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ABSTRACT 

The dissertation project assesses the effect of theology of work as a paradigm for 

workplace attitudinal and behavioral transformation in the city of Freetown, Sierra 

Leone. The work is divided into seven chapters.  

Chapter 1 examined the ministry problem to affirm workplace challenges that 

inhibit transformation.  

Chapter 2 reviewed literature related to the challenges identified as impediments 

to workplace transformation. 

Chapter 3 brought to light the historical, geographical and demographic 

background of the ministry context with the aim of showcasing: 1) the relevance of the 

study and 2) how it can transform negative workplace attitude and behavior in the city of 

Freetown.  

While chapter 4 discussed the biblical and theological basis of the ministry 

problems, chapter 5 outlined the methodology to assess the effect of theology of work as 

a paradigm for workplace attitudinal and behavioral transformation in the city of 

Freetown. 

Chapter 6 analyzed the findings of the study taking into consideration: individual 

respondent demographic information, information on organizations of the respondent, 

and the knowledge level of the respondent’s relation to attitudinal and behavioral change.  

Chapter 7 concluded with a summary of the topic under investigation.  

The need for transformation in the workplace cannot be overemphasized, but it 

will not happen until transformational leaders arise to the task with all confidence and 

sincerity to effect the needed change.
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CHAPTER 1. 

MINISTRY PROBLEM 

Overture 

My passion for writing this dissertation was ignited by knowledge gained from a 

graduate course attended in South Africa in 2009: “Pastoral Transformation for the 21st 

Century: A Pastoral Look at Theology of Work.” In his illuminating introductory 

presentation of the aforementioned Theology of Work course, professor Dr. Lowell 

Bakke quoted John Stott who said, “Transformation begins with a holy discontent with 

the ways things are.”1  

Injecting a deeper understanding on the subject matter in relation to the church 

and her mission in the world, Dr. Lowell Bakke asked the following questions:  

• Is it the role of the pastor to lead the charge to bridge the gap between Sunday and 
Monday? 

• If the church is not at the center of power in a community or city, what impact can 
it realistically expect to have in a pagan world? 

• What would it mean for the church to “send” its people into the workplace like it 
“sends” people into the mission field? 

• Is it spiritual for a church to “send” people to serve organizations that the church 
cannot control, where the “sent” ones might end up having to do things that their 
pastors cannot “spiritually” condone?2 

Upon reflection, these questions stimulated a holy discontent in me because it is 

explicit that the primary function of the church is not to “attract people from the 

                                                 
1 John Stott quoted in Lowell Bakke, “Pastoral Transformation for the 21st Century: A Pastoral 

Look at the Theology of Work,” in Lecture; Theology of Work course (Pretoria, So. Africa: Bakke 
Graduate University, August 24-25, 2009). 

2 Lowell Bakke, “Pastoral Transformation for the 21st Century.” 
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community to the church to be a gathered church, rather it is to send people from the 

church to invest in the community to become a penetrating scattered church.”3I realized 

that the church has largely failed to teach her members how to effectively integrate their 

faith and work as God intended for healthy workplace attitude and behaviors that lead to 

the well-being of their communities. As a result of the knowledge gained from the South 

Africa Theology of Work course, I was left with no alternative but to seek ways to 

transfer the theology of work principles to other Christian leaders in his home county of 

Sierra Leone with the intent of better equipping them and their congregations for 

workplace ministry. 

In 2010 I founded two Theology of Work schools in Sierra Leon that have 

graduated and commissioned 332 Christian workers from different denominational 

backgrounds to become transformational agents in their respective workplaces through 

the integration of faith and work practices. Feedback data collected from the graduates 

show that positive changes in their attitudes and behaviors have been reported; indicating 

that the knowledge of theology of work has had a strong beneficial impact, and that 

further expansion is an imperative for workplace attitudinal and behavioral 

transformation in the capital city of Freetown and the nation as a whole. 

In Freetown and Sierra Leone, as in other cities and nations throughout the world, 

workplace environments permeated with negative attitudinal and behavioral tendencies 

are crippling the social, moral, economic and political advancement of society. It must be 

better understood that God’s intention for work is to bless and bring dignity to human 

beings and the societies where they work and live. My hypothesis (and the significance of 

                                                 
3 Ibid. 
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this study) holds that when workers understand the principles of theology of work they 

will experience positive attitudinal and behavioral transformation. Such will enable them 

to more fully integrate their faith and work, allow their lights to shine for other workers 

to see and imitate their example, and, ultimately, improve the well-being of the city and 

country. Against this backdrop, I endeavored to assess how theology of work principles 

could become a catalyst for workplace attitudinal and behavioral transformation in the 

city of Freetown. 

Statement of the Problem 

In 2007 the current president of the Republic of Sierra Leone, Dr. Earnest Bai 

Koroma, launched the Attitudinal and Behavioral Change Campaign with the intent of 

transforming Sierra Leoneans for the development and progress of the country. Though 

the campaign is an absolute necessity and has progressed for five years, the attitudes and 

behaviors of many Sierra Leoneans have persistently remained negative especially in the 

workplace. I believe that this study can help identify the underlying factors propelling 

problems in the workplace and project theology of work knowledge as a paradigm for 

attitudinal and behavioral transformation. 

Audience 

Relevant direct audiences for this dissertation include: the Attitudinal and 

Behavioral Change Commission (ABC), the Freetown City Council (FCC), the Sierra 

Leone Police Force (SLPP), the Government of Sierra Leone through its Ministry of 

Labor, the Evangelical Fellowship of Sierra Leone (EFSL), the Pentecostal Fellowship of 

Sierra Leone (PFSL), the Council of Churches, Sierra Leone (CCSL), the Christian 

Union for Transformation (CUT), Non-Governmental Organizations (NGOs) operating in 
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Freetown, the Anti-Corruption Commission (ACC), and the Evangelical College of 

Theology (TECT). Additionally, this study hopes to impact a wider sector of the working 

community. This includes the formal and informal sectors, as well as the religious and 

secular in the city of Freetown and across the nation of Sierra Leone 

Stakeholders 

The attempt to address workplace attitudinal and behavioral issues fundamentally 

requires insights into the related root problems encountered by workers in their 

workplaces. The study has attempted, therefore, to provide such insights for the benefit of 

many different categories of stakeholders: 

• The House of Parliament will be informed of relevant areas to consider when 
designing policies for the workplace in Sierra Leone.  

• The Government of Sierra Leone through its Ministry of Labor, the Commission 
for Attitudinal and Behavioral Change and the Anti-Corruption Commission will 
be supported to correctly implements government work policies. 

• The Freetown City Council will find this study relevant to help execute their 
responsibility of managing the city of Freetown.  

• The Sierra Leone Police Force, charged with the task of maintaining law and 
order and prosecuting criminal acts that threaten the well-being of the nation, will 
be informed of the benefits that workplace transformation can bring. 

• Umbrella organizations of Christian denominational churches will be better 
equipped with the requisite knowledge to meaningfully engage the government 
and non-governmental authorities on important issues blocking workplace 
transformation and societal development.  

• Non-governmental organizations engaged in community transformation through 
anti-violence campaigns will be informed on priority areas to ensure effective 
implementation of their projects.  

• Learning institutions will find helpful aid and relevant insights that may further 
contribute to knowledge and provoke additional research in related topics and 
fields of study.  
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Integration of the Study 

Transformational leadership is all embracing and requires an integrated approach 

to bring about a holistic impact on society. Ironically, however, transformation must first 

start with an individual who has been transformed in order to transform others. Dr. Randy 

White in his book Encounter God in the City opines, “Our own transformation makes us 

avenues of transformation in the city.”4 Explaining the above, he affirms: “Every 

community is made of individuals whose personal sin has clear ripple effects in the lives 

of others.”5 

Describing the process of transformation, Dr. White indicates that it refers to 

things like job opportunities, new housing, and new social relationships; new levels of 

“Shalom.” This type of transformation is important because every community has 

institutions whose very systems and ways of operating have been founded on greed, 

expanded through exploitation, or embedded with oppressive values.6 

Furthermore, White continues, “Transformation means the development of 

Shalom.”7 Commenting on what is meant by Shalom, Perry Yoder in his book The 

Bible’s Word for Salvation, Justice, and Peace, says, “Shalom means a combination of 

righteousness and justice, making things the way they should be in people, between 

people and for people.”8 

                                                 
4Randy White, Encounter God in the City: Onramps to Personal and Community Transformation 

(Downers Grove, IL: IVP Books, 2006), 120. 

5Ibid., 124. 

6 Ibid. 

7Ibid., 126. 

8Perry B. Yoder, Shalom: The Bible’s Word for Salvation, Justice, and Peace (Newton, KS: Faith 
and Life Press, 1987), 10-11. 
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Analyzing Yoder’s definition of Shalom, Dr. White reflects:  

When a city takes care to make things as they ought to be for people, it means that 
the people can meet their most basic needs for provision and security. When the 
people of a city have Shalom in them, it’s likely that city and especially people of 
faith in the city are taking care to ensure that the dignity and moral, uprightness of 
its people are fostered and protected. When the people of a city experience 
Shalom between them, it usually means that the key leaders in the city are taking 
pains to facilitate that process, because it rarely happens on its own, especially 
when race and class divisions prevail.9 

From an African perspective, John S. Mbiti, in his book African Religions and 

Philosophy believes that healthy communities cannot be established outside the web of 

communal relationship where behavior is moderated by acceptable norms of the society:  

As in all societies of the world, social order and peace are recognized by African 
people as essential and sacred. Where the sense of corporate life is so deep, it is in 
inevitable that the solidarity of the community must be maintained, otherwise 
there is disintegration and destruction. This order is conceived of primarily in 
terms of kinship relationship, which simultaneously produces many situations of 
tension since everybody is related to everybody else and deepens the sense of 
damage caused by the strain of such tension… there exist many laws, customs, set 
forms of behaviors, regulations, rules, observances and taboos, constituting the 
moral code and ethics of a given community or society. Some of these are held 
sacred, and are believed to have been instituted by God or national leaders. This 
gives sanctity to customs and regulations of the community. And breach of this 
code of behavior is considered evil, wrong or bad, for it is an injury or destruction 
to the accepted social order and peace. It must be punished by the corporate 
community of both the living and the departed, and God may also inflict 
punishment and bring about justice.10 

Juxtaposing the African view of Shalom community with that of the one 

described by Dr. White, one could say that the African approach to the establishment of a 

healthy community is centered on the individual’s relationship to the community because 

whatever he or she does, whether good or bad, has a corresponding reward or 

consequence on the community directly because the African life is a communal life. 
                                                 
9 White, 126. 

10John S. Mbiti, African Religions & Philosophy (Nairobi: Heinemann Educational Books, Ltd., 
1969), 205. 
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Thus, one is admonished by one’s family members to abstain from corrupt practices and 

avoid bringing shame and disgrace to the family. In the Western culture the opposite is 

experienced where the individual faces his or her own shame and embarrassment. In 

contrast, Mbiti explains of the African context, “The pollution of the individual is 

corporately the pollution of those related to him whether they are human beings, animals 

or materials good.”11 

Reflecting on transformational leadership and its potential for a diverse range of 

impacts on various types of communities, I suggest ways to integrate the findings of this 

study on city workplace transformation within an African context for the material and 

physical well-being, economic parity, appreciative social relationship, accepted moral 

and ethical standards and cultural tolerance of all people irrespective of their 

backgrounds. I was able to examine various work sectors from the religious, political, 

social, economic and cultural institutions operating within the city of Freetown, with the 

aim of identifying issues of inequality, insecurity, insensitivity, individualism and 

institutionalized attitudes and behaviors that impede workplace transformation.  

Research Questions 

Within the context of its scope, this study was structured to find answers to the 

following questions: 

• What is the general attitude and behavior of people toward work? 

• What are the challenges affecting workplace transformation? 

• How has the Attitudinal and Behavioral Change Campaign positively affected the 
lives of people, especially in workplace?  

                                                 
11 Ibid., 206. 
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• Can theology of work knowledge bring transformation to workplaces in 
Freetown, Sierra Leone? 

• What should be the role of religion toward workplace transformation? 

 

Conclusion 

This chapter introduces the need for transformational leaders in today’s society, 

especially in the workplace. It projects that the problems encountered by workers in the 

workplace result in negative attitudes and behaviors that are not only detrimental to 

healthy workplace relationships, but also the society at large. The chapter also advances 

the significance of theology of work principles and the outcome of this research for the 

various societal stakeholders in the Sierra Leone who hold decision-making power and 

who can both affect and benefit from workplace transformation. 

The next chapter presents reviewed literature on workplace transformation that 

frames the diverse attitudes and behavioral challenges impeding workplace 

transformation. 
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CHAPTER 2. 

LITRATURE REVIEW 

The chapter examines the meaning and nature of work in order to address 

misconceptions and challenges encountered by workers in their workplaces. Three of the 

five research questions I have posed are very situationally dependent and specific and, 

therefore, could not be addressed by a literature review process (and only by 

observational testing and survey research): 

• How has the ABC Campaign positively affected the lives of people, especially in 
workplace?  

• Can Theology of Work knowledge bring transformation to workplaces in 
Freetown, Sierra Leone? 

• What should be the role of religion toward workplace transformation?  

Two of the five research questions did lend themselves to a literature review 

process where valuable insights were gained.  

• What is the general attitude and behavior of people toward work? 

• What are the challenges affecting workplace transformation? 
 

Firstly, literature was reviewed that addresses the general attitude and behavior of 

people toward work. Secondly, an extensive literature review was conducted to help 

better understand the challenges affecting workplace transformation. Though there are 

many work challenges, I have focused on the ones discussed in this chapter because they 

are the ones reported by my Theology of Work students (more than three hundred over 

two years) and my Peace and Conflict Studies students (approximately 150 over four 

years) as the most common challenges contributing to negative attitudes and behaviors —

inhibiting workplace transformation—in Sierra Leone. The chosen sequential 
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arrangement of the challenges discussed in this chapter is based on feedback from the 

aforementioned students. Workplace challenges are listed in priority order from the most 

negative contributing factors to the least.  

Conceptualizing Work and Workplace 

According to Dictionary, “work” is defined as “physical or mental effort exerted 

to do or make something.”1 To think through this definition of work, it is important to 

recognize that nothing happens without work. In fact it is the very essence for a 

productive life. To say that work is an exerted effort of the physical body and mind 

means that work is the power that generates energy in people to turn dreams into reality 

and to transform negative into positive situations for healthy societal living. More than 

that, work is the channel through which individuals identify and propel forth their 

reservoir of abilities and skills for the well-being of others and themselves. 

Dr. Myles Munroe, sharing his thoughts on work and responsibility says,  

Work is God’s way to draw out your potential. Through work He opens the door 
into your inner storehouse and teaches you how to use your talents and abilities to 
meet the many responsibilities of life. Work and the ability to handle 
responsibility go hand in hand because work requires you to take on new 
challenges, causes you to risk failure to show your capacity for success, and 
prompts you to take the steps to make your dream a reality.2 

The aforementioned quote projects that work requires the willingness and risk to 

take up responsibilities to effect change. When one accepts one’s responsibility to work 

and allow God to change one’s perceptions of work, one will see a difference in one’s life 

because God set work as a priority for personal gratification. “Work is the master key to 

                                                 
1Michael Agnes and David B. Guralnik, eds. Webster’s New World College Dictionary, Fourth 

Edition (Ohio: Wiley publishers Inc, 2004). 

2Munroe, 149. 
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releasing your potential.”3 The essence of work is to bring about transformation. 

Individuals who refuse to work will not experience satisfaction and fulfillment. 

“Work is not the same as a job. Work releases potential; a job provides a pay 

check. While you may work at one’s job, work does not always result in a financial 

reward. Work arises out of a desire to contribute to the world’s wealth and well-being by 

giving of yourself…” Additionally as advance by Miles Munroe, “Work is God’s way of 

revealing your talents, abilities, and capabilities. It helps you to discover the satisfaction 

of accomplishment and the result of perseverance. Without work you will not see the 

result of your potential. Without effort you will not see the satisfaction of 

accomplishment.”4 

Communities and nations around the world that lack workers will only encounter 

setbacks, stagnation and underdevelopment. When people decide they are not going to 

work, the backbone of a nation is broken.5 Transformational leaders should know that not 

all people have jobs but all have work because human beings are designed to work, for it 

is the means through which they can produce and multiply and steward that which God 

has entrusted into their care.  

In his encyclical ‘On Human Work,’ Pope John Paul II coined the phrase 

‘spirituality of work’ and opined that “a spirituality of work should help people to come 

closer, through work, to God, the Creator and Redeemer.”6 According to the authors “a 

                                                 
3 Ibid. 

4 Ibid., 165. 

5 Ibid., 164. 

6 Wade Clark Roof and William McKinney, American Mainline Religion: Its Changing Shape and 
Future (New Brunswick, NJ: Rutgers University Press, 1987), 29.  
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spirituality of work necessitates orienting ourselves toward the divine through our daily 

activity of improving and sustaining the world.”7 This illuminates the understanding of 

Vatican II that “work refers to any human activity that cooperates with God’s ongoing 

creation.”8 

In engaging in any transformational agenda, one need to understand that work 

emanates from God and, since one is created in the image and likeness of Him, one must 

love and devote oneself to work with an optimistic attitude and behavior that leads to a 

productive and fulfilled life. Work cannot be demonstrated in the absence of place and 

such a place must provide a conducive atmosphere for work to thrive.  

Dr. Ray Bakke in his book, A Theology as Big as the City, says, “God’s Kingdom 

agenda seeks the personal salvation of all persons and the social transformation of all 

places… We need the urban evangelist, the Pastor and urban community developers as 

partners.”9 Though Bakke is correct, it must be mentioned that the necessity for 

partnership in social transformation of all places is to create an environment for workers 

to experience freedom in their workplaces, which gives them joy and makes them feel 

important. 

Accounting for workplace transformation, Dennis W. Bakke in his book, Joy at 

Work—A Revolutionary Approach to Fun on the Job, advances that, “Joy at work gives 

people the freedom to use their talents and skills for the benefit of society, without being 

                                                 
7 Robert Wagman, “Ethics: Its Decline and Fall During the Reagan Presidency,” The Allentown, 

PA Morning Call A, no. 10 (September 4, 1988). 

8 Roof and McKinney, 154. 

9Raymond J. Bakke, A Theology as Big as the City (Downers Grove, IL: InterVarsity Press, 1997), 
66. 
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crushed or controlled by autocratic supervisors or staff offices.”10 Substantiating the 

above, Dennis Bakke opines that, “People have made the workplace a frustrating and 

joyless place where people do what they’re told and have few ways to participate in 

decisions or fully use their talents.”11 In order to experience workplace transformation, 

people must be given the opportunity to participate in decision-making processes, which 

becomes an antidote for workplace demoralization and retrogression. “Joy at work starts 

with individual initiative and individual control; individuals and not a bureaucracy make 

the decisions and hold themselves accountable.”12 Furthermore, it should be recognized 

that even intelligence and education are not as important as an organizational culture that 

treats people of every background as creative, capable, responsible and trustworthy.13 I 

believe that if workers fail to experience appreciable recognition and respectful treatment, 

they will not be able to release potential skills and abilities that bring forth joy in their 

workplaces.  

Ultimately, the concept of work and workplace are inseparable because work is 

the mission and the workplace, the mission field. They both require the upholding of 

integrity and fair treatment. The worker needs to know that he or she was created by God 

to manage the earth, which implies workplace and all that is in it. This includes tangible 

and intangible resources for the well-being of society, thus, the work of people should be 

directed towards stewarding, reforming and transforming the workplace through godly 
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2005), 25. 

11 Ibid., 47. 

12 Ibid. 

13 Ibid., 182. 
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values and principles. The workplace environment must be designed as God intended for 

the fulfillment of human beings through healthy leadership relationships and stewardship. 

Dennis Bakke in his book, Joy at Work, revealed  

The creation story does not assign people, even leaders, the responsibility of 
‘managing’ other people. The Bible says that people are to have dominion over 
the animals and plants. It encourages humans to act as stewards for the world we 
live in. It does not, however, encourage us to dominate other people. It never 
classifies people as ‘resources’. The Bible does endorse leadership. What is the 
difference? Biblical leadership requires those in authority to serve the people they 
lead. Leaders do whatever it takes to allow followers to use their talents 
effectively. Thus, good leaders delegate decisions and create an environment in 
which others can manage God’s world.14 

The aforementioned perspective of Dennis Bakke is essential for workplace 

transformation because it informs leaders about the leadership potential of their subjects 

to effectively manage their work if they are allowed to participate in the decision-making 

process of responsibilities that are to be delegated to them. This will make them feel 

fulfilled, feel they belong, and consequently release their abilities to do good work with 

joy.  

To facilitate the above, one needs to develop values that influence attitudes and 

behaviors for workplace transformation. There are two types of values: terminal and 

instrumental.  

Terminal values are desired states of existence that we think are worth striving 
for. A world of beauty, equality, wisdom and a comfortable life are some of the 
terminal values that people might hold. Instrumental values on the other hand are 
desirable modes of behavior that help reach the objectives of terminal values. 
Some instrumental values include: being polite, courageous, logical, self-
controlled and ambitious.15  

                                                 
14 Ibid., 261. 

15 Steven Lattimore McShane and Mary Ann Young Von Glinow, Organizational Behavior: 
Emerging Realities for the Workplace Revolution, 5th ed. (Boston: McGraw-Hill Companies, 1998), 215. 
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Work values are required for healthy relationships and success in the workplace. 

Theology of Work principles, which hold the key to workplace transformation, demand 

the manifestation of values such as honesty and integrity, adaptability, truthfulness, 

dependability, tolerance, humility, corporation and servant spirit, to name but a few. The 

personal application of these values will serve to usher joy and fulfillment into the life of 

the worker and consequently the workplace. 

The individual should be aware that the workplace is a community and, therefore, 

requires attitudes and behaviors that reinforce values and the community. These 

behaviors must be socially receptive and acceptable by others irrespective of their diverse 

background. Workers are to do to others what they want others to do to them. It requires 

the manifestation of good character as an essential quality for healthy community 

relationship. Projecting the African notion of good behavior, John Mbiti thinks: 

Gentle character is that which enables the rope of life to stay unbroken in one’s 
hand; and again, it is good character that is man’s guard because good character 
shows itself in the following ways:…, kindness; justice; truth; and rectitude as 
essential virtues; avoiding stealing; keeping a covenant and avoiding falsehood; 
protecting the poor and weak, especially women; giving honor and respect to 
older people; and avoiding hypocrisy.16 

The understanding of the above will make work and the workplace tension free, and God 

will be glorified (Matt. 5:16) as transformation is experienced.  

Definition and Description of Attitude and Behavior 

Attitude and behavior have inseparable connection and one cannot discuss one 

without mentioning the other. Attitude predicts behavior. Attitude is internal, while 

behavior is external. Dennis Middlemist and Michael Hitt in their book Organizational 
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Behavior define attitude as, “The persistent tendency to feel and behave in a favorable or 

unfavorable way towards some object, person, or idea.”17 

According to the authors, “a close examination of the definition brings to light 

three important conclusions. First, attitudes are relatively stable, second, they are directed 

toward some object, person or idea, third, an attitude toward some object or person 

relates to an individual’s behavior toward that object or person.”18 Discussing how 

attitudes are formed, they advance that three essential elements should be considered: 

cognitive, affective, and behavioral. Respectively, they say that “attitude involves 

gathered facts about the object, person, or idea, feelings one has about the object or 

person, and the individual’s tendency to act in certain ways toward the object of the 

attitude.”19 Furthermore, they project that “attitudes are formed through the process of 

learning and the use of social information about past behavior and what others think in 

order to develop attitudes.”20  

Reflecting on the authors’ ideas solidifies the importance of attitude analysis for 

workplace transformation because of the effects on work behavior. If workers are of the 

opinion that their authorities are insensitive to their work conditions and satisfaction, they 

will manifest rebellious attitudes.  

Stephen P. Robbins, in his book Organizational Behavior, discusses the types of 

attitudes that are work-related and the impact they have created on their work 
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18 Ibid. 

19Ibid., 88. 

20Ibid., 89. 
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environment. According to Robbins, the work environment is concerned with three main 

attitudes: job satisfaction, job involvement, and organizational commitments. He further 

explains that job satisfaction refers to an individual’s general attitude toward his or her 

job. A person with high level of job satisfaction holds positive attitudes about the job, 

while a person who is dissatisfied with his or her job holds negative attitudes.  

