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My wife and complement, a faithful partner in all that God has seen us through; a 

compassionate friend who has sacrificed so much for the good of the family and the glory 

of God; and a homemaker who made our home bubble with life at all times. 
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Then Jesus told this story: A man planted a fig tree in his garden and came again and 

again to see if there was any fruit on it, but he was always disappointed.  Finally, he said 

to his gardener, ‘I have waited three years, and there hasn’t been a single fig!  Cut it 

down.  It’s just taking up space in the garden.’  “The gardener answered, ‘Sir, give it one 

more chance.  Leave it another year, and I’ll give it special attention and plenty of 

fertilizer.  If we get figs next year, fine.  If not, then you can cut it down.’”  

(Luke13:6-9 NLT Version) 

 



 v  

CONTENTS  

 

ILLUSTRATIONS..............................................................................................................ix 

ACKNOWLEDGEMENTS ................................................................................................xi 

ABBREVIATIONS ..........................................................................................................xiii 

ABSTRACT.......................................................................................................................xii 

CHAPTER 1.  INTRODUCTION OF THE PROBLEM ………………………………...1 

Problem Statement …………………………………………………………………..1 

Description of the Problem ………………………………………………………….1 

Historical Background ………………………………………………………………4 

Opportunity Addressed in the Project ………………………………………………4 

Ministry Opportunity ………………………………………………………………..5 

Importance of Study …………………………………………………………………6 

Project Outcomes ………………………………………………………………........7 

Hypothesis ………………………………………………………………………… .8 

Definition of Terms ……………………………………………………………........8 

  Transformational Leader ………………………………………………...10 

  Work …………………………………………………………………….11 

Community Transformation ………………………………………………………..12 

Characteristic and Role of Transformational Leader ………………………………15 

Disclaimer …………………….……………………………………………………16 

CHAPTER 2.  POSSIBLE SOLUTIONS ……………………………………………….18 

Work Ethics Rationale ……………………………………………………………...20 

Purpose and Audience ……………………………………………………………...22 



 

 vi 

Rationale for Curriculum …………………………………………………………22 

Expected Outcomes of Curriculum ……………………………………………….23 

God's Perspective: Work as Co-Creativity ……………………………………….24 

Defective Cultural Perspective of Work ………………………………………….25 

Work as Place of Testing/Temptations ……………………………………………25 

Factors That Influence Contemporary Work Ethics ………………………………26 

Strategy Implementation Perspective ……………………………………………..26 

Curriculum Implementation Process ………………………………………………27 

Lecture ……………………………………………………………………………..32 

Case Study and Workshop …………………………………………………………32 

Simulated and Actual Teaching ……………………………………………………33 

CHAPTER 3.  CONTEXT OF MINISTRY .………………………………………35 

A Society Shaped by Its Past………………….……………………………………35 

General Perspective: Scarcity of Transformational Leaders……………………….36 

Declining Ethics: Shift in Moral Values ……….…………………………………..38 

Responding to Societal Need ………………………………………………………39 

The Leadership Gap………………………………………………………………...42 

Work Ethics ………………………………………………………………………...43 

Relevance of Personal, Community and Global Issues ….…………………………44 

Influencing Culture: Relational Power in Cultural Transformation ……………… .52 

Influencing Culture: Service Test ……………………….………………………….53 

Strategic Discernment ………………………………………………………………55 

Cultural Influence: Contemporary Distortion ………………………………………60 

Modeling Transformation …………………………………………………………..61 



 

 vii 

One Person…One Community at a Time …………………………………………..61 

Transforming Culture through Christian Ministry ………………………………....64 

Minister-to-Minister (M2M) ……………………………………………………….64 

Profile of Transformational Agent …………………………………………………68 

Transforming Acholi Culture through Expanding Influence and Ability ………….69  

CHAPTER 4.  BIBLICAL AND THEOLOGICAL BASIS ……………………………72 

Comparative Perspective……………………………………………………………72 

A Christian Understanding Of Transformational Change ………………………….73 

Basis for Transformational Leadership …………………………………………….78 

CHAPTER 5.  RESEARCH …………………………………………………………….82 

Introduction …………………………………………………………………………82 

Qualitative Research: Appreciative Inquiry Method ……………………………….82 

Interviews …………………………………………………………………………..83 

Implementation: Curriculum Effectiveness Test …………………………………...83 

Evaluating Curriculum Effectiveness ………………………………………………85 

Result of Test Study ………………………………………………………………..86 

Conclusion ………………………………………………………………………….87 

CHAPTER 6.  FINDINGS AND RESULTS ……………………………………………89 

Table 6.1 Question on Work ……………………………………………………….90 

Table 6.2 Question on Disrespect ………………………………………………….90 

Table 6.3 Question on Sexual Immorality …………………………………………91 

Table 6.4 Question on Deception …………………………………………………..92 

Table 6.5 Question on Stealing …………………………………………………….93 

 The Price and Prize of Transforming Acholi ………………………………………95 



 

 viii 

CHAPTER 7.  CONCLUSION …………………………………………………………99 

Goal of Project …………………………………………………………………..99 

Recommendation for Future Study …………………………….………………..99 

APPENDIX A.   INTERVIEW QUESTIONNAIRE I  ………………………………..104 

Question on Work ...……………………………………………………………104 

Question on Disrespect ...………………………………………………………104 

Question on Sexual Immorality ………………………………………………..105 

Question on Deception …………………………………………………………105 

Question on Stealing ...…………………………………………………………105 

APPENDIX B.  INTERVIEW QUESTIONNAIRE II ………………………………..107 

APPENDIX C.  INTERVIEW QUESTIONNAIRE III ……………………………….108 

APPENDIX D.  CURRICULUM OUTLINE ………………………………………….109 

Session I: Assumption on Theology of Work .....................................................109 

Session II: Work Ethic …………………………………………………………111 

Session III: Work, Culture and the Workplace Minister ………………………113 

Session IV: Spiritual Myopicism or Grand Trapeze …………………………...114 

Session V: The Worker: God's Character and Human Nature …………………117 

Session VI: Spiritual Formation ………………………………………………..119 

Summary ……………………………………………………………………….120 

Application ……………………………………………………………………..123 

Epilogue ………………………………………………………………………..123 

APPENDIX E.  CONTEXTUALIZING A THEOLOGY OF WORK ………………..125 

APPENDIX F.  EVALUATION TOOL ……………………………………………….127 



 

 ix 

APPENDIX G.  DISCOVERING YOUR UNIQUE HUMAN GIFTS ………………..129 

APPENDIX H.  LEADERSHIP STYLES ……………………………………………..133 

APPENDIX I.  SPIRITUAL GIFTS TEST ……………………………………………139 

APPENDIX J KEIRSEY TEMPERAMENT SORTER SCORE SHEET……………..144 

APPENDIX K. KEIRSEY FOUR TYPES SORTER QUESTIONS ………………….145 

BIBLIOGRAPHY ……………………………………………………………………...146 

VITA …………………………………………………………………………………...153 



 x  

ILLUS TRATIONS  

Figure 1: Leadership Development Components ……………………………………….21 

Figure 2: Implementation Cycle ………………………………………………………...28 

Figure 3: Implementation Design ……………………………………………………….31 

Tables 

1. Question on work………………………………………………………………...90 

2. Question on Disrespect  ........................................................................................ 90 

3. Question on Sexual Immorality  ........................................................................... 91 

4. Question on Deception ......................................................................................... 92 

5. Question on Stealing …………………………………………………………… 93 

 

  



 

 xi 

ACKNOWLEDGEMENTS  

When I was asked to leave Uganda in 1997 and join the Southern and Eastern 

Africa (SEA) regional leadership team of Campus Crusade for Christ (CCC) which was 

then relocating from Nairobi, Kenya to Harare in Zimbabwe I did not know that the Lord 

would be expanding my horizon in all directions.  Conscious of the need to raise a breed 

of African leaders who are theologically accurate, intellectually informed, contextually 

relevant and professionally equipped, Dr. Dela Adadevoh then the Director of the 

Campus Crusade for Christ, Southern and Eastern Africa (CCC-SEA) challenged me to 

consider ‘up-grading’ myself by pursuing further studies.  Within a few years I obtained a 

MA in Organizational Leadership from Azusa-Pacific University. 

 In 2008, Dr. Bekele Shanko the Director of the CCC-SEA and I held several long 

discussions about the urgency of raising transformational leaders in our continent and 

specifically in the SEA region.  As we looked at available opportunities we recognized 

that BGU offered very suitable and practical learning approaches.  He did not only 

encourage me but also set the pace.   Thank you, Ato Shanko.  My thanks also go to Rev. 

Can. Dr. Johnson Ebong for walking alongside me to ensure I finish the race well. 

Thanks to my family especially my wife Joy, who in praying for me and 

encouraging me to complete this study sacrificed so much in every way.  Many family 

events were cancelled or postponed because of my unavailability due to the study. 

Thanks to all who contributed financially and morally towards this project, and 

specifically the BGU for the partial scholarship, Dr. Dela Adadevoh, Dr. Bekele Shanko, 

and Dr. Farai Katsande and the LIFE Ministry Uganda.  



 xii  

ABBREVIATIONS  

AI  Appreciative Inquiry 

ASM  Assessment 

BGU  Bakke Graduate University 

CCC  Campus Crusade for Christ 

CCC-SEA Campus Crusade for Christ, Southern and Eastern Africa 

CEO  Chief Executive Officer 

Dr.  Doctor 

DTL  Doctor of Transformational Leadership 

IDP  Internally Displaced People 

KJV  King James’ Version 

LRA  Lord’s Resistance Army 

MA  Master of Administration 

M-to-M Minister-to-Ministers 

NASV  New American Standard Version 

NGO  Non-Governmental Organization 

OVI  Overture One 

Rev  Reverend 

SEA  Southern and Eastern Africa 

TASO   The Aids Support Organization 

UBOS  Uganda Bureau of Statistics 

 



 

xiii 

 

ABS TRACT 

The project sought to deal with the prevailing negative attitude towards works in 

light of the collapse of Acholi traditional cultural values, way of life, beliefs, and 

idiosyncrasies; scarcity of effective transformational leadership and the influence of the 

church on Acholi leadership worldview and practice; the importance of incarnational 

leadership and its impact on transformational change in transforming prevailing Acholi 

cultural values, beliefs, and attitude.  

The result of the project is a professional pragmatic biblically based, contextually 

and culturally relevant curriculum on work ethic that can be easily taught to others within 

the context of local community setting; and a ministry to raise and equip Emerging 

Leaders in Acholi community to become societal transformers.  It is also designed to help 

equip leaders to know how to exegete their communities as a process of transformation. 
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CHAPTER 1  

INTRODUCTION OF THE PROBLEM 

This chapter describes the issue under study, the audience and the scope.  It 

outlines the ministry opportunity to be addressed and the expected outcomes and some of 

the assumptions underlying the study.  It also gives summarized description of key terms 

that are at the heart of the study as well as a brief overview of the character of a 

transformational leader.   

Problem S tatement 

This project was a pragmatic intervention to bring about cultural transformation in 

Acholi caused by scarcity of transformational leaders exacerbated by the collapse of 

Acholi cultural values, way of life, and beliefs following over two decades of the 

destructive war of the Lord Resistance Army (LRA).  It focused specifically on 

developing curriculum that attempted to address the issue of bad work ethics whose 

negative effects is reflected in the lifestyle of the present generation. 

Description of the Problem 

From 1986 to 2008, the Acholi in general 

experienced massive destruction of life and properties 

as a result of the rebel activities that evolved into the 

genocidal war led by Joseph Kony of the LRA.  Those 

who survived the war but remained in Acholi were 

herded into so-called protective camps known as Internally Displaced People Camps 

Young Boys At Former IDP Camp In Pajule 
Northern Uganda 
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(IDP).  The psychosocial effects of that war which traumatized a whole population were 

the systematic decimation of socio-cultural, religious and economic values and systems.  

This, in turn, resulted into the emergence of very bad work ethics whose negative effects 

are reflected in the cultural distortion, poor leadership worldview and subsequent collapse 

of cultural values and the way of life among the Acholi people.   

The Acholi region is now in a post-conflict and recovery period.  The implications 

of the LRA war on the identity of the Acholi people are vividly displayed in the way of 

life of the people today.   The war brutalized whole communities particularly the young 

people between the age of 10 and 30 years who constitute nearly 70% of Acholi 

population (UBOS, 2010).  The destruction of infrastructures especially schools meant a 

whole generation of young people grew up unable to read or write.   

As if that was not bad enough, the Acholi was a community whose livelihood 

depended on subsistence farming.  The displacement of people from their homes and 

subsequent confinement to the IDP meant their means of livelihood were cut off.  The 

generation of Acholi who grew up in these camps did not know basic hand work or any 

other form of gainful labor.  To put the icing on the cake of despair, the destruction 

catalyzed the collapse of work ethics. This, in turn, accelerated the deprivation of the 

people of opportunities to compete favorably with fellow Ugandans at national level 

(Minority Rights Group, 2005) for jobs and other income generating activities.  Without 

education and any meaningful work, the future of the Acholi, as a nation, remained very 

bleak.  

The unparalleled and systemic moral and social degeneration in camp life, 

resulted into socio-cultural leadership vacuum that killed off any vestige of traditional 
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leadership and appreciation of legitimate work (Ocitti, 1973).  Evidences of the decay 

and socio-cultural atrophy are visible everywhere in Acholi.  For instance, today, the sub-

region has the highest incidence of HIV/AIDS prevalence in Uganda (Ministry of Health, 

2006).   

Although the Uganda Government introduced free primary and secondary 

education, lack of facilities such as classrooms, teachers, and scholastic material meant 

that real learning is non-existent.  Without strong and clear cultural leadership to restore 

faith in legitimate work, without any meaningful economic developmental initiatives, 

without effective contextual educational program in place, a generation of Acholi is 

growing with the foggiest sense of direction or purpose in life (Minority Rights Group, 

2005).  Drunkenness and laziness are some of the social evils that have reached epidemic 

proportion as evidenced by the level of poverty in the land.  At the end of the day the 

systemic degeneration of all aspects of Acholi life requires intentional focused holistic 

intervention from within and without the community (Duffield & Waddel, 2008).    

There is a serious lack of spiritual fathers to mentor and disciple a generation of 

young Acholi who are just emerging from this catastrophic situation to enter into their 

Canaan. The few fathers that are there are either overwhelmed and/or ill-equipped to deal 

with the challenges of this generation.  Secondly, they are very isolated from each other 

therefore without meaningful support from within the fraternity of spiritual leaders.  

As Paul cried out in 1Corinthians 4:15, there are not many fathers even though 

there are many leaders.  This study is, therefore, a proactive response to the growing 

reality about spiraling deterioration of the quality of life especially work ethics despite 

the increase in numbers of believers in the community and all kinds of workplaces.  A 
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historical overview of how Christianity shaped the workplace scenario until recently 

makes the case for introducing the curriculum developed in this project even more urgent. 

Historical Background 

Acholi refers to both the geographic location and 

the people who live in present day Acholi sub-region of 

Northern Uganda (Ogot, B.A. 1967).  It borders South 

Sudan in the north, Karamoja in the east, Lango and 

Bunyoro in the south, and the West Nile districts in the 

west.  The Acholi sub-region comprises the present day 

districts of Agago, Amuru, Gulu, Kitgum, Lamwo, 

Nwoya, and Pader.  It covers approximately 28,000 km2 in 

size (Finnstrom, 2008).  The Acholi are approximately 1.5 million people which is just 

under 5% of Uganda’s population.  The oldest major urban centers in Acholi are Gulu 

and Kitgum municipalities.  

The Acholi were very religious people as evidenced by the presence of altars 

called Abila in every home where the head of the house or a clan priest called Ajwaka 

would preside over rituals like spiritual cleansing of individuals or the family as a whole 

(p’Bitek, O. 1971).  Other things that the Acholi valued were respect for elders, diligence, 

importance of group over individuals (collectivism), and chastity before marriage.  These 

values were passed on from generation to generation through oral tradition. 

Map of Acholi Sub-region (Orange 

Shade) 

http://en.wikipedia.org/wiki/Districts_of_Uganda


 

5 

 

Opportunity Addressed in the Project 

1. The scarcity of effective transformational leaders and the prevailing 

negative attitude towards work in light of the collapse of Acholi 

traditional cultural values, way of life, beliefs, and idiosyncrasies. 

2. The influence of the church on Acholi leadership, practice, work ethics 

and its impact on the transformational change1.  

3. The importance of incarnational leadership, Acholi cultural values, 

beliefs, and attitude vis-à-vis biblical perspective on transformation. 

Ministry Opportunity Addressed 

This study is addressed to all who are grieved by the dehumanizing condition of 

those who live in Acholi and long to see Acholi transformed so that the people can live as 

equal player in all the affairs of Uganda. Since the early 70’s Acholi have been brutalized 

by senseless internal and external conflicts due to bad socio-political and religious 

leadership.  Therefore my audience includes the present cultural, religious, political and 

the business leaders of Acholi whose life is today characterized by ineffectiveness, sense 

of victim mentality, low self-respect, lack of national pride, and loss of dignity.   

The study is equally addressed to the church, God’s chosen instrument to bring 

Shalom everywhere including in Acholi. By extension, it is to all people of good will 

everywhere whose hearts burn with the desire to see the transformation of Acholi. There 

                                                 

1
 For the purpose of this study, the terms church and Christianity are used interchangeably 
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is a growing concern by Ugandans and non-Ugandans alike; Christians and non-

Christians; young and old; men and women who want to participate in the “rebuilding of 

the broken walls and burnt gates” of Acholi as part and parcel of societal transformation 

(Nehemiah 2:17).   

Therefore, the key players are the Acholi cultural and religious leaders as 

custodians of cultural and moral values together with the education department in 

Acholi responsible for overseeing education in the district are key players in shaping 

the future of the people; the emerging Acholi leaders – particularly those in 

institutions of higher learning and or young professionals in the community in 

providing transformational leadership; and the local councilors as the governing 

authority in the land together with Acholi business community that need the services 

of quality work force and the NGO’s operating in Acholi who have been providing 

appropriate felt-needs intervention. 

Importance of S tudy 

As I traversed the length and breadth of Acholi since 2010 when I returned to 

Uganda, I have yet to find a single institution that is dealing specifically with the issues 

of declining work ethics in the society which, in turn, is accelerating material poverty in 

the land.  I have held talks with several senior government officials and discovered that 

whereas the government has been trying to sensitize communities about the dangers of 

moral degeneration, its focus remained largely the HIV/AIDS prevention campaign 

(Ministry of Ethics and Integrity, Republic of Uganda).  The government also rolled out a 

program to empower youth economically across the country but the negative attitude 
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towards work has limited its effectiveness severely (Ministry of Youth & Gender, 

Republic of Uganda).   

On the other hand, following the Uganda Year of Jubilee celebrated in October 

2012, Dr. Magara on behalf of the Church in Uganda made a declaration among others 

for the church to positively influence key national domains such as education, 

governance, economic sector, the media, the arts and entertainment, etc. through 

developing effective marketplace ministry (www.ugandajubilee.org).    

Therefore, by designing this curriculum, a tool is made available for use by 

whosoever wants to be involved in community transformation particularly in dealing with 

work ethics. The curriculum is a local effort designed to proactively respond to the 

challenges of the seemingly deepening crisis of degenerating moral affecting the wellness 

of the society. 

Project Outcome 

An outcome of this dissertation, among others, is a curriculum designed to equip 

leaders with vision for transforming their community through effective workplace 

ministry.  This professional pragmatic biblically based, contextually and culturally 

relevant curriculum on work ethic easily taught to young people within the context of 

local community setting will also help leaders to first know themselves and exegete their 

communities as a process of transformation.  

Another outcome is the emergence of mentoring strategy where young potential 

leaders from within the community are identified and are placed in mentoring 

relationship with selected Christian leaders.  The leaders take on the role of spiritual 

http://www.ugandajubilee.org/
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guide, disciple, and coach to the emerging leader.  The purpose is to provide leadership 

equipping based on role modeling in small groups instead of individually.  The emerging 

leader has a designated trainer but training activities are done in groups or with different 

members of the group.  This gives the trainee the benefit of being mentored by several 

different transformational leaders and at the same time observing them, which helps to 

expand their leadership training experience.  

Hypothesizes 

This project sought to recover aspects of Acholi culture that could be the very 

tools to help bring about readily assimilate-able transformational changes in society.  It 

also provided a resource for transformational leaders to navigate future opportunities for 

utilizing cultural concepts that are biblical to actually provide real solutions to the 

problems facing the Church and the communities today.  In doing so, the following 

assumptions were made: 

1. The Acholi community was materially impoverished mainly as a result of 

their prevailing bad attitude towards work especially menial work. 

2. God mandated the church to bring about societal transformation by 

presenting the whole gospel of the Kingdom of God that recognizes and 

promotes all legitimate work as God-ordained and beneficial for societal 

wellness.  

3. Transformation of Acholi depended upon raising a critical mass of leaders 

with genuine and deep commitment to changing their environment. 

Commented [L1]: Makes goo sense. 

Commented [L2]: I like it 
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Definition of Terms 

Because of the nature of this thesis, it was necessary to look at as a broad range of 

literature as possible beginning with definition of key terms in this study.  Culture debate 

is often a complex matter as no single definition has achieved consensus in the numerous 

literature available.  

However, there are elements that are generally agreed upon in attempting to 

define culture.  These are the ones that inform the choice of definition of culture as far as 

this project is concerned.  In anthropological term, culture may be defined as the sum 

total of the learned behavior generally considered to be the tradition of a group of people 

and it is transmitted from generation to generation. 

Prof. Geert Hofstede defines culture as the collective programming of the mind 

which distinguishes members of one category of people from another.  According to him 

the category of people can be a nation, region, ethnic group, gender group, generation 

group, a social class, or occupational group (Hofstede, 1994).  

Dr. Edgar Schein defines culture as a pattern of shared basic assumptions that a 

group learned as it solved its problems of external adaptation and internal integration. 

These shared basic assumptions have worked well enough overtime to be considered 

valid and, therefore taught or passed on to new members as the correct way to perceive, 

think, and feel in relation to those problems (Schein, 1992).  It is this definition of culture 

which is used to guide this project development. 

