 0 2
Outgoing leaders should
formally document their legacy. 11 3 2 1 3

Source: Responses from Workshop
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Table 6.2 Tallying for the Attitudes Section: Post-test

POST-TEST ASSESSMENT
Strongly Strongly
Attitude Response Agree Agree | Neutral | Disagree | Disagree
| feel confident applying onboarding
checklists in my church. 17 2 0 0 1
| Dbelieve documenting legacy
strengthens continuity. 18 1 0 0 1
I am committed to mentoring
successors before exiting leadership. 19 0 0 0 1

Source: Responses from Workshop

Table 6.3 Pre and Post-test Comparative Analysis of the Attitudes Section

Theme Pre Strongly | Post Strongly Chan
Agree Agree ge
Structured Transition 80% 85% 5%
Documentation 55% 90% 35%
M hi
entorship 80% 95% 15%
Succession

Source: Responses from Workshop

The Strategic Onboarding and Exiting Workshop resulted in a measurable increase in
participants' views and commitment. The pre-assessments indicated that, while participants
strongly agreed on the concepts of structured leadership transitions and mentoring, a major
weakness in legacy documentation was evident, as 20% disagreed with this statement.

The post-assessments also show significant improvements, most notably in legacy
documentation (+35%) and participants' commitment to mentoring their successors (95%
strongly committed). Nearly all resistance and neutral responses were eliminated. Overall, the
workshop successfully moved participants from awareness to confident action and strong
behavioral commitments. We are very satisfied with the effectiveness of this training and believe

it is ready for implementation across many churches.

6.6.2.3 Application

Pre-test findings indicated that most churches have historically lacked formal onboarding
processes, lack consistent exit procedures for leaders, and lack institutional knowledge (memory)
when leaders leave.
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Post-workshop findings clearly demonstrated a shift toward implementing the workshop’s
recommendations as structured initiatives. Specifically, participants had developed, agreed upon,
and documented several formal onboarding strategies for new leaders; acknowledged their
commitment to supporting departing leaders in documenting their legacy; and recognized the
strategic value of formal exit interviews.

In summary, the workshop successfully reframed the leadership transition from a purely
administrative event into a strategic, structured initiative designed to ensure the continuity,
accountability, and sustainability of each participating church.

6.6.2.4 Understanding Major Concepts

Participants provided substantial evidence of grasping the Workshop's main concepts. The Post-
Workshop Assessment responses from participants and their group outputs clearly indicated that
they understood onboarding processes structured by role clarity, early socialization, and
intentional support systems for new leaders. Participants also outlined the three main
components of Succession Planning: identifying potential successors, assessing readiness, and
developing long-term leadership pipelines.

When discussing exit procedures and legacy documentation, participants were able to list
appropriate exit steps, outline the value of legacy letters, and explain how documentation
preserves continuity. Participants demonstrated a solid understanding of the workshop's
theological foundations. Participants referenced biblical principles of stewardship,
intergenerational faithfulness, and orderly transition when responding to questions about the
workshop's theology.

Participants also showed awareness of the emotional and communication dynamics that shape
leadership change. Participants recognized the need for empathy, transparency, and pastoral
sensitivity during leadership transitions. Most importantly, participants were able to define and
describe several of the theories and models introduced in the workshop. At the same time, their
ability to apply these frameworks to case studies and group discussions indicates not only
conceptual understanding but also practical integration into ministry contexts.

6.6.2.5 Closing of Knowledge Gaps

The areas showing the largest increases in knowledge included understanding the church
leadership life cycle, the value of preserving institutional memory, the role of mentorship in
developing future church leaders, and healthy detachment and the redefinition of an individual's
identity during transitions. This demonstrates that the workshop effectively addressed previously
identified knowledge gaps.

6.6.3 Written Reflections from Participants
Throughout the workshop, participants engaged in reflective writing exercises, small-group

discussions, and debriefs. These written reflections provided qualitative evidence of learning.
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6.6.3.1 Developing Self-Awareness

Many participants wrote about recognizing weaknesses in their current onboarding and exit
processes; the emotional and relational dynamics of transitions; and the spiritual responsibility of
leadership stewardship. Many stated that they had never considered transitions as spiritual acts of
obedience.

6.6.3.2 Making Changes

Many participants wrote about committing to implementing structured onboarding plans,
intentionally mentoring emerging leaders, documenting their ministry processes and legacy, and
advocating for formal exit procedures within their churches. This demonstrates that participants
internalized much of the workshop content.

6.6.3.3 Synthesizing Biblical and Organizational Perspectives

Participants wrote about the biblical perspectives of Moses-Joshua and Paul-Timothy models; the
importance of plurality of elders; and the need to balance one's spiritual calling with
organizational responsibility. This demonstrates that participants were able to synthesize
theological and practical perspectives.

6.6.4 Demonstration of Skills

Each workshop module included hands-on activities that allowed participants to apply what they
had learned in real-world ministry contexts. The hands-on activities demonstrated participants'
ability to apply the skills they learned.

6.6.4.1 Demonstration of Onboarding Skills

Participants demonstrated the following onboarding skills: designing a 30-day induction plan for
a new leader, conducting a simulated role-play of a new leader's introduction, and identifying
cultural elements necessary to integrate a new leader into the congregation's culture. These
hands-on activities demonstrated participants' understanding of the onboarding process.

6.6.4.2 Demonstrations of Leadership Development Skills

Participants demonstrated several leadership development skills, such as identifying potential
future leaders using a set of character-based criteria, developing a checklist of characteristics
needed to prepare a successor, and engaging in a simulated mentorship experience. These hands-
on experiences demonstrated participants' competence in developing future leaders.