Job involvement measures the degree to which a person identifies psychologically 
with his or her job and considers his or her perceived performance level important 
to self-worth. Organizational commitment is a state in which an employee 
identifies with a particular organization and its goals, and wishes to maintain 
membership in the organization.21 

Relating these three types of attitudes, I am of the opinion that job satisfaction is 

paramount for workplace transformation because it determines worker’s behavior. For 

example, if the dissatisfaction has to do with job involvement, the worker may manifest 

lesser negative behavior such as lateness, negligence, absenteeism, etc. Where it has to do 

with the organization as a whole, the worker will resign. 

Explaining how employees express dissatisfaction, Robbins offered the four ways 

which he said differs from one another along two dimensions: constructive/destructive 

and active/passive. 

• Exit: behavior directed towards leaving the organization, including looking for a 
new position, as well as resigning.  

• Voice: actively and constructively attempting to improve conditions, including 
suggesting improvements, discussing problems with superiors, and some forms 
of union activity.  

• Loyalty: passively but optimistically waiting for conditions to improve, including 
speaking up for the organization in the face of external criticism and trusting the 
organization and its management to “do the right thing.”  

                                                 
21Stephen P. Robbins, Organizational Behavior, 10th ed. (Upper Saddle River, NJ: Pearson 

Education, Inc., 2003), 72. 
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• Neglect: passively allowing conditions to worsen, including chronic absenteeism 
or lateness, reduce effort, and increased error rate.22 
 

Unfortunately, job dissatisfaction is prevalent in many workplaces in Freetown, 

and many workers express their dissatisfaction in destructive rather than constructive 

ways. Negative consequences have resulted and left the workplace without resources 

needed to make it effectively operational. 

Considering the above, transformational leaders must be concerned with their 

workers’ job satisfaction in order to change negative attitude and behavior incidences in 

workplaces. To actualize this change, leaders and workplace authorities must develop a 

positive attitude that is integrated with workplace values. Myles Munroe, in his book The 

Spirit of Leadership, says, “Attitude is a learned behavior, created by our beliefs, which 

are produced by our thoughts. We change attitudes by changing our beliefs, by changing 

our thoughts about everything in life-including ourselves.”23Furthermore, he states,  

Attitude determines everything. It is not enough to know the principles, precepts, 
and skills of leadership. We must acquire the spirit of leadership by discovering 
and applying the attitudes of true leaders. Training in leadership really means 
training in attitude because attitude has to do with how we respond to life. We 
must think, talk, walk, dress, act, respond, decide, plan, work, relate and live like 
leaders.24 

Transformational leaders must seek to cultivate the right spirit and environment 

that will positively impact the attitude of workers for workplace transformation. To 

achieve such, they must ensure that everything that is needed for positive workplace 

attitude be made available and accessible to the workers. 

                                                 
22 Ibid  

23Myles Munroe, The Spirit of Leadership: Cultivating Attitudes That Influence Human Action 
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24Ibid., 212. 
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Leadership Challenges in the Workplace 

Leadership challenges begin with the understanding of the word “leadership” 

because the traditional understanding of leadership centers on influence which in my 

opinion has being used in many workplaces negatively through means of coercion, 

threats and punishment. It is necessary, therefore, to examine the definition of leadership 

for workplace transformation.  

Anthony D’Souza says, “The ability to lead people and to guide their energies 

toward achieving a goal is the most vital factor in the success of enterprises and human 

beings. Leadership carries a heavy burden of responsibility, but at the same time it can be 

exciting and stimulating.”25 This definition helps to understand that though leadership 

carries enormous challenges, it can be enjoyed if leaders provide the right environment 

that stimulates and guides their followers to feel satisfied and fulfilled as they execute 

their work.  

McShane and Von Glinow in their book, Organizational Behavior, define 

leadership as “The process of influencing people and providing an environment for them 

to achieve team or organizational objectives.”26 Examining this definition brings to light 

the use of influence to accomplish a specific task, but the definition falls short of how 

influence is used to achieve the set task. To achieve set objectives is important, however, 

if the influence used is intimidating it will produce attitudes and behaviors in workers that 

are not healthy for workplace transformation. Dr. Myles Munroe in his book, The Spirit 

of Leadership, says, “There are many people, past and present, who have influenced 
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others using threats and violence, but we don’t call that true leadership. We call it 

manipulation, oppression, or dictatorship.”27
 

Leadership is not exerting one’s will over others; rather, it is the “capacity to 

influence others through inspiration motivated by a passion, generated by a vision, 

produced by a conviction, ignited by a purpose.”28 In light of this truth, developing one’s 

leadership potential should not be an option for anyone. “We have a responsibility to 

find, perform and complete our purposes. As we come to understand the nature and 

attitudes of true leaders, we can remove whatever is hindering us from having the spirit of 

leadership so that we can make a positive and lasting contribution to our generation.”29 

Another challenge of leadership is power. “Power refers to a capacity that one has 

to influence the behavior of others so that others act in accordance with one’s 

wishes.”30“Probably the most important aspect of power is that it is a function of 

dependency.”31 Contrasting leadership and power, Robbins says, 

Leaders use power as a means of attaining group goals. Leaders achieve goals, 
and power as a means of facilitating their achievement. What difference is there 
between the two terms? One difference relates to goal compatibility. Power does 
not require goal compatibility, merely dependence. Leadership on the other hand, 
requires some congruence between the goals of the leader and those being led. A 
second difference relates to the direction of influence. Leadership focuses on the 
downward influence on one’s followers. It minimizes the importance of lateral 
and upward influence patterns. Power does not.32 
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“Although power requires dependence, it is really more accurate to say that the 

parties are inter- dependent. One party may be more dependent than the other; but the 

relationship exists only when both parties have something of value to the other.”33 

To understand the nature and influence of power, Dennis Middlemist and Michael 

Hitt document the following five sources of power: expert, referent, legitimate, coercive, 

and reward power: 

Expert Power – refers to the individual characteristics, such as skills, knowledge, 
training and so on, that lead others to accept more guidance (influence) from the 
individual. Expert power is limited to areas in which the individual has 
expertise”... “Given that an individual is acknowledged as an expert in some area, 
he or she must also be perceived as believable, trustworthy, and useful. 

Referent Power – refers to individual characteristics that cause others to strongly 
identify with the individual. Personal attractiveness, fame and charisma are 
important referent characteristics”... “Referent power in organizations is prompted 
by success, status, and a pay check”…”thus these individuals who have referent 
power have much influence on the productivity, loyalty, creativity and 
socialization of organizational employees.  

Legitimate Power – cultural values, traditions, and customs often prescribed to 
people who occupy certain positions are rightfully entitled to power. The right 
that arises from cultural values, traditions, laws and customs is called legitimate 
power”... “Managers and owners of business acquire legitimate power by virtue of 
both law and custom and that gives them power over subordinates. 

Reward Power-”A person has reward power when he or she controls resources 
that others value and desire. A person who controls these resources can influence 
others by dispensing the resources when others behave appropriately.”  

Coercive Power-Refers to a person’s ability to inflict unpleasant or painful 
experiences on others”…”Coercive power is the most undesirable of all 
power...”“Its use frequently obtains the opposite of the intended results.”34 

Considering the consequences of power, the authors are of the view that the types 

of influence leaders will exert on others depend on the power source used. “Coercive 
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power is generally the least desirable source because it generates resistance by the person 

or department being influenced... Applying coercive power also reduces trust between the 

parties and increases employee dissatisfaction. Resistance and distrust also occur when 

other power bases are used arrogantly or in a manipulative way.”35 

In Africa, power resides in human relationships and its’ emphasis is based on the 

concept of hierarchy: partly on age and partly on status. In practice, it amounts to a ladder 

ranging from God down to the youngest child.  

God is the creator and, hence, the parent of humankind, and holds the highest 
position so that He is the final point of reference and appeal. Beneath Him are the 
divinities and spirits, which are more powerful that people and some of which 
were founders and forefathers of different societies. Next is the living dead, the 
more important ones being the ones who were full human beings by virtue of 
going through the initiation rites, getting married, and/or raising children. Among 
human beings the hierarchy includes kings, rulers, rainmakers, priests, diviners, 
medicine men, elders in each household, parents, older brothers and sisters, and 
finally the youngest member of the community. Authority is recognized as 
increasing from the youngest child to the highest being. As for the individual, the 
highest authority is the community of which he is a corporate member.36 

This type of power, though hierarchical, is incarnational in nature because the 

leader lives with and among her people and relates with them. They are reachable at any 

time with less protocol order, therefore, if transformational leaders are to use power for 

the well-being of those they are leading, they must submerge to understand the need or 

problem of the people, and not to lord it over their subjects; though in some situations 

one see coercive and dictatorial use of power, it is always rejected by the community. 

Transformational leaders must ensure that power is used not for revenge or acts of 

injustice, but for the promotion of individual and community well-being. Another 
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important leadership challenge is “trust.” “Trust is a positive expectation that another will 

not through words, actions, or decisions act opportunistically.”37 The key dimensions that 

underlie the concept of trust are integrity, competence, consistency, loyalty and 

openness.38 

The importance of trust within the African context is embedded in the kinship 

relationship. Almost all the concepts connected with human relationship can be 

understood and interpreted through the kinship system. “The kinship relationship governs 

the behavior, thinking and the whole life of the individual in the society of which he or 

she is a member.”39 The above requires understanding and interacting with the people in 

a manner that demonstrates humility, responsibility, concern and respect. Leaders, who 

demonstrate the aforementioned are the ones they will trust, obey and follow, not the 

ones who are proud, arrogant, boastful and disrespectful. Africans do not care to know 

how much you have learned until they know how caring and respectful you are. 

Chinua Achebe, in his book titled, Man of the People, discloses that, “Our true 

leaders are not those intoxicated with Oxford, Cambridge or Harvard degrees, but those 

who speak the language of the people.”40 People are willing to follow a leader whom they 

can trust. One who cares about them and provides satisfying relationships within the 

workplace is the one to whom they will yield their trust and loyalty. A good leader never 

ignores the importance of trust as a value that ensures accomplishment of assigned 

responsibilities.  
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According to Robbins, there are three types of trust in organizational 

relationships: deterrence-based, knowledge-based, and identification based. 

The most fragile relationships are contained in deterrence-based trust. One 
violation or inconsistency can destroy the relationship. This form if trust is based 
on fear of reprisal if trust is violated Individuals who are in this type of 
relationship do what they say because they fear the consequences of not following 
through on their obligations. Deterrence-based trust will work only to the degree 
that punishment is possible, consequences are clear, and punishment is actually 
imposed if the trust is violated… 

Most organizational relationships are rooted in knowledge-based trust. Trust is 
based on the behavioral predictability that comes from a history of interaction. It 
exists when you have adequate information about someone to understand them 
well enough to be able to accurately predict their behavior”…”The highest level 
of trust is achieved when there is an emotional connection between the parties. It 
allows one party to act as an agent for the other and substitute for that person in 
interpersonal transactions. It is called identification-based trust. Trust exists 
because the parties understand each other’s intentions and appreciate the other’s 
wants and desires.41  

Reflecting on the above, one cannot experience workplace transformation if trust 

that is based on interpersonal relationships does not exist. People, especially leaders, 

must know and practice identification-based trust. 

Robert Linthicum is of the view that one cannot hope to bring significant change 

in a church, community, city or nation without building relationships. “All truly 

transforming change must be built upon the creation and maintenance of strong 

relationships. Relationships that will build power cannot be created and maintained 

without a significant investment of time and energy”.42 Furthermore, Linthicum opined 

that relationships are “built to learn from the agenda of people—their pain, issues, 

problems, needs, joys, hopes and aspirations. You will not be able to organize a 
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community toward change unless you take seriously the people’s concerns.”43 When a 

leader demonstrates concern for those he or she is leading, they in turn will trust the 

leader. The opposite will result in fragmentation of relationship.  

Thrall, McNicol, and McElrath project in their work, The Ascent of a Leader, that  

when relationships become expendable and expedient—used for gain and then left 
behind—the relationships trail becomes very weak and fragile because such 
relationships deny the time-intensive process necessary for the meeting of needs. 
All too often, relationships on the capacity ladder turn into a pursuit of personal 
power over others, evidenced by a constant battle for individual or special rights. 
Pursuing power over others increases isolation, inhibiting character development. 
Manipulative, contrived connections may help acquire certain rights, but they 
cannot meet our deepest needs. These needs can only be met by the gracious core 
and concern of others–the kind we cannot buy, demand, or extract through power 
over others.44 

Additionally, Thrall, McNicol, and McElrath are of the view that  

one fruit of interdependent relationships of grace is that people experience 
unconditional acceptance. Experiencing and offering acceptance is far from 
merely practicing some technique; rather, acceptance arises from a process 
requiring frequent, interactive communication in committed relationships. 
Commitment is very important to the experience of acceptance. Acceptance only 
lasts as long as the commitment lasts, because commitment creates a soul 
connection that takes relationships beyond their utilitarian functions. To 
experience acceptance, we must first admit our need for acceptance from others, 
then wemust take the next step and receive expressions of acceptance from others. 
Accepting acceptance empowers us to confer acceptance.45 

The sustenance of the above is rooted in incarnational ministry. According to 

Brad Smith, incarnational ministry  

usually applies to God the Spirit taking on the flesh of humankind as Jesus Christ 
did. When applied to urban ministry, its means that a ‘person becomes one of us.’ 
It means moving into a neighborhood and taking on the same circumstances of 
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joy and pain that everyone else is experiencing. It means connecting to the hopes 
and destinies of the people of the neighborhood. It is living life among and with 
those who we are ministering among and with.46 

Trust is essential for workplace transformation and it must be centered on 

relationships that are incarnational and demonstrated through acts of acceptance of 

people’s life circumstances for the purpose of creating Shalom society. Trust drives away 

fear and allows workers to disclose their feelings and opinion on issues affecting 

workplace transformation. It increases the effectiveness of their work performances 

through collaborative problem solving and communication. Additionally, confidence is 

built and satisfaction ensured. 

Servant leadership is another challenge in most workplaces, today. It is about 

setting an example for others to follow and provide a desired behavior.  

“Today many servant leaders are considered to be weak leaders, since most 

leaders tend to lead by the opposite way which hinders the healthy relationship and 

values of most work places.” I subscribe to Dennis W. Bakke’s view about servant 

leadership that it “is often misunderstood as being hands off, even passive…”47“Good 

servant leaders are engaged in every aspect of an organization’s life, from suggesting 

radical new ideas and strategies to teaching the organization principles and values.” In 

addition, he disclosed that “it is a shame that most leaders give little thought to how their 

decisions affect the working environment for their employees.”…Furthermore, “he stated 

that a leader’s character is far more important than his or her skills.”… “The most 

important character traits of a leader who embraces work place principles and values is 
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humility; the willingness to give up power; courage; integrity; and love and passion for 

the people, values, and mission of the organization.”48 

Justifying this, he puts this message to his AES employees:  

Character and virtues do not come to us primarily through exploring our own and 
others feelings, nor are they best learned through impersonal analysis of ethical 
choices, or even intensive classroom training on right or wrong. For the most part, 
we catch character, virtue and values by practicing right behaviors and actions so 
that they first become habit and then part of character. We catch this behavior and 
action from leaders, parents, mentors, teachers, and friends, and by repeatedly 
acting in ways consistent with the espoused principles in all aspect of our lives.49 

Additionally, Dennis Bakke beautifully states the adage: “A person’s character 

speaks far louder and with more lasting effect than any speech or letter to employees.”50 

Propelling his position on the issue of character, he reveals: “our character is transparent 

to those around us. Leaders must realize this. The people who work for us are absorbing 

our character in both positive and negative ways. They are not fooled even if we try to 

cover up our flaws. We are an open book.”51 Finally on this issue: “a leader doesn’t even 

have to be inspirational”…”The role of leaders is to create an environment that allows 

these qualities to flourish”…”Humility is at the core of a leader’s heart. Humility 

understands who we really are, regardless of title or education, wealth or status. Humility 

underlies the impulse to make others do better.”52 

Contrasting the authoritarian and servant leadership approaches, Anthony 

D’Souza explains: 
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An authoritarian leader imposes the desired behavior in an organization whereas a 
servant leader models the desired behavior. The authoritarian approach may 
achieve temporary compliance, but it will also be accompanied by an attitude of 
resentment. People will carry out commands because they have to and be on the 
lookout for ways to circumvent the order imposed. In contrast, the servant 
leadership approaches create a spirit of ownership, involvement and commitment 
among people. They will work because they want to. They will have the attitude, 
‘if it’s good enough for the leader, then it’s good enough for us.’ It has not only 
become much easier for them to take ownership of the leader’s values and ideals, 
but this ownership leads to their full involvement and commitment. The servant 
leadership approach is far more effective in producing lasting beneficial result.53 

Servant leadership empowers people through example, guidance, caring 
understanding, sensitivity, trust, appreciation, encouragement, reinforcement and 
shared vision. Servant leadership is much more than a mere leadership style or 
behavior that we can learn to act out. It begins with the mind and heart—with our 
attitude. The world is in need of servant leaders—leaders who will lead as Jesus 
led, and serve as Jesus served. By word and example, Jesus modeled servant 
leadership and commanded His followers to likewise. He radically established the 
servant attitude and style as the way in which is leaders are to lead others.54 

In advancing his argument, D’Souza contrasts these two leadership approaches.55 

Table 1. Contrast between two leadership approaches  
Authoritarian Leadership Servant-Leadership 

Communication is one-way: top-down Communication is two-way between the 
leader and Subordinates. The leader states 
his point of view, but is also open to listen. 

Orders, commands Influences, listens, persuades  

Uses position power  Uses personal power 
Do things because they have to  People are committed do things because they 

want to  
People put in time required, 
i.e. work from 9 am to 5 pm.  

People put in time and energy  

People produce to meet requirements 
only  

People perform beyond expectation 

People are lethargic-energy decreases People are enthusiastic-energy increases  
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Concluding his discussion on servant leadership, D’Souza outlines the following 

characteristics and attitudes of a servant leader, when he states that leaders who influence 

people’s lives and are remembered over the years are those who: 

• Empower us rather than seeking power over us 

• Free us to develop our God-given potential rather than wanting to control us  

• Serve us rather than desiring to be served 

When leaders empower, free and serve their people, the people in turn give them 

power, control and recognition.56 Chad Henning’s says: “Service is about acting with 

character and integrity and setting a Godly example. It’s about giving back to others in a 

way that enriches and transforms their lives. And most of all, it’s about doing what’s 

right not because we’ll be rewarded, but simply because it is the right thing to do.”57 

In their book, Reviewing Leadership, Robert Banks and Bernice M. Ledbetter 

discuss three key aspects of character relating to leadership: faithfulness, integrity and 

service. They say faithfulness is the concrete expression of faith in the workplace. It 

involves practical decisions and actions. It leads to “a clearer understanding of 

organizational goals and values, better morale, and a higher degree of trust.”58 

On the issue of integrity, they state that acting with integrity is more complex than 

simply fulfilling moral obligations. The question of standards, how to act rightly in one’s 

work, involves more than asking, “What should I do?” in a particular situation. “When 

integrity is present, there are no discrepancies between the way a person acts in one 
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situation versus another or in one of their roles versus another. There is consistency about 

all that a person does and coherence in the way he or she carries out responsibilities.”59 

With regards to service, it is believed: “we need people who will serve the 

mission, structures, and members of an organization in a way that goes beyond their peers 

and points the way forward for others.”60 

“The antidote to self-interest is to commit and to find cause to commit something 

outside of ourselves. To be part of creating something we care about so we can endure 

the sacrifice, risk, and adventure that commitment entails. This is the deeper meaning of 

service.”61 The end product of service must always be the recipient, never oneself. Yes, 

one will reap tremendous rewards through one’s service, but unless one is helping the 

less fortunate to escape their downward spirals and improve their behaviors, one’s service 

is for naught. One must ensure that one’s service makes a difference in their lives so they 

can improve.62 

In order to transform and empower the workplace with healthy relationships that 

enhance fulfillment and satisfaction, faithfulness, integrity and service must be prioritized 

and practiced. Transforming followers into leaders is another leadership challenge that, 

because it is not occurring, impedes workplace transformation. Many leaders are simply 

afraid of losing their positions that they have nurtured over the years. They are afraid that 

if they equip and empower their followers, they will seek to unseat them. Such an attitude 
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produces negative behaviors such as autocratic and victimization tendencies which is 

opposed to transformational leadership. 

McShane and Glinow in their book, Organizational Behavior—Emerging 

Realities for the Workplace Revolution, describe a transformational perspective of 

leadership as a leadership that explains how leaders “change teams or organizations by 

creating, communicating, and modeling a vision for the organization or work unit, and 

inspiring employees to strive for that vision.”63 Their transformational leadership 

description has four elements: creating a vision, communicating the vision, modeling the 

vision and building commitment toward the vision: 

Vision is the source and hope of life. The greatest gift ever given to humankind is 
not the gift of sight, but the gift of vision. Sight is the function of the eyes, but 
vision is the function of the heart. “Eyes that look are common, but eyes that see 
are rare.” Nothing noble or noteworthy on earth was ever done without vision. No 
invention, development, or great feat was ever accomplished without the inspiring 
power of this mysterious source called vision. Vision generates hope in the mist 
of despair and provides endurance in tribulation. Vision inspires the depressed 
and motivates the discouraged. Without vision life would be a study in cyclic 
frustration within a whirlwind of despair. Vision is the foundation of courage and 
the fuel of persistence.64 

Our world today is in desperate need of vision. Even a casual look at the 
prevailing condition of our twenty-first century world is enough to produce fear, 
hopelessness, uncertainty, insecurity, emotional and social trauma, depression, 
disillusionment, discouragement and despair. The threat of economic collapse, 
social disintegration, moral decay, religious conflict, political instability, global 
health epidemics, ethnic cleaning, and clash of civilizations demands leadership 
that can see beyond the now into a preferred future, that has a skill to transfer that 
vision into reality, and has a courage to dare us to go there.65 

“A shared vision attracts people to it and aligns them in same direction; keeps 

people focused, energized and on target; gives meaning and purpose to their lives and 
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work; provides a motivating environment for excellence; and creates a challenging, 

empowering organization rather than a stifling, dehumanizing one.”66 It is based on these 

elements that transformational leadership is evaluated to ascertain whether their followers 

are experiencing growth and satisfaction that produce attitude and behaviors necessary 

for the workplace. John C. Maxwell in his book, Developing the Leaders Around You, 

says: 

Great leaders–the truly successful ones who are in the top percent–all have one 
thing in common. They know that acquiring and keeping good people is a leader’s 
most important task. An organization cannot increase its productivity but people 
can! The asset that truly appreciates within any organization is people. Systems 
become dated. Buildings deteriorate. Machinery wears. But people can grow, 
develop, and become more effective if they have a leader who understands their 
potential value.67 

Furthermore, he advances the following reasons for leaders to reproduce leaders 

because according to him, “great leaders produce other leaders.”68As leaders reproduce 

other leaders, they must allow them to be involved in the process of decision-making and 

problem solving of the organizations. In most workplaces many individuals are left out in 

the decision-making process which impinges on organizational effectiveness and 

transformation. To avoid them being left out and to give them the opportunity to become 

better leaders, John C. Maxwell outlined the following ten leadership qualities for 

consideration: 

• Character 

• Influence 

• Positive Attitude 
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• Excellent People Skills 

• Evident Gifts 

• Proven Track Record 

• Confidence 

• Self-Discipline 

• Effective Communication Skills 

Reflecting on the aforementioned points, Maxwell concludes that good leaders 

deliberately seek out to find potential leaders. Great leaders not only find them, but also 

transform them into other great leaders.69 

Dennis Bakke in his book, Joy at Work, asks a rhetorical question when he says: 

Why do many workers spend years dreaming about and planning for retirement? 
The reason is simple and dispiriting. We have made the workplace a frustrating 
and joyless place where people do what they are told and have few ways to 
participate in decisions or fully use their talents. As a result, they naturally 
gravitate to pursuits in which they can exercise a measure of control over their 
lives. This is especially true of decisions that have financial implications. We still 
have the offices “above” the working people, filled with staff and supervisors 
who, without consulting workers, make decisions that dramatically affect their 
lives.70 

Ethical Challenges in the Workplace 

The dynamics of the world keep changing the attitude and behavior of the 

workforce. The workplace is faced with so many challenging issues ranging from cultural 

diversity, work conditions of service, integrity problems, discrimination, and corruption, 

abuses of power, human rights, and so forth. These acts have created many ethical issues 
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that need to be examined because they prevent healthy workplace relationships and 

satisfaction.  