The Free Dictionary defines transformation as a marked change, as in appearance 

or character, usually for the better. The Business Dictionary on the other hand defines it 

in an organizational context as a process of profound and radical change that orients an 
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organization in a new direction and takes it to an entirely different level of effectiveness.  

Transformation implies change of the basic character often resulting into little or no 

resemblance with the past configuration or structure. 

Daszko and Sheinberg define transformation as creating and changing something 

to a whole new form, function, or structure.  To transform is therefore to create 

something new that has never existed before and could not be predicted from the past 

(Dzasko & Sheinberg, 2005).  Although the concept of transformation emerged from 

business management, for social workers transformation is a social science that is 

evolving.  Transformation can be described as progressive, comprehensive and 

fundamental change.  Transformation can be rapid and frame breaking or slow and 

incremental.     

From both social science and biblical perspectives transformation cannot occur 

without a change of mindset (Romans 12:2; Ephesians 4:23).  Furthermore, from a 

biblical perspective transformation is the work of the Holy Spirit in and through a person 

that has surrendered to the cause and the purposes of Jesus Christ.  Romans 12:2 (ASV) 

says, “And do not be conformed to this world, but be transformed by the renewing of 

your mind that you may prove what is that good and acceptable and perfect will of God.”  

Ephesians 4:23 (ASV) says, “… and be renewed in the spirit of your mind…”   Biblical 

understanding of transformation is that it is not a one-off thing but a lifetime process.  It 

is always a progressive fundamental frame breaking change (Herrington, 1999).  

Transformational Leader   

Although a transformational change agent may be an institution or groups of 

people, this study intentionally focuses on the latter. Nonetheless even when a group of 
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people champions the cause of transformation, it always begins with God placing a 

burden in the heart of one person as a seed for the transformation.  A good example 

referred to frequently in this study is Nehemiah whom God used to inspire transformation 

of Jewish nation. 

Bass puts forward the argument that transformational leadership is universally 

endorsed and effective because of the end values that it produces (Bass 1997).  He opines 

that its acceptance is because it is generally value-driven and tends to achieve pragmatic 

results regardless of the means by which the effects are realized.   

Bernard and Ronald who extended the works of Burns in the field of 

transformational leadership defines transformational leadership as a philosophy and 

approach that a leader employs in order to develop followers in a way that transcends 

expected and established standard (Bass & Riggio, 2006).  Transformational leadership 

facilitates the development of an institution whether it is a cultural institution or a 

business entity to build its capacity for sustainable growth by inculcating a culture of 

learning, openness and empowerment (Sham, 2006). 

Henri Nouwen proposes that faith in the value and meaning of life, even in the 

face of despair and death, is the second principle of Christian leadership.  This seems so 

obvious that it is often taken for granted and overlooked.  But for a person with a deep-

rooted faith in the value and meaning of life, every experience holds a new promise, 

every encounter carries a new insight and every event brings a new message.  These 

promises, insights, and messages have to be discovered and made visible – and that is 

what transformational leadership is all about (Nouwen, 1999).  
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Work 

Work, as a job, is a perspective that emerged in the past two centuries especially 

with the advent of the industrial revolution. 

• The expenditure of energy whether manual, mental or both in the service of 

others, which brings fulfillment to the worker, beneficial good to the 

community and glory to God (Stott, 1978 p162). 

• Energy expended purposefully whether manual or mental or both and whether 

remunerated or not. 

Community Transformation 

In one of the classes during the OVI in Accra, Ghana in 2010, Dr. Therese who 

was one of the lecturers referring to Henry Nouwen said,  

“A Christian leader is not a leader because he(she) announced a new idea and tries 

to convince others of its worth; he(she) is a leader because he(she) faces the world 

with eyes full of expectation, with the expertise to take away the veil that covers 

its hidden potential. Christian leadership is called ministry precisely to express 

that in the service of others new life can be brought about.”  

Something seems to be seriously amiss with the present leadership in Acholi in 

particular as evidenced by the restlessness of the populace.  This is visible even to a 

casual observer of Acholi way of life.  People are yearning for positive lasting changes in 

their life and environment.  Leadership empowerment seminars, conferences, and even 
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academic courses that claim to offer the ‘ultimate solution’ for leadership challenges of 

our world are available everywhere but none seems to provide lasting solution.  Could it 

be that these conferences, seminars, courses, and the likes are addressing leadership 

questions that no one is asking? What do we really need to do differently to raise 

effective transformational leaders in Acholi that will usher authentic lasting holistic 

changes in our communities and cities?   

In the discourse in The Prince, Niccolò Machiavelli said that leadership was 

virtuous only if the good of the community was sought out and achieved above all else.  

Accordingly, a good leader is one who is a steward of the community leading to the 

wellness of all.  Therefore the leadership style of a person is likely to be influenced by 

what one understands stewardship to be; by one’s perception of other people; and by the 

way one determines what is right and worth holding in trust.  The various BGU courses 

leading to this project gave me lots of food for thoughts as I scanned the horizon of my 

own leadership practice vis-à-vis the points alluded to above.  

While discussing the subject of transformational leadership in the BGU class in 

Accra, Ghana facilitated by Dr. Randy White said,  

“Transformational leadership is about leveraging the influence that we have to 

help the systems of the city, which so dramatically influence people’s lives, move 

towards a form that reflects the kingdom of God.  That requires knowing our city, 

its identity and makeup, the forces that are shaping life there, as well as its core 

institutions and their interrelationship.”  

However, it is very easy to get overwhelmed by the magnitude of the challenges 

in a community on the one hand, and the desire to do something beneficial on the other 

Commented [L3]: Great question 



 

14 

 

hand.  Robert Quinn says a transformational leader needs to “…develop a new paradigm, 

a new self, one that is more effectively aligned with today’s reality.”  It is very important 

to know clearly what God is calling one to do in a particular context – one block and one 

community at a time to avoid this sense of being overwhelmed.  Apart from fervent 

prayer implementing effective transformational community ministry begins with a proper 

understanding of the four trinities’ concept and how they are applied in exegeting a city.   

The concept of community transformation is gaining momentum steadily 

especially in the so-called Third World as people are tired of the status quo and are 

seeking for something better in life (Lupton, 2007).  Societal transformation is always 

preceded by spiritual revival – when the church exerts its influence and God-given 

authority in the community through holy living, practical charity and visible 

demonstration of compassion (Dennison, 2002).  This revival can be defined as the 

Spirit of God working in a community changing people and their behavior.  When a 

critical mass of people in the specific community changes their behavior, the community 

begins to experience transformation (Haggart, 1995).  

According to Jack Dennison, transformation of community is about reaching a 

critical mass of believers empowered by the gospel of Christ so that they change 

everything they touch – be it in the family, workplace, business place and schools 

(Dennison, 1999).  As this critical mass is reached the power of God begins to prevail 

over the problems that had plagued the community stirring an awakening known as 

transformation movement.   

George Otis Jr. argues that community transformation is a condition of dramatic 

socio-political renewal that results from God’s people entering into corporate vision, 
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repentance and prayer with God’s kingdom penetrating every institution (Otis, 1999).   

Transformation of community reveals the reality of the power of the gospel to impact and 

change lives. 

Characteristic and Roles of Transformational Leader 

Dr. William Adei, formerly an Adjunct Professor at Azusa Pacific University 

while teaching a MA Organizational Leadership class in 1999 in Harare, Zimbabwe 

quoted Bob Pearce, the founding leader of World Vision as having said, “Let my heart be 

broken by the things that break the heart of God.”  He also quoted Dr. Edwards Younkins 

as having said, “The Creator did not make the world finished but to be finished.  His 

purpose of making men in his image was to include each person in His own creative work 

as co-creator.”  This then is the burden and the task of anyone who seeks to help re-create 

a broken community. 

In the OVI course of BGU I learnt about the three critical leadership elements 

necessary for sustainable transformation process namely, competence, capacity and 

character.   While competence is important because a leader must be skilled enough to 

carry out the process, the leader must also possess the capacity to see the desired process 

unfold and come to fruition.   

A transformational change agent amongst others: 

1. Formulates and communicates clear vision, values and purpose, 

2. Empowers others by training, resourcing and creating opportunities for 

the people to participate in the process, 
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3. Continually reinforces and realigns new behavior, 

4. Maintains an open door communication protocol.  

In obedient response to God’s calling to be a Shalom agent, a transformational 

leader needs to pioneer faith endeavor such as the process of restoration and breaking 

new ground. 

Disclaimer 

The current environment within which the data for this study was collected is still 

awash with suspicion as people are yet to settle down since the end of the LRA war.  

Therefore obtaining information was not easy thus limiting the number of people to be 

contacted.  The sample group was mainly young people who comprise over 70% of the 

population.  However these were not the only people adversely affected by the cultural 

meltdown in Acholi.  Another limitation was the very low level of functional literacy 

amongst the interviewees as well as the interviewers which made the survey largely oral.  

The skills and competence of the people gathering the interviews could have 

compromised the quality of data collected.   

Thirdly, whereas the resource that the study sought to develop may be utilized 

across socio-religious divide, it was intentionally designed and colored by the author’s 

personal Judeo-Christian perspective, drawn largely from biblical principles and truth in 

an effort to raise transformational leaders whose values and way of life reflected Jesus 

Christ.   
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The curriculum developed in this project does not necessarily solve all the 

challenges pertaining to distorted cultural values, way of life, beliefs and worldviews of 

the Acholi as stated in the Problem Statement.  Neither does it offer a comprehensive 

solution for the need to develop authentic transformational leaders in Acholi for Acholi.  

The study is simply an attempt by an Acholi to offer a solution of what the author 

perceives as an Acholi problem of bad work ethics whose negative effects are reflected in 

the cultural distortion demonstrated in the lifestyle of the present generation.  It drew 

heavily from the personal religious and social experience of the author. 
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CHAPTER 2  

POS SIBLE S OLUTIONS  

Background 

The first known Christian missionaries set foot in Acholi land in 1905.  From that 

time the church in Acholi played key advocacy roles including promotion of education 

for boys and girls, involvement in gainful employment, discouraging retrogressive 

behavior such as drunkenness and witchcraft, and many other socio-cultural issues 

including polygamy (Byaruhanga, 2008).  The Acholi therefore held church leaders in 

high esteem and respected their counsel and teaching since they promoted the wellness of 

the community.   

Acholi community was organized in distinct units called the clans which were 

groups of families related by blood often living in proximity to one another in a specific 

geographic location.  Every clan had a recognized leadership usually based on eldership 

and personal relational ability within the clan.  Traditional Acholi leadership was learnt 

and passed on from generation to generation through a process of mentorship.  Thus 

within the clan, assumption of leadership was based on age and meritocracy.   

Socio-spiritual and economic activities were guided by agreed upon norms passed 

on from generation to generation through the elders in every family.  In other words, the 

elders were the leaders responsible for ensuring the wellness of the community by 

teaching and passing on culturally and contextually appropriate values which included 

acceptable societal conduct and work ethics.   
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In the last three decades or so, the community has seen major shift as cultural 

leadership practice took on new turn.  Political forces and the government began to 

influence leadership choice in disregard to traditionally recognized process.  This process 

was catalyzed by the incarceration of people into the IDP in response to the LRA 

insurgency.  Power and authority effectively shifted from traditional leaders to those who 

provided the means of livelihood; and from those that controlled the means of production 

to those who controlled the means of destruction whether they were government forces or 

the LRA.  Authentic traditional leadership was broken as the eldership no longer had any 

significant say over the people.   

The use of brute force, spiritual manipulations, and political deceptions in the 

recent history of Acholi changed the leadership perspective as well as practice.  The 

relationship between leaders and the people shifted from respect to fear.  The people were 

reduced to animal-like existence mode of living (Latigo, 2006).   Traditional elders and 

religious leaders became impotent and voiceless with the rise of the new breed of leaders 

modeled by Joseph Kony of the LRA on the one hand and the often ruthless political 

appointees by the government on the other hand.   

To help us understand the dilemma of Acholi leadership today one has to 

recognize the devalued leadership perspective from which the community operated in the 

last three decades.  Acholi leadership whether spiritual or cultural, is still in transition 

from IDP camp life to what one would call normal home or village life away from the 

camp.  The devaluation of leadership practice during the camp era triggered off deflated 

life values that in turn have led to ‘compromises and dilution’ of cultural values that once 

promoted and sustained the wellness of the community.  The camp life literally destroyed 
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any sense of meaningful work as people lived on daily handouts from various 

government agencies and other Non Governmental Organizations (NGO).  This laid 

foundation for immorality, laziness and all sorts of unacceptable behavior.  

 Work Ethics Rationale   

Today few leaders in Acholi, let alone the Christian leaders have adequate 

understanding of Theology of Work.  Consequently they do not necessarily see how their 

day to day work matters to God especially work away from the traditional church 

ministry.  In today’s world of collapsing morality and ethics, where little guidance is 

given for a contextually Christian approach to the moral dilemmas both in the Church and 

in the workplace, this study describes briefly the pain, the causes and the effects of an 

ethically deficient Acholi people. 

Until perhaps the mid 70’s, a word that commonly used to describe the activities 

of believers was service, generally translated as ministry.  This terminology became so 

much part of workplace reality that it even gave rise to such titles for workers like “civil 

servants” or “public servants.”  Many indeed took pride in this and served faithfully, 

joyfully, and diligently. But this positive influence has rapidly waned away.  Almost 

everywhere in Acholi whether in the public or the private sector customer service is 

almost like doing the customer a favor.  It has become less and less reliable let alone 

being courteous, as fewer and fewer providers care to honor their commitments.  Not 

only has the quality of work deteriorated but also the way work is carried out often paints 

a dark picture for the future of anyone in a workplace. 
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Two major reasons inform the narrative and rationale for designing this 

curriculum.  Firstly, it is a proactive response to the growing reality about spiraling 

deterioration of work ethics in Acholi in practically all workplaces despite the increase in 

numbers of believers in the marketplace.  A historical overview of how Christianity 

shaped the workplace scenario until recently makes the case for introducing a strategy 

that is dealt with later in this study even more urgent.  

Secondly, significant changes are rapidly taking place in the community and in 

workplaces today.  With the acceleration in the breakdown of family life and 

neighborhood community, workplaces have increasingly assumed some of the character 

of both the family and the neighborhood.  Consequently many people especially the 

young professionals now look to their workplaces for a sense of belonging, for quality 

relationships and for the experience of community.  The needs for trained and well 

equipped workplace ministers are now more 

urgent than ever before.  However, the church 

has not kept up with this pace changes in the 

workplaces and therefore unable to fill the void 

(Higginson, 2002).   

The proposed solution to the problem 

identified in the first chapter of this study is the 

development of a culturally and contextually 

relevant biblically based curriculum.  The content is an intentionally designed strategy to 

help build character, competence and capacity in emerging Acholi leaders.  The 

curriculum would include in depth look at Theology of Work.   

Competence

Capacity

Character

Fig.1 Leadership Development Components 



 

22 

 

Purpose & Audience 

This curriculum is an effort to develop and inculcate an above average biblical 

appreciation, understanding and proactive application of Theology of Work as 

foundational for personal as well as societal development.  The primary stakeholders are 

societal leaders in the community including students in their last year on campuses and 

young professionals in workplace.  As emerging leaders, these are the ones whose 

marketplace influence can transform the community and workplace environment.  

Christian business persons and opinion leaders who are engaged in expressing their 

witness through character and philosophy in their workplace are also the target of this 

curriculum.   

Looking at the present target audience in Acholi, although there is great need for 

workplace ministers to mentor the ever growing numbers of believers in the marketplace, 

there are not many known Christians adequately trained and equipped to meet the 

spiritual needs in this sector despite the growing secularization in the marketplace.  

Therefore the influence of workplace in the lives of the people cannot be looked upon 

casually.  It is evident that Acholi cannot be transformed without the full and active 

engagement of believers in their respective workplaces.   

Rationale for Curriculum 

It is a sad sobering reality that the church in Acholi did not have the vision or the 

wherewithal to inspire lasting cultural transformation.  It has not been proactively 

involved in helping people in whatever walk of life to spend their waking hours in 

keeping with God's plan for their life even when they believe that what they are doing 
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was their call.  Consequently, the marketplace environment which is critical for the 

wellness of the society has continued to evolve and take on its own value system.  This is 

quite contrary to the ethic and morality of commonly accepted Acholi societal norms and 

as well as that of Biblical Christianity.    

In the cut-throat operations we are familiar with in the marketplaces, the singular 

profit motive and competitive styles, people are regarded as expendable.  Workers are 

routinely manipulated for the greater good of the stakeholders or the management.  Thus 

workers have developed survival mentality of doing ‘just enough’ to keep at their work 

place.  With the breakdown of moral values, dishonesty is no longer a cause of shame 

even when one is caught. Besides, work as an honorable vocation is not necessarily the 

case for most people.  

Secondly, it goes without saying that strategic resources especially talents and 

treasures needed for the fulfillment of the biblical Great Commission are in the 

marketplace.  Although many Acholi Christians do acknowledge that God called them to 

the work they are doing, very limited biblical teaching on marketplace ministry is given 

to them by the churches in which they are members.  Instead of being a place for 

mobilizing needed resources for God’s harvest, and instead of being a fountain of hope 

and light, the workplace has become a graveyard of the Christian faith as worldliness 

took over the space.  The devalued moral perspective has encouraged workers to 

routinely and unashamedly look out for opportunities to rip off their ‘bosses.’   

Expected Outcome of Curriculum 

• Correcting theological misunderstanding pertaining to the nature of legitimate 

work.  
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• Better appreciation of all legitimate works as God ordained.   

• Better understanding of professionalism, ethical behavior, and servant 

leadership in the community, the church and in the workplace.  

• Hands-on exposure and appreciation of impact of Acholi cultural dynamics 

upon workplace ethical dilemmas.  

• Familiarization with workplaces challenges and its relationship to biblical 

worldview.  

• Appreciation of contemporary forms of best business practices, ethical 

dilemmas in the workplace with alternative strategies that honor God and 

respect humankind.   

• Evaluation and realignment of personal ethical orientation 

God’s Perspective: Work as Co-Creativity 

• Human beings share with God in continuing stewardship and development of 

creation.  

• All work is in a sense, a work of the imagination therefore all humans are 

capable of creating new things. 

• Theology of work begins with the truth that because we are made in God’s 

image and likeness, our work whether manual or mental or both has dignity. 
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Defective Cultural Perspective of Work 

• Present culture is characterized by relativism and compromise; the loss of 

hope and idealism; greater concern for external image and appearance; self-

centeredness; the love of religion without God or what is sometimes known as 

the weightlessness of God – loving the things of God but not God.  

• People work to live instead of living to work. This has resulted in distorting 

life purpose.  

• Individualistic approach with work as means to end. Work has become a 

ladder to reach and access all sorts of things. 

• Shorter term gratification and the “now” orientation that focus on getting the 

most profit out of least effort or investment. 

• Loyalty – minimal on both sides – the employers as well as the employed.  

• Ethical behavior is subjective – circumstances have become driver of behavior 

instead of principles.  

• Concerns about personal wealth rather than wellness.  

Work as a Place of Testing/Temptation 

• The problem of workaholism – to be the architect of our own fulfillment  as in 

Tower of Babel (Stevens, Readings In Theology of Work, p61)  

• Uncompromising righteousness for the sake of workplace security (Joseph’s 

ministry in Egypt – Genesis:39-48 NASV) 
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Attaching one’s identity to one’s career (Haman in King Ahasuerus’ service – 

Esther 1-8 NASV) 

Factors That Influence Contemporary Work Ethics 

1. Socialization experiences during childhood and adolescence has major 

influence on one’s view of work (Braude, 1975). A child’s appraisal of 

personal performance in household chores based on praise or blame, 

affection or anger eventually becomes the window through which even in 

adulthood the person would tend to view work. 

2. Children have a propensity to assimilate the attitudes of their parents 

towards work.  Parents who demonstrate strong work ethic unconsciously 

impart strong work ethic to their children and the vice-versa. 

3. Workplace socialization also shapes the work attitudes people adopt.  The 

perceptions and reactions of other people at one’s workplace usually 

causes tension in a person either confirming or contradicting the work 

attitudes formed in childhood. 

S trategy Implementation Perspective 

The philosophy behind the implementation of this strategy is the conviction that 

people learn best when they are actively engaged as the subject of their own learning be it 

cognitively, affectively, or physically.  Learning by people past the age of adolescence 

requires explanation of principles and demonstration of how those principles are applied 

in life combined with narration and analysis of those theories that underlie the principles 
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being practiced (Palmer, 1985).  At this stage teachers are basic facilitators – secondary 

vessels of the learning experience while the learners are the primary vessel in the learning 

situation.  Therefore in designing instructional strategies I adopted a combination of 

lectures, group case study and workshops, and actual (i.e. hands on) teaching sessions.  

 The multiple learning approaches are intentional to ensure optimizing diverse 

learning strategies for equipping the participants.  This approach was conceived as a 

result of carrying out surveys among the participants2.  The curriculum itself is a series of 

seminars designed to provide the participants with necessary competence, capacity and 

character for productive and transformational lifestyle.  My primary role and that of any 

other teacher in this project is to be a facilitator of resource for the learners to accomplish 

their individual goals – to equip emerging Acholi leaders to as cultural transformers in 

culturally and contextually appropriate ways.  The project manual contained the core 

curriculum while the various instructional strategies provided the skill sharpening 

aspects. 

Curriculum Implementation Process 

The curriculum implementation has a seven step process whose outcome is 

designed to respond to the issues raised in the problem statement. The seven steps are3:  

1. Connecting with key stake holders to share the vision of the desired 

community transformation agenda:  Active participation by the 

community stakeholders in the project is critical to the success of the 

                                                 

2
 See Appendix B and C 

3
 See Figure 2 Implementation Cycle 
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Fig.2. Implementation Cycle 

transformational process.  The stakeholders are prayerfully and carefully 

identified and selected from within the community.  They may not be 

practicing Christian (followers of Christ) yet but must buy in the vision 

for the desired community transformation.       

2. Recruiting potential curriculum teachers as well as mentors for the 

emerging leaders:  Mentors for the 

Emerging Leaders are recruited from among 

the stakeholders identified and selected who 

have embraced the vision. They are exposed 

to the curriculum training.  The participants 

are practicing Christians that meet the basic 

requirement as set in the profile of transformational agent.  However, 

those who buy into the transformational vision but are not ready to 

become mentors are recruited to serve as Curriculum Teachers alongside 

those that are interested in the program but are not believers.     