6.6.4.3 Demonstrations of Succession Planning Skills
Participants developed the following succession planning documents:

e Drafted succession plans
e Applied Lewin and Kotter's models of change management
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These hands-on experiences demonstrated participants' ability to convert the theoretical
components of succession planning into practical ministry applications.

6.6.4.4 Demonstrations of Exiting and Legacy Preservation Skills

Participants developed the existing and legacy preservation documents and engaged in hands-on
experience with them. They included writing legacy letters, completing exit checklists,
completing knowledge transfer templates, and role-playing farewell communication and healthy
detachment. These hands-on experiences demonstrated the participants' strong understanding of
how to develop exit protocols and preserve legacy.

6.6.5 Evaluations of the Workshop

The Google Forms evaluations provided additional evidence of participants' learning and
satisfaction.

6.6.5.1 Quantitative Evidence
a) Workshop Content and Delivery Evaluation

The evaluation results illustrated in Figure 6.3 suggest extremely strong approval of both content
and delivery of this workshop; almost all participants very strongly agreed that the materials
supported their learning, the examples were practical, and the facilitator demonstrated a clear
mastery in the subject matter, indicating that both instructional design and the facilitation
approach worked extremely well.

Additionally, the high ratings for biblical foundations and contextual relevance confirm that the
workshop was extremely relevant to ministry realities. The moderate "agree" responses regarding
pacing & theory-practice balance indicate that while the structure worked extremely well overall,
some participants may benefit from slower transitions or additional processing time. The
presence of only two neutral responses across all categories indicates minimal dissatisfaction &
reinforces the extensive alignment between participant expectations/needs & the workshop's
design.
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Figure 6.3 Respondents' Rating of Workshop Content Delivery

g The materials (slides, workbook,.. -
DE The session flow and pacing were.. | - 5 ;
% The workshop balanced theory and... 0 4 9
E The examples and case studies were. .. 0 2
g The facilitator demonstrated mastery of... 8
Lg) The biblical foundations for onboarding. .. 0 2
g The content was relevant to my ministry... 8
g The workshop objectives were clearly... 0 4
0 5 10
Count

m Neutral = Agree = Strongly Agree

Source: Responses from Workshop

b) Participants' Outcomes and Analysis

12

12

13

11

13

12

15

Post-workshop confidence survey results, illustrated in Figure 6.4, showed a strong growth in
participants' readiness to manage leadership transitions. Overall, across all six assessment areas
for leadership transition competencies, the majority of respondents rated their confidence as very
high; this indicates that the workshop both delivered knowledge and changed how participants

perceived their own capability to manage leadership transitions.

The most significant gains were observed in preparing for successful transitions, supporting
outgoing leaders with grace, and understanding appropriate exit protocols. These three areas
benefited from the workshop's practical templates, structured frameworks, and step-by-step
process guides that provided clear tools for participants to apply immediately in their ministry

contexts.
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Figure 6.3 Respondents' Rating of Workshop Content Delivery

. . 0
2 Preparing successors effectively 1 "
o . ) . 0
52 Supporting outgoing leaders with grace 4 9
D =
o .. 0
% @ Communicating transitions clearly and... 5 g
o
= 9 L . . mm 1
S Facilitating intergenerational unity . 7
O o
Q . . . . 1
E’ = Managing emotional dynamics during... 5 ;
[<5]
> . . 0
3 Understanding healthy exit protocols 5 o
0 2 4 6 8 10 12 14

m Neutral = High ®Very High

Source: Responses from Workshop

Areas such as communicating transitions pastorally, facilitating intergenerational unity, and
managing emotional dynamics received a mixture of high and very high ratings, with some
neutral responses. This melding of high and very high ratings with a small number of neutral
responses suggests that, although participants felt they had substantially more equipment to
handle these relationally complex areas, there may be opportunities to provide deeper
exploration of these areas in additional case studies or extended practice sessions in future
sessions.

The presence of neutral responses (though small in number) also identifies potential
opportunities to strengthen facilitation of emotionally sensitive and multi-generational dynamics.
Overall, the distribution of responses indicates that the workshop successfully enhanced both the
structural and pastoral dimensions of transition leadership. Participants left the workshop with
greater clarity, confidence, and practical readiness to guide their congregations through
onboarding, succession, and exiting processes. The data affirm the workshop's relevance and
impact while also identifying targeted areas for future refinement to deepen mastery and sustain
long-term leadership health.

C) Participant Satisfaction Levels

The workshop evaluation graph, Figure 6.5, shows a clear skew toward high participant
satisfaction: most responses indicate participants felt "very satisfied." In contrast, only one
participant reported feeling "very dissatisfied."
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Figure 6.5 Overall Satisfaction Level of the Workshop

Very Dissatisfied I 1

0 2 4 6 8 10 12 14
Count

Satisfaction Level

Source: Responses from Workshop

This clear bias toward satisfaction indicates that participants found the workshop content, the
instructor(s) ' facilitation, and the overall delivery highly relevant to their needs and interests. In
addition, this satisfaction indicates effective engagement, relevant instructional materials, and a
supportive learning environment for all participants. However, because one participant was
dissatisfied, there may have been issues or concerns specific to that participant that could inform
future sessions.

When asked whether they would recommend the workshop to other church leaders, all
participants (100%) agreed they would.

d) Impact on Ministry Practice

The assessment findings, as shown in Figure 6.6, indicate that the workshop will have a
significant impact on participants' ministerial practices, with the largest number of responses
regarding intentional onboarding and exit strategies. These findings indicate that the participants
not only understood the strategic framework but also recognized its immediate application to
strengthen transitions for church leaders.