McShane and Glinow describe ethics as that which “refers to the study of moral 

principles or values that determine whether actions are right or wrong and the outcomes 

are good or bad. We rely on ethical values to determine the right thing to do.”71 

To ascertain whether an action is right or wrong demands that ethical values be 

considered within the following ethical principles: Utilitarianism, Individual rights, 

Distributive justice, 

Utilitarianism advises us to seek the greatest good for the greatest number of 
people. It is sometimes known as the consequential principle because it focuses 
on the consequences of one’s actions, not on how one achieves those 
consequences. Unfortunately utilitarianism can occasionally result in unethical 
choices because it judges morality by the results, not the means to attaining the 
results. Moreover, it accepts situations in which a few people may be severely 
oppressed to benefit others. 

Individual rights are the belief that everyone has entitlements that let them act in a 
certain way. Some of the most widely cited rights are freedom of movement, 
physical security, freedom of speech, fair trial and freedom from torture. The 
individual right principle is not restricted to legal rights. A person may have the 
right to privacy, but employers have the right to inspect everyone’s email 
messages. One problem with individual rights is that certain individual rights may 
conflict with others. 

Distributive justice is the value of fairness. It suggest that inequality is acceptable 
if: (1) everyone has equal access to the more favored positives in society; and (2) 
the inequalities are ultimately in the best interest of the least well off in society. 
The first part means that everyone should have equal access to higher paying jobs 
and other valued positions in life. The second part says that some people can 
receive greater rewards than others if it benefits others who are less well off. The 
problem with this principle is that society cannot seem to agree on what activities 
provide the greatest benefit to the least well off.72 
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The importance of highlighting these principles is to bring to mind that ethical 

issues should not be addressed using one principle. All three principles should be 

considered when making choices for the well-being of the organization, especially its 

workers. Discussing how to improve ethical behavior, Stephen P. Robbins said, “Today’s 

managers need to create an ethical healthy climate for his or her employees, where they 

can do their work productively and conform a minimal degree of ambiguity regarding 

what constitutes right and wrong behaviors.”73 

Patrick E. Murphy examining the issue of creating ethical corporate structures 

suggested three promising and workable approaches to infusing ethical principles into 

business: 

• Corporate credo that define and give direction to corporate values  

• Ethics programs where companywide efforts focus on ethical issues  

• Ethical codes that provide specific guidance to employees in functional business 
areas74 

After discussing the above, Murphy suggested the following conclusions that 

corporate managers may wish to keep in mind:  

• There is no single ideal approach to corporate ethics  

• Top management must be committed to creating ethical corporate structures 

• Developing a structure is not sufficient by itself 

• Raising the ethical consciousness of an organization is not easy75 
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Summarizing his suggestions, he said, “Managers in firms with active structures – 

credos, program and tailored codes – are genuinely enthusiastic about them. They believe 

that ethics pay off and their conviction should provide others with an encouraging 

example.”76 

William E. Diehl stated that formal codes of ethics are hot items these days. Profit 

and non-profit corporations, trade associations and professional societies, are scrambling 

to adopt or refine codes to ethics. One thing is certain: any organization that requires all 

its employees to review and sign its ethics code each year, and then does nothing else to 

encourage high moral behavior, is wasting time on the code.77 Furthermore, he said, “a 

code of ethics that does not relate to the realty of the corporate culture is meaningless.”78 

Connecting this argument to the African context, the issue of good moral conduct 

both in the private and public comes with honor, and the opposite ushers in shame.  

If a person steals a sheep, personal relations are at once involved because the 
sheep belongs to a member of the corporate body, perhaps to someone who is a 
father, or brother, or sister or cousin to the thief. As such it is an offense against 
the community, and its consequences affect not only the thief but also the whole 
body of his relatives. There exist, therefore, many laws, customs, set forms of 
behavior, regulations, rules, observances and taboos, constituting the moral code 
and ethics of a given community or society.79 

Lewis B. Smedes in his book Mere Morality says, “The call to morality is an 

invitation to the truly human life.”80 He believes that human beings are in a crisis of 

morals. This crisis he suggests is not simply that people are doing the wrong things since 
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the fall in Eden. The crisis is the loss of a shared understanding of what is right. Worse, it 

is a crisis of doubt as to whether there even is a moral right or wrong at all.81 

Addressing the above crisis, Smedes bases his argument on the foundations of the 

biblical commandments, because according to him,” they give more to go on than loving 

lunches and benevolent institutions.”82 

To justify his argument, he proposed descriptions of the biblical commandments 

as worthy guiding rules for moral living.  

• The commandments fit life’s design  

• The commandments tell people all what God expects them to do  

• The commandments tell people to do what they already know they should do 

• The commandments are the ways of Christ  

Defending his perception about the moral commandments of the Decalogue and 

how they match the configurations of life as God created it, he says,  

These commandments make more specific the two fundamental commandments 
for the moral life that we should do justice and act in love. Justice and love are 
absolute, unconditional, and unequivocal. They are global, universal, all-
embracing commands. They pin us down at every corner, grip us at the center, 
and allow us no qualification or evasions. Justice and love cover every 
conceivable human situation. They are the be-all and end-all of the moral life.83 

Detailing his justification for proper understanding and digestion, Smedes says 

that,  

The moral commands of the Decalogue build on the commands of justice and 
love. In spelling out how justice is to be pursued within a specific sector of life, 
each command all for respect of the person of a neighbor in his or her role within 
that sector. Respect is a sense for the other person’s right to be who he is, to have 
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what he properly has coming to him, and to be allowed to do what he is called to 
do.84 

Reflecting on the ethical challenges confronting the contemporary workplace, I 

am of the opinion that codes of conduct or rules and regulations enacted to guides human 

relations are necessary for healthy a workplace environment, but if they are not 

transformed into actions of justice and love as God intended it, they are meaningless and 

unproductive; and, therefore, must be discarded. To act in love and justice is a call to 

respect others, and such can only happen if one know who God is and what he expects of 

His creatures and how they relate with one another. 

Bureaucracy and Policy Challenges in the Workplace 

Another workplace challenge involves bureaucracy and policy issues. 

Bureaucratic institutions are characterized by highly routine operating tasks achieved 

through specialization, much formalized rules and regulations, tasks that are grouped into 

functional departments, centralized authority, narrow spans of control, and decision-

making that follows a chain of command. Additionally, 

the primary strength of the bureaucracy lies in its ability to perform standardized 
activities in a highly efficient manner. Putting like specialties together in 
functional departments results in economies of scale, minimum duplication of 
personnel and equipment, and employees who have the opportunity to talk “the 
same language” among their peers. Furthermore, bureaucracies can get by nicely 
with less talented and hence, less costly-middle and lower level managers. The 
pervasiveness of rules and regulations, substitutes for managerial discretion. 
Standardized operations, coupled with high formalization, allow decision making 
to be centralized. There is little need, therefore, for innovative and experienced 
decision-makers below the level of senior executives.85 
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Bureaucratic policies have strong restraining forces hindering workplace joy and 

transformation; therefore, transformational leaders should work toward reducing these 

restraining forces like communication barriers, employee discrimination in decision-

making processes, limited delegation of authority, tailored spans of control, and stress 

management. Dennis Bakke says, “Joy at work gives people the freedom to use their 

talents and skills for the benefit of society, without being crushed or controlled by 

autocratic supervisors or staff offices.”86 

Until top-level managers and leaders understand the dangers of bureaucratic 

policies, workplace joy and transformation will not be actualized. They should therefore 

do their best to seek for the establishment of structure that is relationship friendly and 

productive. 

Motivation Challenges in the Workplace 

Motivation is what leaders do to move people, their followers, or employees into 

action. Motivation is a big challenge faced by most leaders. D’Souza says, “Many 

variables influence people’s desire to ‘“do something”‘ in the work environment. These 

variables include their own needs, factors present or absent in the environment itself and 

the behavior of their immediate managers.”87 

Motivation is one of the key ingredients in employee performance and 

productivity. Even when people have clear work objectives, the right skills, and a 

supportive work environment, they won’t get the job done without sufficient motivation 
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to achieve those work objectives. “Motivation refers to the forces within a person that 

affect his or her direction, intensity, and persistence of voluntary behavior.”88 

Anthony D’Souza also holds the same view that motivation comes from within 

each person and is not something leaders can supply directly, but can only create the kind 

of climate in which people want to work to their full potential.89 Arguing out the issue of 

needs as a factor for motivation, he says: 

People’s desire to do something arises from their felt needs. When they act they 
do so in ways that enable them to satisfy those felt needs. This means people 
usually have reasons for doing what they do. They have needs they believe they 
can satisfy by taking a particular course of action. Thus, needs, actions and 
satisfaction are closely interrelated, and all three of these factors relate intimately 
to motivation.90 

The connection between needs and motivation has prompted many psychologists 

to investigate the types of needs that motivate human behavior. 

Maslow organized human needs into a hierarchy from psychological needs, like 
hunger and thirst, through self-actualization. He believed that people’s lives 
would naturally travel up through this hierarchy so long as they did not encounter 
insurmountable social or environmental hurdles. Maslow was optimistic about 
human nature. He believed that people behaved antisocially only when needs 
were frustrated, particularly their need for love and acceptance.91 

Clayton Alderfer of Yale University has reworked Maslow’s need hierarchy to 

align it more closely with the empirical research. His revised need hierarchy is labeled 

ERG theory. Alderfer argues that there are three groups of core needs –existence, 

relatedness, and growth. Existence needs correspond to Maslow’s physiological and 
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safety needs. Relatedness needs refer mainly to Maslow’s belongingness needs. Growth 

needs correspond to Maslow’s esteem and self-actualization needs.  
 

• Existence needs include a person’s physiological and physically-related safety 
needs, such as the need for food, shelter, and safe working conditions.  

• Relatedness needs include a person’s need to interact with other people, receive 
public recognition, and feel secure around people (i.e., interpersonal safety).  

• Growth needs consist of a person’s self-esteem through personal achievement as 
well as the concept of self-actualization presented in Maslow’s model.  

ERG theory states that an employee’s behavior is motivated simultaneously by 

more than one need level thus, one might try to satisfy ones growth needs (such as by 

serving a client exceptionally well) even though ones relatedness needs aren’t completely 

satisfied. ERG theory applies the satisfaction-progression process described in Maslow’s 

needs hierarchy model level will dominate a person’s motivation more than others. As 

existence needs are satisfied, for example, relatedness needs become more important. 

Unlike Maslow’s model, ERG theory includes a frustration regression process whereby 

those who are unable to satisfy a higher need become frustrated and regress back to the 

next lower need level. For example, if existence and relatedness needs have been satisfied 

but growth need fulfillment has been blocked, the individual will become frustrated and 

relatedness needs will again emerge as the dominant source of motivation. Although not 

fully tested, ERG theory seems to explain the dynamics of human needs in organizations 

reasonably well. It provides a less rigid explanation of employee needs. Human needs 

cluster more neatly around the three categories proposed by Alderfer than the five 

categories in Maslow’s hierarchy. The combined processes of satisfaction-progression 

and frustration-regression also provide a more accurate explanation of why employee 
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needs change over time. Overall, it seems to come closest to explaining why employees 

have particular needs at various times.92 

Examining the discussed motivational theories, I am inclined to say that Maslow’s 

motivational theories fits very well into the African context because its’ needs solution 

approach is hierarchical though community sensitive. In Africa, people hardly aspire for 

promotion when they are yet struggling to cope with their current circumstances. The 

structure of the African society is communal but hierarchical in terms of leadership 

structure; thus needs are addressed in an order of hierarchy.  

According to Sundar Sing Sangma in his book, Pressing Towards the Goal, the 

author declares that motivation is also facilitated by goal setting.  

Organization exists to achieve specific goals. Those without goals go through 
three stages. The first is the maintenance stage when members are more 
concerned with maintaining order than with the primary goal of the organization. 
The crisis stage follows when the organization has a series of failures and is 
fighting to survive. Members might be indifferent to what happens around them. 
The final stage, the death stage, is when the organization loses its primary focus 
and is unable to survive anymore.93 

Many organizations are busy with infrastructural development. Others are busy 

with a lot of programs without concrete vision or objectives. Organizations and churches 

exist for output. 

The output of an organization can only be assessed by measurable goals. Only 
when there are measurable goals can there by accountability and responsibility. 
When goals are set, the organization will move towards fulfilling its vision and 
will grab every opportunity that comes its way. Goals serve as a checkpoint and 
help to avoid avenues that are not in line with organization’s objective.94 
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Organizational goals are shared goals or team goals. The output of a group or 

team is always higher than the individual’s. Leaders should understand this dynamic 

while setting goals.  

When teams are empowered they own the goals and the vision of an organization. 
When that happens in an organization, it becomes easier to reach its’ goals. Power 
implies control, authority and dominion. Empowering means “to put on to power 
or to cover with power… Empowering involves passing on the authority and 
responsibility. Empowered teams know that the job is theirs.95 

Leaders of organizations should be willing to shift their responsibilities to 

empowered and self-directed teams. Jesus was willing to hand over His mission to the 

trained twelve even while He was at the peak of His ministry. A church or organization 

should be goal-oriented rather than program-oriented. The leaders of a church or 

organization should make sure that they have specific goals to each program and 

effective programs to achieve each goal. These steps will help a church or an 

organization set goals. A leader who wants to achieve goals should spend time in 

meditation, prayer and fasting and seek God’s guidance and approval.  

Once the vision or objective is clear it should be shared with others in the group. 

When the vision is communicated, people will be able to work whole-heartedly and own 

the goals. The members should be made a part of the goal-setting process. In case some 

goals cannot be collective, the leader must be careful about who is chosen to be a partner 

of the dream. Once the goals program is finalized the church organization should 

communicate it to all the members. Members should be encouraged and motivated to be 

responsible about owning the vision or objective and get involved in fulfilling the goals. 

A department, small working group or an individual should be entrusted to specifically 
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work towards each goal. Control points should be established. Responsibility, 

accountability, authority, power, scope and relationships should be made clear to the 

working members. Once implementation starts the time, place and frequency of review 

meetings should be fixed. The leader (CEO/Director/Pastor/Bishop or their associates) 

should be in charge of supporting, monitoring and networking the whole process. 

Teamwork and Socialization Challenges in the Workplace 

Transformational leaders are leaders who have cultivated the attitude of 

teamwork. Dr. Myles Munroe says,  

True leaders possess the attitude of teamwork because they do not care who gets 
the credit. They move people from their personal and private goals to serving the 
needs of the common good. A team spirit manifests the difference between 
ambition and the pursuit of a God-given destiny. Ambition is a private thing that 
you want to do only for your own benefit, while destiny is a big picture that 
involves benefiting others.96 

Leaders who seek to bring about a desired change in an organization will not 

pursue personal or selfish gain, but will seek the good of others and so involve them in 

seeking the good. Furthermore, Munroe discusses the attitude of being a team player in 

which he listed principles of teamwork for healthy work interaction and socialization. 

• Partnership is the creator’s idea. When the creator first brought humankind into 
the world; he had the idea of partnership in mind. 

• Teamwork is necessary for the fulfillment of purpose. The mandate of dominion 
over the earth, which requires the spirit of leadership, was given to both males and 
females meaning that teamwork is a built-in requirement for the fulfillment of our 
purpose in the world.  

• Teamwork is the creator’s plan for leadership. While God often calls individuals 
to carry out his purposes, he doesn’t want them to pursue their callings alone. 
Even Moses who was called the friend of God and did extraordinary things, 
needed leadership help. 
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• Teamwork was emphasized by Jesus. Jesus himself did not carry out his ministry 
alone but instead gathered a group of twelve disciples to assist him and learn from 
his example.97 

To crown his perspective about teamwork, he offered the following benefits. 

• Teamwork gives opportunity for participation.  

• Teamwork provides the environment for people’s talents and gifts to be released.  

• Teamwork gives both personal and corporate satisfaction.  

• Teamwork gives value to each part and member.  

• Teamwork recognizes the value of each part/person.98 

John C. Maxwell, author of the book, Developing the Leaders Around You, 

highlighted the following characteristics of a team which falls in line with the principles 

of teamwork mentioned above. 

• Team members care for one another.  

• Team members know what is important.  

• Team members communicate with one another.  

• Team members grow together. 

• Team members place their individual rights beneath the best interest of the team.  

• Team members know exactly where the team stands  

• Team members are willing to pay the price.99 

Anthony D’Souza, author of the book, Developing the Leader Within You, says: 

“Leaders alone can’t do the job. They may lead, but need others to follow. 
Working groups have their own sense of identity and successful leaders 
understand that working groups have their own personality, power, attitudes, 
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standards, and needs. Leaders who take these things into account can achieve 
success because they respond to those group needs.”100 

To meet these needs, and to keep team members morale high, he suggested the 

following:  

• Set and maintain group objectives and group standards. 

• Provides regular opportunities for briefing groups on current plans and future 
developments.  

• Involve groups as a whole in the achievement of objectives.  

• Provide regular opportunities for genuine consultation before reaching decisions 
affecting groups.  

• Maintain the cohesiveness of groups and effectively deal with differences, 
arguments and conflict. 

• Create awareness of the factors that contribute to, or hinder, a team’s functioning.  

Teamwork is experienced through socialization and complementary skills with 

the purpose of attaining a common goal; therefore, leaders must ensure that the 

workplace provides a conducive environment for socialization that is based on acceptable 

attitudes and behaviors, values and beliefs. Healthy socialization among team members 

ushers joy, commitment, loyalty and satisfaction, but the opposite breeds devastating 

consequences.  

Work Stress Challenges in the Workplace 

Contemporary workplace is dominated by work stress challenges, and has ignited 

attitudes and behaviors in workers that are detrimental to the healthy environment 

expected at the various workplaces. In such cases, work stress challenges serve as 

barriers to work place transformation. In other to bring about the much required 
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transformation in the workplaces, one needs to understand the meaning of stress and the 

difference kinds of stressors. McShane and Glinow put forward a definition regarding the 

different kinds of stressors that workers often encounter that affect their work life. 

Stress is defined as an adaptive response to a situation that is perceived as 

challenging or threatening to the person’s well-being. Stress has both psychological and 

physiological dimensions. Psychologically, people may perceive a situation and interpret 

it as challenging or threatening. This cognitive appraisal leads to a set of physiological 

responses, such as high blood pressure, sweaty hands, and faster heartbeat.  

People are stressed from overwork, job insecurity, information overload, and the 
increasing pace of life. These events produce distress- the degree of physiological, 
physiological, psychological, and behavioral deviation from healthy functioning. 
There is also a positive side of stress, called eustress, which refers to the healthy, 
positive, and constructive outcome of stressful events and the stress response. 
Eustress is the stress experienced in moderation enough to activate and motivate 
people so that they can achieve goals, change their environments and succeed in 
life’s challenges… [however] employees frequently experience excessive stress to 
hurt their job performance and increase their risk of mental and physical health 
problems.101 

The Causes of Stress 

Stressors, the causes of stress, include any environmental conditions that place a 

physical or emotional demand on the person. There are numerous stressors in 

organizational settings and other life activities.  

• Physical Environment Stressors: “Some stressors are found in the physical work 
environment, such as excessive noise poor lighting and safety hazards. Physical 
stressors are also becoming apparent in office settings, including poorly designed 
office space, lack of privacy, ineffective lighting and poor air quality.”102 

• Role-related Stressors: “Role related stressors include conditions where 
employees have difficulty understanding reconciling, or performing the various 
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roles in the lives. The four main role related stressors are: role conflict, role 
ambiguity, work load, and task characteristics.”103 

• Interpersonal Stressors: “Our interaction with people produces interpersonal 
stressors, including poor supervision, office politics, and conflict with co-workers 
and clients. Interpersonal stressors would become increasingly common as the 
work force become more diverse as organization rely more on teams than 
individual working alone to perform the work.”104 

• Organizational Stressors: “Organizational stressor comes in many forms. It is 
stressor not only for those who lose their job, but for the survivors. Specifically, 
survivors experience higher workloads, increased job insecurity, and the loss of 
friends at work. Restructuring, privatization, mergers, and other forms of 
reorganization are stressful because employees face increased job insecurity, 
uncertain work demands, and new forms interpersonal conflict.”105 

• Non-Work Stressors: “Work is usually a stressful part of our work lives, but we 
also experience numerous stressors outside organizational settings. Relationship 
problems, financial difficulties, and loss of love one usually top the list of non-
work stressors. Non-work stressors are not left behind at the door of the work 
place. They are carried over and ultimately affect our behavior at work.”106 

Transformational leaders will find it difficult to bring about transformation in the 

workplace if they fail to understand how stress can devastate workers and impair their 

abilities and potential to work for the development of the society in which they have been 

called to bless. They must seek ways to manage work-related stress and implement 

strategies and initiatives that will serve as an antidote to work stressors.  

Conclusion 

In this chapter related literature was reviewed to identify workplace challenges 

that have produced negative attitude and behaviors in workplaces, thus, impeding 

transformation. Some of the literature reviewed demonstrates how a situation can become 
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an ideal environment and a paradigm for workplace transformation. The areas considered 

were: 

• Concepts of work and workplaces 

• Definition and description of attitude and behavior 

• Ethical challenges in the workplaces 

• Leadership challenges in the workplace 

• Bureaucracy and policy challenges in the workplace 

• Teamwork and socialization challenges in the workplace 

• Motivation challenges in the workplace 

• Communication challenges in the workplace 

• Stress challenges in the workplace 

The above areas of workplace challenges brings to light issues that impede 

transformation in the workplace for the attention of transformational leaders who are 

burdened and passionate about bringing healthy change in the workplace. The review of 

literature primarily focuses on the why and how negative attitude and behavior is 

experienced and dealt with in the workplace for the peace and development of both the 

workplace and the wider society because no transformation will happen if 

transformational leaders cannot ascertain the barriers and blue prints to workplace 

transformation. The next chapter examines the ministry problem to justify the need for 

this research, so as to identify the appropriate steps that will lead to workplace 

transformation. 
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CHAPTER 3. 

CONTEXT OF MINISTRY PROBLEM 

Historical Background 

 

Sierra Leone was discovered by a Portuguese sailor named Pedro-Da Cintra in 

1462 who named it Sierra Leyoa. Which in Portuguese means “Lion Mountains” because 

of its mountains and roaring thunders during the raining seasons. When the British came 

to colonize the country, they modified the name to Sierra Leone. 

The Sierra Leone colony settlement was founded for free slaves after slavery was 

declared illegal in Britain.  

It was in the 1780s when few English men gave serious thought to the evils of 
slavery and slave. In the 1760s Granville Sharp became involved in the act of 
freeing slaves brought to England by their masters from the Americas. The 
abolitionists, including Sharp, Thomas Clarkson, Henry Thornton and a leading 
member of the British parliament, William Wilberforce founded the Society for 
the Abolition of the Slave Trade in 1786.1 

On April 8, 1787 a total of 411 freed slaves were brought to Sierra Leone. 

Granville Sharp and others who had advocated for the abolishment of slavery in the West 

were worried that they needed to identify a settlement for them on the continent from 

which they were bought which resulted in an agreement made with a local chief of the 

Temne tribe to purchases the land today named Freetown, which became the home for 

freed slaves brought from North America, Nova Scotia, Jamaica and Britain. 

In 1808, Sierra Leone became a British colony and many missionaries were sent 
by the Church Missionary Societies of Britain to provide Western education and 
to establish hospitals alongside the proclamation of the gospel. The Church 
Missionary Society from Britain became more predominant and influential in the 
villages around Freetown, particularly those inhabited by the liberated Africans; 
thus in 1817 the Church Missionary Society divided the colony into parishes and 
                                                 
1Joe A. D. Alie, A New History of Sierra Leone (Malaysia: MacMillan Publishers, Ltd., 1990), 48. 
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established schools and medical work within Freetown and the surrounding 
villages.2 

The Colonial Era in Sierra Leone, which lasted from 1800-1961, experienced 

many challenges politically, socially and economically. There were intermittent riots and 

unrest between the British government officials and local authorities regarding 

jurisdiction of operation, taxes, commerce, security, and so forth. 

On April 27, 1961, Sierra Leone became an independent state with Sir Milton 

Margai as its first prime minister. Since independence to date, Sierra Leone has had three 

Prime Ministers, four Presidents and about eight heads of state including military leaders. 

From March 23, 1991 to 2002, the country went through a bloody civil war that took 

away the lives of thousands of people and saw the destruction of properties worth 

millions of dollars. The country is now enjoying a democratic government, but not 

without political, economic, social, cultural and religious challenges.  

