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ABSTRACT 

This study used a questionnaire designed to identify the 

professional and personal characteristics of male ministers in 

Arizona. Information was elicited on general demographics, 

careers, and personal life. Subjects were identified from lists 

provided by churches in the area. Fifty (n = 50) questionnaires 

were analyzed. Frequencies and percentages were reported as well 

as verbatim responses to open ended questions. 

The results appeared to reveal that as a group the subjects 

indicated service to God and fellow men/women as major reasons for 

entering the ministry, as definitions of success and as career 

goals. The majority had been in the ministry for over 20 years, 

considered themselves to be successful, received high levels of 

support from family and friends, had good marital relationships, 

were satisfied with their social lives, had high morale and 

self-esteem, and desired to remain in the ministry. Time demands, 

unrealistic expectations and interpersonal conflicts were the most 

common causes of stress reported by the clergymen. 
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CHAPTER 1 

INTRODUCTION 

There are many different types of professional services 

dedicated to the goal of helping people. The Christian ministry 

is a help-related profession which has many unique features. In 

addition to helping people on an emotional and physical level, 

the ministry attends to the spiritual needs of individuals. As 

a vocation, the ministry attracts individuals who feel they have 

been "called by God." Though women are entering the ministry in 

increasing number, it is still considered to be a male-dominated 

profession. 

Although clergymen seem to face the same challenges that are 

common to other help-related professions, they also appear to 

encounter some difficulties and obstacles that are unique to their 

profession. Constant time demands, excessive responsibilities, 

and unrealistic expectations typify the work role of a minister. 

In many congregations, the pastor is expected to be flawless in 

character. 
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Need for This Study 

In recent literature, little attention has been given to the 

personal and professional characteristics of clergymen. No 

research has been conducted to measure the characteristics of 

male ministers in the State of Arizona. Information concerning 

general characteristics, education, goals, compensation, barriers 

to effectiveness, support, ordinal position, family life, social 

and leisure activities, values, morale, self-esteem, and 

depression of male ministers in Arizona is virtually non-existent. 

This study is designed to provide such material. Information 

about the general characteristics and attitudes of clergymen, 

including the challenges and difficulties commonly experienced, 

may aid ministers in reaching their career and personal goals. 

Purpose of the Research 

The purpose of this study was (a) to provide descriptive 

information about the personal and professional characteristics 

of male ministers in the State of Arizona as well as the perceived 

challenges and difficulties which they experience as clergymen, 

and (b) to make known the issues critical to the well being and 

job satisfaction of ministers with the view to increase 

ministerial effectiveness. 
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Questions for Consideration 

This study considered the following questions: 

Career 

1. What motivated these men to become clergy? 

2. What are their career goals? 

3. What academic degrees do the men have and what are their 

fields of emphasis? 

4. What financial, social, and emotional compensation are they 

receiving for their pastoral work? 

5. At what points in their careers do they face barriers to 

advancement? 

6. What are these barriers? 

7. Which groups were least and most supportive of their careers 

as ministers (family, friends, parishioners, colleagues, 

church officials)? 

8. Are they supportive or opposed to the ordination of women 

clergy? 

9. What do they feel are the major stressors in their 

professional lives as ministers? 

Personal 

1. What are the most and least common ordinal positions? 

2. How many are married? 

3. How many have children? 
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4. Are the ones who are married the sole or joint supporters of 

their family? 

5. With whom do the ministers socialize? 

6. Where do they meet these people? 

7. How much of their time do they spend socializing? 

8. Are they satisfied with their social lives? 

9. What leisure activities do they pursue? 

10. How much time do they spend on leisure activities? 

11. What are their most important values? 

12. As a group, is their morale high or low? 

13. As a group, is their level of self-esteem high or low? 

14. As a group, is their level of depression high or low? 

15. What do they feel are the major stressors in their personal 

1ives as ministers? 

Assumptions 

In this study, the following assumptions were made: 

1. The ministry is unique among help-related professions; 

clergymen face many common and yet some distinctive challenges. 

2. Ministers desire to be effective in their vocation. 

3. Ministers answer questions candidly. 
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Chapter Summary 

The Christian ministry is a help-related profession which has 

unique features and difficulties. Little has been written 

describing personal and professional characteristics of ministers. 

Information about the characteristics and attitudes of clergymen, 

including the challenges and difficulties commonly experienced, 

may aid ministers in reaching their career and personal goals. 

Relevant questions pertained to motivation, goals, education, 

compensation, barriers, support, contributions, stressors, ordinal 

position, family, social life, leisure, values, morale, 

self-esteem, and depression. 
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CHAPTER 2 

REVIEW OF RELATED LITERATURE 

Researchers have been interested in the life and ministry 

of clergymen for many years. In recent literature, there have 

been numerous studies reporting on ministers and their careers. 

The bulk of it has focused on the struggles and difficulties 

encountered by clergymen. Little research has been conducted to 

measure the degree of satisfaction derived from Christian 

ministry. Research focusing on the unique personal 

characteristics of pastors has been sparse. 