The lower scores for personal leadership development, implementation commitments, and
sustainability/continuity suggest that, although positive impacts occurred in those areas,
additional coaching or follow-up support may be needed to help participants translate knowledge
into lasting habits. Overall, the data reflect a successful shift in mindset toward structured,
intentional transition processes and highlight opportunities to increase commitment and sustain
momentum.
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Figure 6.6 Responses on how the Training will Influence the Participants' Ministry

How will this training influence your ministry practice going
forward?

Personal Leadership Growth -

Implementation Commitment .

Intentional Onboarding & Exit _
Strategy

Sustainability & Continuity .

Response

0 2 4 6 8 10

Source: Responses from Workshop

Training will help establish intentional onboarding and offboarding practices, with the goal of
creating consistent, structured leadership transition processes across all roles. This training will
provide participants with the opportunity to commit to developing future leaders by mentoring
them earlier in their ministry roles, documenting institutional knowledge, and connecting new
staff members to succession planning. Training participants were also challenged to consider
how to sustain their work and ensure long-term success, and to examine their current systems
and assess whether they can be improved.

Lastly, the participants indicated that they would use the training modules to develop role clarity
in their ministry and to implement the training models. Ultimately, the evidence of individual
leadership development included becoming more humble and taking time to plan their exit from
their role, which has led to a more strategic and self-aware approach to transitioning into and out
of leadership roles in ministries.

6.6.5.2. Qualitative Evidence

Participants reported appreciating the practical tools they received, feeling greater confidence in
managing transitions, and requesting follow-up coaching or additional workshops. These
comments reinforce the depth of learning achieved, as shown in Table 5.1 and briefly discussed
in Section 5.2.

6.6.6 Achievement of Workshop Objectives

The workshop on Strategic Onboarding and Exiting in Church Leadership achieved its
objectives, demonstrating strong participant engagement through a structured learning approach.
The evaluation of outcomes was based on pre- and post-test comparisons, participant
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involvement during activities, and feedback collected through evaluation tools. Across all four
training modules, participants reported significant improvements in their knowledge, skills, and
attitudes. For instance, the first objective, aimed at strengthening biblical and theological
understanding of leadership transitions, led participants to gain a deeper understanding of various
biblical models of leadership.

Notably, post-test scores showed marked improvement, particularly in areas concerning
succession narratives, such as Joseph's transition of leadership to Moses and Paul's mentorship of
Timothy. This indicated a renewed appreciation for how theological principles underpin
leadership transitions in a church context. Participants expressed confidence in referencing
Scripture during discussions, and the evaluation found that clarity of biblical foundations
received an impressive average rating of 4.8 out of 5.

The second objective focused on cultivating competence in structured onboarding processes.
Participants engaged in practical activities aimed at designing onboarding plans that clarified
roles and facilitated the integration of new leaders into the ministry culture. This hands-on
approach manifested in drafting 30-day induction plans, resulting in a more than 30 percentage-
point increase in post-test onboarding scores. Feedback indicated that the content was relevant to
ministry settings, with an average rating of 4.9/5. Similarly, the third objective sought to enhance
capacity for mentorship and intergenerational leadership development.

Through a series of engaging activities, participants demonstrated a deeper understanding of
mentorship models and committed to championing emerging leaders in their respective contexts.
Articulation of clear mentorship plans during debriefing sessions and completion of successor
readiness checklists underscored their readiness to take actionable steps to develop future
leaders, as evidenced by strong evaluation ratings of mentorship as a vital leadership tool.

An equivalent emphasis was placed on equipping church leaders with effective succession
planning tools. Participants demonstrated deep comprehension of succession planning concepts,
including leadership pipelines and transition policies. This was complemented by the use of
change management models applicable to ministry settings, which helped clarify effective
transitions. Group exercises further solidified this knowledge, with notable increases in post-test
scores. Feedback underscored the practicality of the provided tools, with an average rating of 4.7
out of 5.

The final objectives emphasized the importance of communication and emotional management
during transitions, where participants practiced drafting legacy letters and exit checklists,
demonstrating readiness to implement structured exit processes. Their improved confidence in
managing congregational emotions was evident in successful role-plays and discussions, leading
to high ratings of facilitator effectiveness. Overall, the structured assessment yielded a high
satisfaction score of 4.9 out of 5, confirming that participants found the workshop impactful and
relevant to their responsibilities within church leadership.
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6.7 What Worked Well

The workshop offered several distinctive, positive elements that significantly contributed to its
success. A variety of facilitation strategies were employed to ensure instructional clarity and to
maintain participant engagement. Participant engagement was maintained at a high level
throughout the workshop by encouraging participation in all activities (discussions, group work,
and activities). Additionally, the training resources used during the workshop were well-designed
and provided participants with practical tools (templates), relevant examples, and scripture-based
guidelines to support their application of the learning.

Logistical issues, such as venue setup and activity timing, were well managed, creating an
environment conducive to focused participation. Additionally, stakeholder participation was a
key factor in our success. Church leaders, administrators, and ministry representatives were
actively engaged and supportive of the workshop, which added diversity and reinforced the
importance of strategic personnel transitions.

6.8 What did not Work Well

Some participants in the workshop on Strategic Onboarding and Exiting in Church Leadership
exhibited slight confusion regarding certain concepts (particularly the structured succession
framework and how to develop a personal legacy letter), which required further explanation.
Time management was sometimes challenging, primarily because the reflective nature of the
discussions led some sessions to run long.