World View Analysis 

Transforming the attitude and behavior of people, demands an understanding of 

their worldviews. People think and act on the basis and dictates of them. The worldview 

of Sierra Leoneans prior to the advent of Christianity and Islam was primal in nature. 

They believed that religion cannot be separated from their work. They consult the 

Supreme Being through intermediaries such as priests before they engage in any type of 

work such as farming, fishing, hunting, and so forth. This worldview is representative of 

all Africans; Mbiti affirms that religion permeates into all departments of an African life.3 

                                                 
2Leslie E. T. Shyllon and George S. Anthony, Two Centuries of Christianity in an African 

Province of Freedom, Sierra Leone: A Case Study of European Influence and Culture in Church 
Development (Freetown, Sierra Leone: Print Sundries and Stationers, 2008), 62. 

3Mbiti, 1. 
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Sierra Leoneans believed the Supreme Being creates and sustains everything 

including work and that he is omnipotent, omniscience and omnipresence, therefore work 

must be done honestly to avoid the wrath of the Supreme Being and the shame it will 

bring to the family. They also believed that work was an obligatory thing one has to do to 

be part of the society and as such led to the training of boys and girls on how to do good 

work. In Sierra Leone, the Bondo Society was the training ground for girls and the Poro 

for the boys. They taught them all manners of domestic and public work backed with the 

ethics and morals that accompany them to be acceptable in society. 

As in all traditional African societies, Sierra Leoneans believed that human beings 

were created to live and work in a communal setting which gives them a morally 

acceptable identity for whatever decision they may want to take; thus the value of the 

individual lies in the community to which he or she belongs and which echoes the 

philosophy “I am, because we are”4 

O’Donovan substantiated the view of Burnett by saying that “Africans tend to 

find meaning in life through being part of their extended family, clan and tribe. There is a 

strong feeling of common participation in life, a common history, and a common destiny. 

The reality in Africa may be described with the statement: ‘I am because the community 

is.”5 

This world view does not control only their social life but the religious as well. H 

One is only accepted in the community based on the moral fiber one holds and one’s 

willingness to work for the good of the entire community. 

                                                 
4David Burnett, Unearthly Powers: A Christian’s Handbook on Primal and Folk Religions 

(Nashville: Oliver Nelson, 1992), 63. 

5Wilbur O’Donovan, Biblical Christianity in Modern Africa (Carlisle: Paternoster, 2000), 4. 
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With the coming of Westernization the world view shifted from traditional view 

that emphasizes communal labor and benefits to one that is individualized and selfishly 

motivated. However, it is not to say that the western culture is bad because it has its own 

advantages that have contributed to the development of the country. Nonetheless the 

following worldviews are held by Sierra Leoneans about work which unfortunately has 

affected their attitude and behavior toward work.  

They believe in the. Saying “usay den tye caw, nar dae i dae eat” meaning 

enriching oneself in ones place of work by any means. For example the traffic police will 

justify taking bribes from drivers as a means of survival. The teachers in the classrooms 

sell their pamphlets to students and demand that they can only get good grades if they 

buy them. Civil servants also demand bribes from individuals and corporations to do 

work for which the state is already paying them. Such acts has led to corruption in the 

workplaces and has become an accepted systemic disease that is reaping the country of 

resources that should be of benefit to every Sierra Leonean especially the poor and 

disadvantaged people. 

Another worldview held by Sierra Leoneans is that government work is unending; 

thus, one must not be totally immersed into it to prevent the depletion of one’s energy. 

This attitude has led to the manifestation of negligence, absenteeism, lateness, and other 

excuses in workplaces. Such an attitude has slowed the development of the country. They 

also hold the worldview that government property is everybody’s property and must not 

be treated with respect, thus, they display an “I don’t care attitude,” which leads to the 

mismanagement and improper care of properties such as buildings, vehicles, furniture 
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and so forth. Furthermore, they believe that the best and enriching jobs are found in the 

city, which has led massive rural urban migration causing congestion in the city. 

Based on the current Christian theology of work knowledge that is being taught in 

Freetown, there is need to saturate it in all work sectors to help people understand what 

work is all about for their own benefit, families and society as a whole. Such knowledge 

will transform the attitude and behavior of every Sierra Leonean. 

Geographical Description and Demographic Statistics 

Sierra Leone is located on the west coast of Africa and is bordered by Guinea to 

the north and northeast, Liberia to the south and southeast, and the Atlantic Ocean to the 

west. The country has a total area of 71, 740km. It has four distinct landscape-coastal 

areas, wooden hills, upland plateau and mountains. Its climate is tropical in nature with 

two seasons which determine its agriculture, the raining season (May to December) and 

the dry season (December to April). Rainfall along the coast can reach 495 cm (195 

inches) a year, making it one of the wettest places along coastal, western Africa.6 

The country has been divided into three provinces (Eastern, Northern, Southern) 

and one area (Western). Sierra Leone has a constitutional democracy government system. 

The chief of state and head of government is the president, and he appoints his cabinet of 

ministers who are responsible to him with the approval of the House of Representatives 

(parliament). 

                                                 
6“The World Factbook”,  http://www.cia.gov/library/publications/the-world-factbook/goes/sl.html 

(accessed May 15, 2012). 
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Its natural mineral resources are diamonds, titanium ore, bauxite, iron ore, gold, 

chromite, coffee, cocoa, palm kernels, piassava, and kola nuts, ginger; rice and millet are 

the main agricultural produce. 

The economy of Sierra Leone is highly dependent on mining, the fishing industry 

and agriculture. The GDP composition by sector affirms the following: agriculture – 51.5 

percent, industry – 22 percent and other services – 26.5 percent. The GDP real growth is 

5.1 percent and per capita is $800 as at 2011.7 

The country’s natural hazards are dry, sand- laden harmattan winds that blow 

from the Sahara between December and February. The current environmental issues are 

rapid population growth pressuring the environment, overharvesting of timber, expansion 

of cattle grazing, and slash and burn agriculture which has resulted in deforestation and 

soil exhaustion; and overfishing.8 

Sierra Leone has a population of about six million people with the majority being 

youth. The following are the ethnic groups and their percentages: Temne 35 percent, 

Mende 31 percent, Limba 8 percent, Kono 5 percent, Kriole 2 percent (descendants of 

freed Jamaican slaves who were settled in the Freetown area in the late 18th century; also 

known as Krio), Madingo 2 percent, Loko 2 percent, others 15 percent (includes refugees 

from Liberia and small numbers of Europeans, Lebanese, Pakistanis, and Indians (2008 

census).9 

                                                 
7 Ibid. 

8 Ibid. 

9 Ibid. 
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English is the official language with Krio the lingua franca and a first language 

for 10 percent of the population but understood by 95 percent of Sierra Leoneans.10 The 

country has three major religions; Christianity, Islam, and Animism. Statistics on the 

percentages of these religions seems to vary. Operation World reports that, the Christians 

number 767,390 (13.15 percent), Evangelicals 229,366 (3.9 percent), and Muslims 3,676, 

468 (63 percent). The World Factbook data on Sierra Leone holds that Muslim account 

for 60 percent, Christianity 10 percent and indigenous beliefs 30 percent. Though these 

figures are from recognized sources, I am of the opinion that the Christian population has 

increased approximately to 30 percent which indicates the need for a new census. 

The make-up of the Christian churches are comprised of the Evangelicals, 

Anglicans, Methodist, Pentecostals, Charismatics, Lutherans, Catholics and Indigenous 

African churches (Aladura, Adejobi and Salvation churches with roots from Nigeria). All 

of these have their own denominations but are under one or two of the main umbrella 

church organizations for the purpose of common service, fellowship and to address issues 

of national concerns. These are the umbrella organizations: The Council of Churches, 

Sierra Leone (CCSL), The Evangelical Fellowship of Sierra Leone (EFSL), and the 

Pentecostal Fellowship of Sierra Leone (PFSL).  

The country runs an educational system known as 6-3-3-3; six years in elementary 

school, three years in junior secondary school, three years in senior secondary school and 

four years in university education. With regards health conditions, there are both private 

and public hospitals and clinics across the country to treat different disease. There is a 

Ministry of Health and Sanitation that looks after the welfare of the people.  

                                                 
10 Ibid. 
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Current Context Situation 

Sierra Leone is now a democratic nation, but it is confronted with numerous 

challenges that are political, economic, social and religious in nature. The causes that led 

the country to a brutal civil war for eleven years are still not adequately addressed. 

Though the government has established various commissions to address issues of human 

rights, injustice, marginalization, discrimination, tribalism, nepotism, corruption, 

unemployment, procurement, and gender-based violence, weak security status and 

inequality, there seems to be a serious transformation challenge, especially in workplaces 

both private and public. 

Most workers have developed work attitudes and behaviors in their workplaces 

that is affecting the development of the country. Even though the government has 

established the Attitudinal and Behavioral Change Commission to address the attitude 

and behaviors of all Sierra Leonean citizens, more acts of corruption and other vices 

continue to loom. The church that should speak truth to power and teach; and preach 

ethical standards relevant for the country’s progress has remained silent, thus losing her 

prophetic voice while the country continues to experience moral degradation, economic 

and political decadence, and the lack of joy in work place.  

According to the Anti-Corruption Commission 2011 annual report booklet, “the 

period under review witnessed the receipt of a total of 880 reports, which is less than 20 

percent of cases reported in the previous year. It should be noted that of the 880 reports, 

only 238 were corruption related reports.”11 The lesson to learn from this analysis, is that 

more work needs to be done by way of public education and outreach. The enactment of 

                                                 
11Sierra Leone Annual Report 2011, (Anti Corruption Commission), 2-3. 
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the ACC Act 2008 devolved prosecutorial powers to the commission, which strengthened 

and enhanced the efficiency of conducting investigations and initiation of casing without 

prior consent of the office of the Attorney-General and minister of justice. The 2008 

ACC act has greatly heightened the independence of the commission and increased 

public confidence in its operations.  

The period under review evidenced the handling of 117 cases; eight of which the 
commission secured conviction, inclusive of two government ministers. Two 
acquittals; and twenty-two cases closed for lack of sufficient evidence. In 2011 
the commission recovered the sum of Le 1,729,751,149 as settlement from 
corruption-related cases. Save the withholding of 10 percent pursuant to the said 
Anti-Corruption Act, 2008; the recovered sum was paid into a consolidated 
fund.12 

Most Christians in Sierra Leone have not being able to combine their faith and 

work, thus making it difficult to transform their workplaces that have been corrupted by 

attitudes and behaviors contrary to God’s original purpose for work. This paper has 

sought to assess and address the attitude and behaviors of people in workplaces from a 

theology of work perspective with the aim of injecting them with transformational 

character and ability for workplace transformation. 

Relevant Personal, Congregational, Community, and Global Issues 

The relevance of this study is to specifically address corruption challenges that 

impede positive attitude and behavior for workplace progress and well-being. Work place 

corruption has led to the under development of Sierra Leone. The study will be of 

immense contribution to both the sacred and secular society because it will enable them 

to integrate their faith and work for personal, congregational, community and global 

harmony.  

                                                 
12 Ibid. 



59 

In most workplaces, religion, which is the core of character and relationship 

development, has been removed leading to all manner of corrupt practices. Theology of 

work, which deals with the aspect of religion, will help to transform the attitudes and 

behaviors of workers to benefit themselves, their families, their churches, their 

communities, and the nation as a whole.  

The call to transform the workplace in Freetown is one that should not be avoided 

because it is the call of God to redeem, rebrand and resuscitate it through the maintenance 

of moral values and virtues. Failure to do this will result in unwanted situations such as 

corruption, discrimination, negligence, conflict, and so forth which are plaguing the city 

of Freetown and the nation as a whole. It is incumbent that the churches’ theology for 

doing mission be reviewed. More emphasis should be placed on a united approach for the 

purpose of a healthy and lasting societal transformation. It means that churches must 

network for maximum impact in their mission agenda.  

David J. Bosch, the author of the book, Transforming Mission—Paradigm Shifts 

in Theology of Mission, says, 

All the unions of churches that have been taking place since the 1920s and all the 
national “council of churches” that have been formed during the past half century 
or so, only makes sense if they serve the mission Dei. Ecumenism is not a passive 
and semi-reluctant coming together but an active and deliberate living and 
working together. It is not merely the replacement of hostility by correct but non-
committal politeness.13 

Bosche outlines the following contours of the new paradigm: 

• The mutual coordination of mission and unity is non-negotiable.  

• Holding onto both mission and unity and to both truth and unity presupposes 
tension.  

                                                 
13David Jacobus Bosch, Transforming Mission: Paradigm Shifts in Theology of Mission, 

American Society of Missiology Series No. 16 (Maryknoll, NY: Orbis Books, 1991), 464-467. 
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• A United Church-in-Mission is essential in light of the fact that the church’s 
mission will never come to an end.  

• Mission in unity means an end to the distinction between “sending” and 
“receiving churches.  

• If one accepts the validity of mission in unity one cannot but take a stand against 
the proliferation of new churches.  

• Ultimately unity in mission and mission in unity do not merely serve the church 
but, through the church, stand in the service of humankind and seek to manifest 
the cosmic rule of Christ. 

• One has to confess that the boss of ecclesial unity is not just a vexation but a sin.  

These contours are blue prints to actualize transformation of any type. They 

demonstrate the beauty of corporation and networking as against the monopolized way of 

doing ministry. Traditionally, the Christian mission has been limited to the four walls of 

the church because of the view that the work of God is the work of pastors which is the 

reason for the laity who is mainly engaged in the other six days of work out of the four 

walls of the church to think that their work is not part of the mission of the church.  

To ensure that transformation takes place, both the laity and clergy must 

understand that their call to service is integrated in the Great Commission (Matt. 28:18-

20). It implies that both are called to the world which is the mission filed and therefore 

must be united in purpose to integrate faith and work for workplace transformation 

through the proclamation and practice of the “good news” values.  

The Contribution of the Project to Transformational Leadership 

The workplace ministry is faced with tremendous leadership challenges that cause 

many to develop attitudes and behaviors that are detrimental to the peace and tranquility 

of a good and healthy work environment. These challenges have today dwarfed the moral 

values and integrity of most leaders causing them to manifest hate, pride victimization, 
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corruption, negligence, autocratic spirit and selfishness. The parallel outcome of their 

actions has resulted in broken relationships and insecurity which in effect hinders the 

unity of the workplace to bring about rapid development for the benefit of all.  

This project has sought to transform the mindset of workplace leaders to inculcate 

transformational leadership perspectives in their various workplaces. The 

transformational leadership perspectives that have been examined are the ones practiced 

by the Bakke Graduate University, which showcased how the leader as a steward of 

power receives and uses his or her power in a growing relationship for the transformation 

of cities. 

Calling-Based Leadership 

The leader seeks to understand God-given gifts, experiences and opportunities in 

understanding his/her unique role as a called instrument of Christ’s transforming work in 

and above world cultures.  

Os Guinness in his book, The Call, illuminated the perspective of calling-based 

leadership when he told the story of  

John Newton, a converted slave trader who wrote ‘Amazing Grace,’ persuaded 
William Wilberforce that God wanted him to stay in politics rather than enter the 
ministry. Newton wrote to Wilberforce ‘that the Lord has raised you up for the 
good of the nation. ‘After much prayer and thought, Wilberforce concluded that 
Newton was right. God was calling him to champion the liberty of the oppressed 
as a parliamentarian. ‘My walk’ he wrote in his journal in 1788, ‘is a public one.’ 
My business is in the world, and I must mix in the assemblies of men, or quit the 
post which providence seems to have assigned me.14 

Wilberforce understood his calling in relation to his gifts, experiences and 

opportunities and made the most of it to liberate slaves and settle them in dignity in a 

                                                 
14Os Guinness, The Call: Finding and Fulfilling the Central Purpose of Your Life (Nashville, TN: 

Word, 1998), 28-29. 
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place called the province of freedom, now Freetown. He knew his call transcended world 

cultures and so committed his life to transform his work community  

Incarnational Leadership 

The leader pursues shared experiences; shared plights; shared hopes; in addition 

to shared knowledge and tasks.  

Incarnational Leadership underscores that such leadership is committed to God’s 
call to a place, and the relationships, circumstance, and lifestyles that result from 
linking your present and future to the neighborhood. It means moving into a 
neighborhood and taking on the same circumstances of joy and pain that everyone 
else is experiencing. It means connecting to the hopes and destinies of the people 
of the neighborhood. It is living life among and with those who we are 
ministering among and with.15 

Mother Teresa was an example of an incarnational leader who walked in the steps 

of Jesus Christ by living with and among those she served in Calcutta-India. She 

identified with their pain and joy, their hopes and destinies and dedicated all her life time 

to transform their circumstances. 

John B. Hayes in his book, Sub-Merge—Living Deep in a Shallow World, 

highlighted four dimensions (The Model of Christ, The Method of Incarnational 

Ministry, The Massage of Incarnational Ministry and Incarnational Ministry as Spiritual 

Discipline) of incarnational leadership that must understood to bring about a meaningful, 

purposeful and rewarding change.  

The Model of Christ 

“In perhaps the supreme statement of the incarnation is when; John declared, ‘the 

word became flesh and made his dwelling among us” (John 1:14). John added that 

believers are sent out in the same way that Jesus was sent (John 17:18). Taking Christ’s 

                                                 
15Smith, 125. 
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example seriously has been the first step for generations of disciples to recover the fresh 

power of the early church.”16
 

Incarnational ministry is deliberate act to imitate by living among and with the 

poor not just because it helps to minister to them, but also because it enable the believer 

to be a savant of God that is totally surrendered to the Savior Jesus and His Kingdom. 

The Method of Incarnational Ministry 

Incarnational ministry is a very practical way of reaching the disadvantaged, 

abandoned, deprived, oppressed, marginalized and poor individuals and groups in 

society. “Living with and like the poor hastens language and culture learning, helps 

demonstrate that we are for real, and places us near the heartbeat of poor communities.”17 

The apostle Paul described the method of incarnational ministry when writes: 

To the Jews I became like Jew, to win the Jews. To those under the law I became 
like one under the law (though I myself am not under the law), so as to win those 
under the law. To those not having the law I became like one not having the law 
(though I am not free from God’s law but am under Christ’s law. To the weak I 
became weak, to win the weak. I have become all things to all men so that by all 
possible means I might save them. I do all this for the sake of the gospel that I 
may share in its blessing (1 Cor.9:20-23).18 

The Message of Incarnational Ministry 

The apostle Paul wrote to the Romans that, “God did not spare his own son, but 

gave him up for us all” (Rom.8:32). “Incarnational ministry recognizes that love is real 

and that it can be costly. When we move into a poor neighborhood, we send the message 

                                                 
16John B. Hayes, Sub-Merge: Living Deep in a Shallow World (Ventura, CA: Regal Books, 2006), 

114-116. 

17 Ibid. 

18 Ibid. 
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that if love is costly, then those who are the object of such love are worth much. This is 

especially important to the poor who bear the weight of the world’s opinion of them.”19 

When an individual choose to move into communities of poor people and live 

with them, he or she must be willing to be humble and accept the life style of the people 

in other to bring about the needed change through act of love which is the massage of 

Christ. 

Equally important, when we move into neighborhoods in which indigenous 
Christians are already present, we position ourselves to serve them and learn from 
them and help dissolve the illusion that we are outside experts. We cannot 
emphasize enough the importance of appreciating and working with those whom 
God has already placed in the neighborhood. How does disempowerment come 
about? First, when we do not relocate among the poor, we risk sending a message 
that their environments are too toxic for ‘good’ Christians to live in… Finally, 
incarnational ministry acts as a message of love and grace to the mission workers 
themselves that it is okay to be human. In living among the poor, we cannot help 
but lower the bullet-proof shield that separates the professional service provider 
from the poor. Consequently, we open ourselves to good news from the poor.20 

Incarnational Ministries as Spiritual Discipline 

For centuries, believers have committed themselves to poverty for seasons or even 

for their whole lives as a means of spiritual gain. Jesus admonition to the rich young 

ruler, “If you want to be perfect, go sell your possession and give to the poor and you will 

have treasure in heaven, then come, follow me” (Matt.19:21) is a passage often cited as 

encouragement to live a life of material loss for spiritual gain. But in some ways, Christ’s 

commissioning of the 70 in Luke is more appropriate: “Go! I am sending you out like 

lambs among wolves. Do not take a purse or bag or sandals and do not greet anyone on 

the road” (Luke 10:3).  

                                                 
19 Ibid., 118. 

20 Ibid., 116-119. 
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Here the impulse to strip one’s life is less for spiritual perfection than to kindle 

dependence upon God as a foundation to the missionary journey. In both of these 

examples, living simply among the poor acts as a spiritual discipline. It helps wean us 

away from self-reliance to God–reliance. 

Moving in geographically to embrace the poor and share our lives with them 

introduces a second spiritual discipline: doing justice and sharing mercy among the poor. 

This is both a compassionate and a devotional act. As Isaiah describes this discipline, it is 

a form of spiritual fasting, 

Is not this the kind fasting that I have chosen: to loose the chains of injustice and 
the cords of the yoke, to set the oppressed free and break every yoke? Is it not to 
share your food with the hungry and to provide the poor wanderer with shelter-
when you see the naked, to cloth him and not turn away from your own flesh and 
blood? (Isa. 58:6-7) 

Sharing our lives with the poor serves as a spiritual fast-a discipline for our 

personal growth, not as a way of renouncing the world in arid asceticism but as a way of 

joining with Jesus to embrace the world’s feet and wash them.21 

Reflective Leadership 

The leader lives in reality, reflects on its’ meaning, and catalyzes other with the 

courage, symbols, and example to make meaning in their own lives. Robert Lupton in his 

book Renewing the City projected Nehemiah as an example of a reflective leader because 

he lived in reality and provided motivation, courage and an example in the work of 

rebuilding the walls around Jerusalem. When there were external threats to the 

rebuilding, Nehemiah said to the people “Don’t be afraid of them, Remember the Lord 

                                                 
21 Ibid., 119-120. 
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who is great and awesome, and fight for your brother, your sons, and your daughters your 

wives and homes.”22 

Nehemiah inspired the people to depend on God and take up the challenge to 

defend themselves. Reflective leadership seeks to identify the ability and resources of 

those they lead and inspire them to take actions to remedy their own predicament. 

Shalom Leadership 

The leader helps the church pursue reconciling relationships between people, 

between people and God, between people and their environment, and between people and 

themselves. The leader works towards the well-being and abundance and wholeness of 

the community as well as individuals. Shalom leadership works for the well-being of the 

whole of the society. It involves the political, economic, social, and religious arenas. 

Robert Linthicum opined: 

Shalom is the identifying mark of the authentic church. Christ has broken down 
the wall of estrangement between all human dichotomies that separate and 
alienate us from each other (male versus female, slaves versus free, parents versus 
child, race versus race, systems versus the people). Instead God’s free gift of 
Shalom, continually provided for us, and draws us into one body (Eph.2:14-17, 
Heb.7:2). This is God’s continuing act of redemption, its intended scope being the 
restoration of the whole creation to its proper harmony (Col.1:19-22). 
Consequently, all of God’s people are called to the universal ministry of Shalom-
making. (Matt. 5:9) We are at all times to be about the task of planting the seeds 
from which God can genuinely nurture Shalom into full fruit in the life of the 
whole world. (Rom.14:19, 15:33, 16:20. 1 Cor. 14: 33, 2 Cor. 13:11, Eph. 4:7, 
Heb. 12:11, Jas. 3:16-18).23 

In addition, he advanced:  

Shalom community is the biblical vision of the world as God intended it to be–
society as it should be. It should therefore give God’s people direction, mission 
and focus for our work and witness in the world. It is this vision that we the 
                                                 
22Robert D. Lupton, Renewing the City: Reflections on Community Development and Urban 

Renewal (Downers Grove, IL: InterVarsity Press, 2005), 49. 

23 Linthicum, 38. 
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church should be about. In the final analysis, we are not called to build bigger or 
better churches, to prepare disciples or even to win people to Jesus Christ, though 
these are all important and strategic elements. We as the church are to focus on 
working for the realization of the Shalom community in our political, economic 
and religious life together. That mission of proclaiming the vision and doing 
whatever we can to move this world toward “becoming the kingdom of our Lord 
and of His Christ” is the essence of what we Christians are to be about.24 

Shalom leadership works for the peace and prosperity of their communities and 

individuals. Thus, one is to work toward building a health community where there will be 

no act of injustice, discrimination and abuses for the wellbeing of all irrespective of status 

and its related issues. 