3. Building capacity and competencies by providing needed training to those 

recruited to be mentors and curriculum teachers:  Through the Minister-

to-Minister (M-to-M) program, the candidates chosen are equipped to 

become Mentors and Trainers of Trainers while the Curriculum Teachers 

are given focused Curriculum Teaching training skills.  

Connecting

Recruiting

Building

Deploying

Discipling

Following -up

Evaluation
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4. Deploying mentors that would have successfully met the required 

standard for mentoring: Each mentor is assigned at least two mentorees 

(Emerging Leaders) and one Curriculum Teacher to walk alongside them 

during the course of the training. The mentors are also required to help 

them teach the curriculum to the members of the community.   

5. Discipling the Curriculum Teachers who are already believers to become 

community transformational agents:  Through the M-to-M program, the 

Curriculum Teachers are exposed to opportunities designed to help them 

become community transformational agents. 

6. Continually exposing those curriculum teachers who are not believers to 

evangelistic contacts and following up those that become followers of 

Christ: The end result is to raise community transformers rooted on the 

foundation of Christian faith.  After one year of monitoring and exposure 

to training and relevant evangelistic contacts, the involvement of 

Curriculum Teachers that will not have embraced Christ would be 

intentionally wilted away.   

7. Evaluating cultural transformational impact: There are two aspects of this 

evaluation – the continuous assessment and the final one.  The continuous 

assessment is based on simple yet key questions being asked of the 

participants such as, “How are you finding the material so far?  Are you 

getting the key concepts?  Is there anybody struggling to understand the 
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materials? How are you translating what you are learning in your day to 

day life” This assessment is intended to ensure that needed alignment in 

the program is done promptly as the project progresses.   

The program shall have final evaluation done at the end of one year to 

establish whether it is effectively responding to the issues raised in the 

Problem Statement.  This will be the point of assessing whether the 

desired outcome was realized.  The evaluation will be in the form of a 

presentation by the project designer – the author of this study.  Two 

critical processes would inform the presentation content.  The first one is 

interviewing the people who would have been taught the curriculum using 

the Interview Questionnaire in Appendix 1.  The second one is both the 

author’s observation and a random questioning of the stakeholders, “Were 

transformational leaders mentoring the emerging leaders raised through 

the program?  Was the attitude of the people taught the curriculum 

changed towards work?”   

At the end of the cycle which is estimated to be one year, a process of recruiting 

new mentors and curriculum teachers is launched again by repeating the whole cycle 

described in the steps one to seven above.  However, the recruitment is now the result of 

each mentor and curriculum teacher identifying and selecting participants from their 

individual ongoing personal ministry.  
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Fig.3 Implementation Design
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Curriculum Content Delivery 

Since the intended participants in the learning process are largely adults, the 

delivery strategy designed for implementing the curriculum is primarily an interactive 

learning approach sometimes referred to as the Adult Learning Method.  The strategy 

seeks to promote learning through active participation of the learners in the learning 

design of what is to be learnt as well as how the learning is to occur (Merriam & 

Caffarella, 2007).  The focus of the learning is to equip participants with appropriate 
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knowledge, information and/or skills with which to tackle new challenges.  The 

environment is therefore intended to stimulate creativity and self-discovery.  Key to the 

implementation process is the lecture method, case study and workshops, and actual 

teaching used concurrently. 

Lecture  

The lecture portion in this curriculum is designed to simply introduce the subject 

matter and to provide the participants with basic background for the study and to 

inculcate the necessary attitude that placed the learner at the center of the learning 

experience (Wlodkowski, 1999).  The lecturer is a facilitator whose role is simply to help 

to address the focus of a particular study and provides the participants with opportunity 

for reviewing important information and restating training objectives as well as personal 

goals.   

Case Study and Workshop  

Case studies and workshop enable participants to learn to handle real issues in the 

safety of classroom.  They also allow participants to reflect and respond to the situations 

in as creative ways as they can without the fear of being right or wrong.  Every seminar 

in the training manual is preceded by case studies, which the participants are expected to 

discuss as a class.  Effective class participation is a useful learning block especially in 

adulthood.  The purpose of the case study was to generate wider perspectives on any 

subject and in the process enabled participants to broaden their own views.   

The workshops are designed to place participants in small focus groups for deeper 

deliberation and designing personal plans of action.  It is in the workshop that the 



 

33 

 

participants are expected to integrate the knowledge gained in the sessions with personal 

application. 

Simulated and Actual Teaching  

The purpose is to ensure effective transferability of content in keeping with the 

philosophy of developing leaders to lead others.  The participants are placed in small 

groups with a person coordinating each group.  In a safe environment each person is 

taken through a simulated teaching experience using portion of the actual curriculum.  

The individual participant is then given opportunity to choose from the curriculum a 

portion of the seminar to prepare and teach another group.  The workshop group is so 

arranged that at the end of the workshop all the sessions in the manual are taught. This 

focus group provided both a safe learning environment and an actual opportunity to teach 

a lesson. Thus the participants had opportunity to sharpen each other under controlled 

environment in preparation for training others in their respective target areas. 

Evaluation4 

A successful learning experience must place the participants into useful and 

beneficial service primarily to society then secondarily to themselves.  Therefore 

evaluation is used to determine the presence of newly acquired competence and 

comprehension that positively contribute to the transformation of the participant.  It is 

also a way of finding out if the participants are utilizing the newly acquired potential in 

their everyday environment.  When they begin to live by practicing obedience to the truth 

                                                 

4
 See Appendix F  
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so learnt then and only then is it said that the learning has been successful and 

transformation is taking place. 
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CHAPTER 3  

CONTEXT OF MINIS TRY 

A S ociety Shaped by its Past 

Today the migration of the Acholi to urban centers in search of the illusive easy 

life has reached almost pandemic level (Mukwaya, 2012).  As a result the majority of 

people are now located in settlements in the trading centers – the quasi-urban centers with 

unsatisfactory and almost inhumane basic infrastructure giving rise to all sorts of 

problems from political to economic, from cultural to education, and from social to 

spiritual. These populations usually have little or no access to proper education or 

healthcare services, nor do they engage in meaningful economic activities and yet the 

very reasons for leaving the rural area (Bakke, 1997).  

Against this backdrop, endemic poverty, institutional corrosion, infrastructural 

atrophy, intolerable corruption, repression and lawlessness loom large everywhere.  The 

smell of death hangs like the Greek mythological Damocles5’ sword wherever one turns.  

It is obvious even to a casual observer that Acholi is metaphorically in the intensive care 

unit – not dead but critically and seemingly terminally ill.  The million dollar question is 

not what went wrong but how can the tide of the moral decadence be reversed?  

This million-dollar question has provoked me to ask myself, “Are our eyes open 

to see the suffering of humanity around us?  Are we too preoccupied with offering quick 

fix solutions that we actually miss the fact that the basic need of humanity is simply a 

                                                 

5
 An expression used to describe any situation that threatens imminent harm or disaster 
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response of love and care and not some complex socio-economic and political formula?  

Could it be that we are offering people in need empty spiritual shells called religion when 

they need personal encounter with the Living God?  Do we pause to notice the poor 

around us and be part of their life rather than quickly offering hand-outs as an act of 

penance to smother our guilt?”  These and many others are questions that must disturb 

our spiritual lethargy and social disinclination, have provoked me to come up with this 

project – a positive proactive response.  

General Perspective: S carcity of Transformational Leaders 

Acholi is in great pains because of men and women who have learnt the skills and 

strategies of leadership including charisma but do not possess the heart of leadership.  

Unfortunately no amount of skills, charisma or smart strategies can substitute for the 

spiritual foundation necessary to exercise God-honoring Shalom ushering leadership.  

Central to every dimension of leadership is the condition of the heart of the leader.  

Henry Blackaby speaking to regional leaders of CCC-SEA at their Leaders’ 

Retreat in Pretoria, South Africa in 2006 said, “The heart of leadership is indeed the heart 

of the leader.”  The relationship a leader has with God is very crucial to one’s leadership.  

In his discussion he further asserted that, “The heart of the problem of leadership is the 

problem of the heart of the leaders.”   

 Transformational leadership begins with a personal and continuous 

connectedness with God and his purpose for humanity through Jesus Christ by the power 

of the Holy Spirit.  This relationship is inevitably played out in the way a leader relates 

with others.  Transformational leaders are continually expanding their circles of 

friendship to include people of all shades especially the less privileged in the community.  
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It is said, “The kingdom of God is big enough and gracious enough to have room for the 

most unlikely folks and to give them places of honor (Heuertz & Pohl, 2010.  p82).”  It is 

this that really sets apart authentic transformational leadership from other pseudo 

leadership. 

In the context of Acholi culture, the operational leadership default was built on a 

socio-cultural and traditional religious foundation which equated leadership almost 

exclusively with high position and staying ahead in a prominent place.  Such leadership 

practice cannot appreciate nor understand the concept of servanthood because in this 

context the leader does not serve people.  The people are there to serve the leader – to 

meet the demands of the leader whatever they may be.  It is a given that the people are 

expected to ensure the personal comfort and convenience of the leader is upheld at all 

times.  This form of leadership is a liability as far as community transformation is 

concerned.   

Transformational leadership begins with transformational learning – to unlearn 

the distorted perspectives that formed the basis of one’s daily responses to the 

circumstances of life which is generally focused on personal comfort and convenience.  It 

is important to unlearn the faulty and defective philosophies and practices that were at the 

core of one’s leadership practice and to adopt new ones.  This ‘unlearning and learning’ 

process takes the form of strategically organizing or “leveraging cycles of action, 

reflection and whole-life application” that would lead to establishment of shalom.  David 

Kold refers to this as Experiential Learning – a process of feeling, watching, thinking, 

and doing.  
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This perspective is consistent with biblical exhortation in Ephesians 4:23 “…to be 

made new in the attitude of your minds…”  Therefore transformation begins with change 

of perspective which is what the Bible calls renewal of the mind.  As one traces the path 

of the transformation launched by Nehemiah one cannot help but notice that the learning 

process was ignited by the renewing of the mind that Paul talks about in Romans 12:2b 

“…be transformed by the renewing of your mind.” 

Declining Ethics: S hift in Moral Values 

Since cultural norms and values are at the core of human development, conscious 

harmonious coexistence of a community is therefore founded and held together by 

specific sets of principles drawn from those values and norms.  These in turn guide the 

behavior of the people in that culture in ways conducive to the wellness of all (Robert et 

al).  This cultural influence provides the context essential for guidance in all areas of life 

from child upbringing to adulthood responsibilities; from leadership of families to 

unifying values for those who are bound in a common lineage (House, Wright, & Aditya, 

1997).  

The Acholi tradition had forms of learning that prepared the learners for active 

and productive life and beneficial participation in the communities in which they lived.  

Unfortunately two decades of atrocities of the LRA in which tens of thousands of people 

were massacred and many more forced into exiles destroyed cultural practices that once 

helped shape Acholi community life.  The most conspicuous consequence of the mal-

adventures is the catastrophic collapse of traditional moral values especially work ethics 

in Acholi.  Today every aspect of Acholi society lacks the kind of leadership capable of 

moving the people towards transformational change because of degenerative work ethics.  
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The church in Acholi as well as the community faces endemic instability, economic 

regression, and above all leadership dearth.  

The LRA internecine6 in Northern Uganda peaked around 2003 (Uganda 

Parliamentary Committee on Defense and Internal Affairs, 1997) and it resulted into a 

massive dislocation of over 1.0million people into quasi-concentration camps called the 

IDP camps.  The camps located in semi-urban centers literally put an end to any value 

previously attached to legitimate work as the people lived on handouts from the 

government and charitable NGO’s.  The basic needs such as food, water and clothing for 

the people in the IDP’s was provided by the numerous agencies that flocked the region.  

The idleness and confinement in these camps degenerated into lifestyle of immorality, 

drunkenness, laziness and general disorderliness affirming the colonial stereotype of 

Acholi as primitive, lazy and troublemakers (Westerhaus, 2007).   

Young men and women roamed the camps like untethered goats aimlessly – 

without work, without hope and seemingly without purpose in life.  Although this plight 

received some attention especially towards the time when the IDP’s were dismantled, 

little was really done to help reverse the cultural distortion and mindset that by now 

equated work with punishment thus hampering any form of sustainable development 

(Anderson & Anderson, 2001). 

Responding to S ocietal Need 

A radical and urgent intervention by informed and transformed practitioners of 

                                                 

6
 In the beginning the LRA was almost exclusively Acholi rebels who carried massive destruction 

and murders of their own people in their local villages.  
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biblical Christianity is needed now.  Even though most Acholi still go to churches as is 

evidenced on any given Sunday, many have become rather cynical and apathetic.  Lack 

of vision compounded by manipulative ineffective church leadership has made Christians 

unable to make significant impact in their areas of influences. Christians are disillusioned 

by the impotency and apparent aimlessness of the leadership especially in matters of 

moral constituency.  In my observation, this in turn has led to many believers becoming 

lukewarm and reluctant to become involved in the church.     

Responding to societal challenges in light of the visible apathetic position of the 

church has inspired a few Acholi followers of Christ to consider relocating and living in 

the communities in order to model God’s concern for the total well-being of persons and 

communities.  This intervention often referred to as incarnational process presupposes 

that God is already at work in the midst of the people and he is simply leading one to join 

him at his work in the community (Smith 2008, p77).  It calls for living a life such that 

the community can experience God where they are.  It means loving neighbors both far 

and near with the same joyous abandon that Jesus displayed, especially for those who are 

most needy and least lovable.  It also means providing vision and need-based trainings to 

believers especially leaders so that they can become effective change agents in the 

communities.  It is a call to stewardship of the community. 

As an Acholi disciple of Christ, committed to holistic living and stewardship of 

my community hence culture, my best contribution is to help fellow leaders through 

trainings and other relevant equipping so that they can consciously play their parts in all 

aspects of Acholi community life.  This means raising leaders who are willing and 

committed to replace competition with collaboration, self-interest with service and asking 
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them to care more about meaning and impact than about the traditional concern for 

upward mobility and public recognition (Block 1993, p18).  These leaders are to become 

seeds of restoring dignity, peace and prosperity to Acholi.  By implication, they must be 

agents of the biblically promised abundant life (John10:10 NASV).  Thus, the real battle 

for transforming Acholi work ethics is the battle for cultural transformation: the God that 

rules the communities will rule the culture of the people.  

Our world is broken and incomplete, falling far short of the glory God intended at 

the dawn of creation.  But God’s Spirit still works through those willing to be used by 

Him to bring wholeness to others and God’s kingdom realities.  Because the church plays 

a key role in God’s redemptive plan, the goal of the curriculum is not only to empower 

and enrich leaders as transformation agents but also to bring persons to Christ through 

their witness and to welcome them into congregations of his true followers. The success 

of curriculum will depend largely on the understanding and the practices the leaders 

adopt in addressing present realities of the people.  

The late Dr. Bill Bright, founding President of Campus Crusade for Christ (CCC) 

talking to our international leadership team commented that the failure to fulfill the Great 

Commission in our generation was not due to lack of resources but the failure by the 

body of Christ to work together.  I am convinced that the way forward to reclaim the 

Acholi communities for God is through joining hands in order to connect needs with 

appropriate resources.  The words of William Penn that I read somewhere long ago 

succinctly express my heart and my passion about what God has called me to do.  

“I can expect to pass through life but once.  If, therefore, there be any kindness I 

can show, or any good thing I can do to any fellow-being, let me do it now, and 
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not defer or neglect it, as I shall not pass this way again.”   

I trust that, by the grace of God, through the curriculum, I can make a contribution 

of beneficial permanence by investing my life into the lives of other leaders and in the 

process, hopefully leave my community and my world a better place than I found it.   

The Leadership Gap 

In the ever widening chasm between what we want and expect from our leaders 

on the one hand, and what we are actually getting on the other it seems only natural to 

take a hard look at some of the realities of the leadership gap. 

o Since the fall of Adam and Eve and its consequences, humankind does not 

naturally lead from pure and undefiled heart.  Jeremiah 17:9 fittingly says, “The 

heart is deceitful above all things and beyond cure.  Who can understand it?” 

(NASV).  The heart of mankind has become calloused and desperately wicked 

hence unable in the present state to incline towards righteousness and selfless 

good deeds.  Today there are men and women who desperately want to lead and 

insist on leading but they do not possess the grace to lead.  

o Acquired skills are not substitute for character. There are men and women who 

have acquired the art and science of leadership but do not possess the heart and 

spirit to lead.  Competencies cannot replace character but they may complement 

it.  When it comes to serving one’s calling, the basic foundation is character.  

o One’s personal relationship with God is the basis of the authority a leader has.  

Dependable transforming leadership begins with a personal connectedness or 
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relationship with God.  When we recognize that all people belong to God, we will 

need his authority and power to lead them lest we are found to be impostors – 

men and women who equate leadership with staying in front or above others at all 

times. 

According to John Ryan of the Center for Creative Leadership, “Based on our 

survey, there are four skills that executives all over the world believe will be most 

important just five years from now: leading people, strategic planning, inspiring 

commitment, and managing change… A glaring gap exists between the leadership skills 

we have now and the ones we will need in just a few short years7.”  What this survey and 

similar studies seem to say is that whenever performance or competence is placed above 

character, it is a matter of time before that competence is outdated.  I would like to 

suggest that the real leadership gap is an intrinsic matter rather than extrinsic one which 

many strategies have been designed to address. 

Work Ethics 

“What you do in your house is worth as much as if you did it up in heaven for our 

Lord God…  We should accustom ourselves to think of our position and work as 

sacred and well-pleasing to God, not on account of the position and work but on 

account of the word and faith from which obedience and the work flow.  No 

Christian should despise his position and life if he is living in accordance with the 

word of God.” – Martin   

                                                 

7
 John R. Ryan, The Coming Leadership Gap: What You Can Do About It (December 15, 2009) 
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Any community or institution will desire workplace practice that promotes and 

enhance work ethics that encourages optimum productivity on the one hand and the 

wellness of its members on the other.  Work ethics is usually concerned with the personal 

values demonstrated by leaders and instilled in a specific given community.  Good work 

ethics includes completing given tasks in a timely manner with the highest quality 

possible and taking delight in completed tasks (Marshal, 1980).  Leaders that behave 

ethically become role models as they set appropriate examples such as was the case of 

Nehemiah.  Such leaders encourage and inspire their people as they set the pace 

conducting themselves in a manner that supports both personal and community wellness.   

The interpersonal relationship within the community as well as interactions and 

relationships with all stakeholders are of vital importance to ensure that goals and 

objectives are met.  Good work ethic ensures professional workplace attitude and 

appearance that inspire the members to take pride in their work and improve worker 

performance.  The environment created as a result of adopting a healthy work ethic is 

crucial for the growth of the enterprise (Ryken, 1987). 

Relevant Personal, Community and Global Issues 

Serving people and communities is never an easy task because of the nature of the 

needs of each person and/or the community.  The Biblical models of men and women 

who served their generation reveals deep sense of dedication, diligence, determination 

and discipline often with much pain and almost relentless opposition even from the very 

people one served. 
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The situation in Acholi that this study addressed was not very different from that 

which Nehemiah experienced.  As was seen in the case of Nehemiah, the turn around that 

occurred did not only require being involved in the context of the situation but also in the 

specific to the context.  In this case the context was the humiliating way of life and 

suffering of the people who had returned to Jerusalem from exile.  As an incarnational 

leader Nehemiah took the cultural context very seriously and worked from it, with it and 

within it to ultimately restore wholeness to the community. 

Nehemiah is a historical and biblical model of a community transformer and 

urban developer.  When we first encountered him, he was not only living in the comfort 

of a palace but held a very high position as the king’s trusted man.  Perhaps out of 

curiosity and may be a bit of nostalgia, he enquired about the state of affairs back home 

in Jerusalem.  What he heard left him in deep pain and reflection.  Soon he found himself 

so greatly burdened about the condition of the people in Jerusalem that it actually showed 

on his face.  Rather than stay in the comfort of his secure job, he asked to be allowed to 

return to Jerusalem to help do something about the living condition of the people.  Henry 

Blackaby explains this kind of response to the situation in Spiritual Leadership: Moving 

People on to God’s Agenda as “moving people towards God’s agenda (Blackaby & 

Blackaby, 2001, p20).  

Nehemiah could have ignored the issue and continued with his job.  He could 

have told his brother to take the matter to the elders of the people after all he was not 

even the appointed leader of the people.  Better still, he could have used his influential 

position to organize for contracted workers to help with the rebuilding without him 

traveling to Jerusalem; moreover the entire journey was fraught with danger. Yes, he 
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could have had the work done but from a position of personal comfort at the palace. But 

Nehemiah obtained permission and left for Jerusalem. 

Upon reaching Jerusalem Nehemiah discovered that the conditions were indeed 

very dire.  However, he faced challenges ranging from political machination to socio-

economic crises; from moral decadence to spiritual atrophy.  Although all the cards were 

stacked against him, he used his personal connection, authority and expertise to launch 

the largest ever volunteer movement in rebuilding a decaying city, a decaying people.   

Nehemiah sacrificed his personal comfort and one could dare say even his personal 

career and chose to live within a city that was dangerous and morally bankrupt.  He 

risked his life as he helped drive from within Jerusalem unparalleled transformation. 

Nehemiah was driven by overarching desire for the wellness of the people above his 

personal comfort and ease of life.  Borrowing from the strategies of Nehemiah, leaders 

need to know that transformation of any community is really the result of selfless 

incarnational living.  

Incarnational living demands that the leader must be willing to die to self in order 

to be positioned to celebrate the life of others as God has intended it.  Transformational 

leadership is born out of genuine desire for the wellness of others.  It must have at its 

heart a clear vision of a better future for the people regardless of what their present state 

may be.  This vision for the future should include the well-being and wholeness of that 

particular community as well as the individuals involved.  It needs to affect every arena 

of social intercourse including business, government, religion, education, and health.  

Nehemiah found in Jerusalem a broken hurting people whose network of 

relationships was decaying.  It was therefore his key agenda to catalyze the reconciliation 
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of the multitude of relationships - between individuals, with God, with the environment, 

and internal, within the individual.  When leaders are driven by the desire for the 

wellness of others, the vision of the desired state keeps them from being self-absorbed.  