There were some minor logistical issues (for example, a short delay in bringing out the necessary
equipment and changing seating arrangements at the start to ensure participants could see the
presentation clearly), and some slight gaps in preparation and communication (for example,
participants asked for clearer direction on some of the exercises). None of these challenges
caused major disruptions to the workshops, but they did present opportunities to improve future
workshop delivery.

6.9 Lessons Learned

The strategic onboarding and exit workshop for church leaders provided valuable lessons to
improve the delivery of future sessions. From a design perspective, the workshop content
reinforced the importance of blending the theological foundation with practical, step-by-step
processes and tools. The participants were highly engaged with activity templates, case studies,
and transition models; however, some advanced concepts required simplification. Therefore,
there is an opportunity to provide layered content that accommodates both experienced leaders
and those using structured transition frameworks for the first time.
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From a facilitation standpoint, participants are most successful when they engage in interactive
activities (such as discussion, scenario development, and guided reflection). Although the
workshop was highly interactive, some sessions ran longer than anticipated. This suggested that
flexibility in the workshop pace and clearer transitions between modules would be helpful. The
facilitator also indicated that emotionally sensitive topics are best addressed at a slower, more
deliberate pace.

There were some insights gained about what the participants wanted. They wanted substantial
support after the workshop and expressed strong interest in access to coaching, peer-learning
groups, and other practical follow-up tools to help them implement their onboarding and exit
strategies in their ministry settings. The participants also expressed interest in further exploring
the emotional and intergenerational aspects of onboarding and offboarding church leaders.

Finally, lessons learned in logistics and coordination demonstrated the value of early
communication, clear instructions, and ensuring all necessary materials are prepared. There were
minor delays in setting up activities and transitioning between workshop components,
highlighting the need for better communication and coordination to create a more seamless
learning environment.

6.10 Recommendations for Future Workshops

Future workshops on Strategic Onboarding and Exiting in Church Leadership could be improved
in several ways. Content can be simplified by removing advanced material and adding more
"real-life" ministry examples that clearly show how the content is applied. Strategies for
facilitating future workshops can be improved by incorporating more demonstrations, shorter
cycle times, and clearer instructions for each exercise.

Additional tools (e.g., digital templates, visual process maps) that provide a checklist of steps for
an exercise would also help participants apply the workshop content. Preparation before a
workshop can be improved by sending participants pre-reading materials, expectations, and
workshop goals in advance.

Partnerships can be improved by better coordinating with partners (especially in logistics and
communications) to improve delivery and transitions between sessions. Follow-up activities
(coaching sessions, peer-learning sessions, and post-workshop check-ins) will reinforce what
was learned during the workshop, support its implementation, and help leaders feel confident
navigating the many realities of transitioning within their own ministries.

6.11. Supporting Evidence

In this section, we present materials developed and used during the workshop.
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6.11.1 Attendance/Registration List

The attendance list for participant registration is shown in Figure 11.1,
completed registrations is shown in Figure 11.2.

Figure 11.1 Sample of the Developed Attendance Template
Participants Registration

TRAINING WORKSHOP J
STRATEGIC ONBOARDING AND EXITING OF CHURCH LEADERS
Verwe: PCEA NGONG PWRzsk Do 137 January 2020

SN | NAMES PHONE Eraaa

Figure 11.2 Sample of the Filled-in Participant Attendance List
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6.11.2 Workshop Photos
Figure 11.3 Facilitator Delivering the Workshop
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Figure 11.5 Participants and Facilitator during the Workshop
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6.11.3 Copies of Materials Used

Figure 11.7 Workshop Worksheet for Module 1

TRAINING WORKSHOP

Strategic Onboarding and

Exiting of Church Leaders
c of Service - MODULE 1

1. Scriptural Foundation
Reflect on these passages:
+ 1 Thessalonians 2:9: "We worked night and day...”
« 1 Timothy 5:17 -18: Elders worthy of double honor
+ Colossians 3:23-24: Work as unto the Lord
Prompt:
+ Which verse speaks most to your current season of ministry?

+ How does it shape your understanding of biyggatiqral servica?
{Write your reflections below)

TRAINING WORKSHOP

Strategic Onboarding and

Exiting of Church Leaders
3. Financial Sustainability & Calling

Reflection Prompts:
« How does my marketplace work support my ministry calling?
+ What financisl practices halp me remain sustainsble snd transparent?
« Where do | need to trust God more in provision?

(Commitments)

4, Accountability & Teamwork

2.Time Management & Role Clarity

Guiding Questions:
+ What are my top three ministry responsibilities?
« What are my top three marketplace responsibilities?
« How will | protect family time each week?

Activity: Conducta p [ schedule audit.
« ldentify one area where time is wasted or misaligned.
+ Write one action step to improve balance.

(Notes}

« Who will serve as my accountability partner or mentor?
« How will | share responsibilities with fellow leaders?

+ What practices will build trust with my church community?

{Action Pian)
5. P [+
™ commit to serve faithfully as s biyacgliqnal elder,

lancil inis tplace work, and family life. | will honor God in all areas of my
sarvice, uphold accountability, and pursue sustainability for the saks of the church's
mission and my household.”