Prophetic Leadership 

The leader is willing to speak truth to power, to identify systems and practices in 

the political, economic and religious life of the city and the church that must be 

challenged in the name of Christ. The leader must give voice to those that have no voice 

(Prov. 31:8). Prophetic leadership is one that holds the religious, political and economic 

systems accountable. Prophetic leaders speak truth to the highest political, religious and 

economic authorities as well as to the people. The prophets are to declare the word of 

God to the religious system and its leaders when they are beginning to serve other gods 

(like wealth) rather than Yahweh. They are to declare the judgment of God on the 

economic system and its leaders when they observe poverty beginning to occur in the 

land because of an inequitable sharing of wealth. To fulfill this mission, Deuteronomy 

declares that the prophet is to have direct and personal entrée to the king, the high priest, 

the nobility and the wealthy.25 

                                                 
24Linthicum, 40. 

25Ibid., 35. 
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Prophet leadership should speak truth to both the powerful and the powerless. Its’ 

aim is to ensure that the right actions and treatment are carried out. No injustice or abuse 

of power should go without condemnation, and the voiceless should be empowered to 

voice out their views and feelings about injustice in the religious, political and economic 

systems in their communities. 

Servant Leadership 

The leader’s behavior and priority is on servant hood first. In the style of Jesus, 

the leader leads by serving, and serves by leading. Servant leaders see themselves as 

stewards as Peter Block declares: 

They are willing to be accountable for the well-being of the larger organization by 
operating in service. It is accountability without control or compliance. Authentic 
service is experienced when there is balance of power. People need to act on their 
own choice. Acts of compliance do not serve those around us or the larger 
organization. Dominance also fails. One also do a disservice to others when one 
make decisions for them, even when one is right. The primary commitment is to 
the larger community. Focusing constant attention on the individual or a small 
team breeds self-centeredness and entitlement. Each person joins in defining 
purpose and deciding what kind of culture this organization will become. We 
diminish others when we define purpose and meaning for them, even if they ask 
us. There is a balance of equitable distribution of rewards. Every level of an 
organization shares in creating its wealth and expanding its resources. When an 
organization succeeds in its marketplace, money and privileges need to be more 
evenly distributed among all levels if our commitment to service is to have any 
integrity. Without these elements, no genuine service is performed.26 

The Servant Leader is self-effacing and does not seek glory for him or herself. He 

or she leads through acts of humility for the well-being of those they lead. Such 

leadership is essential for workplace transformation.  

                                                 
26 Block, xx-xxi 
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Contextual Leadership 

The leader recognizes the previous work of God in other cultures and seeks to 

experience and build its unique gospel expression. Contextual leadership is one that seeks 

to communicate and create an environment of understanding in the life and practices of a 

given culture in relation to God and how they worship and experience him. It demands an 

understanding of the worldviews of cultures and beliefs system of people we meet and 

minister to.  

In all workplace, one find people with different backgrounds such as age 

ethnicity, education, habit, and so forth. Thus the leadership should be aware of their 

multicultural or plural context and seek to integrate all of the differences by adopting an 

approach and norms in handling workplace issues that suits the context of the 

organization in a bid to influence the workers attitudes and behaviors. Since context is 

dynamic, its leadership should also be dynamic and attentive to attitude and behavior. 

Global Leadership 

The leader understands the complexity of today’s global, pluralistic, urban, 

economic, and political landscape and sees the church from the perspective of a world 

church rather than merely a nationalized, denominational, or localized church.  

The world has become a global village where all people are neighbors. Thus, 

whatever happens in one nation has a direct implication on localized leadership. 

Therefore, the leader should be aware of what is happening around the globe and develop 

the competence to see how the differences in the global issues affect their workplace and 

find ways of making the nexus that can be adopted to a integrate the differences and 

similarities for a healthy workplace environment. 
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Reflecting on the eight leadership perspectives discussed above, gives a clear 

understanding on how transformational leadership works and the kind of attitude and 

behavior it demands from people in their relationship with both authorities and subjects 

in places God has called us to work. 

McShane and Glinow from their organizational behavior text, makes a distinction 

between transactional and transformational leadership so as to better understand the 

leadership style which produce fruits that leads to empowerment for positive change. 

According to the text, 

Transformational leadership is different from transactional leadership. 
Transactional leadership is “managing” to help organizations achieve their current 
objectives more efficiently, such as linking job performance to value rewards and 
ensuring that employees have the resources needed to get the job done. The 
contingency and behavioral theories described earlier adopt the transactional 
perspectives because they focus on leadership behaviors that improve employee 
performance and satisfaction. In contrast, transformational leadership is about 
“leading” changes in the organizations’ strategies and culture so that they have a 
better fit with the surrounding environment. Transformational leaders are agents 
of change who energize and direct employees to a new set of corporate values and 
behaviors.27 

Judging the two, one would say that while transactional leadership focuses on 

improving organizational efficiency, transformational leadership moves the organization 

to a better course of action because it empowers others to work toward healthy and 

positive change. The essence of this dissertation is to ignite and stimulate leaders to 

embrace and practice transformational leadership in their workplaces with the intention 

of instilling positive attitudes and behaviors in their workers which leads to 

transformation for the well-being of all workers. 

                                                 
27McShane and Von Glinow, 450-451. 
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Conclusion 

This chapter presents the essence for leadership that is transformative in character 

and work for the well-being of people. The chapter also highlights the historical 

background of the ministry problem context to bring out the current situation for proper 

assessment and relevant change using the eight Bakke Graduate University (BGU) 

leadership perspectives that are discussed above as blueprints for workplace 

transformation.  

In the next chapter, the biblical and theological basis for work and workplace is 

examined to find out God’s view of work and his expectation for his creatures regarding 

work and workplaces. 
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CHAPTER 4. 

BIBLICAL AND THEOLOGICAL BASIS OF MINISTRY PROBLEM 

Theological Basis of Ministry Problem 

God is a working God and his work demonstrates His excellence and perfection. 

The book of Genesis introduces God working for the well-being of mankind. “In the 

beginning God created the Heavens and earth” (Gen. 1:1). God’s work brings dignity to 

man and allows him to be involved in his ongoing work in the universe.  

Man was created and powered by God to work and subdue every impediment 

standing against their peace and development. Man being wired in the image and likeness 

of God was commissioned by God to steward and manage the resources of the earth for 

the well-being of His creation.  

Then God said, “Let us make man in our image, in our likeness, and let him rule 
over the fish of the sea and the birds of the air, over the livestock, over all the 
earth, and over all the creatures that move along the ground. So God created man 
in his own image, in the image of God he created him; male and female he created 
them. God blessed them and said to them, be fruitful and increase in number, fill 
the earth and subdue it. Rule over the fish of the sea and birds of the air and over 
every living creature that moves on the ground” (Gen. 1:26-28). 
 

God made work as a blessing and it was enjoyable and free from corruption until 

the fall of man when it became toil and no longer a pleasant thing to do. Despite the fall, 

the divine mandate for man to work is still in place and will continue until the end of age.  

From the theological standpoint, work is to worship God, and through it man 

glorifies him. When work brings glory to God, it is an act of worship. “In the same way, 

let your light shine before men, that they may see your good deeds and glorify your 

Father in heaven” (Matt. 5:16). Also, it involves addressing the needs of man through 

acts of stewardship and love for the wellbeing of society which implies developing 
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healthy relationships that dignify the lives of the poor, taking care of hazardous 

environmental issues, eradicating exploitation and cruelty, and establishing good 

conditions that allow man to work freely and joyfully (Isa. 65:1-11).  

Most people all over the world understand work as salary-earning employment, 

but the Bible holds a wider picture of work which includes creation, taking care of nature, 

and providing service to humanity. It demonstrates that all activities that help to sustain 

and improve the lives of others and the environment are work. It applies to artists, 

writers, musicians, lawyers, doctors, janitors, teacher, journalist, and so on.  

Work, therefore, must be seen as an opportunity to proclaim God’s love and hope 

to a world that is hopeless. Through the various work engagements one must always have 

in mind that God has called one to service, and He promised to go with one wherever one 

goes, until the end of age. The theological view of work includes everyone’s daily life 

activity and is not restricted to just people who have jobs. Work is a transformative 

activity that develops and embellishes societies.  

Paul R. Stevens in his market place Ministry Manual gives the below description 

of work:  

• Work is energy expanded, whether manual or mental or both, whether or not it is 
remunerated.  

• Good work benefits your neighbor, releases the potential of creation, and brings 
glory to God.  

Work is part of our God-imaging dignity as human beings. God is a worker. All 
our work enters into God’s continuing work.1 

Commenting on the meaning of work from a theological reflection standpoint, 

Paul Stevens categorized it as evident below:  
                                                 
1R. Paul Stevens, Marketplace Ministry: The Ethics, Spirituality and Theology of Enterprise 

(Manual to Accompany Vcd) (Seattle, WA: Bakke Graduate University), 25. 
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Criteria of work 

• The Criterion of Objectivity – Immersed heart and soul  

• The Criterion of Worth – Advancement and adornment of human existence  

• The Criterion of Humanity – Excluding work that uses people as mere 
instruments  

• The Criterion of Reflectivity – Not excluding the internal work of reflection  

• The Criterion of Limitation – Must be restricted by Sabbath2 

The criteria fit very well the African context because Africans are immersed into 

work for the purpose of blessing their communities. For those who are lazy to work, the 

community frowns at them, and those who want to use others as mere instruments face 

the rebuke and rejection of the community. 

The Genesis account of creation mentions two things about the dignity of being 
God-imaging creatures. They are relationality and regency. The first, relationality, 
means that we are called to be community builders and the second, regency, 
means that we have the wonderful role of representing an absent monarch’s 
interests, for that is what a regent does. But in this case the King is not absent. 
God says, ‘Fill the earth and subdue it, till and keep it’ (Gen. 1:28; 2:15). So in 
both community building and regency we are included in the ongoing work of 
God.3 

To understand man’s involvement in the ongoing work of God, Paul Stevens 

presented the following perspectives of Gods work: 

God the Creator makes new things. God is as creative today as when he started to 
make this thirteen-billion years old universe. He invites us to co-create with him 
in the entire human enterprise: information technology, art, music, systems 
design, and so on.  

God the Sustainer keeps everything running. We couldn’t breathe another breath 
without God holding everything together. The apostle Paul says in Colossians, “in 
Christ all things hold together” (Col. 1:27), making the universe a cosmos rather 

                                                 
2 R. Paul Stevens, Doing God’s Business: Meaning and Motivation for the Marketplace (Grand 

Rapids, MI: William B. Eerdmans Pub. Co., 2006), 9. 

3 Ibid., 6. 
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than a chaos. He is sustaining patterns of time (Job 38:12, 19-20), weather and 
climate (38:22-30), the universe itself (38:31-33), and life systems (38:39-40). 
Most homemaking tasks and work in the service industry are forms of 
“maintaining” work: housecleaning, servicing road systems, office maintenance, 
keeping the urban infrastructure and government itself functioning. People doing 
these things are doing “the Lord’s work. 

God the Redeemer invites humankind to join him in fixing, mending, and 
transforming. We do this work, of course, in witnessing to the gospel of the 
Kingdom of God, the eruption of hope and new life in Christ. But we also do this 
when the technician works on automobiles or broken-down appliances, when 
counselors heal the broken hearted, when physicians bring physical and emotional 
health, and when lawyers bring justice.  

God the Consummator brings the whole human story to a wonderful conclusion. 
The work of authors and people in media points to the meaning of things. 
Educators, pastors, and parents are working to bring people to maturity and to 
their unfolding destiny.4 

The aforementioned perspectives of God’s work pave the way for a meaningful 

engagement of man’s work on earth. All God did, He is doing and will do are for the 

good of man.  

Ralph T. Mattson and Arthur F. Miller, Jr. authors of the book, ‘Finding a Job 

You Can Love’, believed, “God did not work at creating the universe to fulfill a need 

within Himself. The word need or any other word suggesting a lack attached to God is 

ludicrous.”5 

Work is a way that God revealed himself as all-sufficient. Everything he created, 

signature the nature of his power and glory. When man does good works, it brings glory 

to God (Matt: 5:16), because man is created in his image and likeness. It implies that God 

is expressed through man’s good works. Therefore one must ensure that whatever one 

does, it must be done with God’s purpose of work in view. Today, it is sad to say that 

                                                 
4 Ibid., 6-7. 

5Ralph Mattson and Arthur F. Miller, Finding a Job You Can Love (Nashville: Nelson, 1982), 44. 
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many people, including Christians lack thorough understanding about the Theology of 

Work. This has resulted to attitudes and behaviors that impinge transformation in 

workplaces. 

Arthur F. Miller Jr. and William Hendricks authors of the book Why You Can’t Be 

Anything You Want to Be, discussed some factors that hinder God’s purpose for work and 

workplace transformation when they said, “The key to workplace productivity and 

employee satisfaction is matching people’s giftedness with the demands of their task.”6 

To actualize their view, they recommended the following steps to foster 

workplace transformation: 

• Identify the giftedness of every employee from the top to the bottom of the 
organization. Companies speak of people as “human resources.” In many ways, 
people are the only renewable resource that continues to create wealth. They are 
the means by which value is added to raw materials and services are provided to 
customers. The strengths that the workers bring to the job are the true strength of 
a company. Therefore, it makes sense for employers to identify the strengths their 
people have to offer.  

• Make no people decisions without identifying the giftedness of the candidate and 
matching it with the work involved. Whenever management has to make a 
“people decision,” it should compare what the job requires as make or break 
competencies with the comparable strengths the employee does or does not 
possess. 

• Encourage workers at every level to share knowledge of their giftedness.  

• Hold Managers accountable for their people decisions. 

• Reorganize the Human Resources function. 

• Build giftedness into the fabric of how you do business hiring, placement, making 
assignments, forming teams, managing, promoting and in pursuing the company’s 
core mission.7 

                                                 
6Arthur F. Miller and William Hendricks, Why You Can’t Be Anything You Want to Be (Grand 

Rapids, MI: Zondervan Pub. House, 1999), 140. 

7 Ibid., 140. 
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Commenting on Miller and Hendricks submission to the concept of transforming 

religion, they project: 

The church has largely forgotten why it exists. It tends to define its purpose in 
terms of its needs and interest as an institution, and to organize its people around 
that purpose. But the institution is not where the action is. The Lord of the church 
is not in the institution, but in the people, and the people are out working in the 
world. To that end, he has gifted and called each one to a life of sacrificial love, to 
be poured out through a suitable calling as a continuing act of worship and 
adoration. God intends to transform the world through the work of the saints. And 
that is the church’s mission–to produce working saints.8 

To actualize the church’s mission, one should commence with the understanding 

of the call to transform the world. Paul R. Stevens opines: “without a sense of calling we 

become magicians, inventing the meaning of our lives through careerism and 

professionalism. We are susceptible to the siren calls of the media, which tells us that we 

find our identity in consuming or achieving. We are driven about like dust in a windstorm 

with no abiding sense of direction. In contrast, a sense of calling gives our lives direction 

and purpose because our creator summons us into a personal relationship with God and 

into a wonderful purpose that will outlast the world.”9 In relation to the church 

actualizing her mission, Paul R. Stevens advances that God has called us to:  

• Develop the potential of creation 

• Improve and embellish human life 

• Build community on earth  

• Engage in global enrichment and unity  

• Create wealth and alleviate poverty  

                                                 
8 Ibid., 166. 

9Stevens, Doing God’s Business: Meaning and Motivation for the Marketplace, 20. 
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• Work to invest in Heaven10 

In summary, he said that God calls people to himself and leads them into 

particular expressions of service appropriate for their gifts and talents throughout 

passions, abilities and opportunities. And that the work they do, whether international 

business or graphic art, becomes part of the all-embracing summons of God to belong to 

Him, to live in a suitable manner, and to do the Lord’s work.11 Os Guinness, author of the 

book, The Call, declared, “Neither work nor career can be fully satisfying without a 

deeper sense of calling–but ‘calling’ itself is empty and distinguishable from work unless 

there is someone who calls.”12 

To further drive home his argument, he asked some rhetorical questions for the 

purpose of emphasis to remind people that marketplace mission starts with God, for 

without Him, one cannot transform the workplace: 

Do we enjoy work, virtually worship work so that our devotion to Jesus is off-
center? Do we put our emphasis on service, or usefulness, or being productive in 
working for God at his expense? Do we strive to prove our significance to make a 
difference in the world, to carve our names in marble on the monuments of time? 
The call of God blocks the path of all such deeply human tendencies. We are not 
primarily called to do something or to go somewhere; we are called to someone. 
We are not called first to special work but to God. The key to answering the call is 
to be devoted to no one and to nothing above God himself.13 

To sum up, theological mission is not a human activity undertaken out of 

obligation to the great commission, or even simply gratitude.  

It is God’s own mission in which we have been included. It is what God is doing 
to bless all the nations through the resurrection of Christ and the outpouring of the 

                                                 
10Ibid., 22-32. 

11Ibid., 36. 

12Guinness, 37. 

13Ibid., 41-42. 
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Spirit. Mission work itself is not motivated by the need of the world, but by the 
sending God who calls and empowers. It is for this mission and in this mission 
that the whole people of God gain an apostolic (sent-out) status.14 

From the work of Doug Sherman and William Hendricks, work environment is 

discussed in relation to its current status taking into consideration the fall of man and its 

consequences on work. Juxtaposing the role of Christ in relation to work, the following 

views are advanced under the below headings. 

How Christ Affects Work 

Christ’s death did not change work 

Since Christ conquered sin when He died on the cross, one would think that it 

would have reversed the effects of sin, not only on work, but on the whole of creation. 

And in a sense it did. But it is important for us to appreciate in what sense it did. Christ’s 

death dealt a mortal blow to sin and to Satan, sin’s champion. That victory has ensured 

the final outcome–the ultimate triumph of God over evil. If the conflict with sin rages on, 

it is for the simple reason that each human being who is born into the world becomes a 

new battlefield on which sin launches a new campaign. That may be why things appear to 

get worse rather than better. There are simply more people, which is to say more sinners. 

What does this mean for work? It means that for now the effects of sin remain in effect, 

even though Christ has won the decisive victory and has promised to someday lift the 

curse from creation. The message of Romans 8:19-21 declares, “The anxious longing of 

the creation waits eagerly for the revealing of the sons of God. For the creation was 

subjected to futility, not of its own will, but because of Him who subjected it, in hope that 

the creation itself also will be set free from its slavery to corruption into the freedom of 

                                                 
14 Stevens, The Other Six Days, 197-198. 
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the glory of the children of God.” I believed someday Christ will restore the creation to 

the way God intended it to be before the fall. Until then, the effects of sin remain in effect 

as discussed below, 

The work environment remains uncooperative. In practical terms this means, first 
of all, that the work environment remains less cooperative, which makes ones 
work difficult and burdensome. In other words, Christ in no way eases the 
difficulties one must face when one hit the street each day. Nor does He give any 
particular advantage to the Christian. As He told his disciples, God “causes His 
sun to rise on the evil and the good, and sends rain on the righteous and the 
unrighteous” (Matt. 5:45). 

Work is still marked by futility. A sense of futility still characterizes every 

human’s work as a consequence of the sin of man. However, it does not mean that one 

should not work but that one should face the reality of what one can accomplish. As the 

writer of Ecclesiastes puts it; “What advantage does man have in all his work? Which he 

does under the sun? A generation goes and a generation comes, but the earth remains 

forever….That which has been done is that which will be done” (Eccl. 1:3-4, 9). 

People are still sinful. Finally, Christ’s death does not negate the fact that one 

should not work alongside sinful people and their systems. In fact, throughout the New 

Testament one is reminded as believer that in the world one will encounter people whose 

values differ from one’s own values.  

How Christ’s Death Changes the Worker 

Christ puts the worker in right relationship with God 

The whole problem with sin is that it separates people from having intimate 

relationship with God which has had unfortunate consequences for their work and 

absolutely tragic consequences for individual. Through Christ death he has reestablish the 

broken relationship so that one can willingly reunite with God his maker. Until such step 
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is taken ones relationship with God will remain unrestored. When one is restored with 

God, the power of sin over his life will be dealt. Sin is man’s real enemy as workers and 

that is why it will do no good for Christ to simply do away with the unfortunate effects of 

sin on work. He intends to restore the whole of creation after he has restored the people 

the people who are qualified to live in such creation. 

Christ puts your work back in right relation with God. The change that Christ 

makes in the believer is not without consequence for his work. The effects of sin remain 

in effect. But as a Christian one has more reason than anyone to view ones work as 

significant because the Christian’s work is Christ’s Work. If one is a Christian, the New 

Testament unequivocally affirms the significance and contribution of one’s work. The 

apostle Paul says: 

Slaves, in all things obey those who are your masters on earth, not with external 
service, as those who merely please men, but with sincerity of heart, fearing the 
Lord. Whatever you do, do your work heartily, as for the Lord rather than for 
men; knowing that from the Lord you will receive the reward of the inheritance. It 
is the Lord Christ whom you serve (Col. 3:22-24). 

In the passage mentioned above, Paul was addressing the lowest members of that 

culture that they were working for God, not merely for their Roman masters. We know 

this because Colossians 4:1 addresses the masters of these slaves: “Masters, grant to your 

slave justice and fairness, knowing that you too have a Master in heaven.”  

As a Christian, then, one has more reason than most to view one’s daily work as 

profoundly significant. One is as servant of Christ, and He is using one and one’s work to 

accomplish His purposes.15 This is to say that believers in Christ are no longer subject to 

the old nature of work which was corrupted by the disobedience of Adam and Eve. 

                                                 
15Doug Sherman and William Hendricks, Your Work Matters to God (Colorado Springs, CO: 

NavPress, 1994), 109-114. 
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Christ, who is the second Adam, has destroyed the old sinful nature of work through His 

victorious death and resurrection. Thus, the Christian has been recreated in Christ to do 

good works. In 2 Corinthians 5:17 (NIV) Paul says; “Therefore, if anyone is in Christ he 

is a new creation; the old has gone, the new has come.”  

Substantiating the above, Sherman and William disclose that, “The change here is 

as radical as it sounds. Christ is not content to make us good people or even better; he 

intends to make us new people, people who are like Him. This means the He sets about 

changing our character, our motives, our attitudes and our values.”16 Therefore, 

transformational leaders, working to transform the workplace must have in mind that God 

has strategically called and placed them in the workplace to create the change He wants 

for His own glory.  
 

Nature and Scope of Work 

God 

Since Genesis 1 and 2 introduces God as a working God, it demonstrates God’s 

character is by extension part of the nature of man. God’s work reflects his excellence 

and perfection. It dignifies man’s life and gives him the opportunity to participate in His 

ongoing work in the universe. God created man to work and to be steward to take care 

and manage the resources of the earth for the well-being of the world. Acts 25-28 gives 

the scope of God’s work on earth. God’s work serves the Gospel purposes by revealing 

His person in glory to men throughout all ages of human existence. In Colossians 1:17, 

Paul acknowledges God in Christ as creator of all and that in Him all things hold 

together. Also in Psalm 121:4, the Psalmist declares that God who keeps Israel will 
                                                 
16Ibid., 116. 
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neither slumber nor sleep. To support the above, Jesus himself declares that my Father is 

working until now, and I myself am working (John 5:17). The above helps one to 

understand that man’s work must connect with God’s work because His work is good and 

perfect (Genesis 1:31) and therefore is a model to abide by for all human beings. 

Place 

The Bible says in Psalm 24:1, “The earth is the Lord’s and everything in it.” This 

implies that no one part of the earth is more sacred than another because the Lord owns it 

all. The aforementioned substantiates the fact that God is the owner of the earth and has 

therefore put man in charge to work it. The Garden of Eden was the place God created for 

Adam and his wife Eve to live. He charged them with the responsibility to tend the 

garden and to brand the things and have a relationship with him. God created a perfect 

place (Gen. 2:15-20) out of a formless space and gave it shape and purpose to avoid a 

chaotic living.  

Man 

God created man to work in the Garden of Eden (Gen. 1:28). To be given 

dominion and to subdue things was a direct commissioning to work. In Genesis 2:15, 

man was put in the garden to cultivate and look after it. God made man different from 

animals with a mind that could learn to work, have a relationship with him and be his 

representative in places. Work was and is the glory of man. 
 