Being driven by the larger vision of what a community can be and what a particular 

organization, ministry or individual leader can contribute to it, provides protection from 

spending too much energy on oneself.  

Nehemiah was a pragmatic leader with a clear call from God who secured public 

support for a project that had risks and opposition written all over it.  His personal 

conviction, courage, candidness and “ability to create orderly systems and appoint 

capable people to places of authority inspired confidence” in the people necessary to get 

the seemingly impossible project done.. He endured and overcame resistances from 

within and without the very community he was so burdened about its wellness. 

In talking about transformational leadership I am reminded of the words of 

Michael Hyatt, a public speaker, author and founder of Intentional Leadership who said,  

“If you are going to be an effective leader, you must be able to enter into 

your followers’ world.  In fact, if you are going to influence anyone for 

anything—whether it is your boss, your employees, a client, your spouse, or even 

your kids—you are going to have to get really good at incarnational leadership.” 

Concerning the same leadership subject another leader, Dr. Corne Bekker said, 

“Incarnational leadership is an attempt to imitate the self-emptying act of 

Jesus as the Word made flesh that came to dwell among us. Incarnational 

leadership promotes a leadership approach that values embracing the humanity of 
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others and active humility. This leadership approach asks for Christologically 

grounded, humble courage where followers are redefined in terms of praxis and 

not propinquity.  This leadership praxis is one of charity, identification of those 

being led and of authentic love.”  

Leading transformation is fraught with hazard and tends to attract enemies by the 

dozen. It is imperative that leaders have clear vision of their calling and definite 

understanding of the source of their confidence and resources. This attitude enabled 

Nehemiah to unambiguously create strong ownership of the problem and through a 

process of imagineering paint the desired future for the people. The people bought into 

the vision resulting in transformation – from disgrace to honor, from despair to hope. 

Incarnational leadership is to live in a place and to influence it towards becoming 

more, and more what God intends it to be and yet maintain one’s uniqueness.  It is 

sacrificial leadership that requires one to continually forbear with those that God brings 

into one’s life.  The leader must know that people will come ‘walking’ at different pace; 

some recklessly, others cautiously, still some fearfully and others confidently.  These 

people cannot all of a sudden be expected to ‘walk’ somebody else’s pace.  The leader 

must learn and exercise patience. 

Incarnational living calls for the leader to know well the condition of his people.  

In doing so the leader needs to learn to forsake or let go those things that may be dear to 

one’s way of life but may not be contextually appropriate in that community at that 

particular time.  Incarnational leadership does not shield one from being hurt or offended 
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by the very people one is serving.  Therefore one must be very gracious and quick to 

forgive and to do so without any pre-condition just as Christ forgave us.  

Incarnational leadership is a life-long school of leadership that offers opportunity 

for the leaders as well as the people led to grow towards Christ-likeness in every area of 

life.  One cannot forge ahead while holding on to the past no matter how good or bad.  

An effective leader learns from the past but does not hold on to the past because each day 

God is doing a new thing.   

That said one could make a case for incarnational leadership as catalyzing people 

towards God-likeness.  Jesus Christ reminded his disciples that although they were in the 

world they were not of the world.  As followers of Christ, we are expected to live in the 

place wherever God places us and to make positive lasting influence but not to be 

influenced by the place.  An incarnational leader is one who is fully engaged in and with 

the community.  This leader adds value to the quality of life lived in the particular 

community.  Such a leader is practically present in the lives of the people he/she is 

serving.   

During the study tour of the Middle East with the OVII in 2012, I had the 

privilege to meet at close quarter and appreciate some contemporary incarnational leaders 

from whom I learnt precious lessons for transforming communities.  An example of such 

a leader that I encountered in Egypt was Fr. Simon of the Coptic Church of the Muqattam 

Cave Church in Cairo.   

A little over three decades ago, some 5000 families or so from the historically 

marginalized Christian community in Cairo were banished from inner city by the 

government to cleanse Cairo from what the authorities sarcastically called human filth.  
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These thousands of families were dumped out of sight, out of the city, way out in a place 

called Zabbaleen where Cairo city’s garbage was dumped.  According to Fr. Simon, 

amongst the evictees from the city were social outcasts – drug addicts, alcoholics, 

prostitutes, people with various physical disabilities that were begging in the streets, etc.  

Some of these soon began to eke out living by sorting out garbage and selling the 

recovered merchandise to merchants for recycling.  Helpless and hopeless, the scum of 

the earth as they were derisively called were abandoned like vermin – with no future and 

no past and no one to tell their stories.   

Fr. Simon grieved by the inhumane treatment of these families began ministry 

amongst these very people.  He left the comfort of his Cairo home, relocated and lived 

with these people in the ‘Dump City.’  Today the ministry of Fr. Simon flowing out of 

this place has resulted into one of the fastest growing evangelical Coptic Orthodox 

churches in North Africa reaching out and drawing membership that cuts across the 

social divide of Cairo.  Many of the former addicts, prostitutes, and socially as well 

physically challenged people have been transformed by the incarnational ministry of Fr. 

Simon.  Today they are productively engaged in all sorts of beneficial economic, social 

and religious enterprises. 

Another incarnational leader I encountered was Bishop Thomas of the Coptic 

Orthodox Church, the Bishop of Upper Egypt (Quossia) in Egypt who, amongst other 

things, founded the Anaphora Retreat Center.  This center found 75km north of Cairo is 

an oasis of peace in the middle of the desert surrounded by orchards and greenery 

resembling tropical forest land.  Founded in 1998, the Center was the Bishop Thomas’ 

response to the plight of the abused and other socially maligned women.   
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Since the Muslim-dominated culture of Egypt considered women inferior, many 

women suffered quietly and yet terribly at the hands of their male relatives.  Many were 

routinely forced to marry against their will.  Others were sold off as sex slaves or forced 

into prostitution while others became drug carriers of the local mafias.  It was with this 

and many other painful episodes that Bishop Thomas’ visionary effort helped to set up 

the Center which now facilitates women to develop self-worth as they make positive 

contributions to society and themselves.  In this place participants learn to rediscover 

their worth in Christ and also life skills and some form of special trade to get them started 

in life.  

Today the Anaphora Retreat Center provides a place of rehabilitation and spiritual 

renewal for people from all walks of life.  However its major focus remains reaching out 

to the destitute, and the socially disadvantaged young girls in the society.  At the 

initiative of Bishop Thomas through the Coptic Church, various Christian leaders meet 

here from time to time to pray together and discuss issues of common interest to the 

church and Egyptian society in general with a view to mapping common strategies to 

address them including approaching the government as and when necessary.  

Other leaders that impressed me with their incarnational approach to ministry 

were Dr. Salim Munayer of the Bethlehem Bible College in Bethlehem, Dr. Radi 

Iskander, the pastor of the Attarin Presbyterian Church in Alexandria, and Dr. Botrus 

Mansour, an Arab Palestinian Israeli Christian at the Nazareth Baptist School in 

Nazareth.  Every single one of these leaders was not only living in the community where 

God had placed them but was also very practically engaged with the affairs of the people 

there on daily basis.  Considering their professional expertise and experiences, each one 
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of these people could easily have migrated and settled elsewhere in comfort and would 

have had little if any problem in making it in life.  But each of them chose to remain and 

live and work in the community immersing themselves into the community and its daily 

realities of discomfort and hardships.  They brought their professional expertise and 

invested them in the communities they live in for the benefit of the people. 

Influencing Culture: Relational Power in Cultural Transformation 

The Bakke Graduate University Doctor of Transformation Leadership (BGU 

DTL) course overview defines a transformational leader as “a steward of power – 

acquiring it, giving it away, using it for God’s purposes, and growing it in relationship, 

without hoarding it and using it for selfish ends” (DTL Course Syllabus).   

Transforming community through incarnational leadership implies being fully 

engaged and present in the lives of those one leads or ministers to through intentional 

immersion into the community and its daily realities. The most excellent example of 

incarnational leadership is our Lord and Savior Jesus Christ although he combines all the 

leadership perspectives advocated by BGU.   

Although a transformational change agent may be an institution or a group of 

people, this study is intentionally focused on the latter – a small group of spiritual leaders 

living in and effectively engaged with the community.  However it is worth noting that 

even when a group of people champions the cause of transformation, it always begins 

with God placing a burden in the heart of one person as a seed for the transformation.  An 

example that I have referred to frequently in this study is the biblical character Nehemiah 

whom God used to inspire rebuilding, restoration and regeneration of the Jewish nation.  
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Nehemiah is an excellent model of a servant leader who inspired one of the greatest 

cultural transformations ever in history of mankind (Greenleaf 1977, p27). 

Robert Linthicum, in his book Transforming Power, boldly challenges Christian 

leaders to deliberately use relational power to transform communities as a process of 

transforming society as a whole (Linthicum, 2005).  Unfortunately due to the shallowness 

of theology for transforming communities, the church has often retreated and abandoned 

the use of its relational power.  Right now the church in Acholi has a golden opportunity 

to spearhead cultural transformation by taking advantage of existing Acholi intra-cultural 

relational power.   

In the ASM 702 course of BGU, I discovered that there is always a connection 

between culture and leadership (Schein 2010).  This has challenged me to take a broad 

look at those elements of Acholi culture – the values and norms which are not bound by 

superstitious practices of ancestral worship and other limitations in order to incorporate 

them into contextual biblical and theological basis for transforming the Acholi 

community.   

Influencing Culture: Service Test 

The influence that any leader brings to bear upon a culture depends upon the 

leader’s understanding of the theology of power.  Linthicum (2003) defines power as “the 

ability, capacity, and willingness of a person, a group of people or an institution to act” 

(p12).  He further opined that “power has the potential to either be very ruthless and 

destructive or very strengthening and liberating” (p12).   
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Nehemiah refused to use the power or the privilege of his office to enrich himself 

or place himself in any position of comfort above the people he was called to serve.  He 

saw himself as a steward of the people and resources God had placed in his hands.  He 

faced daily the temptations and tests that every leader must experience but he prevailed.  

He understood power and used it to build and transform a people that had lost focus of 

their purpose in life.  He had discovered the secret of winning at heart in order to win at 

work (Blanchard & Ridge, 2009).  Nehemiah was able to launch one of the greatest 

cultural transformations in history through service.  

Knowing that on the day of reckoning we will give account of what we did with 

what was entrusted to us, the question is, “How well am I managing God’s charge in my 

lifetime?”  Although stewardship provides opportunity for service and growth in Christ, I 

need to be aware that even with the best of intention, stewardship is not without 

challenges.  Transforming culture is not without challenges from within and without.  It 

poses a very heavy demand on the transformation agent.  In the face of enormous 

temptations to serve self interest transforming culture is sacrificial service above self-

interest.  Stewardship gives meaning to life and positions us as co-creators and co-

redeemers restoring dignity and honor to service. 

There is a close relationship between practical Christian living and choosing 

service above self-interest.  Without willful submission to the leading of the Spirit of God 

one can become manipulative, paternalistic, and patronizing (Block 1993).  All leaders 

are daily faced with the allure of power – to use the power due to their office and the 

access thereof to organizational resources including money for personal gain and 
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pleasures carefully disguised as leaders’ prerogative.  Nehemiah was not any exception to 

this slippery slope of leadership.   

As a spiritual leader I am constantly involved in ministering to members of the 

opposite sex.  I have to continually remind myself that though I am holding this exalted 

position as well as possessions, I am doing so on behalf of God (George, 2003).  As a 

steward I have learnt to appreciate the wisdom that godliness and contentment is great 

gain.  Whether it is the allure of power, position, or possessions walking in the fear of 

God and finding satisfaction at home is the primary antidote in overcoming temptations 

elsewhere. 

There are many things that all leaders must guard against lest these become snares 

to trip them down.  Knowing one's areas of gifts enables a wise leader to avoid walking 

the slippery slope of leadership success (George & Sims, 2007).  It also enables optimum 

utilization and deployment of one's potential for the good of the people being served.  

Furthermore knowing one's gifts as well as limitations in life is crucial to living a life of 

contentment on the one side and utter dependence upon God at all times on the other 

hand.  

S trategic Discernment 

The purpose and the worldview of leadership grounded in God’s glory are 

intertwined which is simply to bring Shalom to a community (Plueddemann 2009, p165).  

Strategic discernment is discerning what God wants us to do, and then applying it as good 

leaders in focusing our actions, our resources, and our people toward the realization of 

this Shalom.  As a leader it is imperative to listen to what direction God is asking one to 
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lead the people toward, then explains that direction to the people so that they can 

understand and join in that direction.  Part of that listening involves focused prayer and 

Bible reading.  But it also involves listening to how God speaks through the wisdom of 

others.  Difficult work and/or life related challenges where a leader may not know where 

or who to turn to, are the very occasions of greatest worship and time of sensing the 

Lord’s active presence with a leader.   

In a very practical yet simple way, strategic discernment as an element of 

Christian spiritual formation is to put on the outside what God has already put on the 

inside of a believer. It is to be conformed to the image and likeness of Christ.  The Book 

of Ephesians has some of the most beautiful expression of this work of God.  In chapters 

one to three what God has put at the disposal of the believers is very well laid out while 

in chapters four to six the emphasis shifts to the responsibility and the way believers can 

live out the truth of what God has already done.  The exhortation is for the believer to 

decisively and intentionally turn away from the standards of the world into the image or 

phantom of Christ.   

In 2010 I was asked to take over the responsibility of leading the CCC ministry in 

Uganda.  The challenges on the ground ranged from relational toxicity to infrastructural 

decay; from weak field ministries to choking administration system; from leadership 

breakdown to manipulative and discriminatory practices.  Therefore, knowing what was 

on the ground in the ministry in Uganda and yet accepting the challenge was like 

committing a spiritual suicide.  But it became opportunity to worship God for me and my 

family.  Biblical characters like Eleazar, Elijah, Daniel, David, Nehemiah, Ezra, the 

Disciples of Christ, etc. chose to trust God and worshipped him under the most unlikely 
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circumstance as they worked.   For example Eleazar of Damascus, Abraham’s servant 

who was sent to find a wife for Isaac refused to trust in his own judgment, but quickly 

presented his work-related challenge to God.  Likewise Daniel and Nehemiah presented 

their work-related challenges to God that could have resulted into death and that of their 

work colleagues.  

Ultimately, the greatest test a leader faces in the context of service is strategic 

discernment upon which the leader must make decision.  I took time to seek God in 

prayer and fasting for guidance.  At the end of the day, I brought all the ministry staff 

together to evaluate and design the way forward together.  We made tactical decision to 

shrink and place all staff in one place and in one field ministry.  We trimmed the 

administrative workforce and restructured the whole ministry and slowly the ministry 

began to see light and sense some freshness.  The ministry continues to make steady 

progress, the fruit of hard decisions that we made.  

As followers of Christ, we are called to conform to the image of Christ and 

making Him real in my world.  We can through faith and grace become like Christ as we 

practice simple and sacrificial lifestyle while engaging in the activities that Christ 

engaged in (Willard 1988, p76).  This process of personal spiritual development is 

inspired by the Holy Spirit and grounded in the word of God.  In the process, one’s life is 

continually shaped holistically by the Holy Spirit and other agencies involved in God’s 

kingdom including the Word of God and the ministry of Spirit-filled mature leaders so 

that one is enabled to fulfill one’s call in life as God intended.   
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Galatians 4:19 which says, “My little children, of whom I travail in birth again 

until Christ be formed in you” and a few other Bible texts shed light on the ultimate goal 

of Christian spiritual formation, for instance: 

Romans 12:1-2 (KJV)  

I beseech you therefore, brethren, by the mercies of God, that ye present 

your bodies a living sacrifice, holy, acceptable unto God, which is your 

reasonable service.  And be not conformed to this world: but be ye transformed by 

the renewing of your mind, that ye may prove what is that good, and acceptable, 

and perfect, will of God.  

Ephesians 4:21-24 (KJV)  

If so be that ye have heard him, and have been taught by him, as the truth 

is in Jesus: That ye put off concerning the former conversation the old man, which 

is corrupt according to the deceitful lusts; And be renewed in the spirit of your 

mind;  

And that ye put on the new man, which after God is created in 

righteousness and true holiness. 

Ezekiel 11: 19-20 (KJV) 

And I will give them one heart, and I will put a new spirit within you; and 

I will take the stony heart out of their flesh, and will give them an heart of flesh: 

That they may walk in my statutes, and keep mine ordinances, and do them: and 

they shall be my people, and I will be their God. 



 

59 

 

Emotion

ActionAttitude

Paul’s statements in Romans 12:2, Galatians 4:19 and Ephesians 2:23 are some of 

the most powerful treatise on spiritual formation.  The central word in each of these 

passages is the word transformed or formed.  This is derived from the Greek root morphē 

from which the English word metamorphosis comes.  Metamorphosis conveys not just 

change of appearance but also of character.  It is change of fundamentals: irreversible 

deep-seated change of character and behavior.  The process involves keeping in balance 

three interlinked domains: 

1. Attitude: right-thinking about 

Christ, God’s kingdom, and the 

Christian faith.  Christian moral 

transformation begins with 

mental renewal.  One’s mind 

must first be renewed solely by 

the Word and Spirit of God.  

Without this renewal of the mind as a follower of Christ one is unable to 

practice strategic discernment.   

2. Action: right-behavior evidenced by godly life style.  The mental renewal 

enables one as a believer not only to desire to do the will of God but also 

to discern and make godly choices and establish a new habit. 

3. Emotion: right-feeling toward God, self, and others.  The renewal of one’s 

mind and one’s right behavior consistent with the nature of the Spirit 
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dwelling in one allows one to bring one’s feeling into subjection to God 

so that one is able to respond to life circumstances in God-honoring way. 

Cultural Influence: Contemporary Distortion 

The atrocious war of the LRA led by Joseph Kony that lasted more than two 

decades from the late 80’s until recently left untold emotional and psychological 

devastation in its wake particularly amongst the Acholi of Northern Uganda.  The Acholi 

had a very proud culture whose practices guided relationships between parents and their 

children; between men and women; between boys and girls. This included respect for 

elders, rigid organization of gender roles, and communalism that emphasized “I am 

because we are.”  It was a culture based on cooperation, a collective sense of 

responsibility for the society, diligence, courtesy to all, and an unquestioning 

commitment to good and honorable neighborliness.  

The forcible internship of whole population into what was called the IDP camp 

life undermined all these practices and unleashed moral and social degeneration with 

devastating consequences.  Positive cultural authority crumbled as camp life had nothing 

to reinforce this role.  Seemingly abandoned by the government and at the mercy of the 

LRA, the people were overwhelmed by depression and feelings of hopelessness and 

helplessness.  The IDP became a breeding ground of all sorts of societal evil as the 

people, young and old, men and women lost the dignity to live honorably and resorted to 

animal like existence.  

Since the end of the war and the disbandment of the camp, pockets of the Acholi 

community almost everywhere are struggling with return to normalcy.  One is tempted to 
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ask, “Is there hope for the Acholi people?”  I believe that like the legendary phoenix, by 

the grace of God and incarnational participation to transform the culture, the people of 

Acholi can and shall rise again.  My heart bleeds for my people and I know that is where 

God wants me and my family to be the difference – a beacon of hope in the community.  

I am encouraged by Professor Manuel Ortiz, a renowned urban mission apologist who 

said that it is not enough to build our ministries among the poor and for the poor.  The 

poor must be incorporated into the family of God so that they take their place in Christ’s 

kingdom for the mission of the King Jesus to advance.  The rich need the poor and the 

poor need the rich, and in God’s kingdom we do well to recognize our incompleteness 

without each other (Ortiz & Conn 2010). 

Modeling Transformation  

– One Person…One Community… at a Time 

In 2001 God gave CCC-SEA a vision for a massive evangelistic campaign that 

would span 17 countries.  The campaign was dubbed Operation Sunrise Africa.  In 2003 

my wife and I began to prayerfully ask God how we could be used by him to help bring 

about societal transformation in a community.   Propelled by God’s promise to bring 

healing to the land when his people seek Him fervently8, and a vision for a healthy 

community we launched a gospel campaign in the Mbare community of Harare City.  

This community was notorious for filthiness, drugs, crime and anything evil you could 

think of under the sun.  We sensed that God was leading us to launch the campaign in this 

                                                 

8 2 Chronicle 7: 14 If my  people who are called by  my  name, will humble themselves and pray  and seek my  face and turn from their 

wicked way s, then will I hear from heaven and I will forgive their sin and will heal their land (NASV). 
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place and began to mobilize churches and shared the vision with them.  Not many church 

leaders were interested to do anything especially in that particular community.  But 

together with our children and their friends, and a handful of people from a nearby church 

that were available, we launched our mission.  

Armed with brooms and garbage collecting tools, and a vibrant live youth musical 

band belting out gospel music and a few seasoned evangelists we commenced cleaning 

the busiest and the filthiest market in the city.  Soon we were literally surrounded by 

hundreds of curious men and women many of whom soon joined us in the clean-up 

campaign.  By the end of the day, we left an excited neighborhood and a good section of 

the market litter-free.  We shared the gospel and those who came to the Lord were 

directed to those churches that were participating in the campaign.  

We subsequently returned to the place until the whole neighborhood was clean.  

More and more people voluntarily joined us in the work.  The churches that had hitherto 

stood apathetically soon mobilized their members and joined in too.  Behold, words 

filtered around and reached the city authorities at the Municipal Office.  We were 

contacted by the local Council responsible for the area not just to say thank you, but also 

to provide more manpower from the City Department responsible for garbage cleaning 

for the subsequent campaign.  They also provided trucks to ferry garbage something that 

had not been done for as long as anyone could remember, and additional tools such as 

masks, boots, gloves, and other stuffs.  

We were subsequently invited to the Municipal Office to receive a formal 

acknowledgement of appreciation.  Meanwhile the churches that participated in the 

campaign reported exponential growth in their membership almost immediately.  As a 
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result of what took place in one community, a number of communities around the city 

began to organize themselves not just to clean their localities, but even to plan how they 

could tackle such common issues like drugs and teen promiscuity.  