Sij
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Figure 11.8 Successor Readiness Checklist for Module 2

TRAINING WORKSHOP

Strategic Onboarding and

Exiting of Church Leaders
s Readiness Checklist (Template)-MODULE 2

1. ldentification of a Successor

v Potential successor identified
v D spiritual ity and

V Shows alignmaent with church missicn, values, and culture
 Exhibits relational influence and servant leadership

Notes:

2. Mentorship & Development Plan

v Regular mentoring meetings scheduled
V Successor has opportunities to shadow or co-lead

V Clear goals ished (kills, ch ministry
V Feedback loops in place (monthly ar quartarty)

Notes:

3. Skills & Competency Assessment
Aate each area: Ready / Growing / Needs Support
Ministry Competencies

*  Teaching /facilitation:

+  Administration & plasaing

+ Pastoral care & conflict resolution:

o  Team leadership & communication:
Organizational Competencies

. ding of &

«  Familiarity with ministry calendar
*  Ability to manage dgital tools & communication channels:

Notes:

TRAINING WORKSHOP

Strategic Onboarding and

Exiting of Church Leaders

4. K dge Transfer & Dy

v Handaver document prepared

V Key and i i ies shared
v Passwords, digital assets, and tools transterred
V Ministry and P

v Lessons learned and ongoing priorities documented

Notes:

S.L & ity Transfer

v Successor introduced to key teams and partners

v has led i under sup

v with amall ibilities that grow over time
 Gradual transter of ity planned and )

Notes:

6. Spiritual & i Reads

v D humility, resili and p

V Understands the weight and joy of leadership
v Receives sffirmation from peers and senior leaders

V Shows ) atability and ional wisdom

Notes:

7. Final Commitment

Leader's Covenant:

*| commit to mentoring at least one emerging leader and praparing them far future leadership
before my exit”

Date:
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Figure 11.9 Legacy Letter Template for Module 3

TRAINING WORKSHOP

Strategic Onboarding and
Exiting of Church Leaders
Legacy Letter Template for Elders & Church Leaders

{Une 1t tevniplate 85 o g\ate. Landlers rmuy wite in nartative, bulle pavits, of » miv,)

1. Opening Greeting
Evample: *Dear Church Famity / Dear incoming Leader / Dear Elgers and Mimistry
Taam”
2. Purpose of This Letter
Briefyy atato wity you are witing.
Frompes:
« Wiy s this lettes smportant to you?
o What da you hope It will sccomplist®
o How 00 you privy I will secve thae next 1eader of the church™
3, My Leadership Journey
Reflect on your Time of secvice.
Frompts:
* When &d you begin serving?
o Whm shaped your ¥p?
* \What chafienges ond victories dafined yoor ministry?
o Wi s God taught you throegh tNs [ourny?
4, Core Values That Guided My Lendership
Uat the principles that shapedd your decisions.

Prompts:
o What bibbicet o your U
*  What volues ci you Lry to modst (.., humility, unity, steanrdship,
compossion)?

* What did you hope the chwsch would atwaya hold onto?
5. Lessons Learned & Wisdom for the Future
Shure inssghts that may help future \esdens.
Frompts:

TRAINING

WORKSHOP

Strategic Onboarding and
ExitingotC

Church Leaders
. Wmmmmmwm:ﬁmm

o What o l camn th
*  What adstos woukd you gve the nest genstion of leaders?

6. Encouragemant & Riesaing for Future Leaderns

Oéter hope, affirmation, ang spriual encoumgement.,

Proenpes:

*  What do you betieve God is prepanng the cherch for?

UE ap

o How 00 you waos 1o bleas the ncoming loades?
o What Scriptute of prayef 4o you wont 1o spest over (heer?
7. Vision for the Chusch's Futue
SNarn your Bapes 101 e Nl Messon,
Prompes:
o What 00 you prey the cheech will Decoma?
*  What missian o geaction do you hope remains strong?
* What opportunities 00 you see aneml?
8, Closing Prayer or Scripture
End with o pastosal tone.

i

o Awriiten prages
o Ablessing
o AScnpturs that has guided your miniotry

sz;i
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Figure 11.10 Handout — Module 4

TRAINING WORKSHOP

TRAIMING WORKSHON

Strategic Onboarding

Strategic Onboarding and

Exixin;_{ f Chut'ch Leaders Exiting of Church Leaders
HANDOUT-MODULE 4 « Jesus + Disciples {Jobn 13-17; Matz, 20): Preparaton, smpowerment, and
What Does a Good Exit Look Like? nending
A s for churct lnaders navigsting hosithy y Bivlice: exty or= intentionsl, relational, and Spirit-led.

5. Practical Components of o Good Exit
1. What Is 8 “Good Exit*? « Exitinterview to and ned
A good exitis & lnadersip tranraition macked by elarity, bumility, spiritual maturity, * Handover d =y leedinrs, o 5}
and eation. It p the church's unity, preserves instautional . K o dcoto L o

mmmm;mmmmnmmmtm
A good exit m not senply lesveg o role-—i @ finishing o season faithtully.
2. Marks of & Healthy Exit

o Clear communication about Timelines, reasons, and next steps

+  Symbolic handover (Bibis, sl keypn, ainiry ookl
+  Clenr boundarias 01 1he cutguing leade
+  SUPPOI STUCTUres fOr the SUCCHIG0

* Public blessing of the incoming leader % y ?
3 o R e Use these 0 spark meaningiu dalogue:

+ What of salts have you wenessed?
p of B4 and " 1 esamples of good of pooe you

SN =3 2. Mowdid those afinct the ?