The Purpose of Work 

A man with a sense of purpose in Christ will experience a meaningful life and 

will engage in work according to the purpose of God as discussed below.  
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It should glory God 

Work has a divine command for mankind according to the following scriptures 

(Gen. 1:26, 2:15, 3:23; Eph 4:28, etc.) Therefore, it is carried out with the purpose of 

glorifying and pleasing God. Rick Warren holds the view that everything including work 

can be done to the glory of God “by doing everything as if you were doing it for Jesus 

and by carrying on a continual conversation with Him while you do it. Work becomes 

worship when you dedicate it to God and perform it with awareness of his presence.”17 

Colossians 3:17 says, “Whatever you do, do your work heartily as unto the Lord rather 

than men. Peter also, in 1 Peter 4:10-11 admonished that in all we do, our work should 

glorify God.  

To meet personal and family needs 

In 1 Thessalonians 4:11-12, Paul encourages the Thessalonians to work so that 

they will not be in need. Work enables one to provide one’s daily bread (Prov. 12:11) and 

not be a burden to others (2 Thess. 3:7-8). To overcome poverty, one must choose to 

work (Prov.14:23). According to 1 Timothy 3:3-4, those with family responsibilities are 

required to work to address the needs of their household.  

To help others in needs 

Work comes with provisions which enable one to help others in need. In 

Ephesians 4:28, Paul encourages people to work so that they will have something to share 

with those in need. When people work, they are able to share generously what they have 

with others.  

                                                 
17Richard Warren, The Purpose-Driven Life: What on Earth Am I Here For? (Grand Rapids, MI: 

Zondervan, 2004), 67. 
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To benefit society 

That which upholds society is goods and services. Work helps to address the 

needs found in society. God created mankind with many different gifts and talents to 

serve the diverse needs of human beings. Thus, since man lives in community and not in 

isolation it is incumbent on him to work for the benefit of his community. Through work, 

God wants to meet the various needs of people, both physical and spiritual, both temporal 

and eternal. Christians should let society see their good work and glorify God in Heaven 

(Matt. 5:16).  

To assist with the Great Commission 

The Great Commission task (Matt. 28:19-20) is facilitated by work. According to 

1 Thessalonians 4:12, work is a good testimony towards believers to also support 

themselves and their own families by the work of their own hands. The work place is a 

place where unbelievers see the difference that Christ has made in the life of the Christian 

believers. The great commission helps believers in Christ to fulfill the creation mandate.  

For personal fulfillment 

Work brings personal fulfillment and satisfaction. King Solomon says work is a 

gift from God (Ecc. 2:24, 5:18-19).When people work to meet their needs and the needs 

of others, it comes with satisfaction. The deepest spirituality of work and business in 

particular in simply the joy the worker shares with his master (Matt. 25:21).  
 

Conclusion 

This chapter deals with the Biblical and theological perspectives of work with the 

aim of projecting the correct picture of the origin of work and what it is all about. The 

chapter also highlights the nature and scope of work to show its all-inclusiveness and the 
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essence of it. It helps one to understand that one’s attitude and behavior toward work 

must be positive. It means that God who has called people expects them to produce fruits 

that show that they carry His image in them. Examples of such fruits include: honesty, 

humility, trust worthiness, respect, etc. These fruits must be seen in them. Good work 

will help people to see and understand the love of God and His character in Christians. 

The ultimate good of work was highlighted in this chapter through the victory of Jesus 

over death. Furthermore, it reveals that man has been recreated to carry out his work in 

the manner of Christ as his co-creator for the salvation and well-being of all that he has 

created.  

The next chapter outlines the methodology of this piece of academic study. 
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CHAPTER 5. 

RESEARCH METHODOLOGY 

Introduction 

In conducting research, data must be collected, presented and analyzed which 

makes empirical research empirical and of no exception. Thus the chapter gives a detailed 

theoretical explanation on data collection methods, analyses and interpretation. To 

enhance the successful completion of the research, data were collected from both primary 

and secondary sources. 

The primary sources of data involved interviews with both senior and junior 

personnel within the selected institutions. Questionnaires were drawn and completed by 

different category of workers in the selected institutions. The same questionnaire with a 

section D addition was also completed by the Theology of Work graduates.1 Advantages 

and disadvantages of both interviews and the use of questionnaires in obtaining requested 

information are also detailed in the chapter. Desk (secondary) research was conducted in 

libraries and journals. 

Sampling Procedure 

Sampling is that part of statistical practice concerned with the selection of 

individual observations intended to yield some knowledge about the target population, 

especially for the purposes of statistical reference. A sampling frame is the listing of the 

accessible population from which the sample is drawn. For the purpose of this study; my 

sampling frame covers: The Attitudinal and Behavioral Change Commission; The 
                                                 
1 Research questionnaire prepared by the researcher and endorsed by the supervisor on workplace 

attitudinal and behavioral challenges affecting workplace transformation in the city of Freetown, 2012. 



94 

Freetown City Council; The Sierra Leone Police Force; Non-Governmental 

Organizations; The Sierra Leone Drivers Association; The Anti-Corruption Commission; 

Civil Society; Youth Organizations; Market women; University/College/ Lecturers, 

Vocational Training Centers; Senior Secondary School Teachers; Sporting Institutions; 

People with Disabilities and Politicians. 

The above groups are representative of the whole population of Freetown because 

they are strategic umbrella organizations that connect with the people and represent their 

interest and concerns for their wellbeing and that of the city. Twenty respondents were 

chosen per sector  
 

Sampling Methods 

Use of Quota Sampling Method 

A quota sampling is a set number or quota of subjects with specific 

characteristics. Three hundred samples were selected from a population of 1.5 million as 

we met them. There has been specified number in the sampling frame of all of these 

categories of respondents. Hence the decision to choose three hundred respondents was 

purely discretionary, in order to access a reasonable set of response to support the result. 

They were chosen based on their role and length of service within the organizations. Also 

two hundred respondents out of the 332 Theology of Work graduates in Freetown were 

sampled to confirm the purpose of the study. They were surveyed based on the 

knowledge gained about work and workplace from the Theology of Work Course in 

Freetown. The method has been cost effective and convenient, although it is not easy to 

access and obtain response from some identified respondents.  
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Use of Stratified Sampling Method 

It is a method that has been particularly useful since the population of potential 

respondents has a number of identified attributes. These attributes of strata are the Anti-

Corruption Commission, Freetown City Council, the Sierra Leone Police, etc. Such type 

of population consists of variety of people of different classes. Furthermore, the three 

hundred samples must reflect the attributes among the population, i.e. different classes of 

staff within these institutions 

The method has resulted in a sample selected which has been free from selective 

bias, as it has taken account of the significant attributes of the population of potential 

respondents for this survey. However, it has been relatively difficult to trace some of the 

respondents in order to access their responses. 

Data Sources 

Data sources considered in the study were identified using several departmental 

and academic libraries and publications including many unpublished works.  

Primary Sources of Data 

It was collected purposely for the research. Primary data is a data I collected to 

enable me complete my study. The collection of data involves both survey and sample 

methods. The primary sources used to collect data in the research are issuing 

questionnaires, personal interviews, and direct observation. 

Secondary Sources of Data 

It is used by a person (or persons) other than the people by whom or for whom the 

data is collected. It is a “second hand” data. The main points to be considered in the use 

of secondary data are: 
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• How the data has been collected 

• How the data has been processed 

• The accuracy of the data 

• How far the data has been summarized 

• How to interpret the data, especially when figure collected for one purpose are 
from another 

The secondary sources of data used in the study are mainly from library research 

and published data. 

Data Collection Methods 

Use of Personal Interview 

An interview can be described as a conversation with a purpose. To complete the 

research, structured personal interviews were conducted with the program manager of 

Attitudinal and Behavioral Change Commission, Mr. Ishmael Cole and Mr. Joseph 

Kangaju a staff at the Anti-Corruption Commission Secretariat to get their view on work 

place corruption. 

Also to get the church response to the issue of corruption at the work place and 

the Attitudinal Behavioral Change Commission’s work in dealing with the issue of 

attitude and behavior in the work place, the staff in the following church umbrella bodies 

were interviewed: Councils of Churches in Sierra Leone (Rev. Solomon Campbell), the 

Evangelical Fellowship of Sierra Leone (Miss. Nancy Koroma) and the Pentecostal 

Fellowship of Sierra Leone (Bishop Archibald J. Cole). 

The essence of interviewing the persons above was to determine their 

organizations view on workplace transformation in relation to workers attitude and 

behavior and their perception about the Attitudinal and Behavioral Change Campaign. 
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Advantages of Personal Interview 

There are several reasons for collecting data through personal interview. Some of 

these include:  

1. The ability to reduce respondents’ anxiety and potential embarrassment, thereby 
increasing the response rate and decreasing the potential for errors. 

2. One’s experience makes the routing of questions easier. 

3. The ability to ask within narrow limits, for the researchers respondents answers to 
be clarified. 

4. The ability to reduce variability by organizing the researchers questions in a fixed 
order. 

Disadvantages of Personal Interview 

The major problems faced in carrying-out this method of collecting data were cost 

and time. 

Use of Questionnaires 

A questionnaire is a list of questions aimed at discovering particular information. 

Questionnaires can be distributed by hand or by post. For the purpose of the research, 

questions (attached in the appendix) were drawn and submitted to staff/members in the 

selected Institutions and the Theology of Work graduates in person. Collecting data 

through this method was relatively cheaper and less time consuming. 

Telephoning 

It has been particularly used, not to collect some key and urgent data, but to track 

down some of the busy senior staff and TOW graduates. 

Merits and Demerits of Telephoning As a Method of Data Collection  

Merits 

 The same merits as in the self-administered questionnaire. 
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 The busiest officials were convinced to respond to the questions directed to them, 
thereby increasing the response rate. 

Demerits 

 It was helped to significantly increase the cost of this research, through increased 
telephone bill. 

 Some questions (including some viable statistics) were not answers due to the 
limited time available from the respondents. 

Direct Observations 

Using direct observations approach, the researcher merely observed the pattern of 

administration in institutions without directly participating to influence such systems. 

Merits and Demerits of Direct Observation  

Merits 

 First hand (original) data were obtained that have been undoubtedly free from 
errors and manipulations by any person. 

 The appropriate departments and staff were at work, showing reasonable evidence 
of segregation of duties, managerial, organizational, and human behavior. 

Demerit 

 It has been costly to travel to each responsibility center in the work places of the 
respondents. 

Examination of the Documented Systems and Abstraction from Published Statistics 

Permission was granted to examine the documented systems and extract relevant 

information for this study. 

Merits 

 It has been relatively less time consuming to photocopy all the needed documents. 

 It has been relatively less costly to travel and access data, and although even the 
photocopying and transportation costs have been relatively less expensive. 

 Inaccessible subjects: The documents studied have made it possible to study 
events of the past and to come in contact with other people separated by great 
distance as well as time and it has been especially helpful for the research whose 
budget has been self-financed and the time constraint for it has been tight.  
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 High quality: The Published documents have been of high quality because they 
have been written by experts in their respective fields. Also editing has been done 
on the data collected on published material, therefore, documents such as research 
reports have been checked for errors in their content and presentation. It has 
greatly reduced the need for further checks on the validity and reliability of the 
information collected from such documents. 

Demerits 

 Incompleteness: Some of the documents did not provide all the data needed since 
they assumed specific purposes and knowledge, which our research did not 
completely cover as they have been set to achieve relatively different sets of 
objectives. 

 Lack of a formal standard: Difficult formals have been used by the personal for 
the different time periods under review, perhaps due to change of personnel and 
style. Hence, valuable information contained in a document at one point in time 
have been entirely lacking in some earlier and later documents. 

 Comparability over time: data must be adjusted for comparability over time, 
particularly to take account of inflation and changes in the purchasing power of 
money, before those from one point in time can be compared to those from 
another. It has created additional work for the research, and would have led to 
errors if adjustments have not been made correctly. 

Data Analysis 

Percentages and narrative analysis have been used to identify, establish and 

measure the perception and experience of respondents in their work places. The results 

and outcomes of the analysis of the percentages and the level experience of the 

respondents have contributed to the knowledge and information, and become part of the 

process of assessment and evaluation of the outcome. 

Research Design 

The study attempts to find out the existing problems faced by workers in their 

workplace. It describes the problems encountered by workers in handling workplace 

challenges. 
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The purpose of the methodology was to identify the factors responsible for the 

current context of workplace attitudes and behaviors and to advance appropriate 

measures that transform both workers and their workplaces for the good of the city of 

Freetown and the nation as a whole. Also, the methodology brought to light multiple 

realities within the context which allows for the researcher and the respondents to be the 

primary data gathering agents. 

Study Area 

The research was conducted in Freetown, the capital city of Sierra Leone. 

Freetown is the political, economic and social headquarters. It serves as headquarters for 

all working organizations and institutions. The city seems to be experiencing some 

setbacks in all its work sectors. Such is evident in the attitude and behavior of the people 

which has affected their social, economic, political, and religious life and has generated 

so much misconception about work and its challenges. The challenges the study sought to 

assess included for the wellbeing of the city involves ethical issue such as corruption, 

bribery and discrimination, misuse and abuse of power, integrity, relationship problems 

etc.  

Conclusion 

One has to exercise caution in choosing a particular method of collecting data as 

each method is associated with drawbacks. The basis for selecting the four data collection 

methods (i.e. interviews, desk research, direct observation and questionnaires) is the fact 

that they have more advantages than drawbacks. The same is true for the methods of 

presenting, analyzing and interpreting data. In the chapter we have seen how data was 

collected for the study and the tools used to analyze it in chapter six. 
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CHAPTER 6. 

PRESENTATION, ANALYSIS, INTERPRETATION OF RESEARCH FINDINGS 

Introduction 

The chapter presents analyses and interprets both quantitative and qualitative data 

(i.e. data that one can measure and those one cannot measure) collected using the various 

methods discussed in chapter five. 

Response Rates 

The research has been largely exploratory, using mainly the self-administered 

questionnaires and personal interview guide, backed by telephone conversations to 

collect viable and reliable data for the study. Table 2 shows the categories of persons who 

responded to the data collection instruments used: 

Table 2. Questionnaire Response Rates 

Category of Respondents 
# of 

Questionnaires 
Sent 

# of Response 
Received 

Percentage of 
Responses 

ABC Commission 20 3 15% 
Freetown City Council 20 10 50% 
Sierra Leone Police Force 20 20 100% 
Non-Governmental 
organizations 20  16 80% 

Drivers union 20 20 100% 
Anti-Corruption Commission 20 16 80% 
Civil Society 20 20 100% 
Youth Organizations 20 14 70% 
Market Women 20 10 50% 
University and college 
professors 20  10 50% 

Vocational training institutes 20 16 80% 
High school teachers 20 20 100% 
Sporting institutions 20 7 35% 
Disabilities  20 8 40% 
Politicians 20 11 55% 
Total 300 201 67% 
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Hence from 300 questionnaires sent, 201 were fully completed which represent 67 

percent response rate. Such response is quite encouraging bearing in mind the heavy 

work-loads on these personalities and limited time they have. 

Section A: Response Patterns from Questionnaire 

Section A: The section concerns demographic information of the individual 

worker. It is an optional section i.e. it give the freedom of the individual to disclose their 

demographic information if they like. The option is given to them in order to give them 

the freedom in responding to the requirement of the questionnaire no matter how critical 

the issues are, particularly as it concerns their working environment.  

 

Figure 1. Respondent’s demographic information 
 

Despite the fact that it’s optional, an appreciable percentage of over 50 percent of 

the respondents disclosed their demographic information.  

Muslims Christians

Total 80 121

Male 50 84

Female 30 37

Age 56 100

age‐non disclosed 24 21

0

20

40

60

80

100

120

140

N
o 
of
 r
es
po

nd
en

ts

DEMOGRAPHIC INFORMATION



104 

Section B: Respondent Organizations 

Section B focuses on the respondent’s organizations with the specific areas as 

evident in the table below: The table highlights both open and closed ended responses. 

They are tabulated in common themes and percentages respectively. 

Table 3. Respondent’s Organization Information 

Item Yes No Yes
% No% Common response theme and 

trend for all sectors 

Values of your 
organization 182 19 91% 9% 

Human rights, dignity, tolerance, 
empowerment, integrity, freedom, 

self-reliance and team work 

Activities and 
services of 

organization 
187 14 93% 7% 

Teaching, counseling, capacity 
building, maintaining law and order, 

transporting services, advocacy, 
sporting activities 

Aims Objectives of 
organization 192 9 96% 4%  

Organization 
condition of service 95 96 47% 48%  

Workers 
satisfaction with 

condition of service 
54 137 28% 72%  

Administrative 
injustices 126 75 63% 37%  

Gender 
discrimination 158 43 79% 21%  

Level of 
transparency and 

accountability 
    

58 affirm it is above average 
60 affirm it is average 

83 said it is below average 
Regular oversight 
of activities and 
workers attitudes 

69 132 34% 66%  

 

Ninety-one percent (182) of the respondents affirm their organizational values and 

their common response themes shows human rights, dignity, tolerance, empowerment, 

integrity, freedom, self-reliance and teamwork as integral to their work. With regards 

activities and services of the respondents’ organizations, 93 percent (187) responded that 

they are aware of the activities and services which reflect the common response themes; 
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teaching, counseling, capacity building, maintenance of law and order, advocacy, 

transport services and games and sport. On the item of aims and objectives, 96 percent 

(192) affirms that their organizations have aims and objectives—which is good thing. 

There is almost an equal divide of 47 percent (95) of those who responded (yes) and 48 

percent (96) of those who responded (no) that their organizations have conditions of 

service for their workers that meet the national required standards. The individuals who 

are satisfied with their organizations conditions of service are very small, i.e. about 28 

percent (54) as against 72 percent (137) who are dissatisfied. The answers from 

respondents on the questions on conditions of service were more or less unanimous to the 

fact that conditions of service are very poor and unsatisfactory. Such is not unconnected 

with the un-indexed salary received by Sierra Leoneans, except for the politicians whose 

majority seems to have a different view that their own organizations conditions of service 

is satisfactory. 

Sixty-three percent (126) of respondents believe that administrative injustices 

were done to them or someone in the job and 37 percent (75) holds a contrary view. On 

administrative injustice, the respondent’s answers are more or less unanimous to the fact 

that administrative injustice is prevalent in most organizations. Twenty-one percent (43) 

responded that gender discrimination is not prevalent in their work place, while 79 

percent (158) declared that there is gender discrimination in their workplace. Such is a 

cause of concern as it depicts a negative picture.  

On transparency, accountability and evaluation of activities, respondent’s answers 

to the transparency and accountability is more or less mixed i.e., some answered to the 

affirmative and others to the negative and their responses project the following; 
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58 respondents said it is above average 

60 respondents affirm it is average 

83 respondents affirm it is below average 

Where- as in the aspect of evaluation of organizational activities, 66 percent (132) 

of the respondents noted that they have regular audit oversight including the attitude and 

behavioral patterns of their workers, while 29 percent (58) declared that there is no audit 

oversight. As to the effectiveness of the audit evaluation, the following common response 

themes were advanced: monthly evaluation meeting, Quarterly internal audit and annual 

internal and external audit reports. Though the respondents agreed to the fact that their 

institutions activities are evaluated, the effectiveness of this evaluation and how seriously 

the outcomes of these evaluations are treated is of concern to me because 83 of the 

respondents declared that it is below average. 

Section C: Knowledge Level 

Section C focuses on the attitudinal behavioral change campaign of the 

government and its impact on the working environment.  

• The relationship and effect of religious campaign to the attitudinal and behavioral 
change.  

• Other agencies that complement the attitudinal and behavioral change campaign 
or serving as a catalyst in bringing out better attitudinal and behavioral change. 

 
 
Table 4. Respondent’s Knowledge of the Attitudinal and Behavioral Change Campaign 
Item  Yes  No  Yes% No% Common response theme and trend 

for all sectors  
Knowledge of 
government 
attitudinal 
and 
behavioral 
campaign 

201 0 100% 0 Print and electronic media, seminars and 
workshops, posters, presidential address 
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Sectors where 
campaign is 
much needed 

N/A N/A N/A N/A Police- 71 that is 35% of respondents, 
education-32- 15.8% of respondents, 
youth- 35 – 17.4% of respondents , 
business-6 – 2.8% of respondents, all 
sectors-33-16.0% respondents, 
politicians 16- 8% respondents and 
journalist 9-5% of respondents. 

Opinion on 
the attitudinal 
change 

N/A N/A N/A N/A More work need to be done, good if 
embraced, must be effective, network 
with community leaders and agencies, 
ill-equipped secretariat, poor campaign 
strategies, failure of past leaders. 

Impact of 
religious 
perspective 
on campaign 

201 0 100% 0 100% of respondents believe that 
religion can play an active role in 
promoting the Attitudinal and 
behavioral change 

Sectors that 
can greatly 
influence 
campaign 
success 

N/A N/A N/A N/A Home 23, law enforcement 65, 
education 67, community leaders 17, 
others 30 

Suggestions, 
concerns and 
complements 
for campaign 

N/A N/A N/A N/A Involve religious leaders, encourage 
government to improve workers 
condition of service, work with law 
enforcement agencies to enforce the 
campaign, engage the education sector 
to teach civic education in all learning 
institutions, take the campaign to the 
communities, use the music industry for 
the campaign 

 

The answers to Section C are more or less 100 percent uninformed, that: they are 

fully aware about the present government’s initiative on attitudinal and behavioral 

change.  

• They know about it through newspapers, radio, televisions, posters, seminars and 
workshops and presidential address. 

• The areas that need intense attitudinal and behavioral change are the Police- 71 
that is 35% of respondents, education-32- 15.8% of respondents, youth- 35 – 
17.4% of respondents , business-6 – 2.8% of respondents, all sectors-33-16.0% 
respondents, politicians 16- 8% respondents and journalist 9-5% of respondents. 
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The opinions of respondents are that the attitudinal and behavioral change 

campaign is very necessary at such point in time, but because of the corrupt past leaders 

they are concern that those serving as agents of change be the appropriate individuals. It 

is because, they themselves need to be educated and change their attitude and behavior 

for the positive. In a nutshell, they are asking for individuals with good character and past 

records to serve as agents of change if the campaign is to be successful. Also, they are of 

the opinion that more work need to be done. The secretariat should network with 

community leaders and agencies. The secretariat is ill-equipped and their promotion 

campaign strategies are poor. Thus the government should equip them to do their work 

effectively.  

It has been agreed that the attitudinal and behavioral change campaign is 

inseparable to religion i.e. it cannot be separated from religious activities and religious 

leaders have a critical role to play in the campaign. One hundred percent of respondents 

believe that religion can play an active role in promoting the Attitudinal and behavioral 

change. 

The concern as to what other sector of society that can greatly influence the 

Attitudinal and Behavioral Change Campaign, the responses accounted for the following: 

 home 23 respondents 

 law enforcement 65 respondents 

 education 67 respondents 

 community leaders 17 respondents 

 others 30 respondents 

The common response suggestion themes by the respondents to the Attitudinal 

and Behavioral Change secretariat are: 
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• Involve religious leaders 

•  Encourage government to improve workers condition of service 

• Work with law enforcement agencies to enforce the campaign 

• Engage the education sector to teach civic education in all learning institutions 

• Take the campaign to the communities 

• Use the music industry for the campaign 

Response Patterns from Questionnaire 

Section A 

 

 

Figure 2.TOW Graduate Demographic Information 
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Section B 

 

Table 5. Organizational Information of Theology of Work Graduates 
Item Yes No Yes% No% Common response theme and trend 

for all sectors  
Values of your 
organization 

N/A N/A N/A N/A Service, integrity, respect, 
empowerment, team work, transparency 
and accountability, dedication, peace 
and transformation. 

Activities and 
services of 
organization 

N/A N/A N/A N/A Teaching, advocacy, counseling, 
security service, capacity development, 
games and sport. 

Aims and 
objectives of 
organization 

98 18 84.5% 15.5% 84.5% said yes because of the 
following: improving human life and 
dignity, poverty eradication, equality 
and justice for all citizens, provision of 
quality education, and tolerance through 
socialization. Promote good governance 
and democracy.  