This chapter contains information pertaining to various 

aspects of a minister's life and work. The information was 

compiled from a review of literature since 1980, with references 

to a few studies of earlier origin. 

Satisfaction 

Research into clergy job satisfaction has been mostly 

descriptive and has emphasized the correlation of factors with 

some measure of job satisfaction (Wilson, 1987). Wilson reviewed 

research into factors related to job satisfaction among Protestant 
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ministers and Catholic clergy. The factors found influencing 

clergy satisfaction were salary, marital relationships, 

denominational procedures of recruitment, support from supervisors 

and colleagues, and interpersonal relationships with members of 

the congregation. The most satisfied ministers were older, 

conservative in theology, had no more than a basic theological 

degree, and were trained in denominational seminaries as opposed 

to university seminaries. 

Steele (1984) examined changes over the adult years in 

occupational satisfaction, life satisfaction, marital satisfaction, 

and self-esteem of 215 male Protestant clergy, ages 26 through 66. 

The subjects for the study were recruited from alumni lists of two 

seminaries in Chicago, Illinois. Results indicated that the 

clergymen were satisfied on all measures. Satisfaction was found 

to increase with age and time in the ministry. Subjects between 

the ages of 31 and 40 were the least satisfied. There was an 

increase in occupational satisfaction in the early years of 

parenthood and a decrease in marital satisfaction when the oldest 

child was between 6 and 13 years. 

Work Role and Identity 

Work roles vary in the degree to which they permeate a 

worker's life. The life of a minister carries with it many 
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various roles and responsibilities. According to Kieron and Munro 

(1988), the clergyman's work role "demands a high investment of 

his resources, involves his whole person, and intrudes on all 

aspects of his life" (p. 240). Noyce (1983) described the 

minister's role as "dedicated, selfless service to the very center 

of the universe, Almighty God" (p. 93). 

According to Bonhoeffer (1985), a pastor has the 

responsibility of visiting, listening to, and meeting the needs of 

many people. He consoles the grief stricken, talks with the 

troubled, and intercedes for his congregation. All of this 

requires that he stay in contact with people's lives. He must 

choose words of comfort at the deathbed and graveside, and also 

preside at the wedding. Finally, the pastor must teach the 

scripture and prepare himself for this task with hours of reading 

and meditation. Bonhoeffer believes that the greatest 

responsibility of a minister is "to preach out of genuine 

certitude in order that others are led to certitude" (p. 67). 

According to Steele (1988), the young minister is 

particularly susceptible to difficulty due to an over 

identification with his role. Steele points out that the young 

minister is in danger of role diffusion because of the various 

demands and expectations placed upon him by his congregation and 

by fellow clergy. He believes that a minister can lose his sense 

of personal identity if he attempts to be all things to all people. 
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Most Significant Difficulties 

In recent literature, there are many research studies 

reporting on the struggles and difficulties of clergymen. 

Although ministers seem to face the same challenges that are 

common to other help-related professions, they also appear to 

encounter some difficulties which are unique to their profession. 

Ellison and Mattila (1983) conducted an empirical 

investigation of the most significant difficulties experienced 

by Evangelical Christian leaders by means of a needs survey. 

The survey was distributed to a random sample of 1,000 subscribers 

to Leadership Magazine, a quarterly publication developed 

specifically for pastors and church leaders. The survey 

recipients were affiliated with 15 various denominations. Of 

the 1,000 surveys mailed, 300 were returned. The most frequently 

indicated difficulties the respondents reported on an open-ended 

question were lack of time, stress, frustration, feelings of 

inadequacy, spiritual dryness, fear of failure, and loneliness 

and isolation. The major contributing factors perceived for 

these difficulties were constant time demands, unrealistic 

expectations of their own, difficulties in motivating people, 

unfulfilled dreams, unmet ministry goals, a lack of understanding 

from denominational leaders, and a lack of an "intimate confidant" 

with whom they could share their needs. 
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According to Brown (1984), clergymen are reluctant to admit 

that they are having difficulties. She pointed out that many 

ministers fear being perceived as an unfit person and 

jeopardizing job mobility. 

Personality and Psychological Difficulties 

There are a number of studies which imply that the ministry 

is a vocation that attracts detached, maladjusted individuals, at 

least that has been the conclusion of some authors. 

In a review of studies examining religious personalities of 

ministers, Daniel and Rogers (1981) found "a personality pattern 

emerging which is perfectionistic, introspective, conflicted over 

the expression of hostility, isolated, detached, and has great 

difficulty in establishing close interpersonal relationships" 

(p. 246). In addition, Daniel and Rogers found studies using the 

MMPI pointing to a high defensiveness in ministers and seminary 

students. 

Thomsen (1986) designed a study to outline the psychological 

difficulties experienced by ministers who have grown up in rigidly 

conservative religious homes. Results showed that these ministers 

struggled with "dependency and individuation difficulties, 

authoritarianism, cognitive inflexibility characterized by either 

retreat or abandonment of one's faith, arrested moral and faith 
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development, personality fragmentation, difficulties with 

intimacy, and a troubled spiritual life" (p. 2328). 