. ty — o of lingeting influsnce

. What peactices h strengthen process?
o Gratitude and bumility expdneand 10 e CONGregation snd leadeun ip 3 voutd el ol ahima e

o PO e A, If you were 10 axit today, what would you want your transition 10 look Iks?
o Abrupt with lisle %, 000
A good et In)

¢ Confusion, rumors, or diided loyalties P the
o Ousgomg teoder intetferng or *hoverieg ly the nt)

o Unresolved centiict or emetionsl tansion Hopetul {prapar=s the future|

o Loas of Inatitutionst memary due 10 poer handoves Heatthy i the charch's witness and ensurs (sadership continuity
Across gansmtions.
These patterms undermine trust and disrupt the contimary of ministry.
4. Biblical Models of Good Exits
«  Moses + Joshua (Dsut. 31 Publc joni lossing, ond clarity
o Poud + Timothy/Elders (2 Tim, 4; Acts 20); Tusching, estrusung, feshing (he
mee

6.11.4 Raw Workshop Evaluation Summaries

Figure 11.11 Evaluation Responses to Participants’ Roles in the Church

Role in the Church
11 responses

0
A church elder EVANGELIST Esther Group leader Pastor/minlster
Coordinate Youth pr... Elder Fiance Pastor Pastoral p...
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Figure 11.12 Evaluation Responses to Participants’ Years of Service

Years of Service:
13 responses

Less than 1 year 1(7.7%)
1-3 years 0 (0%)
4-7 yoars 3(23.1%)

8¢ years B (69.2%)

Figure 11.13 Participants Ranked the Workshop Content.

Plaase rate the folkraing statemens {1 = Strongly Disagres, 5 = Strongly Agree)

B gy Deagees BB Dtsgres T Ndw B Aome I Svorgty Agoes

Al laal

Toe wertin copmtwes  The sommer? wam sewwant 39 Tha bEACS frareasons b= vt cosrses s cam Thw swwsmen bow arvd ’V-nnvhu rden
v coneny vy vy coveal rtuening sed ey Serrntiene vuntery o #asen wwe paseal el R WP R wakbook, harckouts |
vaTrTat el ware wwl apderes w ot ey sappotie] vy attrg

Figure 11.14 Participants Ranked their Level of Confidence after the Workshop.

Rate your level of confidence after the workshop (1 « Very Low, 5 » Very High)

B Very iow B Low B Neoval B vogh R Very Mgh

TEREREN

Utderwiarddng tmaltry Undusstanding ety wol Munig 0 omotars Facimatry Cormmunicating Uwssiions Suppantng outgorg Prepuring sucoswesns
ObOMING procoassee protocoly GYrETICS RiINg TANADOITS ergenecatonal urity Cmarty AT paINYy DIses M GTace n¥ecyenly
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Figure 11.15 Participants Indicated the Topic for Further Exploration.

Which topic or session would you like to explore further?

12 reaponses
2 )
2{167%)

1{83%) 1(83%) 1(83%) 1(83%) 1(83%) 1(8B3%) 1(B3I%) 183N 1[@E3% 1(8.3%)
| |
0 - —
Buliding & culture Exiting with grace Mantaring Onbording Shephaerding as 8 Wholistic

Exiting Leadership exiting  Onboarding of lea Pracical bools for Succession planni

Figure 11.16 Participants’ Overall Satisfaction with the Workshop

Overall, how satisfied are you with the workshop?

12 responses

@ Very Satisfied
@® Satisfied

@ Neutral

@ Dissatisfied

@ Very Dissausfied

Figure 11.17 Participants’ Indication for Future Recommendation of the Workshop

Would you recommend this workshop to other church leaders?
12 responses

® vYes
® Maybe
® No
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6.12. Conclusion

The training workshop was a success, providing participants with practical strategies and
valuable insights into the strategic onboarding and offboarding of church leaders. The facilitator
created a positive, productive learning environment by encouraging and facilitating numerous
meaningful, engaging conversations. Through these conversations, we demonstrated the value of
a formal onboarding process for new church leaders, as it enables them to begin working at full
capacity sooner and align with the church's mission and vision.

Additionally, through the workshop, participants learned that a thoughtfully planned and
executed exit process is equally important, as it enables departing church leaders to transition out
of their positions and into whatever comes next with dignity and without disrupting the church's
flow or continuity. Based on the information and resources provided during the workshop,
participants plan to incorporate several key items into our processes, including regular, consistent
communication; establishing formal mentorship programs; and providing ongoing support to all
new church leaders throughout onboarding.

In the coming weeks and months, participants plan to develop formal onboarding documents and
establish a standard exit document. We will schedule regular check-ins to review their progress
on implementing the recommendations outlined during the workshop and to address any issues
or concerns that arise. Ultimately, implementing the next steps will be critical to establishing a
solid foundation for a long-term, sustainable leadership model for the church.

Overall, the workshop did more than equip participants with the tools and strategies to onboard
successfully and oftboard church leaders; it also helped revitalize and strengthen their
commitment to fostering capable, passionate church leaders.
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APPENDICES

Appendix 1: Workshop Registration

Participants Registration

TRAINING WORKSHOP
STRATEGIC ONBOARDING AND EXITING OF CHURCH LEADERS

Venue: PCEA NGONG PARISH Date: 13* January 2026
S/N | NAMES PHONE EMAIL
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Appendix 2(a): Pre-test assessment Survey tool

Strategic Onboarding and

Exiting in Church Leadership

Pro-Tost (Sasetne A

Baction A - Knowlsdge (Muitiple Choica)

Instructions:

Cotia the comsct snawe! 101 sach Guantion, This nasessreant i ool gradad: it Baips us
your d Bbetore the tiaming hegine,

1. Which stage of the " cycl di ion. and

spiritual preparation?