Organization 
condition of 
service 

66 50 57% 43%  

Workers 
satisfaction 
with condition 
of service 

36 80 31% 69% 69% said No because: it does not match 
with current standard of living, income 
not commensurate to purchasing power, 
insufficient retirement benefits 

Administrative 
injustices 

66 50 57% 43%  

Gender 
discrimination 

82 34 70.7% 29.3%  

Level of 
transparency 
and 
accountability 

48 78 33% 67%  

Regular 
oversight of 
activities and 
workers 
attitudes 

41 78 35.4% 64.6% 64.6% affirm they don’t have the 
following oversight in the form of: 
Monthly evaluation meetings, quarterly 
internal audit, annual internal and 
external audit 

 

The common responses theme of all the TOW respondents are Service, integrity, 

respect, empowerment, team work, transparency and accountability, dedication, peace 
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and transformation. Their organization activities and services falls on the below common 

responses. Teaching, advocacy, counseling, security service, capacity development, 

games and sport 84.5 percent (98) said their organizations have aims and objectives 

which hinge on the following: improving human life and dignity, poverty eradication, 

equality and justice for all citizens, provision of quality education, and tolerance through 

socialization, the Promotion of good governance and democracy. 

 As to whether their organizations conditions of service meet the national required 

standard, 57 percent (66) said yes while 43 percent (50) said no. 69 percent (80) said no 

to the question of satisfaction of their working conditions because it does not match with 

current standard of living as income is not commensurate to their purchasing power and 

there are insufficient retirement benefits. Thirty-one percent (36) persons from the 

political, non-governmental organizations and the Anti-corruption Commission sectors 

said they are satisfied because they are well paid and enjoy other allowances that make 

them effective in their work. 

On administrative injustice, 57 percent (66) affirmed that they have experienced 

administrative injustices or to someone in the job, while 43 percent (50) declared they are 

not aware or experienced it in their workplace. Accounting for gender discrimination, 

70.7 percent (82) of the respondents said there is gender discrimination as against 29.3 

percent (34) respondents who said there is no gender discrimination. It shows that the 

percentage of both administrative injustice and gender discrimination are the order of the 

day. 

Sixty-seven percent (78) of the respondents hold the view that transparency and 

accountability are below average. Thus, it is a no, while 33 percent (48) yes. Sixty-four 
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point six percent affirm they don’t have the following oversight in the form of: Monthly 

evaluation meetings, quarterly internal audit, and annual internal and external audit. 

However, 35.4 percent (41) of the respondents believe that there is transparency and 

accountability. The findings show that transparency and accountability and evaluation 

audit are more or less on the negative. 

Section C 

 
Table 6. Theology of Work Graduates Knowledge of the ABC Campaign 
Item  Yes  No  Yes% No% Common response theme and trend 

for all sectors  
Knowledge of 
government 
attitudinal and 
behavioral 
campaign 

116 0 100% 0 Print and electronic media, seminars 
and workshops, posters, presidential 
address 

Sectors where 
campaign is 
much needed 

N/A N/A N/A N/A Police- 28 that is 24 % of respondents, 
education-17- 14.6% of respondents, 
youth- 16 – 13.8 % of respondents , All 
sectors: 22,- 19 % of respondents, 
politicians 19- 16% respondents and 
justice 14- 12 .6% of respondents. 

Opinion on 
the attitudinal 
change 

N/A N/A N/A N/A It will work if there is an acceptance of 
having behavioral and attitudinal 
problem. It is right for development; 
workability depends on top leaders 
changing their attitude and behavior. 
Past bad examples of ABC officials will 
hamper its success. Lack of effective 
strategies on the part of the ABC 
secretariat. It must be reinforced.  

Impact of 
biblical 
perspective on 
campaign 

116 0   100% of respondents believe that it has 
a transforming power to transform 
society and can develop integrity and 
character in people. It contains 
knowledge about bad and good work 
and their impact on society. It will 
enable people integrate their faith and 
work. It will help workers see and do 
their work as God intended it to be. 

Sectors that N/A N/A N/A N/A Education 24, law enforcement 24, civil 
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can greatly 
influence 
campaign 
success 

society 17 and the home 16, anti-
corruption commission 13, media 12 
and political sector 10. 
 

Suggestions, 
concerns and 
complements 
for campaign 

N/A N/A N/A N/A Work with religious leaders, engage all 
learning institutions, take the campaign 
to the communities, confront those in 
position of authority that are not good 
examples. 

 

One hundred percent of the TOW respondents answered on the affirmative that 

they are aware of the Attitudinal and Behavioral Change Campaign that was initiated by 

the present government of President Earnest Bai Koroma which is very good. As to how 

they were aware of it, the answers show some common responses as follows print and 

electronic media, seminars and workshops, posters, presidential address.  

Responses on sectors that need intensive attitudinal and behavioral change are 

depicted as below. 

 police 28 = 24 percent of respondents 

 politicians 19= 16 percent respondents 

 education17= 14.6 percent of respondents 

 youth 16 =13.8 percent of respondents 

 all sectors 22 =19 percent of respondents 

 justice sector 14= 12 .6 percent of respondents 

The individual opinion on the Attitudinal and Behavioral Change Campaign 

projected the following common response themes: 

• It will work if there is an Acceptance of having behavioral and attitudinal 
problem. 

•  It is right for development. 

• Workability depends on top leaders changing their attitude and behavior. 



114 

•  Past bad examples of ABC officials will hamper its success.  

• Lack of effective strategies on the part of the ABC secretariat.  

• It must be reinforced.  

• It is good and timely. 

One hundred percent of respondents believe that biblical perspective about work 

can impact the Attitudinal and Behavioral Change Campaign because it has a 

transforming power to transform society and can develop integrity and character in 

people. Also they believe it contains knowledge about bad and good work and their 

impact on society. In addition they say it will enable people integrate their faith and work 

and it will help workers see and do their work as God intended it to be. 

With regards other sectors of society that can greatly influence the Attitudinal and 

Behavioral Change Campaign, the following sectors were the common response themes: 

Education 24, law enforcement 24, civil society 17 and the home 16, anti-corruption 

commission 13, media 12 and political sector 10. The respondents gave the following 

suggestions to complement the effort of the Attitudinal and Behavioral Change 

Campaign. 

• Work with religious leaders, 

•  Engage all learning institutions,  

• Take the campaign to the communities, 

•  Confront those in position of authority that are not good examples. 

Section D – Knowledge and impact of Theology of Work Course in Freetown 

Figure 3 below shows the number of respondents that have attended the theology 

of work course in the past.  
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Figure 3. Past attendance of Theology of Work course 
 

Figure 4 below reveals the period since the respondent attended the theology of 

work course. 

 

Figure 4. Length of time since attended Theology of Work course 
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Figure 5. Degree of impact of Theology of Work knowledge 
 
Item 20 on the instrument requires the respondents to describe how the theology 

of work knowledge has changed one’s attitude and behavior towards work. The 

respondents have the following common themes in their responses: 

• Being able to understand and maintain integrity in the work place. 

• Knowing the difference between job and work and to do good work. 

• Integrating faith and work and building relationship at work. 

Item 21 on the instrument required the respondents’ to rate in increasing degrees 

their attitude towards work as a result of enrolling in the theology of work course. The 

figure below shows the varying numbers as follows: 
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Respondents who said much more positive gave the following reasons:  

• They have gained knowledge and understanding of the purpose of work. 

• They now know that God’s creation purpose for humanity is for good works. 

• Building good relationship with coworkers is essential for joy at work. 

• Practicing servant leadership in the work place leads to trust and promotion. 

• Viewing oneself as a transforming agent one need to be patient and love people 
irrespective of their background.  

Item 22 required respondents to remember a specific key item from the Theology 

of Work course and the followings common responses were given: 

• Transformed people transform society 

• Faith and work must be integrated 

• Maintaining integrity in the work place 

• Moving from being a Sunday saint to daily saints 

• Marketplace minister  

Item 23 asked the respondents to determine all that apply among the given options 

that has occurred in one’s life since graduating from the TOW program. In matters of 

attitude: 66 experiences more joy at work, 52 felt more fulfilled and satisfied at work, 83 

have positive attitude at work. In the area of behavior: 33 indicate being punctual, 83 

respectful to authorities, 28 treat all workers with dignity, 64 maintain integrity in the 

workplace, 97 cooperate with other workers, 91 accountable and transparent, 72 more 

effective in stewardship, 66 more productive at work. The outcome response shows the 

following: 7 received a certificate of award for performance, 11 got promoted for high 

quality work, and 23 have experience financial increase at work, 15 has taken up other 

work to better serve people. 
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The respondents also have the following comments: TOW is relevant to the Sierra 

Leonean society and must be disseminated nationwide. Leaders of organizations should 

send their workers to go through this training and besides, the government should adopt 

the course for the attitudinal change campaign. The course has rapid changing influence 

because it empowers people to use their gifts to benefit society. 

Relationship Between the Two Surveys 

The relationship between the two surveys indicates the following responses: the 

response rate of both surveys was positive. Two hundred and one (201) out three hundred 

(300) respondents in the working sectors selected participated, while one hundred and 

sixteen(116) of the two hundred (200) TOW graduates also participated. It was good 

because it enable the researcher to assess more effectively the required items on the 

questionnaire and to authenticate the responses. 

In section A, the demographic information revealed for both surveys shows that 

more males participated than females in the survey and there were more age disclosure 

than non-age disclosure. Also in the survey for the selected workers, demonstrate that 

more Christians participated than Muslims. In the TOW survey, only two out of the 116 

were Muslims. It is because the course mainly caters for Christians but can accept 

Muslims to attend if they want to as it is a transformative course. 

Section C indicates similar responses in terms of the respondent’s views of their 

workplace values, activities and aims and objectives for both surveys. As to whether their 

organizations conditions of service meet the national required standards, the selected 

work sectors survey project a 1 percent difference between the yes (47 percent) and no 

(48 percent) responses, thus making it an almost equal divide. The TOW graduates 
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responded on the affirmative of 57 percent as against 43 percent of the respondent’s 

knowledgeability of the national required conditions of service. It reveals that less than 

50 percent of the working population is not aware of the national required conditions of 

service. With regards the workers satisfaction in relation to their organizations conditions 

of service, the selected work sectors and the TOW graduates survey responses depicts 72 

percent and 69 percent dissatisfaction respectively. The respondents both agreed that the 

reason for their dissatisfaction is the imbalance between the organizations conditions of 

service and the high living conditions. On the administrative injustice and gender 

discrimination items, both affirm that they are prevalent in the workplaces. The two 

survey responses also affirm that regular audit oversight in the workplaces is less 

effective. The selected work sectors and the TOW graduates substantiate the 

aforementioned audit responses by 66 percent and 64.6 percent respectively. 

In Section C which deals with the knowledge level of the respondents toward the 

Attitudinal and Behavioral Change Campaign reveals that respondents in both surveys 

are 100 percent aware of the campaign through the print and electronic media, workshops 

and seminars and from the president speeches to the public. As to which specific sector of 

society that needs more ABC, the two survey responses agreed on the following in a 

hierarchical order: 

• Police/Law enforcement sector 

• Education sector 

• Youth sector 

• Politicians 

• All sectors 
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Responding to the opinion item about the ABC campaign, both survey present 

similar responses that the ABC campaign is good and timely but it will only work if the 

secretariat is equipped with the appropriate resources and strategies to network with the 

communities and organization/institutions. The good character example of those leading 

the campaign and other top executive leaders highlighted in the responses as a key for the 

success of the campaign. 

As to the impact of religion on the campaign, 100 percent of the respondents said 

yes in both surveys. However the TOW graduates were able to give vital reasons in 

relation to how religion can impact the ABC campaign because of their biblical 

perspectives of work and workplace. Also, there is an agreement between the surveys 

responses that the sector that can influence society apart from religion are the law 

enforcement agencies, learning institutions, community leaders, homes, politicians and 

the media. Advancing suggestions to the ABC for the success of the campaign, the 

common theme that both responses showcase are as follows: 

• Work with the religious leaders 

• Work with the law enforcement agencies 

• Engage the learning institutions 

• Engage community leaders 

• Confront and hold accountable top executive leaders who are not good public 
servants. 

Section D which was an addendum for the TOW graduates to ascertain the TOW 

knowledge impact on them reveals the following: 93 percent of the graduates said the 

impact is very positive as evident in figure 5 and also 93 percent described their attitude 



121 

toward work and behavior at work to be very positive as evident in figure 6 and in item 

22 and 23 respectively. 

Interviews Conducted 

On Wednesday 25 April 2012 the researcher conducted an interview with Mr. 

Ishmael Cole the program manager of the Attitudinal and Behavioral Change 

Commission on the issue of work place corruption and the commission transformation 

agenda for workplaces. Responding to the interview questions, he revealed that 

corruption has permeated the workplace because of the lack of educating the citizenry on 

the importance of moral standards, mores, moral virtues and cultural values. He advanced 

that the outcome of such lack has resulted to corruption, manifesting in bribery, 

dishonesty, abused of power, act of injustice etc. Thus, he said the commission was 

established to promote and imbibe positive attitude and behavior in all Sierra Leoneans as 

an agenda for national development. The aim of the commission he said is to transform 

the country from a failed state to peaceful, progressive and united nation for social, 

political economic and cultural development. However, he was quick to state that 

commission is faced with the challenge of the lack of prosecutorial power which is 

hampering their work. He accepted that the commission needs more workers with 

irreproachable character and collaborating organizations in the commission’s agenda for 

change. Regarding the question as to whether religion should be part of their campaign, 

he welcomed the idea but disclosed that it is not part of their agenda for now. 

The interview conducted with Joseph Kangaju of the Anti-corruption was done 

the same day. He responded that the commission was established by an act of parliament 

in 2008, but was powerless in its fight against corruption until 2010. He explained that, 
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the work of the commission in dealing with corruption is divided largely into three 

departments.  

1. The Public Education and External Outreach. The department is responsible to 
raise public awareness on corruption, mobilize citizens to report and reframe from 
corrupt practices and demand integrity in public service delivery. 

2. System and Processes Review Department. It is responsible to examine the 
effectiveness of Ministries, Department and Agencies with a view of enhancing 
efficient delivery, by means of reviewing and strengthening identified weaknesses 
and offering solutions in the form of best practices.  

3. Intelligence, Investigation and Prosecutions Department. The department has the 
prosecutorial powers to investigate and prosecute corruption in both the private 
and public sectors.  

When asked as to how much progress the commission has achieved in the fight 

against corruption, he said they have made remarkable achievement because they have 

been able to create an outstanding public awareness of what corruption is all about 

through radio and television, newspapers and magazines flyers and posters in all sectors 

of work across the country. He said, they have also established integrity groups in all 

learning institutions within the country. Also he advance that they have established 

community engagement action groups. 

In addition, Kangaju disclosed that they have reported eight hundred eighty (880) 

cases of corruption and two hundred and thirty eight (238) have been found guilty and 

punished. Inclusive are two government Ministers. Again he revealed that money worth 

over billions of dollars have been recovered and paid into the consolidated revenue fund. 

Notwithstanding these successes, Kangaju said, the commission is faced with the 

challenge of getting the corporation from Sierra Leoneans to report issues of corruption 

in all sectors of workplaces.  
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Ascertaining the knowledge and role of the church with regards corruption in 

workplaces, the three staff interviewed the main umbrella church organization-

Pentecostal Fellowship of Sierra Leone(PFSL), Council of Churches, Sierra 

Leone(CCSL) and the Evangelical Fellowship of Sierra Leone (EFSL) agreed that 

corruption in the workplace cannot be effectively addressed without the involvement of 

religious organizations because corruption has to do with attitude and behavior which has 

strong spiritual undertone that is absent in both the Attitudinal and Behavior Change 

Commission and the Anti-Corruption Commission strategies to combat corrupt practices 

in the work places.  

Bishop Archibald J. Cole from PFSL quoted Romans 12:1-2 to substantiate that 

fact that there is spiritual undertone with regard to attitudes and behaviors that must be 

addressed. Therefore, he agreed that these commissions must include religious 

department that addresses the spiritual issues of corruption from the perspective of 

theology of work or network with the umbrella religious bodies. 

Rev. Solomon Campbell from CCSL in addition projected that these institutions 

will not be effective as expected in their fight against corruption because they are 

established by political will and that the commissioners and key departmental heads are 

appointed and employed by the government of the day. Such, can affects their 

independent judgment and liberty. 

Nancy Koroma from EFSL disclosed that their organization has being involved in 

the fight against corruption in the workplaces through their advocacy desk awareness 

campaign and trainings. She also supported the view that religion must not be left out of 

the ABC campaign because religious leaders are highly respected in Sierra Leone. She 
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also agreed that attitude has spiritual under tone which demands that religious approach 

must be one of the approaches to engage by the ABC secretariat. 

Research Observations 

The researcher when conducting the research observed the following 

• Government workers who received questionnaire did not give full disclosure of 
themselves in responding to the research question because of fear of intimidation 
or been sacked. 

• Those who made full disclosure where the private workers like the drivers’ union 
market women because they are independent and self-employed.  

• Injustice in work places is alarming but most of the respondent refused to write it 
down in the questionnaire form in order not to lose their job. 

• The Attitudinal and Behavioral Change Commission is not fully equipped with enough 
personnel and logistics to carry out their work as compared to the Anti-Corruption. 

• Conditions of service for workers in most of the work sectors researched are 
below appreciative standard and that pose lot of challenges for the workers. 

• The involvement of the church in the fight against corruption is limited within the 
four walls of the church. In other words, the churches have disengaged themselves 
from the issues affecting the society.  

Conclusion 

The chapter has critically analyzed and interpreted the data collected and has 

formed the foundation for chapter seven which is the finding, conclusion and 

recommendation. 
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CHAPTER 7. 

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS 

Summary 

The study was set to assess the impact of theology of work as a paradigm for 

workplace attitudinal and behavioral transformation in the city of Freetown.. The study 

highlights the background of the research and projected the following research questions:  

• What is the general attitude and behavior of people toward work? 

• What are the challenges affecting workplace transformation? 

• How has the Attitudinal and Behavioral Change Campaign positively affected the 
lives of people, especially in workplace?  

• Can Theology of Work knowledge bring transformation to workplaces in 
Freetown, Sierra Leone? 

• What should be the role of religion toward workplace transformation? 

To determine the answers to the above, an extensive literature review was 

conducted on workplace challenges to glean from the experiences of people who have 

being working and providing solutions for workplace transformation. The historical, 

demographic analysis, world views and the relevance of the study to transformational 

leadership for the ministry context was also highlighted for the purpose of seeking 

appropriate solution to the research problems. The biblical and theological basis for the 

research was established. 

The methodology used, guided my research in ascertaining the findings to the 

research problems. Furthermore, the research reveals the findings of the problems 

through the use of questionnaires interpreted using tables and figures. Interviews and 
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personal observations were also used. Conclusions and recommendations for the 

transformation of the city of Freetown climaxed the study. 

Conclusion 

The research was set to assess the impact of Theology of Work knowledge as a 

paradigm for workplace attitudinal and behavioral transformation in the city of Freetown, 

Sierra Leone. Based on the findings of the research, I was able to come up with the 

following as conclusion: 

The current general attitude and behavior of the people toward work is negative 

because of their worldview toward work. They believe in the saying, “usay den tye caw, 

nar dae i dae eat.” This means enriching oneself in one’s place of work by any means. 

They also have a frame of mind that sees government work as unending, thus one must 

not be totally immersed into it to prevent depletion of one’s energy. Therefore, they 

manifest negligence, absenteeism, lateness, and manufacture all kinds of false excuses. 

Another negative perception they hold unto is that state property is everybody’s property 

and one must not be passionate about protecting it less one will be seeing as impediment 

to others. 

This has led to an “I don’t care attitude” thus paving the way for mismanagement 

and willful destruction of state properties. I was also to deduce the following challenges 

from the findings that are affecting workplace transformation: 

• There is a strong prevalence of injustice in the workplace. 

• Gender discrimination is a cause for concern. 

• Transparency and accountability is below average. 

• The degree of knowledge of what workplace values are is lacking. 
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• The conditions of service do not fall in line with the living conditions, thus 
causing dissatisfaction. 

Another deduction of I made from the findings is that the Attitudinal and 

Behavioral Change Campaign has not positively affected the lives of the people, 

especially in the workplace though there is 100 percent awareness of the campaign 

because the secretariat is ill equipped with the necessary logistics and their number of 

staff is too small for the task. Also, they don’t have prosecutorial powers. 

Ascertaining the impact of the Theology of Work knowledge from those who 

have graduated from the TOW course and their attitude toward work and behavior in the 

workplace, 93 percent of them said they are very positive because they now experience 

more joy at work, feel more fulfilled and satisfied at work, respectful to authorities, relate 

positively with other workers, there is more concern in stewarding workplace resources 

and the like. 

I furthermore conclude that religion must not be left out of the campaign. 

Religious leaders should be trained to train and commission their members during their 

worship services to be agents of change in the workplaces. They should also preach, 

teach and counsel their members to be honest and to maintain integrity and character in 

their workplaces. 
 

Recommendations 

The study has demonstrated that the need for Theology of Work as a paradigm for 

workplace attitudinal and behavioral transformation within the city of Freetown cannot 

be over emphasized. Therefore, the researcher recommends to the government, the 

Attitudinal and Behavioral Change Secretariat, church leaders and all Sierra Leoneans to 
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adopt the Theology of Work Course as an instrument for workplace transformation 

because the TOW course addresses issues of attitude and behavior, values, and workplace 

challenges. TOW will give workers a transforming attitude and behavior that will 

transform organizations, their productivity in terms of service delivery and their 

profitability as well as excellent communication skills. Also the TOW knowledge helps 

leaders to identify the giftedness of workers and match them with their work to avoid 

putting round pegs in square holes. Furthermore, it will develop workplace ethics in them 

that builds healthy, respectful and trustworthy relationship. Its knowledge materials 

should be used to train all workers in all sectors, especially the police who are responsible 

for the maintenance of law and order. 

I also recommend that the Attitudinal and Behavioral Change secretariat should 

involve religious bodies in the campaign because they are highly respected within the 

context of Africa. They are seen as God’s representatives and are honored and listen to by 

all categories of individuals and communities such as the home, community organizations 

and learning institutions and they should use the TOW materials to teach their members 

and commission them for the workplace. It will enable them review their mission focus 

from working independently within the four walls of their churches to corporate or 

ecumenical approach through the establishment of networks that addresses attitudinal and 

behavioral issues for the transformation of the city of Freetown and the country as a 

whole.  

The ABC should work with the Ministry of Education to develop curriculum that 

focus on character development and Patriotism for all learning institutions. The 

educational system should help identify and teach workplace values that can refine and 
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shape positively the attitude and behavior of workers. The TOW materials can be 

included as part of the curriculum. 

The government should seek ways to improve the conditions of service for 

workers, which will pave the way for attitudinal and behavioral change in Freetown and 

the nation as a whole. It is vital for the government to handle the conditions of service 

issue very seriously and with urgency. Poor conditions of service do not only promote 

unwanted attitude and behavior but also sustains it to the detriment of the nation. 

Below is the Theology of Work curriculum that is taught in Freetown, Sierra 

Leone. Testimonies of how it has changed the lives of those who have gone through it are 

attached as appendix.1 

In closing, I am of the view that if the recommendations to the findings of this 

research and the research questions are applied, it will positively transform the attitude of 

workers toward work and will dramatically improve their behavior at workplaces in 

Freetown and the entire country. 

                                                 
1 Testimonies of some Theology of Work graduates working in Freetown, Sierra Leone 
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APPENDICES 

Appendix A. 

Theology of Work School Curriculum 

 
NEW ERA EVANGLEISM AND DEVELOPMENT PROGRAM 

NEEDEP 
 
  
STATEMENT OF FAITH 
 

1. We believe in the triune God, and the deity of our Lord Jesus Christ- His 
virgin birth, sinless life, atoning death, his physical resurrection and his 
second coming. 

 
2. We believe and accept the entire Bible to be the inspired word of God 

which guides the Christian. 
 
3. We believe in salvation of the lost through the blood of Jesus Christ and by 

faith alone. 
 
4. We believe in the guidance of the Holy Spirit which enables us to live a 

holy life. 
 

4. We believe that man should show true love to his fellow man, especially the needy as 
demonstrated by our Lord Jesus Christ. 
 

5. We believe that God created human beings to do good works for the wellbeing of 
society. 

 
 MISSION 
 

NEEDEP seeks to be on mission with Christ by proclaiming God’s message of 
salvation to perishing souls in Sierra Leone and beyond. 

 
NEEDEP plans and implement socio-economic activities with local communities 
in full collaboration with the beneficiaries through the churches, promote skills 
training for self-reliance. 
NEEDEP seeks to incarnate the love of God in practical ways. Its purpose is to 
integrate faith and work for holistic and sustainable development as a 
demonstration of God’s love and blessing. Activities such as addressing essential 
human needs to improve the quality of life alleviate poverty, and contributing to a 
deeper understanding of spiritual truth, is a prime concern. 
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NEDEP is an inclusive affirming agency. It recognizes the diversity of God-given 
skills, gifts/talents which must be wisely used to uphold the integrity of the church 
and to glorify God. Therefore, NEEDEP intentionally emphasizes unity of spirit 
and purpose, not necessarily unity of doctrine. 
 