Recognizing that transformation is first and foremost an individual experience 

before it is corporate, as an individual believer and a leader; I have a God-given mandate 

to help bring about holistic growth – shalom to the people to whom he may send me.  I 

am called to effectively transmit the gospel in such a way that it brings about 

transformation where God has planted me right now.  The light and the requirement of 

the gospel must be fully brought to bear on every aspect of human life in the community 

beginning in the church where I am a member.  That light must be delivered in culturally 

and contextually appropriate ways to benefit the people.  

Transformation which is essentially the evidence of true Christian experience and 

influence is not a passing fad or temporary experience.  The living conditions of the 

people in whichever communities God sends believers must change.  In the words of 

Quentin Schultze, our leadership is the best display of our faith.  “It is more than vague 

relationships with people who wear the same bracelets, carry the same version of the 

Bible, or spout the same religious slogans.”  Leadership that will transform our 

communities must be incarnational and anchored in the unadulterated word of God 

clearly communicated in culturally and contextually appropriate ways.  Kwame Bediako 

argues that what is crucial is what the African believers do with the gospel they receive 

through whatever source including the Western missionary (Bediako, 2004). 
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Transforming Culture through Christian Ministry 

Minister-to-Ministers: Birth of Ministry 

The Church in Acholi appears oblivious of its potential to breathe life into a 

spiritually dying generation and to influence it for good and for God.  Instead it stands 

disinterestedly like an emasculated bull in the midst of cows that are ready to mate.  

Moral degeneration, infrastructural atrophy, cultural decadence and spiritual declension 

covers the people a like a blanket of fog although churches abound everywhere.  There is 

a serious dearth of spiritual fathers to mentor and disciple this generation to enter into its 

Canaan.   

Although there is great need for spiritual leaders to mentor the ever growing 

numbers of emerging leaders in the community, there are not many contextually and 

professionally trained and equipped ministers to meet the challenge of the growing 

secularization in the church.  It goes without saying that Acholi cultural transformation 

cannot occur without the full and active engagement of the church.  Thus the influence of 

the church leaders in the community cannot be looked upon casually. As my wife and I 

prayed and consulted with family members, friends, and a few spiritual leaders about our 

response to this situation, God gave us vision for this strategy – the Minister-to-Ministers 

(M-to-M).  

M-to-M seeks to engage, encourage, equip, expose, and empower spiritual leaders 

in Acholi across denominational barriers to become community transformers by 
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providing effective leadership to the growing young population9.  In order to inspire 

beneficial changes every leader needs to know and be aware of the three different types 

of change methods necessary to drive it.  These are developmental change, transitional 

change, and transformational change each of which requires different change strategies.   

In Beyond Change Management the role and impact of mindset is considered very 

crucial in modeling transformation (Anderson & Anderson, 2010).  Transformational 

change requires a completely different set of leadership skills that M2M seeks to impart.  

A transformational leader applies the conscious change approach to realize the desired 

transformation. 

The most important change leadership role is for leaders to walk the talk of 

change, to model the transformation they are after in the community.  Leaders saying one 

thing and doing another is a path to certain failure. It breeds distrust and dissention, 

increases people’s resistance, and damages all hopes of building people commitment for 

the transformation (Anderson & Anderson, 2010 p97). 

As conscious change agents the leaders ensure that the people, the process, and 

the content are kept in balance so that the transformational process does not lose steam.  

This is at the heart of the M2M vision for equipping leaders.  Robert Greenleaf asked in 

his book Servant Leadership, “But what are you going to do with the world as you find it, 

which I call a bureaucratic society?  How can one live responsibly in a bureaucratic 

society” (Greenleaf, 1978 p307)?   

                                                 

9
 75% of Uganda population is below 30 years according to the Uganda Bureau of Statistics of 

2010 
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M-to-M will provide forum for Christian leaders in Acholi to engage at a personal 

and deep level for the purpose of nurturing, accountability, and building relationships.  

Kevin Harney says in Leadership from the inside Out:  

Healthy leaders not only practice self-examination but also move beyond 

reflection to invite others into deep parts of their soul … too many leaders spend 

huge amounts of time and money developing a powerful skill set but forget to 

nurture and guard their own soul (Harney 2007, p17). 

The mission of M-to-M is to be catalyst for developing transformational leaders – 

leaders who live responsibly in the world that is flowing to the brim with irresponsibility. 

It purposes to reproduce leaders who are not only reflective but also are professionally 

and theologically informed balanced practitioners of societal transformation.  

Participation in the program will be by invitation only in order to filter the kind of people 

with the right attitude and commitment for Acholi cultural transformation.  Furthermore 

it needs to be seen by the participant as an investment decision – a spiritual and socio-

cultural and political investment.   

The program itself will enable leaders to explore critical personal development 

issues and cultivate values that accelerate community cultural transformation while at the 

same time strengthening interpersonal relationships.  Although church leaders are the 

primary audiences as their influence is essential in seeding the transformation process, 

the program will be open to other key community Christian leaders who will meet the 

criteria set for being in the program.  In working with selected leaders together, we can 

use this relational power to break out of the current self imposed restricted worldview, 
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which unfortunately compartmentalizes the Christian message making it impotent in 

dealing with socio-cultural and religious issues such as we are facing in Acholi. 

Since 1980’s my wife and I have been involved in training Christian leaders and 

other believers across denominational barriers in skills of evangelism and discipleship 

and preparing some for cross-cultural local and international mission work.  Such 

involvement exposed us to several challenges which included critical need to support 

leaders many of whom were operating like lone rangers and/or were ill-equipped to lead 

congregations that were becoming increasingly urbanite and post-modern.  

When we returned to Uganda at the end of 2010 after fifteen years away in the 

mission field we were shocked by the level of the moral decadence that seemed to have 

gotten worse.  Following the two decades of internecine in Northern Uganda a depressive 

spiritual atmosphere was created in Acholi as leaders watched helplessly while life 

degenerated into animal like existence (Minority Rights Group 2005).  We sensed God 

had prepared us to be part of the solution to the Acholi leadership dearth by facilitating 

the development of leaders to be and to do all that God has intended for them.  My 

current role and responsibilities within CCC has helped to create conducive platform for 

meeting and getting to know many spiritual leaders from the Acholi region who are the 

primary target of this study.  My personal relationship, involvement and ministry 

alongside some of these leaders prepared and enabled me to establish a network of 

influencers that have potential to ignite fire for cultural transformation in Acholi.   

In addition to role modeling and mentoring, there the curriculum developed 

through this project provide biblically, culturally and contextually appropriate training 

curriculum to build leadership character, capacity, and competence of the people at all 
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levels.  M-to-M will employ the small group context to allow optimum interaction 

between the leaders in order to build authentic relationship and establish supporting 

community for each other. 

Profile of Transformational Agent 

Societal transformation can be viewed as a process by which a village or locality  

is profoundly changed for beneficial good of the community at all levels as the reality of 

the Kingdom of God is made increasingly visible in the place (Carlson, 2002).  It is the 

work of the Holy Spirit changing people and their behavior.  Since it is the obedient 

response to God’s call that results into the rise of transformation agents who then become 

the leaders of societal transformation, God has to be acknowledged as the initiator of the 

process (Haggart, 1995).   

The profile of a typical transformational agent would include: 

1. Being at the cutting edge of the work of the Holy Spirit, 

2. Being filled with the Holy Spirit as evidence of abiding in Christ, 

3. Ability and courage to break new ground, 

4. Humility and tenacity to spearhead, restore, and rebuild broken people 

and broken relationships, 

5. Uncompromising steadfast and sacrificial commitment to the good of the 

community, 

6. Word-rooted-ness (God’s word) and prayerfulness.  
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Transforming Acholi Culture through Expanding Influence and Ability  

Considering where the Acholi community is, unless the fundamental assumptions 

of the community are understood, cultivated and gradually changed, any change initiative 

no matter how serious, may be like arranging the deck chairs on the Titanic when the ship 

is going down.  As I embarked on this project I was aware that leading transformation 

tends to attract detractors by the dozens.  I was also aware that people do not necessarily 

care much nor understand sufficiently until they are impacted by the world in which they 

live.  Until the realities of the current cultural decadence accompanied by the evils of 

moral breakdown touched the lives of many, the Acholi seemed contented and lived a life 

that was totally detached from the reality of their world.   

When leaders and culture collide, it is almost always the culture that wins.  

Borrowing from Lupton’s discourse I know that transforming the Acholi people is not 

primarily fixing physical infrastructure as popular voices would make us believe though 

desirable. It must begin with transformation of the culture (Lupton 2005).  Sadly, there is 

a tendency of being too preoccupied with the state of the art: the ‘how’ and the ‘what’ of 

things to be done instead of the state of the heart of the people.  

Any transformational leader working within this environment need to grasp and 

learn to utilize the positive dynamics of relational power inherent in the culture in order 

to let the Gospel effectively rebuild the broken walls of humanity among my people.  The 

relational power in this context is primarily vested in the cultural norms of the 

community; the values, and the idiosyncrasies that play determinant roles in the society.  

The Acholi are a communal people who still live in the context of communalism. This 

must not be confused with communism.  The Acholi do not define their identity as 
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individuals but within kinship groups known as clans, which in turn create collectivist 

personality.  

Psychologists define collectivism as a social term that relates to the manner in 

which humans identify themselves and prioritize their goals (Marshal et al, 1980).  It is 

this collectivist mentality that has also made the moral degeneration spread so fast 

because the people behave in ways that are in line with existing norms and group 

solidarity in order to gain a sense of identity from being part of the group.   

Collectivism, which is the opposite of individualism, is a prized cultural value 

amongst the Acholi especially because it focuses on the priorities of the whole 

community rather than the individual.  The people readily identify themselves with the 

goals of the group more than the goals of individuals.  Thus the culture presents a great 

opportunity for one to extend positive transformational influence as one works with the 

community spiritual leaders.  

By using the principles advanced in Prof. Edgar Schein's model of organizational 

culture, it is important for transformational leaders to understand the existing cultural 

elements in order to be able to analyze the relationship between deep rooted assumptions 

and common practices within the culture (Schein 2010, p300-301).  It can therefore be 

argued that the crisis in the community is God’s way of drawing attention of the 

community to rediscover who they are in him.  The Chinese word weiji is a word for 

crisis which is composed of two characters.  The first character wei means “danger” and 

the other ji means “crucial point.”  Therefore, the crisis in the Acholi community, though 

dangerous, presents a crucial point of turning around.  As a systemic leader called to 

inspire transformation process I welcome the opportunity this crisis creates. 
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When spiritual leaders in the community live in ways that result in the community 

members asking questions of them to which the gospel is the only answer, it unites the 

gospel-as-life and the gospel-as-deed with the gospel-as-word and makes the Christian 

witness real (Stearns, 2009).  This empowers leaders to exert efforts to change the basic 

assumptions of the culture.  It will in turn help catalyzing the process of the desired 

change.  This latter process is a cultural change process, where the basic assumptions are 

sought and changed to fit the wanted espoused new values and artifacts of the culture. 
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CHAPTER 4  

BIBLICAL AND THEOLOGICAL BAS IS  

Comparative Perspective 

A quick look at the situation in Acholi today easily draws a parallel with the 

situation of Nehemiah’s day.  People are generally living in terrible disgrace as lackluster 

attempts to resettle the populace by the Uganda Government and several NGO agencies 

that have made a living out of the misery of the people who have not borne lasting and 

meaningful results. 

In the first chapter of the Book of Nehemiah, Nehemiah was informed by Hanani, 

one of his brothers about the condition of the people who had escaped the captivity and 

returned to Jerusalem.  It was a big shock and Nehemiah’s heart was broken.  How could 

he continue to enjoy the comfort of his high office in Susa while his very own kith and 

kin were living in misery and dehumanizing condition in Jerusalem? (Nehemia1:2-4 

NASV). 

Nehemiah’s response to the revelation was comparable to the response of Isaiah 

when he eaves-dropped the heavenly discussion between the God-head.  God saw a 

problem and God wanted to deal with it.  Although unsolicited, Isaiah quickly and boldly 

said, “Here I am.  Send me” (Isaiah 6:8 NASV).  Obedient response to God’s wakeup call 

will always birth change agents who then become God’s instruments for transformation 

process (Covey, 1998). 

The Acholi are very religious people as over 84% claim to belong to the Christian 

denomination (UBOS, 2010).  And yet these same people are experiencing 
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unprecedented moral and social degeneration, political retardation, economic destitution, 

educational decline, and serious leadership crisis as evidenced by poor governance and 

the generally declining quality of life – qualities that are inconsistent with the faith they 

confess.   

The question that begs answer is, “Why is this numerical Christian strength not 

being matched by similar qualitative holistic shalom ushering changes in the 

community?”  Prof. Ali Mazrui lamented that Africa’s problem in parts is the result of 

adopting a form of religion without its substance; westernization without the composite 

technical modernization necessary to support it; urbanization without relative 

industrialization giving rise to growth of massive slums and dehumanizing life all over 

the cities of Africa; and acquisition of capitalists greed without the capitalist discipline of 

hard and productive work (Mazrui, 1997).  Although this is a general lament about 

Africa’s challenge, it succinctly summarizes the situation in Acholi.  Acholi lacks biblical 

change agents that could help initiate positive transformation for the wellness of the 

community and the glory of God and in order to stem the tide of societal decadence. 

A Christian Understanding of Transformational Change 

Dr. Randy White points out that the form of leadership one employs in the 

process of pursuing community transformation communicates more about the person than 

one really knows as it reveals the things one most deeply believes.  Transformational 

leaders must challenge the immoral and impoverished conditions in the society and work 

towards bringing shalom to the people.  It is the role of God’s people, the believers – and 
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leaders for that matter, to help bring enrichment to their world and at the same time to 

expel ‘darkness’ from it (Linthicum 2003).  

In my earlier discussion I mentioned that today the Acholi community is grinding 

under the weight of injustice, corruption, poverty, diseases and many more evils while the 

people of God – the Christians stand powerlessly like emasculated bulls surrounded by 

cows ready to mate.  The problem is not lack of power but using the wrong power to 

address the issue – very much like answering a question that no one asked.  The Bible is 

clear that God has given us all things for life and godliness.1  It therefore follows that we 

have the power to reshape our communities positively.  That is the transforming power 

Robert Linthicum defines as “…the ability, capacity, and willingness of a person or a 

group of people or an institution to act” (Linthicum 2003).  

All over Africa, the people are very hungry for God as is evidenced in the number 

of people that missiologists assert are embracing the Christian faith daily.  The Acholi are 

not an exception to this divine move.  But the gospel proclaimed and the gospel that the 

Acholi need must not be empty words spoken.  As Philip Jenkins discusses in The New 

Faces of Christianity: Believing the Bible in the Global South, Christianity has never 

been a religion of theories.  The New Testament worldview is based upon practical 

intentional engagement against forces of evil whether they are spiritual, social, political, 

or economical. This practical faith must be championed by transformational leaders 

(Jenkins, 2006).  

                                                 

1
 2 Peter 1: 3 His divine power has given us everything we need for life and godliness through our 

knowledge of him who called us by his own glory and goodness. 
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In this project like Nehemiah, a transformational leader is likened to the biblical 

gardener who pleaded with the vineyard owner to spare the fig tree from being cut down 

because of its un-productivity. 

Then Jesus told this story: A man planted a fig tree in his garden and came again 

and again to see if there was any fruit on it, but he was always disappointed.  

Finally, he said to his gardener, ‘I have waited three years, and there hasn’t been a 

single fig! Cut it down. It’s just taking up space in the garden.’  “The gardener 

answered, ‘Sir, give it one more chance.  Leave it another year, and I’ll give it 

special attention and plenty of fertilizer. If we get figs next year, fine.  If not, then 

you can cut it down.’” (Luke13:6-9 NASV).   

Just as the gardener offered to water the fig tree, to dig around and fertilize it with 

the expectation that it would then become productive so is the work of a change agent.  

The responsibility of the agent is to be a catalyst in finding and developing potential 

change leaders who can then become change agents for the glory of God and optimum 

productivity and wellness of the people (Carlson, 2002).  In the book City Signals, there 

are useful insights on how community transformation can occur (Bakke & Smith, 2008).  

Although the focus in the book is urban transformation, the same principles can be 

adopted for community transformation.  The heart of the argument is that community 

transformation cannot take place without the transformers first loving and knowing the 

community (Bakke, 2005).  

Transformational development or change is a journey that begins with God and 

belongs to God.  It is not the neatly packaged prescription on transformational 
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development often promoted by globetrotting so-called development consultants, field 

experts, relief workers and donor agencies that dot the landscape of the Third World.  

The first step in transforming a community is to understand it by learning to see the 

community the way God sees it.   

If societal transformers do not possess appropriate theology to give godly 

renewed vision and fresh hope for the communities, they are more likely to compromise 

and adjust themselves to community mess.  Transforming communities cannot be 

accomplished without the incarnational presence of the messengers of transformational 

change.  This is what Robert Lupton refers to as Theology of a Place where God calls a 

person or people to a place to be present; totally immersed as His agent of transforming 

presence (Lupton, 2007).  

Biblical transformation is a broad concept whose impact covers all domains of life 

including culture, politics, economy, governance (leadership), education, and spiritual to 

name only a few.  It is always a progressive fundamental frame breaking change 

(Herrington, 1999).  Successful and sustained transformational change requires high level 

change reflective and systems thinkers able to exert extraordinary effort to realize the 

desired changes to lead it (Meadows & Wright, 2007).  Nehemiah is an example of such 

an agent.  His call and response to rebuild the walls of Jerusalem is a great 

encouragement and inspiration for the project this study is addressing.   

Several transformation initiatives in the Old Testament were led by people like 

Isaiah, Nehemiah, Jeremiah, and Ezra who became change leaders after experiencing 

change of perspective.  In the New Testament the concept of transformation is clearly 

displayed as the result of the Holy Spirit working within an individual who has fully 



 

77 

 

surrendered to God’s call.  It begins with change of worldview in the individual whom 

God has chosen to use as the vehicle for the transformation.  An important factor in 

transformation is the change of perspective and paradigm of the change leader.  The 

following scriptures speak of the necessity of change of mindset before God can use one: 

And so, dear brothers and sisters, I plead with you to give your bodies to God 

because of all he has done for you. Let them be a holy and living sacrifice – the 

kind he will find acceptable. This is truly the way to worship him. Don’t copy the 

behavior and customs of this world, but let God transform you into a new person 

by changing the way you think. Then you will learn to know God’s will for you, 

which is good pleasing and perfect (Romans 12: 1-2 NASV). 

So all of us who have had that veil removed can see and reflect the glory of the 

Lord. And the Lord – who is the Spirit – makes us more and more like him as we 

are changed into his glorious image (2Corinthians 3:18 NASV). 

The theological exegesis of the glory of God summarized in 2Corinthians 3:18 is 

important in understanding the transforming work of God by the power of the Holy 

Spirit.  In this passage the grace of God is manifested in His plan to share some of his 

divine attribute such as goodness, mercy, righteousness, holiness, and wisdom with 

mortal being.  These are the attributes which are essential in the life of a conscious 

change leader.  The change agent needs to be transformed from using the principles of the 

old way of traditional or Industrial Mindset into functioning effectively using Biblical 

principles of ‘being the likeness of Jesus Christ’ which is really the Emerging Mindset 

(Anderson & Anderson, 2001).  A change leader is transformed and becomes a new 
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person in Christ operating in a new way with a new mindset commonly called the 

Emerging Mindset.   

When this mindset is energized by the Holy Spirit, the leader is enabled to think, 

act and talk like Christ by the power of his Spirit thus becoming a powerful conscious 

change leader.  The concept of conscious change leader is therefore consistent with the 

Biblical imperative in 2Corinthians 5:17 that if anyone is in Christ the person is a new 

creation – one who operates as new creation in the power of Jesus Christ.  Although it is 

a lifelong process, the change agents begin to increasingly demonstrate the fruit of the 

Spirit in their work.  

This calls for the work and the anointing of the Holy Spirit, adopting kingdom 

perspective, and intentional rootedness in the revealed word of God (Bible) as the basis 

for changes.  In practical terms it means pursuing Biblical based holistic breakthrough 

training by change leaders who are focused on God’s kingdom as priority while at the 

same time integrating the spiritual with the down to earth practical solutions and 

changing the present mindset.   

Basis for Transformational Leadership: S piritual Formation 

It is important to understand spiritual formation as a Christian practice even 

though in the recent past it has raised some genuine concerns among Christians especially 

the evangelicals.  Suspicion about this practice was fuelled to some degree by the fact 

that it was popularized by such Roman Catholic monastic like Ignatius Loyola and 

known mystics like Thomas Merton, Frank Laubach, Thomas Kelly, and Catherine 

Doherty a Catholic activist who claimed to have experienced special revelation from 
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Christ.  Other renowned proponents of spiritual formation in these later days include 

Dallas Willard and Richard Foster whose apparent reliance on non-traditional Christian 

resources and sources to teach and emphasize the discipline raised more questions than 

answers.  

While acknowledging possible misrepresentations and distortions in some of the 

teachings of Willard and Foster and possibly others which is not the subject of this study, 

we must recognize the gem in the stone and etch it out for ourselves.  To ignore spiritual 

formation on the basis of the controversies raised is to proverbially throw away a baby 

with the dirty bath water.  Therefore, for this study I consider spiritual formation an 

essential disciplined deliberate attempt by a believer to cultivate a productive and 

intimate relationship with God.  It is about aligning oneself and one’s environment with 

God and to be the expression of God’s Spirit in the world (Pierce 2001, p1-3).   

Spiritual formation is the natural fruition of the born-again life whose processes 

includes educational effort and other tooling like mentoring and coaching.  It is a general 

term which refers to all attempts, means, instructions, and disciplines intended towards 

deepening of faith and furtherance of spiritual growth (May 2009).  It provides a working 

blueprint for addressing areas needing growth and for strengthening one’s character in 

readiness for increased levels of influence in the community and beyond.  Lack of 

understanding the need for spiritual formation has not only dwarfed leadership growth 

but also stifled transformational leadership development.  

With the above perspective in mind, taken to extreme or out of context, 

spiritual formation can easily cause the spiritual life to become a matter of works 

rather than grace.   When the personal efforts and experiences of a believer are so 
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exalted that they dwarf the saving and sanctifying activity of the Holy God then one 

has clearly lost the balance.  In its proper context, spiritual formation is a healthy and 

holistic way of approaching spiritual growth.  This is so because the focus is more on 

practical experience rather than on information.  It depends on diligent prayer 

balanced with studying the Scripture as primary resource and other credible related 

literature as secondary resource.    