A, Durng Extng
8. Actwe Service
C. Befoee Appoimment
0. During Onboanging

2. What Is the primary puspose of anboarding in chwirch leadersivg?
A Te »
8. To sssign financinl reaponsidities
C. To prepire loaders f retirement
D, To mtegrutn Inmdecs im0 cutture and clanfy rolan

3. Which activity hadongs 10 the Active Seevice stagn of tha adership cycle?
AL l ten and

8. Cuttursd orlentation
€. Sucoesson parning

O Seintanl prapatation

C.ring Onboaeding
D. During Exiting

5. What 1 the main goa of cecumenting institutanal memaory?

A Topw and

B.To replace existing inaders

C. Te cvntuate finsecinl parformencs
D, To incraass charch altandance

Strategic Onboarding and
Exiting in Church Leadership .

& Wrech theoty exploins how new lsscers reemalics cutture, vilues, and expectations?

A. Soccession Theory

B. Scciniwaton Theary

C. Tianstion Maragement Theory
D, Motwmtion Theory

7. Wrich stage

A Active Service

8. Durieyg Exzng

C. Betore Appointment
D. Onboarding

chosure rituais ond preparing the st leader?

£ What i 2 kay banafit of effective antiaatding?

A Faster eotitwmmnt

8. R nead for

C. Strosger cuural Integration
0. Birmination of confBet
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A. Personnl preferences of leaders
8. Quganizational continuity

C. Financial Ingependence

D. Event atyencisncn

10. Which stage an ity can

and " taad

A Betors Agporsment
B, Curwg Exnirg

C. Active Service

0. Onbosding

11, Which bitlieal best | P ?
A Moses -+ Joshua
B Davig « Schamon
C. Paud + Timothy
0. Mgt the above
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12 im church governance, “plumlity of eiders™ means:
A. One aenir leader makes all docisions
8. Shared sadership among multiple slsers
C. Rotating iendership overy ysar
D. Nona of the sboye

13, Which of the Tolowing is sy ?
A, Togive (hem o welcome patty omy

8, To ensure role charity, cultumi assimilation, and mission alignment
C. Totas! thuit Woyskty 10 The cutgoing lnadw

D. To reduce the mamber of alders in the church

14, What 15 one major risk of fsding to plan leadership exes?
A. Smooth continuity of minissry
B, Lows of instiusonst memony and congrganonst confumion
c.
©. Suceger unity Mnong elders

15. Which tool is moat useil for d
A, Exit chechlint
8. Legacy letter
C. Mantortp plan
O. Aot the sbowe

Secton § - Attitudes

Rote the lavel of yoor
(strongly cisagree)

1. Leadenship tnsition shoutd be treated s 0 BIructured process, Hot an event.
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NP e g e lenders
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Snungsy agree 'm-au
i 2 A Al 8.
3 Owtgoing leodeys should farmally document their legacy.
Suongly agree Serngly disagron
nd ad 3N §4 5]

ction C - Practicas (P Shont

1. Hew doss your church curmntly onboard new lnaderns)
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3. How do you conduct exit interviews and capture insttutional memory?
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Appendix 2 (b): Post-test Assessment Survey Tool

Strategic Onboarding and
Exiting in Church Leadership .

Strategic Onboarding and

Exiting in Church Leadership

FostTest LA A Actve Sarvice
B Defoce Appoyement
Absclucely, lames — here i & Post-Test Asseasment Survey shat muron the sirecsure, C. During Onboarding
1008, p0d Comten of yoor Pre-Teal nstrumaent. 1 foliows this same tves secticos 0. Duting Exiting
" e A ik = sarthe Correct Answer: D
workshop
You Can poaste 1Nis directly o0 your wirkDoos of Google Form, &, Whatis the main of ing instituth 2

A Topreserve knowiedge and ensure continuty during tranaizions

Fost-Test Assessment instrument (After Traiming) B Toevakuste fihancisl paformance

Section A ~ Knowledge (Muttiple Cholce) C. Toropisee existing loaders
Inghructions: D. Toincrease church mtendance
Cetie the correct answer for sach s wlpa un whan e +A A
FUU leamed during the training.
6. Which theor how new culture, values, and

1, Which stage of the lnadership cycle . rola cAarity, ARas
“mm"" A Succesaion Theory

B. Active o B Soclmustion Thecry

C. Tramattion Managemest Theory

C. Betore Appointmant D. Motivation Theory

0. Duwing Onboanting
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of
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B, Orgue d y ana Y ot
C. Financil mdspendence
0. Evernt aztendance

Camect Answer: 8

10, Which stage P practh iity, snd

Exiting in Church Leadership.

spiritual and organizational duties?
A. Botore Appomtment
B. During Exiting
C. Active Service
D. Onhoarding
Cormect Answer: C

11, Which bib Bowt il L ional

A. Mooss + Joshun

B Dawvia + Solormon

C Paul « Timoctyy

O Adglthe above
Carvect Answer: D

12, In church governancs, “pluralty of elders”™ means:
A One senicr laadar makes Ml decisions
B8, Sthared leadership among mulopes siders
C. Rotating laadarship evedy year
D. None of the abiwe
Comect Anawer: B

13. Which of the following is n key purposs of onboording new lnaders?
A Togve them a welcome party onty
B, Toensure role clanity, | W wnd s
C. Toteat their loyaizy 10 the cungoing leader
0. To mducs the mambm of slcers
Camect Answer: B

14. What Is one major risk of falling to plan teadership exns?
A, Smooth continuity of minissry
B. Loss of institutional memorey and corgreganional coofusion
c "] i
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0. Stronges unny among siders
Carvect Answer: B