NEEDEP facilitate and act as mediator for peaceful co-existence among 
communities. 
 
NEEDEP seeks to promote holistic approach to education for effective church-
growth and community development. 

 
 PAST ACCOMPLISHMENTS/ONGOING EDUCATION PROGRAMME 
 

1. Equipping churches in the city since 2005 with discipleship training, 
seminars and workshops. 

2. Connecting churches and community authorities to participate in Health 
Care and Environmental Education Workshops and trainings for a healthy 
community development.  

3. NEEDEP has established a pre-school, primary school and high school in 
collaboration with the government of Sierra Leone to cater for less 
privileged and destitute children. Currently, the number of students has 
increased from 636 to 687. 

4. Established a vocational and skill training institute for disadvantaged and 
deprived youths in the Looking Town Community, Kissy Freetown. 

5. Provide orphans welfare support by meeting their food clothing, health 
and education needs. Currently, the number of orphans has increase from 
42 to 75. 

6. Run a small-scale micro-credit program for poor women in the Kissy 
Community. 

7. Network with other organizations and churches with the same aims and 
objectives. 

8. Runs a theology of work discipleship school that has graduated 332 
students. 

 
SITUATION ANALYSIS 

 
Due to the slow growth of Christianity in Sierra Leone, NEEDEP has seen the 
need to be involved in Christian education programs that will lead to church 
growth and expansion. For this to happen, Christian discipleship must be 
strengthened and maximized. 
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NEEDEP has realized that one forgotten avenue of disciplining Christians is the 
workplace where they spend most of their time. It has become a worrisome 
concern that most of the Christians in workplaces are finding it difficult to grow 
in the faith because of the negative influences in their workplaces. Therefore, 
being a Christian organization that promotes education, we cannot only settle for 
development that addresses only the social needs of a nation. We have therefore 
introduced this discipleship program so that we can contribute in addressing some 
of the root causes that impedes the way Christians should conduct themselves for 
workplace transformation that brings glory to God as his kingdom expands. 

 
 In addition, the government of Sierra Leone launched a campaign for 
attitudinal and behavioral change in 2007. This is because they believe that 
national development can only be achieved through positive attitude and 
behavior. 
 
 Therefore, the Theology of Work course, which seeks to address work 
from a biblical perspective with the aim of developing people’s character for best 
workplace practices in crucial for holistic and sustainable development. 
 
DESCRIPTION OF PARTICIPANTS THAT ATTENDS THE THEOLOGY 
OF WORK CLASS 
 
Those targeted for the TOW educational classes are as follows: 
 

1. Pastors 

2. Church leaders 

3. Christian professionals e.g. Accountants, medical practitioners, school 
teachers, secretaries, receptionist, etc. 

4. University/college students. 

5. Job seekers. 

 
 DURATION OF TWO DISCIPLISHIP PROGRAMME 
 

This discipleship program will last for a period of 3 months (12 weeks) and will 
be held twice every year. 

 1st session – March – May 
 2nd session – September – November 
 

The first two years all participants will be awarded with a certificate. In the third 
year, those with certificate will be admitted for the Diploma course in T.O.W. 

 
 ENTRY REQUIREMENTS 
 

Participants must be able to communicate fluently (read and write) in English. 
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 STAFFING  
 

The teaching faculty is knowledgeable on the TOW course areas backed with 
relevant practical experiences. Also, some government and non-governmental 
organization officials with outstanding exemplary workplace performance will be 
invited to do some presentations that are related and relevant to the T.O.W 
agenda. 

 
 VISITS 
 

At least two well-planned visits will be made to some institutions and business 
organization for each session. Students are required to write a 4 page report for 
each visit in accordance with guidelines developed by NEEDEP. This report will 
constitute part of the corporate/practical experience. 

 
 CERTIFICATION 
 

The certificate to be awarded to the participants and will be labeled” 
CERTIFICATE IN THEOLOGY OF WORK” in conjunction with BGU and 
Mustard Seed Foundation. 

 
 T.O.W. DISCIPLESHIP COURSE PROSPECTS 
 

A wide range of Christian professional/workers with integrity and discipline will 
be produced to influence the market place for positive change that will glorify 
God. 
 
THEOLOGY OF WORK CURRICULUM 
 
The curriculum has twelve topics that are transformational in nature and it can be 
taught in all learning institutions.164 

 
 
  

                                                 
164Theology of work curriculum that is taught in Freetown, Sierra Leone. 
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Appendix B. 

Curriculum for Theology of Work Course 

 

No Module Element Application 
1 UNDERSTANDING 

THEOLOGY OF 
WORK 

(a) Defines work 
(b) Nature and scope of 

work  
(c) The purpose of work 
(d) Work as a calling of 

God 
(e) A vocation 

- Participants should be able to 
define work from a secular and 
biblical perspective. 
 
Explain the linkages in the 
nature and scope of work. 
 
Identify ways to make their 
work purposeful as a witness 
for Christ. 
 
Justify their work as a call of 
God 

2 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

GOD’S CONCEPT OF 
WORK 

(a) God the creator 
(b) God the sustainer 
(c) God the redeemer  
(d) God the consummator 

Participants should be able to 
narrate the creative work of 
God and why he created man. 
 
State and explain how God is 
working to sustain the universe 
and their role in it. 
 
Tell the process of God’s 
redeeming work and how they 
can participate in it. 
 
Explain the scope of God’s 
consummative work and why 
is the church an agent of this 
work. 
 

3 WORK ETHICS Understanding workplace 
ethics. 
 

Participants will be able to tell 
what work ethics is all about. 
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Biblical principles of 
workplace ethics  
 
Handling ethical challenges in 
the workplace. 
 
Making ethical decisions. 
 

State and explain biblical 
principles that address work 
ethics. 
 
Assess and deal with ethical 
challenges from a Christian 
perspective. 
 
Contribute in making ethical 
decisions that will transform 
the workplace. 

4 MAINTAINING 
INTEGRITY 

Christian integrity in the 
workplace 
 
Integrity and professionalism 
in the work place 

Contribute in making ethical 
decisions that will transform 
the workplace. 
 
Participants should be able to 
defined integrity and explain 
its functions. 
 
Project some marks of integrity 
supported by Biblical passages. 
 
Explain how Christian amateur 
is related to integrity. 
 
Discuss biblical model of 
integrity in relation to 
workplace Christianity. 
 

5 HANDLING 
WORKPLACE 
CHALLENGES 

The challenge of servant hood 
stewardship 
 
The challenge of stress 
The challenge of making work 
joyful 

Participants should be able to 
account for the challenges of 
servant hood in the work place 
and how to overcome it. 
 
Explain the three key words 
that embrace the challenge of 
stewardship. 
 
Lead/help c-workers to 
overcome stress through the 
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Jesus way of dealing with 
stress. 
 
Analyze the two sides of 
human involvement in work 
that comes with joy at work 

6 WORKPLACE 
COMMUNICATION 

Definition of communication  
 
Types of communication  
 
God’s method of 
communication 
 
Rules governing effective 
communication in the 
workplace 

Participants should able to 
define communication and 
explain it importance for the 
workplace. 
 
Tell the various types of 
communication and their 
merits and demerits. 
 
Use God’s method of 
communication to 
communicate the gospel of 
Christ in their workplace. 
 
Understand the rules governing 
effective communication in the 
workplace. 
 

7 UNDERSTANDING 
PEOPLE  

Human perception  
Personality 
Power in the workplace 
Motivation of people  

Participants should be able to 
define perception and describe 
how it works. 
 
Explain how personality 
develops and form  
 
Tell the different powers, how 
they function and their 
consequences in the workplace.
 
Know and identify the instincts 
of motivation and how to 
address them. 
 

8 WORK PLACE Becoming a strategic thinker  Have a sense of ownership. 
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TALENT AND 
INTERPRENERUSHIP 

 
Self-motivated achiever 
 
Commitment to corporate 
values 
 
Creative, imaginative and 
resourceful skills. 
 
Responsible character. 
 
Giftedness and Passion 

 
Have a sense of destiny 
 
Internalize organization’s 
values 
 
Sacrifice to make things work. 
 
Create new ideas and full of 
innovations that improve 
organizations. 
 
Observant and self-discipline  
 
Have pleasant personalities. 
 

9 COMMUNITY 
TRANSFORMATION  

Why reading the city? 
 
Five key areas to a 
transformational community 
 
Shalom community 
 
Re-shaping ministry space for 
community transformation 

Participants should be able to 
exegete their communities to 
name deaths in it. 
 
Explain what Shalom 
community is all about. 
 
Describe what transformational 
presence is. 
 
Tell what ministry theology 
should be 
 
Create the appropriate ministry 
space that transform societies. 

10 URBAN 
EVANGELISM  
 
 
 
 
 
 
 

The distinctive nature of 
evangelism. 
 
A biblical overview of 
evangelism. 
 
The Trinity and evangelism. 
 
The church God’s agent of 

Participants will know more 
about evangelism – what it 
entails and how to make it 
practical. 
 
Know that God’s salvation for 
the world is universal and 
wholisitic. 
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evangelism in the 21st Century Do evangelism by shining life 
style through acts of 
obedience, worship and faith. 
 
Explain the importance of the 
triune God in evangelism. 
 
Increase their ability to teach 
and preach sound biblical 
messages. 

11 PERSPECTIVES OF 
LEADERSHIP 

Calling-based leadership  
 
Incarnational leadership. 
 
Reflective leadership 
 
Servant leadership 
 
Contextual leadership 
 
Global leadership 
 
Prophetic leadership 
 
Shalom leadership 

Participants should be able to 
understand new approaches to 
leadership development. 
 
Know that a leader is a steward 
of power. 
 
Know how to acquire and use 
power for God’s purposes. 
 
Explain how the leadership 
perspectives contribute to the 
transformation of cities and 
nations. 
 

12 SPIRITUAL 
FORMATION 

The process of spiritual 
formation  
 
Being conformed to the image 
of Christ. 
 
The image of Christ 
 
For the sake of others 
 
The vehicle personality and 
piety  

Participants should be able to 
tell how their spiritual 
pilgrimage becomes a search 
for the right teachings that 
result in spiritual maturity and 
wholeness. 
 
Tell the difference between 
conforming ourselves and 
being conformed to the image 
of Christ. 
 
Explain the purpose for which 
we are being conformed to the 
likeness of Christ 



139 

Appendix C. 

Research Questionnaire 

 

Research Topic 

An assessment of the effect of theology of work as a paradigm for workplace attitudinal 

and behavioral challenges affecting workplace transformation in the city of Freetown. 

Objective 

This questionnaire is designed to determine the effect of a biblical approach to work on 

the challenges of attitudinal and behavioral change in all sectors of society in the city of 

Freetown. It is primarily an academic research and not meant for any personal profit or 

economic gain.  

Contact 

Please respond to the items in case of queries or clarity please call on the telephone 

numbers………………………………………………………………………………… or 

email………………………………………………………………………………….......... 

Section A 

Demographic information 

1. Name of respondent (Optional)  .....................................................................................  

2. Age ..................................................................................................................................  

3. Sex...................................................................................................................................  

4. Telephone (optional) .......................................................................................................  

5. Present occupation ..........................................................................................................  

6. Institution /organization currently employed ..................................................................  
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7. Work /service experience in organization .......................................................................  

8. Type of service delivery engaged in ...............................................................................  

9. Religion ...........................................................................................................................  
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Section B 

Information on the organization in which you are employed 

1. What are values of your organization?  

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

2. What activities and services does your organization engage in? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

3. Does your Organization have defined Aims and Objectives? 

Yes……. No……. 

 

If yes what are they? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

4. Are the conditions of service in your organization /institution meeting the national 
required standards?  

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  
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5. Are workers completely satisfied with the working conditions? 

Yes……… No……… 

If Yes or No, why?  ...............................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

6. Is there any administrative Injustice going on in your Institution? 

Yes….. No…… 

If yes explain: 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

What are the reasons for this injustice in your institution? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

7.  Is there any problem with gender discrimination in your Institution? 

Yes ……. No……. 

If Yes, explain 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  
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8. According to you, what is the level of transparency and accountability in your 
organization? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

9. Do your organization /institution have regular evaluation audit of its activities 
including the attitudes and behavioral patterns of its members? 

Yes…. No…… 

If yes how effective is it? If no, why not?  

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

Section C 

Knowledge level in relation to attitudinal and behavioral change 

10. Are you aware of the Attitudinal and Behavioral Change campaign that was 
initiated by the present Government?  

Yes….. No…….  

If yes, how were you made aware of it and what do you know about it? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

11. What particular sector of society do you think needs intensive Attitudinal and 
Behavioral Change Campaign? 
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...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

12. What is your personal opinion on the Attitudinal and Behavioral Change campaign?  

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

13. Can biblical perspective on work impact the Attitudinal and Behavioral Change 

campaign? 

Yes……. No……… 

If Yes, how 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

14. Apart from religion what other sectors of society can greatly influence the Attitudinal 

and Behavioral Change campaign and How? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  
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15. What other suggestions would you offer to complement the efforts of the Attitudinal 

and Behavioral Change Campaign? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

SECTION D 

KNOWLEDGE & IMPACT OF THEOLOGY OF WORK COURSE IN FREETOWN 

 

17. Did you attend the Theology of Work course in the past? Yes---- No---- 

 

18. If yes, about how long ago did you attend the Theology of Work course? 

CHECK ONLY ONE ANSWER BELOW. 

 ---- Within the past 6 months 

 ---- Between 6 months and 1 year ago 

---- Between 1 year and 2 years ago 

---- Over 2 years ago 

---- Not applicable, I did not attend a Theology of Work course. 

 

19. To what degree has the Theology of Work knowledge impacted your life? 

CHECK ONLY ONE ANSWER BELOW. 

---- Very Positive 

---- Positive 
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---- Neutral 

---- Negative 

---- Very Negative 

 

20. Please tell how the Theology of Work knowledge has changed your attitude and behavior 

towards work? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

21. Overall, since taking the Theology of Work Course, how would you describe your attitude 

toward work and behavior at work? 

CHECK ONLY ONE ANSWER BELOW 

---- Much more positive 

---- More Positive 

---- The same 

---- More Negative 

---- Much more Negative 

Explain why?  

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  
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22. What key item do you remember from the Theology of Work Course? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  

 

23. Which of the following have occurred in you since you graduated from the Theology of 

Work Course? 

CHECK ONLY THOSE THAT APPLIES TO YOU 

A. Attitude 

---- I experience more joy at work 

---- I feel more fulfilled and satisfied at work 

---- My attitude is more positive at work 

 

B. Behavior 

---- I am more punctual and less absent at work 

---- I am respectful now to my authorities at work 

---- I treat all workers with dignity and fairness 

---- I seek to maintain integrity in the workplace through honest practices 

---- I do now corporate with other workers and see them as team members 

--- I am accountable and transparent in all I do at the workplace. 

---- I am now more effective in stewarding workplace resources 

--- I am now more productive at work 

 

C. Outcome 
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 ---- I have received a certificate of award for my performance 

 ---- I have being promoted for high quality work 

 ---- I have experience financial increase at work 

 ---- I have taken up another work to better serve people 

 

24. Do you have any other comment to make or story to tell regarding the impact of the 

Theology of Work course? 

...............................................................................................................................................  

...............................................................................................................................................  

...............................................................................................................................................  
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Appendix D. 

Sample Interview Questions 

1. What is your position in your organization? 

2. What are the aims and objectives of your organization? 

3. How does your organization view the attitude and behaviors of workers in the 

workplaces? 

4. What is your organization’s perception about the attitudinal and behavioral 

change campaign? 

5. How involved is your organization in the ABC Campaign 

6. Do you think religion is essential in this campaign? 

7. What suggestions do you want to advance to the ABC 
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Appendix E. 

Theology of Work Graduate Testimonies 

 

NEW ERA EVANGELISM AND 

DEVELOPMENT PROGRAMME 

THEOLOGY OF WORK 

MRS. ADAMA MATHITEH MOSIER 

TESTIMONY 

I thank God for His grace and mercy for the opportunity to go through the 

Theology of work course. It has transformed my life. I now know how to face work place 

challenges through effective communication, understanding of work ethics and 

maintaining integrity in the work place. This TOW knowledge has improved my level of 

interaction. Now I can contribute positively to the development of my family or 

community and work place. 

My talent has now developed after knowing the requirement for talent 

development and also it has change my perception about leadership and to work to 

develop others and society and be honest, faithful and sincere.  

I have been transformed and now I am going to transform others because only 

transformed people can transform society. 

Contact number: 23278627309  
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NEW ERA EVANGELISM AND 

DEVELOPMENT PROGRAMME  

THEOLOGY OF WORK 

TESTIMONY 

MR. DAG AMARA MUSA 

 

At the inaugural ceremony of the president of our country in 2007, his Excellency 

the president Dr. Ernest Bai Koroma, in his speech called on all Sierra Leoneans to 

embrace the attitudinal and behavioral change campaign for a better country. 

In other words, he was drawing the attention of Sierra Leoneans towards a 

transformation agenda. The Theology of Work knowledge falls in line with president 

agenda for attitudinal and behavioral change. 

There the introduction of it has impact the lives of many people including myself. 

The subjects treated in this course have transforming power for the transformation of 

people and their communities. The course has empowered me to be a transformation 

ambassador for Christ in my work place, ministry and family. 

I have learnt how handle work place challenges, maintain integrity, understand 

people and more. My perspective about leadership has change because of the eight (8) 

leadership perspectives learnt during the course. Am going to be the be leader that make 

things happen in my work place, ministry and family  

I thank God for Rev. Samuel Kargbo for introducing this life transforming course 

in our country, The Bakke Graduate University And Mustard Seed Foundation providing 

the necessary support to implement the T.O.W in Sierra Leone. Contact number: 

23276630922   
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NEW ERA EVANGELISM AND 

DEVELOPMENT PROGRAM 

THEOLOGY OF WORK 

MRS. EMMA TARAWALLY 

TESTMONEY 

 

Theology of Work knowledge has done something great in my life by motivating 

me in all aspect of life. It has transformed, mold and shaped my attitude and character. It 

has inspired me to work for the good of others and also to develop good work ethics and 

to maintain integrity. It has also helped to build and strengthen my faith, hope and trust in 

the Lord and to be an example in the society I belong. To be precise my life has been 

transformed. 

I thank God for this opportunity of eye opening experience. May God continue to 

bless us all and give us the ability and passion to bring transformation to our work place 

and community?  

Contact number: 23277501168 
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NEW ERA EVANGELISM AND 

DEVELOPMENT PROGRAM 

NEEDEP 

MRS FAMATA BIBU 

THEOLOGY OF WORK 

TESTMONY 

I thank God for this course Theology of Work. It has transformed my life. Before 

attending the course, I hardly speak the truth and I look at work as salary earning 

engagement and not from the biblical view. Now I know that work is anything we do that 

benefit others and bring glory to God. The course helped me to know what integrity is all 

about and how to maintain it. I now realized that I should work to improve and embellish 

human life and community.  

Through this course, I have started transforming my neighborhood and business 

place by the life I live and the knowledge I pass on to them. There has been a change of 

attitude and behavior been honest, humble truthful and faithful ambassador of Christ.  

To God be the glory. 

Contact telephone number: 23276804418 
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TESTIMONY 

NEW ERA DISCIPLESHIP PROGRAMME 

THEOLOGY OF WORK 

SYLVANUS VANDI ISAIAH ELKANAH 

TAWAH (JR,) 

 
Before I did the TOW course, I accepted defeat as part of life and nothing was 

done to fight it. But since I went through the teachings, my perspective about life and 

work has changed. For this I give God all the glory and honor.  

Now I can boast that when faced with workplace challenges I can handle it boldly 

and with God’s special grace overcome. 

 Theology of Work knowledge is a big blessing to the body of Christ and the 

nation at large. It addresses the issue of corruption that is crippling our nation. It deals 

with negative attitude and behavior and projects blue prints for transformation. I was 

blessed by all the topics but the following are ones that touched me the most:  

1. Eight Perspectives of Leadership 

2. Understanding Theology of Work 

3. Work Ethics 

4. Community Transformation and 

5. Spiritual Formation 

I have been transformed to go and transformed my workplace for the glory of 

God. Thanks to our lecturers, the Mustard Seed foundation for funding the training and 

the Bakke Graduate University for channeling this course to us. 

By SyvanusVandi Isaiah ElkanahTawah (Jr,)  
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TESTIMONY 

NEW ERA DISCIPLESHIP PROGRAMME 

THEOLOGY OF WORK 

BY CECIL STEVEN ANSUMANA 

 

I want to thank God for giving me the strength, courage, and grace to go through 

this wonderful program. It has helped me to change my perspective about work, and that 

faith and work cannot be separated because it’s a calling from God. This course had 

helped me to understand people, and how to maintain healthy relationship at my work 

place, in my family and between my relatives, friends, loved ones and coworkers. 

Having worked in different Administrative positions of various organizations 

including my present position at the M/V Africa mercy Ship as Team Administrator, it 

has improved my ethical standards in working for such a noble institution. I must confess 

that with this course I was able to meet the morale standards set by this organization 

which sees many co-workers fall-out before the end of our contract with them. 

Because of the rich knowledge gained, I was able to withstand the challenges in 

my relationship, family and my work place from both subordinates and superiors. I was 

then promoted to senior Admin for all Team Administrator s. I was awarded two 

certificates for my services and hard work because of maintaining integrity till the end of 

the contract.  
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I want to thank God for the lives of the Directors, Lecturers and co-coordinators 

of Theology of Work and pray that God will reward you abundantly for this wonderful 

work they’ re doing in this part his vineyard. 
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TESTIMONY 

NEW ERA DISCIPLESHIP 

PROGRAMME 

THEOLOGY OF WORK 

FATU FLORENCE KAMARA 

KISSY BRANCH 

Transformed people, transform society. 

The Theology of Work course empowered me with the right skills, attitude and 

knowledge to transform my work place for the wellbeing of society through biblical 

teaching. 

In my police barracks community, we are surrounded by troublesome boys. This 

is so because most of the time the fathers are out at their job places, while the mothers 

stay at home and others at the market place doing business.  

One of these boys befriended my boy, immediately my son’s changed for the 

negative and peer pressure was order of the day. He no longer attends school, stubborn at 

home, always in the street roaming with gangs. Before this time I was cruel to him; I beat 

him and starve him from food because of his disobedient and rebellious life. But when I 

enroll into the Theology of Work program and with the particular topic community 

transformation, I learnt that I was not a friend to my boy neither the community as my 

aim was to get my boy out of the gang and change him from immoral behavior. But it 

didn’t work that way, the more I pressed on my boy, the more he grew worsen and stays 

with the boys. With the intervention of this course I changed my pattern, went out to the 

community, sought for the mothers of those boys, hang heads, gather the boys, and teach 

them about the dangers of their behavior. Together they accepted and decided to change 

to moral behavior. Today our environment, the community, glooms in a peaceful 
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atmosphere with our boys in the rightful position. I learnt that we cannot isolate ourselves 

from the community if it is to be transformed rather we have to come together, share 

ideas, experiences and resources. We should practice the eight perspectives of leadership 

especially the incarnational leadership style to impact positively those around us. I Thank 

God for I was able to go through the course, it’s a blessing to have it in Sierra Leone.  
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THEOLOGY OF WORK 

NEW ERA EVANGELISM AND 

DEVELOPMENT PROGRAM 

MRS. AGNESS TARAWALIE 

TESTMONY 

 

I thank God for this course because it has changed my life. I was born in a 

Catholic home where I did not have much teaching about Christ. When I grew up I 

decided to become a Muslim and I got marriage to Muslim husband. To me Islam and 

Christianity were the same.  

I joined the course through my workmate who is a Christian. She has been telling 

about Christ but I never paid any attention to what she was telling me. She influenced me 

to attend this course and teachings and I got to surrender my life to Christ t and accept 

Him as my personal savior.  

The Theology of Work knowledge has made me to have a good communication 

with my workmates and the patient to have good relationship with people. Also I have 

learnt how to maintain integrity and to work to improve the lives of people in my 

community. I now know that work is not all about earning salary but living for the best of 

others.  

Contact number: 23276635704  
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THEOLOGY OF WORK 

2010 Graduating Class 
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Community Initiative and Impact: 
 

- Run an orphan care program and oversee two other orphanages in Sierra Leone 
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