As a real life growth process, it is lived out in the context of a community 

instead of sitting at the feet of an authority figure.  It is more than just a commitment 

to act and think like a follower of Christ.  It is a pragmatic yet sincere inner desire to 

know God that involves the cultivation of the inner life rather than simply rearranging 

one’s outer life.  Mature followers of Christ who have mastered basic Christian 

doctrines and have allowed this knowledge and commitment to express itself in their 

everyday choices in life stand to benefit greatly from the pursuit of spiritual 

discipline.  

It follows then that the pursuit of spiritual formation is about translating one’s 

biblical worldview into a consistent Christian lifestyle.  This brings to my mind the 

remarks by Dallas Willard in an interview with Bob Buford in which he is reported as 

having said,  

“My prescription is that you should devote the rest of your life to doing 

those things which you know to be good and profitable for humanity, and that 

means especially for the human beings who live around you. You should devote 

yourself to advancing their well being (Buford 2004).”   
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The end of spiritual formation is to rise from a level of living a life of personal 

success to living a life of significance that promotes the wellness of others and takes care 

of the environment where the Lord has placed one.  This is why the model of Nehemiah 

becomes a very appealing cultural transformational case study.  One’s workplace 

wherever that may be, is the places where one’s spirituality must be tested and tasted 

(Pierce 2001, p159).  The critical difference between significance and success is that 

whereas success has to do more with outcomes of events or circumstances that one is in 

control and is chiefly for one’s good or personal pleasure; significance has more to do 

with outcomes of events and circumstances well beyond my control and is chiefly for the 

glory of God and the good of others.  Christian spiritual formation is a key to effective 

stewardship of God’s creation.  It is all about making God real in whatever environment 

we are in.  
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CHAPTER 5  

RES EARCH 

Introduction 

Although this study relied more on the qaulitative research, I carried out limited 

quantitative research around four critical questions that would help to establish to some 

degree the extent of matter under study in this project.  For the limited quantitative study 

questions were crafted around five major topics namely the issue of work, disrespect of 

adults, sexual immorality, deception and stealing.  Because of the low level of functional 

literacy amongst the respondents, a considerable amount of the data gathered were in the 

form of audio recording.  A total of 150 questionnaires were given out and 130 

respondents accepted to be interviewed.  37 of the respondents chose the audio interview 

while the rest used the paper format.  The respondents were taken at random from 

schools, the church and in the community.   The choice of the topics for interview was 

based on the fact that these questions could be asked of any person and it did not require 

any deep reflection.  

Qualitative Research: Appreciative Inquiry Method 

I have employed primarily the qualitative research method for this study to gather 

infromation namely, the use of secondary resources, application of appreciative inquiry 

and  conducting interviews with various people within and without Acholi region.  This is 

an enquiry approach in which the inquirer explores a central theme by asking participants 

broad general questions related to the theme. The responses collected represent detailed 
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views of participants in the form of words or images. It is also the responsibility of the 

researcher to analyze the data for description and to interpret the information drawing on 

personal reflection and past available researches before writing the final report that would 

include the researcher’s biases (Creswell 2002, p58). 

This research focused on finding positive aspects of the Acholi culture and 

exploring how these elements of culture could be used as redemption tool within the 

transformational context in the community for greater growth and stability in what could 

be a hostile environment.  It involved gathering information about the old traditional 

Acholi culture. This was done through face to face contacts as well as telephonic 

discussions.  The research method that offered better opportunities for discovering these 

essential elements in the culture is the Appreciative Inquiry (AI) approach.  Some of the 

guiding principles of AI included looking for a positive change core and the importance 

of continuity (Potter 2002).  

I also studied the biblical transformation that was spearheaded by Nehemiah as 

model for possible adaptation to the context for transformational change of Acholi.  With 

this the research helped to create a contextualized Christian involvement in transforming 

the community (Hibert, 1995). 

Interviews 

Within the framework of AI, the primary method I used for gathering information 

were interviews with key transformational leaders from within the Acholi community.  

The interviews were conducted randomly at places of ministry, in homes, schools, 

offices, and churches.  Some of the interviews were in the city where a number of Acholi 
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opinion leaders live and work, while other interviews took place in the local communities 

in Acholi.  Those interviewed were both male and female from a broad background – 

teachers, business persons, local councilors, village opinion leaders, religious leaders, etc. 

I made no effort to neither quantify the gender nor establish specific age groups in the 

interview process.  As an Acholi who lived in the land and spoke Acholi fluently, gave 

me an advantage of trust and acceptance by the respondents.  

The Interview Questionnaire II and III were conducted in atmosphere that allowed 

the respondents to express their views openly. The questions in the Questionnaire II were 

open-ended to allow for interaction and expression of views from the perspective of 

specialization by the individual. The curriculum design in this project was significantly 

informed by this process.    

Implementation: Curriculum Effectiveness Test 

In order to test the effectiveness of the curriculum, a limited test was carried out 

in the field context.  The test was conducted with an abridged version of the curriculum.  

The analysis of the data gathered during the seminar helped to identify the effectiveness 

of both teaching and learning experiences, acquisition of new paradigm vis-à-vis work, 

and strengths as well as weaknesses of the curriculum.  The results are to be used to 

inform the refinement of the curriculum before its formal launch. 

About 80 people were initially invited for the test seminar.  64 people were 

registered as present but only 43 actually attended all the sessions.  These are the ones 

who participated in the final evaluation at the end of the seminar.  The participants 

attended the lectures and participated in the small group class discussions.  They 
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subsequently discussed and evaluated the individual lessons and the seminar as a whole.  

The discussions were conducted in both the small groups and the large class setting 

immediately after the sessions.  

Evaluating Curriculum Effectiveness 

Each of the 43 participants was asked to respond to the following questions after 

the seminar:  

1. What significant lessons have you learned in this seminar?  

2. What have been some of the most effective teaching-learning experiences for 

you in this seminar?  

3. What are the strengths and weaknesses of the curriculum?  

4. What practical changes will you make in your life and work as a result of this 

seminar?  

Their responses were aggregated and tabulated as hereunder: 

S trength of 

Curriculum 

Weakness of 

Curriculum 

Paradigm S hift Effectiveness of Teaching or 

Learning Experience 

Contextual and 
Biblical  relevance 

Lack of support 
from key players 

Work is worship Use of case studies and group 
discussions 

Emphasis on 

identity is who and 
what I am in God 

Culture of 

consumption versus 
production 

Identity is not 

defined by worldly 
position or 
possession 

Self-discovery through use of 

assessment tools 

Addressing issues 
that are pertinent 

Challenge of 
language in which 
lesson is presented 

Work is privilege to 
bless others 

Interactive Learning 

Developing healthy 

work discipline  

The division 

between the secular 
and the sacred work 

Daily seek God and 

join him where he is 
at work 

Reflection with application 
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The participants were then put in five discussion groups comprising eight 

participants (three groups had 9 participants).  Each group discussed and presented their 

findings in respect of the following areas as shown in Appendix F:  

(1) The effectiveness of the teaching-learning experiences,  

(2) How well integrated the contents of the curriculum were, 

(3) Helpfulness in acquisition of new paradigm of work,  

(4) Clarity of curriculum objectives,  

(5) The development and strength of curriculum, 

(6) Effectiveness of  curriculum as a transformation tool, 

(7) Relevance of curriculum to improve coaching capacity of participants, and 

(8) Practical relevance to learners’ context. 

Results of the S tudy  

The participants indicated that use of case studies and group discussions in 

presenting the curriculum were the most effective teaching-learning experiences.  The 

Interactive Approach allowed them to learn from one another as they were helped by the 

facilitator.  This was a new and exciting learning experience for all the participants whose 

learning experiences in classrooms have been largely lecture type situations.  For most of 

the participants using the Personal Assessment Tools was one on the highlights of the 

seminar and most valued learning experience.  Unfortunately, the use of English as the 

medium for presenting the seminar limited participation and a better appreciation of the 

tools.  Some of the participants did not possess beyond basic understanding of the 

English language.  The continuous challenge for critical thinking leading to designing 



 

87 

 

personal application of the learning experience was also one of the highlights as it 

reinforced the learning effectiveness.  

The greatest strength of the curriculum according to the participants is its biblical 

foundation in promoting and restoring the dignity of work which is transformative, 

pragmatic and God-honoring.  They also recognized the preciousness of all legitimate 

work as God’s call contrary to the popular thinking in the culture that devalued certain 

work while exalting others.  The coaching method and interactive learning approach that 

enabled participants to learn from one another was very helpful in allying what many 

termed ‘classroom phobia.’  

The participants also identified some significant shortcomings that would hinder 

effective implementation of the curriculum.  The generally low level of education made it 

difficult for the participants to follow as the seminar was designed to be taught to an 

English speaking audience.  Although two translators were brought in, the participants 

who understood both English and the local language said that the translation was often 

not accurate.  Since the target audience for the implementation of the curriculum is 

generally these with limited understanding of the English language, the urgency to 

translate it cannot be overemphasized.  Shortage of Christians as role models to champion 

the dignity of work was one of the weaknesses identified in the curriculum 

implementation process. 

Conclusion   

The generally expressed view was that the curriculum was contextually and 

biblically relevant and would be a very helpful resource in jump-starting a turnaround in 
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the way Christians perceived work and were part of the increasingly devalued work 

ethics.  However, it is obvious that for greater effectiveness the curriculum needs to be 

translated into the local language.  This is partly because the larger target audiences for 

the curriculum are those who have very minimal grasp of the English language, the 

medium it is written in.  

The above notwithstanding, at the end of the seminar one of the participants gave 

a testimony saying,  

“Today I have been liberated from the shame of the work I do.  I would never tell 

people what I do because our culture laughs at men who do domestic work.  Now 

I know that whatever I do is worship and I am not ashamed to worship God. My 

work is the expression of my worship.  From today even the way I will do my 

work will change.”   

Another lady who was also one of the participants said,  

“There are things that I could do as long as it brought me money even if I did not 

like them.  But now I know that work is not about money first.  It is not about the 

end justifying the means. Do I get fulfillment in the things that I am doing?” 

After the seminar, one of the leaders in a church reported, 

“For me I cannot say that whatever I did I was doing with all my strength, all my 

heart, my entire mind, and my soul.  For me I would do the least and got away 

with what I was doing.  But today, I realize that God cares about what I do just as 

much as the way I do it.  I have made up my mind to change the way I will do 

things from today because I will be doing everything as unto God.” 
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CHAPTER 6  

FINDINGS  AND RES ULTS  

I am an Acholi born and bred in Acholi in a rural setting where I witnessed the 

importance of culture and the dynamics of Acholi traditional practices powerfully at play 

in almost every aspect of the life and work of the community.  My cultural root and 

Christian belief have been significant transforming factors in shaping my worldview 

hence lifestyle.  

Since cultural norms and values are at the core of human development, conscious 

harmonious coexistence of a community is therefore founded and held together by 

specific sets of principles drawn from those values and norms.  These in turn guide the 

leadership behavior of the people in that culture in ways conducive to the wellness of all 

(Robert et al).  This cultural influence on the leadership provides the context essential for 

guidance in all areas of life from child upbringing to adulthood responsibilities especially 

work; from leadership of families to unifying values for those who are bound in a 

common lineage generally known as clans (House, Wright, & Aditya, 1997).  

The results of the interview especially the ethic-based questions clearly 

demonstrate the need for intervention to reverse the degeneration of moral values in 

Acholi.  As will be shown hereunder in the tables tabulated, seeing that the majority of 

the respondents were youth between the ages of 12 and 20 who comprise more than 70 

percent of the population, the future of Acholi is at stake unless urgent measures are 

taken to deal with the matter. 
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Table 6.1 Questions on Work 

 Respondents Total 

“Yes” 

Total 

“No” 

% 

“Yes” 

% 

“No” 

Do you like working with your hands?  130 40 90 31 69 

Do you approve of working for other 

people? 

130 43 97 33 67 

Have you ever worked for others before? 130 28 102 22 78 

Would you like to work for someone else? 130 10 120 8 92 

Are you happy with your work? 130 30 100 23 77 

Are you happy at your place of work? 130 19 111 15 85 

The views expressed in the interviews shows a very pathetic perspective of work.  

Although the respondents are largely young men and women without any formal skills or 

barely basic level of education, the degree of disdain for menial work is very high.  69% 

do not like working with their hands while 67% do not approve of working for others.  

Only 23% are happy with their work while only 15% are happy at their place of work. 

The most telling indicator is that whereas most of the respondents do not have any work 

experience, only 8% were willing to work for someone else.    

Table 6.2 Questions on Disrespect 

 Respondents Total 

“Yes” 

Total 

“No” 

% 

“Yes” 

% 

“No” 

Is it ok to ‘talk back’ to adults?  130 89 41 69 31 

Do you approve of others ‘talking back’ at 
adults? 

130 76 54 59 41 
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Have you ever ‘talked back’ to an adult? 130 115 15 89 11 

Is it ok to ‘talk back’ to one’s parents? 130 74 56 57 43 

Have you ever ‘talked back’ to your 
parents? 

130 97 33 75 25 

The responses to the above issue reflect a growing sense of disrespect especially 

seeing that 69 percent of the respondents agree that it is ok to talk back to adults.  In a 

culture where talking back to adults was once considered a taboo, this is indeed a cause 

of concern.  Disrespect of adults is often a sad pointer of disrespect of authority.  This 

finding needs to be taken together with others to give a better perspective of the declining 

moral values.  

Table 6.3 Questions on Sexual Immorality 

 Respondents Total 

“Yes” 

Total 

“No” 

% 

“Yes” 

% 

“No” 

Have you ever had sex with anyone? 130 78 52 60 40 

Have you had sex with more than one 

person? 

130 58 72 45 55 

Is it ok to have sex with others other than 

one’s mate? 

130 97 33 75 25 

Do you use condom for sex? 130 24 106 19 81 

Are you aware of anyone who has had sex 
with others other than their mate? 

130 44 86 34 66 

Have you ever encouraged anyone to have 
sex with someone else? 

130 85 45 65 35 

Are you aware of the danger of unprotected 

sex? 

130 123 7 95 5 
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When one considers that the age bracket of the respondents was from 12 to 20 

years, the finding above shows a very high level of sexual promiscuity.  The result of this 

sexual recklessness is the increase in HIV/AIDS prevalence – an evidence of moral 

degeneration in Acholi.  Due to the poor personal management of this disease by most of 

the infected persons coupled with generally poor medical delivery service, productivity or 

gainful work is ultimately affected.  Unfortunately the recently released statistics shows 

that the prevalence rate of STD and HIV/AIDS in Acholi is higher than the national 

average thus painting a bleak picture of the region (TASO Report 2011/12).   

Table 6.4 Question of Deception 

 Respondents Total 

“Yes” 

Total 

“No” 

% 

“Yes” 

% 

“No” 

Have you ever told a lie?  130 130 0 100 0 

Is it ok to tell a lie? 130 97 33 75 25 

Are you aware of anyone who has lied? 130 117 13 87 13 

Has anyone lied to you? 130 130 0 100 0 

Have you ever helped or encouraged 
anyone to tell a lie? 

130 76 56 59 41 

From this statistic, it is clear that deception is a way of life of the respondents.  

Not only have all the respondents admitted to lying but all of them are aware of having 

been lied to.  In an environment of pervasive deception it is difficult to build healthy 

productive and rewarding relationship without which a community disintegrates.  The 

Bible emphasizes that truthfulness will be rewarded and lies will be punished.  Although 

today’s market may not necessarily credit truthfulness or sanctions lies per se, it also does 
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tend to reward those who keep their promises and are honest while it punishes those that 

regularly miss deadlines and produce shoddy products while giving excuses which are 

often lies. 

Table 6.5 Question on Stealing 

 Respondents Total 

“Yes” 

Total 

“No” 

% 

“Yes” 

% 

“No” 

Have you ever stolen anything? 130 59 71 45 55 

Is it ok to steal? 130 56 74 43 57 

Are you aware of anyone who has stolen 
anything? 

130 85 45 65 35 

Have you ever encouraged anyone to steal 
anything? 

130 37 93 29 71 

 

Acholi tradition had forms of learning that prepared the learners for active and 

beneficial participation in the communities in which they lived.  The two decades of 

atrocities of the LRA in which tens of thousands of people were massacred and many 

sent into exiles destroyed cultural practices that once helped shape Acholi community 

life.  The most conspicuous consequence of the mal-adventures is a catastrophic dearth of 

effective transformational in Acholi.  Today every aspect of Acholi society lacks the kind 

of leadership capable of moving the people towards transformational change.  The church 

in Acholi as well as the community faces social instability, economic regression, moral 

poverty, and above all leadership dearth.  

In this study some factors that influence transformation have been fairly dealt 

with in the possible solutions.  Many studies about the relationship between culture and 
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transformation have emanated largely from management perspective (Daszko & 

Sheinberg, 2005; Giberson, et al 2009).  Nonetheless there seems to be very little studies 

on the impact of the church on cultures vis-à-vis transformation.  There is far less studies 

that focus exclusively on relationship with indigenous cultures in specific African 

context.   

The primary objective of the project was to establish the relationship between the 

Acholi cultural leadership and the attitude towards transformation based on the prevailing 

cultural values, mores, beliefs and 

idiosyncrasies; to look at church influence on 

the Acholi worldview and its impact on 

transformational change.  And finally, the 

project was to find the importance of Acholi 

cultural values and attitudes vis-à-vis biblical 

perspectives in societal transformation.   

Leaders can lead people into shalom or into misery.  Any community of people 

that loses focus of God loses focus of themselves.  Societal shalom is held in balance 

when the systems and the operational order of the systems is God guided.   The religious 

system always exerts influence upon societal politics which makes the economic 

decisions.  When this religious system is spiritually bankrupt the result is inevitable 

corrupt political, social and economic systems that disadvantage the people and lead them 

into socio-political and economic bondage.  Shalom and incarnational leadership are like 

twins.  Incarnational leadership is about being and feeling with the people and acting 

From OVI Class - Dr. Randy White 
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boldly and firmly in a way that results into beneficial good for the people.  It is a God-

guided process of bringing Shalom to the people.    

Using Dr. Perkins’ Trinity of Strategy for Community Transformation, it is 

required that the leaders of the transformational 

change relocate themselves incarnationally into the 

heart of community they seek to transform in order 

to build partnerships with the people to influence 

the process of restoration from the inside. 

Concurrently these leaders will need to help initiate 

the process of reconciliation where the community members intentionally identify and 

connect with one another’s joys and woes across social and class lines.  It is the 

leadership responsibility to facilitate the process of identifying, mobilizing and deploying 

available talents and resources while at the same time connecting all internal and external 

entities in a network system for the purpose of transformational development of the 

community. 

The Price and the Prize of Transforming Acholi 

With this general perspective and looking at transforming Acholi leadership 

mindset as the fundamental challenge in transforming the society, it is clear that 

continuous change and transformation are two of the things that are desired and certain 

and yet the very things that increase leadership conundrum.  Unfortunately traditional 

developmental change theories and practices are insufficient to usher transformation 

TRINITY OF STRATEGIES for 

Community Transformation

The Three Rs

Relocation

Dr. John Perkins

ReconciliationRedistribution

God’s people locating themselves

incarnationally in the heart of poor 

neighborhoods in order to build 

partnerships toward restoration 

from the inside 

Solidarity, acknowledgement,

shared purpose and friendship

across ethnic and class lines

NOT ROBIN HOOD! 

Rather, getting human 

and financial resources to 

stay in the neighborhood for 

the benefit of all, employing

all talent and connecting all

internal and external entities

From OVI Class - Dr. Randy White 
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necessary for societal advancement because they do not intentionally focus on the three 

critical elements necessary for transformation (Anderson & Anderson, 2001). 

How can Acholi leaders change a culture that has brought systematic decay upon 

all facets of its life?  Researchers and scholars of culture change agree that the process 

depends on the perception of the crisis in which an institution or the people find 

themselves; and the role of the leaders as change agents and their willingness to persevere 

in the process of unlearning old paradigm and learning new behavior (Close & 

Wainwright, 2010). 

  Transformational leadership is primarily exercising a stewardship of power.  

There is link between deep change at the personal level and deep change at institutional 

or community level.  Without the personal commitment and possible sacrifice necessary 

at personal level, no community can truly experience transformational change (Quinn, 

1996).  Therefore evolution of change leadership requires the integration of institutional 

and personal change into one unified effort which is a crucial factor in leading 

transformational change.  Since mindset is causative, the mindset change leaders adhere 

to ultimately influence their perception of the desired changes; their knowledge and 

understanding of the environment in which they operate; and their capacity to deliver the 

desired results to and for the people.  

The Industrial Mindset principles have tended to dominate leadership practices 

universally for quite sometimes now (Anderson & Anderson, 2001).  This is a very true 

reflection of the Acholi leadership scenario today.  Unfortunately the fundamental 

assumptions that undergird these principles negate the change leaders’ ability and passion 

to lead successful transformational efforts.  They disable the change leader from 



 

97 

 

perceiving the dynamics and requirements necessary for transformation. Consequently, 

change leaders operating under these limiting principles often create change strategies 

that are ineffective or simply do not work in the transformational reality they face. 

Every leader needs to know and be aware of the three different types of change 

methods necessary to drive changes.  These are developmental change, transitional 

change, and transformational each of which requires different change strategies.  

Transformational change requires a completely different set of leadership skills.  A 

transformational leader applies the conscious change approach to realize the desired 

transformation.  As a conscious change agent the leader ensures that the people, the 

process, and the content are kept in balance so that the transformational process does not 

lose steam (Anderson & Anderson, 2011). 