15. Which tool ks most usetul for documenting legacy during laadership transition?

A Ext chechlise
0. Logacyietter
C Mentceship pilan
0. Mgl the above
Comect Anawer: D
Section B - Arttudes
Rute your level of agronment with sach statement |1 = strongly agree, 5 = strangly
disagree).
1. 100w belisve laoderahip Wansron should be trested 48 f SIFUCIUERd PROCEAR, MO AN
ment.
Serongly sgree Strangly (vaagres
4 Ad LS ] 8]
2 i - ot i ang ' ew landers,
Strongly agreo Strongly cisagree
1 Al XJ 4.l 5id
J. Ougoing leoders should formally docurment ther legacy and msttutional memory.
Strongly agree Strungly tloagree
i Ad 4 4 LS|

ction C - Practices (Short
What sew caboseding proctices 00 you plan 1o implamant in yout choech s this
tming?

What improvenients will you make (o 1aa0arsip et DICCESSes in your niatry?

How will you e d and | memory gning forwan?
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Appendix 3: One-Day Workshop Agenda

Strategic Onboarding and

Exiting in Church Leadership
Workshop Agenda

Theme: Strategic Onboarding and Exiting in Church Leadership
Audience: Church leaders
Duration: 7 hours (including treaks)

ﬂl’lmnllm Chart Structure
Time Session Title Focus Area Facilitator
08:30-09:00 | Opening *  Wealcome and introductions losephine
Devotion & * Scripturs reflaction (Acts 20:28)
Registratica *  Prayer for wisdom and humility
09:00-10:30 | Leaders’ Objective: Equip leaders with d onb ing practices beyond onentation. losephine
Cnboarding Content Highlights:
Module 1 « Biblical Foundations of Church Leadership
* Foundstions of Church Leadership Transition
*  Swategic Onboarding
*  Onboarding Essentials for Brrocabonal Leaders
* Leading and hing waith integrity
Activities:
* Dealt 8 personal covenant of ssrvice — Include time, fi el dship, tabatity,
and speritual devotion
Tools Provided: Wi p worksh o
10:30-10:45 | Ten Break Al
10:45-12:15 | Shephordshep & | Objective: Exp haph P s hip, gon e, and spin formation. losephine
Spirituai Content Highlights:
Formation *  Sparitual R of L
Module 2 «  Mentaring and Multiplying Successors
¢ Mantorship and Intergen | Leadarship
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Exiting in Church Leadership &

Activities:
o Develog your own Su Readiness Checkl
Tools Provided: S di rkshest tempisate
12:15-13:15 | Lunch Break Al
13:15-14:45 | Succession Objective: Buld laadership pipel and inusty plans. Josephine
Plonning Content Highlights:
Module 3 *  Succession Planning in Churches
* Change Management and Stability During Transttions
* Documenting Legacy and Institutional Memory
Activities:
+ Drafting  legnoy letter
Tools Provided: Legncy & ntation template, eat interview guide
14:45-15:00 | Ton Braak Al
15:00-16;30 | Leadership Objective: Fropare loaders to transition out of roles with dignity and continuity, losephine
Exiting Content Highlights:
Module 4 ¢ Biblical Foundatsons for Finishing Welt
*  Preparing the Flock for Transiton
* Etfective Exiting and Offboarding
* Bt Protocols end Legacy Presarvation
*  Healthy Detach wnd Redefning Identity
s C issioning and C: ion of Transition
Activities:
*  Group Descussion: What Does 2 Good Exit Look Like?
Tools Provided: Legeay d 100 template, ent intanvew guide
16:30-17:00 | Closing & . B | reflection; "My leadership legacy and noxt stops.” loaephine
Commassioning *  Group prayer of commissioning and blassing
s VWorkshop evaluation and feedbock
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Appendix 4: Informed Consent Form

Strategic Onboarding and

Exiting in Church Leadership ,

Informed Consent Form

Study Title: "Evaluating the effectiveness of church leadership onboarding and exiting in
a 1-Day Workshop on Strategic onboarding and exiting of church leaders"

You are invited to participate in a doctoral research study conducted by Josephine
Mutuota at PCEA Ngong Parish. The purpose of this study is to evaluate the
effectiveness of the workshop in enhancing participants' knowledge, skills, and
engagement.

Participation Details:
You will complete a brief survey before and after the workshop.
Your Rights:

Participation is voluntary, and you may withdraw at any time without penalty.
You may skip any questions you are uncomfortable answering.

Confidentiality:

No identifying information will be collected.
Data will be stored securely and used only for research purposes.

By registering for this event, you agree to participate in this study.

Signature: Date:

94




Appendix 5: Sample field-informed consent form

trategic Onboarding and

. Exiting of Church Leaders

lnfom\ed Consent Form

Study Title: "Evaluating the effectiveness of church leadership onboarding and
exiting in a 1-Day Workshop on Strategic onboarding and exiting of church leaders"

You are invited to participate in a doctoral research study conducted by Josephine
Mutuota at PCEA Ngong Parish. The purpose of this study is to evaluate the
effectiveness of the workskop in enhancing participants' knowledge, skills, and
engagement.

Participation Details:
You will complete a brief survey before and after the workshop.
Your Rights:

Participation is voluntary, and you may withdraw at any time without penalty.
You may skip any questions you are uncomfortable answering.

Confidentiality:

No identifying information will be collected.
Data will be stored securely and used only for research purposes.

By registering for this even:, you agree to participate in this study.

- I b B e

I
Signature: "~ — Date: 1o -
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