Even then, change leaders must first be conscious of their own worldview to 

acknowledge where the Industrial Mindset has had the dominant influence on their 

leadership perspective.  Transformational leaders are free to apply either the Industrial 

Mindset or the Emerging Mindset principles to their change efforts depending on the 

situation at that particular moment.  Successful cultural or organizational transformation 

must be preceded, rooted, and supported by personal transformation.  Successful change 

leaders in turn are those who are able to spot and exploit opportunities – and the key to 

this is the mindset of the leaders.  Before engagement, conscious change leaders must 

hear the wake up calls for transformation and they themselves must first be transformed 

in order to usher the desired transformation (Anderson & Anderson, 2001).  The change 

leaders must be aware of prevailing assumptions that reflect the shared values within the 

culture.   
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When change leaders begin to view their environment in a systemic way through 

the Emerging Mindset, they are more likely to develop the crucial change leadership 

skills of process thinking, design, and facilitation.  It is this systems thinking that help 

change leaders to see the whole piece without losing sight of the individual unit 

(Meadows & Wright, 2007).  The three orientations are project thinking, systems 

thinking, and conscious process thinking each of which require unique tool in order to 

produce change results.  Since the operating principles of conscious transformation 

govern both process design and process facilitation, it is the responsibility of the change 

leader to consciously design the change process, and to consciously facilitate it, as the 

emerging dynamics merit. 

The seemingly volatile nature of the present time and the consequential evolution 

of change have greatly impacted the role of managers and leaders.  Being a conscious 

transformational change leader is indeed a sign of evolution of the leaders’ level of 

personal growth and development (Kotter, 1996).  The role of a leader has evolved from 

being a manager, to a leader, to a change manager, and then to a change leader.  However 

that does not mean the change leader ignores the previous roles.  The change leaders must 

keep on their radar screen the trinity of knowing, doing and being as the cornerstone for 

increase in change leadership effectiveness.  These are the characteristics that are 

evidently absent in Acholi leadership today.  
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CHAPTER 7  

CONCLUS ION 

It is clear that the church in Acholi needs to take a deliberate proactive and 

informed approach in societal transformation by helping build godly leadership capacity 

that can steer the transformational process.   

Goal of the Project 

This project was a pragmatic intervention to deal with the prevailing negative 

attitude towards work in light of the collapse of Acholi traditional cultural values, mores, 

beliefs, and idiosyncrasies; scarcity of effective transformational leadership and the 

influence of the church in general and Christianity in particular on Acholi leadership 

worldview and practice; and the importance of incarnational leadership and its impact on 

transformational change in transforming prevailing Acholi cultural values, beliefs, and 

attitude.  The key issue is the relationship between Acholi cultural leadership and the 

attitude towards transformation vis-à-vis the biblical cum Christian influence on the 

Acholi worldview and its impact on transformational change.   

Recommendations for the Future 

The concept of cultural values, norms, ideas, beliefs and idiosyncrasies needs to 

be explored more seriously by all those interested in all aspects of societal transformation 

particularly in restoring godly perspective to work.  This is more so in light of 

unresearched, inaccurate stereotype and uninformed teachings by the early foreign 

missionaries in Acholi who condemned literally everything in the local culture as evil. 



 

100 

 

A deliberate strategy needs to be developed and pursued to glean from past 

Acholi community life as much knowledge as possible about traditional cultural, 

leadership and religious practices.  This could be done by incorporating into the existing 

educational system lessons on culture and communalism to be facilitated by village 

cultural leaders and village elders.   

The church could also be encouraged to adopt practices consistent with biblical 

teachings that may not only catalyze better understanding of Scripture but could also 

enhance community shalom.  One such practice is the concept of ‘mato oput1’ which is 

carried out as a process to reconcile people separated by conflicts. This approach would 

help the church to understand better and adapt culturally and contextually appropriate 

approaches not just for evangelism but making the church agent of societal 

transformation by direct involvement in social justice.   I also recommend that Acholi 

cultural centers need to be established to allow the emerging Acholi community and all 

people interested to learn Acholi tribal heritage for sake of posterity and societal 

wellness. 

The church in Acholi has to transform itself as a matter of urgency from 

remaining largely a church to the community or a church in the community.  It must 

become a church with the community – identifying itself in every way with the joys and 

sorrows of the community and working together with the community to find solutions to 

                                                 

1
 Mato Oput transliterated as drinking Oput. It is Acholi tradition that has been practiced to help 

resolve conflicts such as murder, destruction of properties, loss of life due to carelessness, etc. The process 

begins with negotiation and restitution. The negotiations are conducted to examine the cause and the 

attitude of the parties involved in the conflict and their willingness to genuinely forgive and  be reconciled. 

After this, Oput – a bitter root is crushed and soaked in water and the parties involved in the conflict 

voluntarily drink from the common container and spit out the bitter liquid. In so doing they symbolically 

spit out the bitterness that had been in their hearts.  
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its daily challenges.  The leadership of the church needs to change their ways of seeing 

things.  Without the change of perspective very little if any may be achieved by way of 

realizing the mission of the church Acholi.   

Secondly the leadership should also change their ways of doing things.  I noticed 

that the liturgy as well as the mission of the church remained basically as it was handed 

down by the Western missionaries.  The liturgy and the mission of the church are quite 

divorced from the changing realities of the Acholi culture.  I recommend that a team of 

Acholi theologians and Christian practitioners take time to come up with an Acholi 

Christology relevant to the time and context of the era. 

Thirdly, the attitude of the church leaders needs to change from the present 

nostalgic victim mentality to forward looking and victor mentality.    The Acholi culture 

has tended to be a culture of nostalgia and unfortunately the church has adopted that 

poise too.  The leaders spend too much time remonstrating and lamenting over the lost 

glory instead of giving people hope and focusing the people on what needs to be done to 

realize the people’s destiny.  The church must be a beacon of hope and become the 

revelation of Christ in the community in an unambiguous and visible way.  The M-to-M 

strategy is an answer in that direction. 

Contemporary historians have generally hung their teaching on distorted and often 

biased foreign assumptions.  Sadly this only helped in perpetuating not only a culture of 

nostalgia amongst Acholi but also an impoverished leadership mentality incapable of 

transforming the culture at critical time of crisis such as now.  Acholi needs intellectually 

informed, theologically enlightened and socially connected God-fearing teachers to link 

aspects of cultural beliefs and values to the work and character of God as revealed in the 
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Bible from Genesis through Revelation.  More effective teaching in an Acholi context 

will work at making societal transformation a reality. The curriculum designed in this 

project is a move in the right direction but it is yet to be fully tested.  It is yet to be 

refined in the shorter rather than longer term to ensure that the intended purpose is being 

realized.  The refinement will also enable it to prove or disprove the effectiveness of the 

curriculum in catalyzing ethical attitude. 

From this study, I think it is important that anyone working in Acholi region takes 

a hard look at Acholi cultural values, norms, beliefs, and practices within the context of 

the Acholi community life.  Many workers in the Acholi region – whether in the church, 

the public sector, the private sector or the NGO’s operate under the faulty assumption 

that Acholi culture and traditional values are something from the past; therefore it is no 

longer relevant and is to be ignored in the modern time.  Unfortunately these perspectives 

are shared by many Acholi especially the middle class thereby affirming the negative 

stereotype. 

Looking at Acholi today, it is obvious that material poverty and the attitude of the 

people towards work have direct relationship.  I would like to borrow from the work of 

Gupta who wrote, 

Poor work discipline, contempt for manual work, lack of punctuality, alertness 

and ambition, low aptitude for cooperation, and superstition were the results of 

inhibiting attitudes.  They were compounded by unfavorable conditions, such as 

debilitating land tenure system, low standard of efficiency and integrity in public 

administration, weak participation of the people in local affairs, and a rigid and 

unequal structure (Gupta, 2007). 
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Acholi land is one of the most fertile in Uganda but the land usage has not 

benefitted the people proportionately.  The low standard of efficiency and the ‘this will 

do attitude’ have only perpetuated impoverishment. The church could take the initiative 

to engage with existing government authorities and set up demonstration farms in the 

villages.  This holistic approach will open door for making God real in the community as 

people are taught proper land use and also helped to find market for their produce.  

There are many projects and ministries currently going on in Acholi which are 

attempting to restore societal wellness for instance, the Acholi Peace and Reconciliation 

initiated by the Acholi religious leaders2.  However I am also aware of the numerous 

foreign as well as national NGOs’ operating in the Acholi region.  Too often external 

efforts undermine and delegitimize the power of the local community leaders in 

championing community transformation.  All should work to reverse what has been a real 

fragmentation of culture hence dearth of transformational leaders in the Acholi 

community.  I strongly recommend that as a way of establishing ownership of the way 

forward, the curriculum must have further input and local content unique to the Acholi. 

This can be realized by engaging the locals in the refinement process.  The one true mark 

of the success of the project will be seen when ownership by the local leaders and future 

development as well as design is guided and administered by the locals. 

 

 

                                                 

2
 Acholi Peace and Reconciliation was an initiative launched by Bishop Baker Ochola II to 

mobilize community involvement in the peace process in order to bring to an end the war that was ravaging 

the Acholi people.  
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APPENDIX A 

Interview Questionnaire I 

Questions on Work 

1. Do you like working with your hands? 

2. Do you approve of working for other people? 

3. Have you ever worked for others before? 

4. Would you like to work for someone else? 

5. Are you happy with your work? 

6. Are you happy at your place of work? 

Questions on Disrespect 

1. Is it ok to ‘talk back’ to adults? 

2. Do you approve of others ‘talking back’ at adults? 

3. Are you aware of anyone who has ‘talked back’ at adults? 

4. Have you ever ‘talked back’ to an adult? 

5. Is it ok to ‘talk back’ to one’s parents? 

6. Have you ever ‘talked back’ to your parents? 
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Questions on Sexual Immorality 

1. Have you ever had sex with anyone? 

2. Have you had sex with more than one person? 

3. Is it ok to have sex with others other than one’s mate? 

4. Are you aware of anyone who has had sex with others other their mate? 

5. Have you ever encouraged anyone to have sex with someone else? 

Question on Deception 

1. Have you ever told a lie? 

2. Is it ok to tell a lie? 

3. Are you aware of anyone who has lied? 

4. Has anyone lied to you? 

5. Have you ever helped or encouraged anyone to tell a lie? 

Question on Stealing 

1. Have you ever stolen anything? 

2. Is it ok to steal? 

3. Are you aware of anyone who has stolen anything? 
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4. Have you ever encouraged anyone to steal anything? 
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APPENDIX B 

Interview Questionnaire II 

What Do You Consider As The Core Problems Facing Acholi Today? 

1. What is your understanding of Acholi culture vis-à-vis societal 

leadership? 

2. What is the impact of religion, politics and economy on societal 

transformation? 

3. Are there leadership behaviors, attributes and Acholi cultural practices 

that enhance sustainable development? If so name some. 

4. Are there leadership behaviors, attributes and Acholi cultural practices 

that undermine sustainable development? If so name some. 

5. What institutional changes are needed to bring about fundamental 

development of Acholi? 

6. How has the cultural worldview of the Acholi impacted their 

developmental potential? 

7. How do cultural and religious attributes affect the kind of leadership 

behavior and practices that effective and transformational?  

8. How can enduring change for beneficial good of all people be realized in 

the present cultural environment? 
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APPENDIX C 

Interview Questionnaire - III 

1. What is your occupation? 

2. How did you come to choose this occupation? 

3. Do you have a sense of being called to it? 

4. What brings you joy in your work? 

5. What causes stress for you? 

6. Do you feel your daily work is a ministry? 

7. How do you feel your work is pleasing to God? 

8. How does your faith affect how you conduct your business? 

9. Do you see your work as a ministry? 

10. If so, does your church affirm your ministry in the workplace? 

11. If not, how would you like your support group to do this? 
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APPENDIX D 

CURRICULUM OUTLINE 

S ession I 

Overview:  

Assumptions on Theology of Work  

The challenge of raising marketplace ministers with kingdom perspective is 

largely the result of a poor understanding of the theology of work.  This theological 

myopicism is rooted in a narrow theology of creation, redemption and eschatology. 

– Work and the Worker 

– God the Worker (Stevens, 2011): Genesis 1, 2; John 5:17; Revelation 21:5 

God is as active and creative today as He was when He first created the 

universe.  

 Various revelations of God:  

 Psalm 23; Jeremiah 18:6; Mathew 8: 16; Psalm 143:10; 

Isaiah 5:1-7.  

– Definition of Work: “Work is the expenditure of energy (manual or mental 

or both) in the service of others, which brings fulfillment to the worker, 

benefit to the community and glory to God” (Stott, 1978). 

– Biblical View of Work: (Romans.12:1-2; Ephesians 6:7) Expression of 

worship or communion with God.  It is an everyday offering of our whole 
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selves – body, bodies and minds, to God.  The Holy Spirit work in and 

through us inspiring expressiveness, motivation, evaluation, creativity, and 

joy (Exodus 31; Isaiah 58:14) 

 Father Work: “A person cannot reflect the Father in work unless he 

[or she] participates in the actual act of envisioning the object he 

wishes to make. That is to say the creative idea must emanate from 

the worker – the intuitive act of the imagination which precedes 

the fashioning of the actual material.” (Schumacher 1999).    

 Son Work: “The Son executes His Father’s plan, he ‘exteriorizes’ 

it, he incarnates it within the bonds of matter, time and space” 

(Schumacher, 1999). 

 Holy Spirit Work: The Holy Spirit “is breathed forth by the Father 

and the Son together as the empathy, energy, fragrance and 

sensitivity of the love through which they personally love each 

other...The Holy Spirit is the vital action and energy by which their 

mutual love is made expressive.” (Schumacher, 1999) 

– Joy at Work (Bakke, 2005): Strategy for living out one’s call 

(Romans12:3-8)  

 Helping people to discover their gifts and talents and to get into 

work that align with those gifts and talents. 
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 Personal initiative and giving people the freedom to fail at their 

work without the fear of reproach. 

 Workplace vibrancy as catalyst of economic success and improved 

personal and corporate performance. 

S ession II 

Work Ethic:  

Workplace ethics are codes of conduct that influence the development of an 

ethical culture within the workplace.  Such codes of conduct are both formal and informal 

and they are designed to facilitate easy communication and inspire respect for each other 

within the institution.  Ethics and morality usually represent the personal beliefs people 

exhibit in their respective workplaces.  Commonly acceptable features include diligence, 

respect of others, faithfulness, transparency, honesty and integrity. 

– Historical 

 The Greek philosophy that exalted meditation over action and 

business foreshadowed exaltation of contemplative Mary over 

active Martha (Luke 10:38-42) by the Medieval Church.   

 Sacred/Secular Divide: Exaltation of traditional church work above 

all other kinds of work.  This philosophy has gained even greater 

momentum in this generation where there is little to no relationship 

between the work and the faith of an individual (Stevens & Ung, 

2009). 
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  Was the first to regard all works, not just religious works, and thus 

all (non-sinful) vocations as fundamentally equal (Hall, 1988), just 

as all believers are equally priests and saints before God (Kolden, 

1983). 

– Spiritual Theologies of Work: Curse or Sin? 

 Work is a curse (or is it the ground?) 

 Work is penitential (ascesis) – a means of purging sin and 

subduing the flesh 

– Professionalism & Work Ethics 

 Appropriate and professional workplace behavior is non-negotiable 

for the long-term success of any enterprise, whether a big 

corporation or small business. 

 People want to feel useful and creative and to know that their work 

is significant, worthwhile, and contributing positively towards the 

big picture.  

 Organizational leaders must guard against those that exhibit 

superficial professionalism and good work ethic at the workplace 

just because they are well compensated. 

– Business as a Calling; the Bible, wealth and business:  Michael Novak 

defends business as a calling because people find the reason to be in it and do 
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it, because it brings satisfaction to them, and because it is a strategic way of 

meeting their needs as well as serving their neighbors near and far (Paul 

Steven,  Is Business A Calling?).   

 Wealth is good though tempting, while poverty is bad and equally 

tempting (Proverbs 30:8-9). 

 The challenge of connecting Sunday to Monday because business 

people suspect their work is unspiritual and cannot be a calling 

(Holt & Preece, 2004). 

 In order to have an accurate biblical perspective on business and 

wealth it is best to look at what it says in its entirety rather than 

juxtaposing Scriptures to speak what we have already deduced. 

S ession III 

Work, Culture & the Workplace Minister:  

Culture is “the collective programming of the mind which distinguishes the 

members of one group from another”, which is passed from generation to generation, it is 

changing all the time because each generation adds something of its own before passing it 

on (Hofstede, 1980). 

– Acholi view: cultural framework and work ethics 

 Trust and loyalty preferred to meritocracy. 

 Complexity of cultural definition of unethical practice. 
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 Mediocrity versus excellence – doing just the minimum to get by. 

– Contextualization: Faith as building blocks to ethical practice and 

Christian work ethics  

 Work – not just a source of livelihood but an embodiment of 

developing and acquiring discipline such as diligence, persistence, 

restraints, creativity, interpersonal relationship, etc.  

 Gender roles in advancing work in Acholi community  

 Christian work ethics 

– Field Study: Tour of marketplaces including the morally difficult 

workplaces  

S ession IV 

Spiritual Myopicism or Grand Trapeze   

We are co-workers with God who paradoxically has rested from his work and yet 

still working. Our work is a pale shadow of God’s work and yet God does work we 

cannot do and works even when we are not working.  

• Work: The Great Commandment & the Great Commission – Since work is 

one of the basic ways we fulfill our social responsibilities, it follows that a 

worker is one whose work does not only provide for oneself, but also for 

others as well as for the glory of God. The workplace provides 

unprecedented opportunities for this to happen. This workplace cannot and 
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must not be confined to mean only a place away from home. If that were 

so, a housewife or a husband who works at home would not be considered 

a worker. Every worker is:  

 Prepared by God 

 Called by God 

 Cleansed by God 

 Commissioned by God 

 Preserved by God 

• BGU Servant Leadership Concept:   

The concept of Servant Leadership as advanced by BGU is made 

all the more practical in every workplace context especially the market 

place.  It advances the cause of dignity of work.  As Servant Leaders in the 

market place, helpers service means assisting people – both customers and 

colleagues, valuing relationships above all and responding to specific 

needs; for defenders it means monitoring and protecting those who are 

disadvantaged; for innovators it means creating and implementing more 

effective strategies; and for newer-style self-developers it means 

facilitating problem-solving processes with customers thereby creating 

opportunities for both personal and organizational growth.  

Being a Servant Leader implies:   
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Service has more to do with how we view what we do and who we 

are ourselves than what we actually do and how we do it.  The latter are 

certainly important but not in themselves sufficient, for without the former 

any improvements in service are built on rather shaky foundations.  So a 

major part of the task is helping the whole culture of business and the 

workplace to embrace again a vision of service (Greenleaf, 1977). 

 Serving God first (Joshua 22:5) 

 No special rights to be expected for the leader. 

 Affirmation primarily from God not the people around the leader. 

 Significant personal sacrifice is required of the leader. 

 Modeling, not controlling, is the dominant style of leadership. 

• The 7/24 Witness:  contextualization of work as worship (dedication – 

hunting, gardening, visiting, etc).  

 Reemphasizing the importance of the church scattered (believers at 

their respective workplaces) as well as the church gathered (formal 

fellowship of believers/the church). The importance of both 

emphases results into lifestyle witness. Sundays the church equips 

and mobilizes believers for their mission and ministry from 

Monday to Saturday. 
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S ession V 

The Worker: God’s Character & Human Nature 

– Doing God’s Work 

 Sharing in God's comprehensive work of creation, redemption and 

consummation  

 Doing work God's way and for God, with faith, hope and love  

 Seeking in all possible ways the advancement of the kingdom of 

God and the sharing of the gospel of Jesus Christ 

 Holiness – holiness has three primary attributes: zeal for God, 

purity and accountability; standing above regular habits and beliefs 

of society as a reflection of the character of God (1Peter.1:14-16; 

Leviticus11:44; 25:35-38; Mathew 5:48).  

 Justice – not just impartiality In accord with right and truth  but 

proactively empowering every person with access to productive 

resources (land, money, knowledge) so that the person has 

opportunity to earn a sufficiency of tangible and non-tangible 

necessities to become dignified participant member of the 

community (Psalms 72:1-4; Amos 5:11-15; 8:4ff). 
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 Love – the foundation of God-honoring work and the moving 

power of life that seeks the unity of the separated – Paul Tillich 

(John 13; 1-35; 2Corinthians 13). 

 Eros – the emotion charged search for an object in visual, 

passionate or physical love. 

  Philia – the preferential bond of affection, friendship and 

social solidarity.  

 Storgē, the care-giving non-discriminating effusive love of 

compassion;  

 Agapē, the non-preferential, sacrificial and self-giving love 

of equal respect to all regardless of gender or any status.   

 Koinōnia, which is love in the mutuality of community 

manifested in the sharing of the common life in covenant 

relationship and commitment to uphold the good of one 

another. 

 Dignity of work 

 All legitimate work is part of divine calling or vocation 

rather than personal career or just a job.  

 Fruitfulness of work proceeds from a service to God and 

society.  
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 God is well able to supply all our needs if we put the 

purposes of the kingdom above our personal preferences 

(Mathew 6:33) 

S ession VI 

Spiritual Formation 

1. Definition: the process whereby men and women who love and trust Jesus 

seek to take on the character of Christ guided by various spiritual 

practices. 

2. Biblical Basis for Spiritual formation  

3. Motivation to pursue spiritual formation is the love of God and the 

burning desire to love God that we give ourselves to these tasks. [Romans 

8:10; Romans 12:2, 1Corinthians 1:30; 2Corinthinas.3:18; 2Corinthinas 

5:17; Colossians 1:27]. 

4. Discipleship Development - producing mature disciple, capable of 

engaging in ministry, knowledgeable about basic doctrine and committed 

to regular devotional practices.  

5. Character Development - process whereby Christian men and women are 

exposed to regular, theologically nuanced teaching that, over time, 

produces a Christian lifestyle. 



 

120 

 

6. Personal Leadership Development – application of assessment tools: 

7. Temperament Character Intelligence Assessment (Keirsey, 1998) 

8. Discovering Your Unique Human Gifts (CCC – SEA Leadership 

Development Resource, 2002)  

9. Spiritual Gifts Test (www.kodachrome.org/spiritgift)  

10. L

eadership Styles Analysis (CCC - SEA Leadership Development  

Resource, 2002) 

Summary  

 

This seminar presupposes that all sincere and obedient Christians are given a 

calling, a “vocation” which is uniquely tailored for their God-given responsibilities and 

influences.  They are called to be agents of societal transformation not only in their 

workplaces but also through their workplaces to the communities touched by their 

influence.  Consequently there is no distinction in importance between clerical and lay 

leaders or between sacred and secular since all assignments are to be considered sacred.  

Nor is there a lesser commitment on other days of the week than on Sundays because all 

days are sacred unto God.  Worship does not begin with church time inside the church, 

but rather an attitude that a believer carries all day long through all weekday endeavors 

no matter where one is. 

http://www.kodachrome.org/spiritgift
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Work is the one place where believers have the great privilege to express to God 

their creative nature.  Thus in the heart of every human there burns a hunger to 

accomplish and be fulfilled – something worth making a sacrifice to accomplish.  This 

hunger can lead to joy or pain depending on how it is channeled.  The ultimate purpose of 

man is to please God and nowhere is it best expressed than in the work one does on a 

daily basis.  Whatever one is given to do it is a privilege and needs to be done as unto the 

Lord.  

Fulfillment is a human need that cannot be met by simply doing work yet daily 

people at all levels of societal intercourse are sacrificing human relationships on the altar 

of work.  Unfortunately believers have not been exceptions to this phenomenon.  It is not 

surprising that very few people have meaningful relationship with those that they rub 

shoulders for most part of the day in the context of their work.  It is not surprising that 

only a handful of people can probably say that amongst those close to them in life are 

those in the offices with whom they serve together.   

This distortion of work values and relationship is usually reflected in the struggles 

to find fulfillment in life.  This reverse spirituality about success is taking a heavy toll on 

many Christians.  It is not unusual to succeed at doing something and not find fulfillment 

in it.  This is because fulfillment is the result of accomplishing God-given goals in God’s 

way.  Whatever work we do must help to bring us into better and deeper relationship with 

God and with others.  Our work contributes to a sense of fulfillment but it is never the 

primary means of fulfillment in life.  Success at work cannot substitute for or compensate 

for poor relationship.  As the relationship between an individual becomes more and more 

distant from God, one begins to sense that one’s work is less and less fulfilling. This is 
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compounded further when one sees works primarily as a means for deriving personal 

satisfaction rather than serving others. 

All of life is spiritual including the work we do because our work is simply an 

extension of the relationship we have with God.  Therefore the church has a 

responsibility to prepare all believers to be workplace ministers as a way of life.  True 

workplace accomplishment is about excelling in the work entrusted to oneself and 

glorifying God in the process.  God is honored and receives glory when believers carry 

their work with diligence; with wholehearted determination to do well; and with godly 

fear commonly known as integrity realizing that He is the one who called them to serve 

Him.  

One way the church can help Christians answer their life call is to envision every 

believer to know that if you are a waiter, every customer is a divine appointment for you 

to be an incarnation of the loving Christ who in humility washed the feet of the disciples.  

If you are a salesman, every deal is holy unto God and a genuine service to provide for 

needs of mankind.   If you are a manager, every employee is your sheep to shepherd 

towards his God-given destiny.  Thus the work of a shoemaker, painting pictures, 

defending the cause of justice, protecting the sovereignty of a nation, baby-sitting, 

teaching, preparing meals – all these and others are God-honoring vocation if done 

according to scriptural principles (Colossians 3:17). One could easily be a preacher of the 

gospel or a miracle worker and yet be discredited and denounced by God as a fake. 

Every vocation is holy to the Lord, no matter how humble.  Whether we like it or 

not ultimately we are accountable to God for the work we do.  God is the Universal CEO 

to whom all must give accountability.  He does not distinguish between the secular and 
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the sacred work because all vocations are our primary ministry. Every legitimate work 

that we do has intrinsic value because it makes the world more livable, creates jobs that 

provides livelihood for others, earns income to take care of our families, contributes to an 

orderly society but above all, helps to fulfill the biblical mandate (Stott 1978). 

Application 

• Personal Evaluation – see Appendix E 

• Personal Application:  Discuss how you will use the concepts learnt you have 

learnt and summarize your discussion in a two-page paper. 

EPILOGUE 

Mohandas Gandhi once lamented about what he termed the seven social sins: 

“Wealth without work, pleasure without conscience, knowledge without character, 

commerce without morality, science without humanity, worship without sacrifice, and 

politics without principles” (Gandhi, 1925).  Today we are living in a world and at a time 

where we are witnesses of increasing weakening in moral principles. Unless positive 

proactive steps are taken we are well on the path of self destruction.  The prophetic 

utterance of Gandhi is so true of my country today that it makes being called a Christian 

almost unenviable.  Fortunately there is a growing spirit of unease with this status quo 

among Christians that the business ethics that has been neglected and must necessarily 

recoup its moral bearings.  Indeed, business can potentially become a great liberator in 

the hands of those who see its purpose as glorifying God and ennobling human creativity.  

Not only can business create and fashion our economic system that has become corrupt to 

the core but also the quality and justice in the society.  Business can also leverage its 



 

124 

 

influence to become transformative in its interactions outside of itself, in its sphere of 

influence.   

The curriculum is designed to add value in assisting the church as a beacon of 

hope and the leaders in the community to engage and empower the emerging leaders in 

Acholi to think about ethical issues in the workplace and to critique any evidence of anti-

biblical morality that may even surface in the community and purge it proactively.   
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APPENDIX E 

Contextualizing a Theology of Work 

Personal  

1. What did work mean in the home in church you grew up? 

2. What were you taught, by example or word, by your parents and extended 

family about work? 

3. What were your first experiences of work as a growing person? 

4. If there was a single word or phrase to describe work in your formative 

years what would that word be? 

In Your Culture 

1. What is the predominant culture in which you are living and working? 

2. What does work mean in your culture?  

3. What are some of your cultural factors that influence how people view 

work?  

4. Does Scripture affirm, enhance or critique these factors?  

5. What is the actual work ethic that is in your workplace (not how does one 

work ethically but what makes people work or work hard or not work 

hard)?  
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6. What cultural influences need to be factored into developing a theology 

and spirituality of the marketplace (all arenas of exchange) in your 

culture?  

7. What biblical themes are important for developing an indigenous, local 

marketplace theology in your culture?   
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APPENDIX F 

Evaluation Tool 

Theology of Work Seminar: Curriculum of Work   

1. WHAT WERE YOUR OPINIONS OF THIS MODULE IN TERMS OF THE 

FOLLOWING: Please mark appropriate box with an “X”.  

Effectiveness of the 

teaching-learning 

experience 

Very 

Ineffective 

Ineffective Reasonably 

Effective  

Effective  Very 

Effective 

How well connected 

are the contents? 

Very 

Disjoined 

Disjoined Reasonably 

Logical 

Sequence 

Well 

Integrated 

Very Well 

Integrated 

Helpfulness in 

acquiring new 

paradigm 

Very 

Unhelpful 

Unhelpful Reasonably 

Helpful 

Helpful Very Helpful 

Curriculum Objectives Very Vague Vague Generalized Clear Very Clear 

Curriculum Content Very Poorly 

Developed 

Poorly 

Developed 

Reasonable Well 

Developed 

Very Well 

Developed 

Transformational 

Elements 

Very 

Ineffective 

Ineffective Fair Effective Very 

Effective 

Improved competence 

to coach/train others 

Totally 

Irrelevant 

Irrelevant Adequate  Relevant Totally 

Relevant 

Practical application to 

situations 

Very 

Irrelevant 

Irrelevant Adequate Relevant Totally 

Relevant 

Setting conducive to 

Learning 

Very Poor Poor Reasonable Good Very Good 

2. WHAT WORKED FOR YOU MOST ABOUT THIS SESSION? 

3. WHAT WAS MISSING FOR YOU FROM THIS SESSION? 
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4. ARE THERE ANY OTHER COMMENTS YOU WOULD LIKE TO MAKE? 

5. WOULD YOU RECOMMEND THIS SEMINAR TO OTHERS?  YES /NO IF 

YES DO YOU HAVE ANYONE IN MIND?  

Any other comments about the facilitator: 
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APPENDIX G  

Discovering Your Unique Human Gifts 

God has given each one of us four unique gifts that through integrated application 

we are able not only to create but maintain healthy balance in life.  Like all God-given 

gifts, they lie inert unless they are activated through constant use by each person. The 

degree of the development of the gifts in a person is proportional to its proper use. The 

human tendency is to run with one’s strength and ignore the areas of weakness. 

Unfortunately it is through the areas of weaknesses that imbalance in life grows 

eventually incapacitating us. 

The unique gifts are: 

S elf-consciousness – ability to step back, observe and understand one’s behavior, attitude 

and feelings. 

Conscience – moral or ethical sense that enables one to design and develop personal 

boundaries or values in life whose observance results into life of integrity and beneficial 

permanence to self and society. 

Creativity – innovative potential to envision and to bring into being something better and 

different from one’s past and/or present experience. 

Independent Will – the power to take action based upon the stimulus received by an 

individual.   

Gifts Analysis: Measure your score in each section hereunder by the following 

key: 

0 – 7     = Inactive Gift 
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8 – 12   = Active Gift 

13 – 16 = Highly Developed Gift 

Guideline for Use of Evaluation Questionnaire:  Circle the number along the matrix that 

most closely represents your normal behavior or attitudes regarding each question (0 = 

Never; 2 = Sometimes; 4 = Always). 

 

S elf-awareness 

N  S   A 

0 1 2 3 4 

1. I am able to stand apart from my thoughts or feelings and 
examine and change them. 

     

2. I am aware of the way I think about things and the impact it 

has on my attitudes and behavior and the results I am getting 
in my life. 

     

3. I am aware of the difference between my biological, 
genealogical, psychological, and sociological scripting and 
my deep inner thoughts. 

     

4. When other people’s response to me or something I do 
challenges the way I see myself, I tend to evaluate that 

feedback against personal self-knowledge and learn from it. 

     

TOTAL  

Conscience 0 1 2 3 4 

1. I sometimes feel an inner prompting that I should do 
something or that I should not do something I am about to do. 

     

2. I sense the difference between social conscience – what the 

society has conditioned me to value and my own inner 
directives.  

     

3. I inwardly sense the reality of universal principles such as 
integrity and trustworthiness. 

     

4. I see a pattern in human experience bigger than the society in 

which I live that validates the reality of principles. 

     

TOTAL  

Creativity 0 1 2 3 4 

1. I think ahead.      
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2. I use my visualization to help reaffirm and realize my goals.      

3. I visualize my life beyond its present reality.      

4. I look for new creative ways to resolve problems in a variety 
of situations and value the different views of others. 

     

TOTAL  

Independent Will 0 1 2 3 4 

1. I am able to make and keep promises to myself as well as to 
others. 

     

2. I have the capacity to act on my own inner imperatives even 
when it means swimming against the current. 

     

3. I have developed the ability to set and achieve meaningful 
goals in my life. 

     

4. I subordinate my moods to my commitments.      

TOTAL  

S ummary of Personal Life Assessment: Ps.26: 2; 139: 23-24 

God’s plan for all mankind is the ABUNDANT LIFE promised by Jesus Christ. 

This life is not just about spiritual increase but a holistic increase that enables a person to 

live a full and joyful life. It is healthy to periodically take time for self-check and ask the 

Lord to help us take inventory of our life. This self-check looks at seven critical areas of 

life that are essential to living the ABUNDANT LIFE. It is not for assessing or trying to 

establish an ideal position. This chart will only help you to establish how you are 

standing right now. Therefore you need to be ruthlessly honest with yourself in order to 

gain from the exercise. The score ranges from one (1) that stands for VERY WEAK to 

five (5) which stands for VERY STRONG.  Enter the number that best represent your 

current state now. 
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APPENDIX H  

Leadership S tyles 

Assessing Your Leadership Style 

1. In leading a group meeting is it most important to: 

 (A) Make sure you stay on the agenda, timetable and accomplish the 

objectives. 

 (B) Make sure each person really feels that he has been heard. 

 (C) Let the discussion run its natural course and listen carefully to what is 

being said. 

2. In a meeting you are leading, one person is dominating the discussion.  Do 

you: 

 (A) Call on other people to participate as much as you can. 

 (B) Hope he will eventually run out of things to say or realize he is talking too 

much. 

 (C) Interrupt him to give other people a chance to discuss the issues. 

3. You arrive late at a very important meeting and discover your assistant has 

not set the room up properly.  He is busily involved in last-minute 

preparations.  Do you: 

 (A) Assume it’s too late to do anything and do your best with things as they 

are. 

 (B) Pull him to one side and tell him what has to be done. 

 (C) Ask him if there’s anything he can do to improve the set up in the room. 
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4. Your assistant has consistently missed deadlines on critical reports you need:  

Do you: 

 (A) Find someone else who can do the job. 

 (B) Discuss why he’s having difficulty and ask how you can help. 

 (C) Ask him to try harder next time. 

5. You have just hired a new employee to help your assistant do her job.  The 

best way to get him started is to: 

 (A) Make sure he has an opportunity to get to know the other people he will be 

working with. 

 (B) Let him have enough “adjustment” time to get use to the new job. 

 (C) Make sure he understands very clearly what is expected of him. 

6. The best way to keep your people up to date on changes is to: 

 (A) Realize that everyone will learn about the changes through the regular 

company communications and recognize that if anyone has questions they 

can get in touch with you. 

 (B) Send out a memo dealing specifically with those items that will affect your 

department. 

 (C) Build in time at your staff meeting to discuss how the changes will affect 

your department. 

7. You are leading a staff meeting and one of your subordinates questions a 

decision you have made.  Do you: 

 (A) Try to explain why you arrived at your decision. 

 (B) Ask him to elaborate why he has questions. 
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 (C) Ask him what decision he would have made. 

8. You discover a subordinate has been critical of your leadership.  Do you: 

 (A) Set up a meeting to discuss why he has been critical. 

 (B) Wait until he brings it up to you directly. 

 (C) Immediately meet with him and confront him with his critical attitude. 

9. You find your viewpoint is not being accepted by your team but you are 

convinced it is the right way to go.  Do you: 

 (A) Allow a little time to go by and see if some attitudes change. 

 (B) Ask them to suggest other alternatives that will accomplish the objectives. 

 (C) Tell your group you can appreciate the difference in viewpoint, but this is 

the way we’re going. 

10. When solving a problem that affects your entire department do you: 

 (A) Present the problem, the solution and each person’s part in the 

implementation. 

 (B) Discuss the problem and try to get everyone to agree on a common 

solution. 

 (C) Trust that each person will solve their part of the problem that affects 

them. 

11. In handling day-to-day communications have you found it best to: 

 (A) Encourage spontaneous meetings to discuss key decisions. 

 (B) Discuss the problem and try to get everyone to agree on a common 

solution. 

 (C) Let people get in touch with you if they have any problems. 
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12. In establishing a committee to work on a problem is it best to: 

 (A) Allow the committee to function at their own pace. 

 (B) Ask the committee to establish their own timetable after they understand 

the objectives. 

 (C) Give the committee clearly defined objectives, a timetable and standards 

of operating. 

13. The best way to handle a difference of opinion between two members of your 

team is to: 

 (A) State the differences of opinion and present a compromise position that 

both can accept. 

 (B) Encourage the two to meet together and work out their differences. 

 (C) Bring the two people together and help them arrive at a solution. 

14. In a group of peers, do you: 

 (A) Try to make sure everyone has been heard. 

 (B) Enjoy listening to the ideas of others. 

 (C) Seek to give direction. 
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S coring Guide: Leadership S tyle 

 Group I   

Directive 

Group II   

Consultative 

Group III   

Delegative 

Ques

tion 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

 

 

A__________ 

C__________ 

B__________ 

A__________ 

C__________ 

B__________ 

A__________ 

C__________ 

C__________ 

A__________ 

B__________ 

C__________ 

A__________ 

C__________ 

 

B__________ 

A__________ 

C__________ 

B__________ 

A__________ 

C__________ 

B__________ 

A__________ 

B__________ 

B__________ 

A__________ 

B__________ 

C__________ 

A__________ 

 

C__________ 

B__________ 

A__________ 

C__________ 

B__________ 

A__________ 

C__________ 

B__________ 

A__________ 

C__________ 

C__________ 

A__________ 

B__________ 

B__________ 

Total    
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Personal Application 

My natural leadership style is 

______________________________________________ 

This means under normal situations I would tend to:  
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APPENDIX I  

S piritual Gifts Test 

God has blessed each believer with Spiritual Gifts.  Do you know what Spiritual 

Gifts God has given you?  This Spiritual Gifts Test will help you determine what 

Spiritual Gift(s) and/or Special Talent(s) God has given you.  The test evaluates 28 Gifts 

and Talents.  Do NOT look ahead to see what these Gifts and Talents are because that 

will influence your results!  

Instructions: 

This Spiritual Gifts Test consists of 140 statements that you are to respond to by 

entering in a number for each on the Analysis Sheet1.  Depending on how you feel about 

each statement, enter a number between 1 and 10 where 1 means that the statement does 

not describe you at all and 10 means that the statement describes you perfectly. 

This test is designed for Christians.  If you have been a Christian for at least a few 

years, you should use your personal experiences as the basis for your Responses.  If you 

consider yourself to be a new Christian, then your Responses should be based on how 

well each statement describes the desire of your heart (even if you have not yet done what 

the statement talks about). 

Please keep in mind that this test was written by people, not by God, and as such 

it is certainly imperfect. It should be used as a starting place to begin to discover how 

God has gifted you, but not as an absolute indicator. The test may not always indicate 

                                                 

1
 I left out the 140 statements (questions) as that would generate very many pages to be added but 

I have included the Analysis Sheet for referen ce.  
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your true Spiritual Gift(s). It is just one tool in what should be a life-long search for how 

God has blessed you so you can bless others.  

Read this VERY CAREFULLY! 

1. Before you start the test, find the Analysis Sheet and fold it along the gray line 

that runs down the middle of the sheet.  Fold it so that you can see the 140 

numbered boxes, but cannot see the names of the Spiritual Gifts and Talents. 

2. Place the five Test pages on top of the folded Analysis Sheet so that you can see 

the Response 1-28 column. 

3. As you take the Test, enter a Response (number from 1 to 10 indicating how well 

the statement describes you) in each of the pre-numbered boxes. 

4. After entering your Responses in the boxes numbered 1-28, flip to the second Test 

page and position it over the Analysis Sheet so that it covers up the column of 

Responses you just entered.   

5. Now enter your Responses for this page of the test. 

6. Continue this process for all five Test pages.  The test will take about an hour to 

complete. 

7. Respond to each Statement quickly with your first feeling. Don't be too modest, 

however, unless you can walk on water, you will probably have many more low 

number Responses than high number Responses. 

8. Are you ready to start? Take a deep breath and begin . . . 

9. When you are done, read the Analysis Instructions page. 
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Spiritual Gifts Test - Analysis Sheet 
Response 
113-140 
Enter 1 - 
10 

Response 
85-112 
Enter 1 – 
10 

Response 
57-84 
Enter 1 -
10 

Response 
29-56 
Enter 1 – 
10 

Response 
1-28 
Enter 1 - 
10 

 Sum of  
f irst 5 
columns 

Rank in 
order 
highest 
to lowest 

Name of Spiritual Gift / 
Talent 

113 85 57 29 1    Administration / 

Guidance 114 86 58 30 2    Apostle 

115 87 59 31 3    Celibacy 

116 88 60 32 4    Craftsmanship / 

Artisan 
117 89 61 33 5    Discernment / 

Distinguish Spirits 
118 90 62 34 6    Encouragement 

119 91 63 35 7    Evangelism 

120 92 64 36 8    Exhortation 

121 93 65 37 9    Faith 

122 94 66 38 10    Giving 

123 95 67 39 11    Healing 

124 96 68 40 12    Helps / Service 

125 97 69 41 13    Hospital i ty 

126 98 70 42 14    Intercession / Prayer 

127 99 71 43 15    Knowledge 

128 100 72 44 16    Leadership 

129 101 73 45 17    Mercy / Compassion 

130 102 74 46 18    Miracles 

131 103 75 47 19    Missionary 

132 104 76 48 20    Music 

133 105 77 49 21    Pastoring 

/Shepherding 
134 106 78 50 22    Poverty (voluntary) 

135 107 79 51 23    Prophesy 

136 108 80 52 24    Teaching 

137 109 81 53 25    Tongues(interpreting) 

138 110 82 54 26    Tongues (speaking) 

139 111 83 55 27    Wisdom 

140 112 84 56 28    Writing 
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Analysis Instructions 

Analysis: 

1. First, look over the Analysis Sheet to make sure you have entered a number from 

1 to 10 in each of the 140 pre-numbered Response boxes.  If you left any of the 

boxes empty, go back to the corresponding question(s) and enter your Response. 

2. Now, unfold the Analysis sheet.  Calculate the sum of the 5 Responses in each 

horizontal row and enter it in the Sum column.  You need to do this for each of 

the 28 rows of Responses.  Each sum should be a number between 5 and 50. 

3. Next, look over the 28 numbers you have just entered in the vertical Sum column.  

Look for the highest number you can find (for example 47).  Now, place an “A” 

in the Rank column for the row with the highest Sum.  If there is more than one 

row with this same high number, place an “A” in the Rank column for each. 

4. (If you placed an “A” in 3 or more Rank boxes, then skip this step) - Look for the 

second highest number (for example 43).  Place a “B” in the Rank column for 

each row with this number. 

5. (If you placed an “A” or “B” in 3 or more Rank boxes, then skip this step) - Look 

for the third highest number and place a “C” in the Rank column for each row 

with this number. 

6. Now look at the names of the Spiritual Gifts / Talents beside the Rank boxes 

where you entered “A”, “B”, or “C”.  These are the Spiritual Gifts and Talents 

that it seems God has given to you. 

7. You can find out more about your Spiritual Gifts and Talents by reading the 

Spiritual Gifts Reference Material on the following pages.  If you are reading this 
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document on a computer with Internet access, clicking on any Bible verse 

reference will open a window containing that Bible verse.  After reading the 

verse, you can close the Bible window to return to this document. 

This material is made available by Ken Ellis.  This Spiritual Gifts Test is also 

available on the Internet at http://www.kodachrome.org/spiritgift . The Internet version 

performs an automatic analysis so you don’t have to do any calculating. This Printable 

test can be downloaded at http://www.kodachrome.org/spiritgift/download.htm . 

  

http://www.kodachrome.org/spiritgift3
http://www.kodachrome.org/spiritgift/download.htm
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APPENDIX J   

Keirsey Temperament Sorter Score Sheet 

Score Sheet 
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APPENDIX K  

The Keirsey Four Types S orter Questions 
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