Billotta's study (cited in Banks, et al., 1984) of candidates 

for religious life and priesthood showed that these applicants 

struggled with "problems related to self-image, self-consciousness, 

insecurity, and inferiority based on their expectations of 

personal perfection" (82). The applicants also had difficulties 

establishing close friendships and nurturing properly. Many of 

them were found to have unresolved issues from childhood relating 

to parental authority. 

Loneliness 

Little research has been conducted to measure loneliness. 

The various reasons postulated for the dearth of research are that 

loneliness is not readily manipulated and that there have been no 

validated instruments for measuring loneliness (Warner and Carter, 

1984). In recent literature, there have been numerous studies 

indicating that loneliness is a commonly experienced feeling for 

clergymen and their wives. 

In a study with 33 pastors, 28 wives of pastors, 64 

non-pastoral males and 64 non-pastoral females from the 

Presbyterian denomination, pastors and their wives were found 

to be significantly more lonely than males and females in 
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non-pastoral roles. The causal factors of loneliness for the 

clergy couples were seen as limited quality alone time with one's 

spouse and social isolation. These difficulties were perceived 

to be experienced as a result of the constant time demands of 

Christian service and a lack of in-depth sharing with other church 

couples (Warner and Carter, 1984). 

Carroll, Hargrove, and Lummis (cited in Eaton, 1988) did a 

study on clergy men and women, seminary faculty, church executives, 

and lay people of nine major denominations contacting over 1,300 

people. They found that loneliness increased for pastors who were 

young, unmarried and in rural pastorates. Single, never married 

clergy were the loneliest. The number of other clergy that 

pastors interacted with or whether they attended clergy support 

groups did not make a difference in the experienced levels of 

loneliness. The level of support from spouse rather than marriage 

itself was found to reduce the incidence of loneliness in those 

who were married. 

Burn-out 

The pastorate is being recognized as a position that carries 

with it a high potential for succumbing to burn-out. Warner and 

Carter (1984) defined burn-out as "a syndrome of physical and 

emotional exhaustion resulting from the stress of interpersonal 
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contact" (p. 126). They found that time demands, role conflicts 

and unrealistic expectations lead to burn-out in the ministry. 

Feelings of failure and inadequacy, marital stress, and misplaced 

responsibility were other factors found leading to clergy burn-out 

(Daniel and Rogers, 1981). 

Daniel and Rogers reported the following factors to be 

negatively correlated with burn-out in research and usually absent 

within the ministry as a whole: 

(a) on the individual level: being aware of one's own 
limits, awareness of one's motivation for entering a 
particular vocation, and a separation between work and home; 
(b) on a training level: inservice training or training as 
part of a graduate program to help one deal with 
interpersonal stress and interpersonal relationships, 
providing students with realistic goals of what can be 
accomplished when they enter the field, and training to 
understand one's own process; (c) on an organizational 
level: group meetings of peers on a regular basis for 
support and advice, both on the job and off job support 
systems, team approaches to help diffuse responsibility 
and allow a person time off, limiting the number of hours 
a person can work, and providing adequate vacations and 
training experiences (p. 244). 

Leaving the Ministry/Changing Positions 

The ministry seems to suffer from the same high turnover rate 

as other help-related professions. Studies have shown that 

one-third of all clergymen ponder the implications of leaving 

what they thought would be a life work (MacDonald, 1980; Malony, 

1988). According to Daniel and Rogers (1981), pastors leave the 
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ministry more often due to feelings of personal failure and 

inadequacy, marital stress, and family conflict. Ministers 

leaving the pastorate after middle age were found to do so for 

economic reasons (MacDonald, 1980). 

Daniel and Rogers reported that two years is the average 

length of time for a Protestant minister to serve in a church. 

They pointed out that pastors change churches or positions within 

the vocation "more often due to conflicts in the job, that is, 

lack of proper training to perform particular tasks, conflict 

over church policies, lack of financial reinforcement, et cetera" 

(p. 244). 

Clergy Team Relationships 

Many churches have congregations led by clergy teams. 

According to Bonhoeffer (1985), a good relationship between 

pastors is essential to the wel1-functioning of a church. He 

believed that personal conflict and animosity between pastors can 

ruin a congregation. 

A study done in 1987 investigated the quality of clergy teams 

in relationship to gender, leadership style, understanding of 

power, and self-esteem. The sample of 10 male/male teams was 

homogeneous in that subjects were Caucasian, American born, 

full-time ordained Lutheran clergy from the Midwest with at least 
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one year work experience together. The data revealed several 

important findings. First, good team relationships were 

characterized by open communication, complementary skills, mutual 

respect, and high self-esteem. Second, teammates with high 

self-esteem did not have power struggles. Third, clergy preferred 

male/female teams because "women offered different skills and 

personality traits." Fourth, teammates of different birth order 

positions had better relationships than those with the same birth 

order. Clergy were found living out the role of their ordinal 

positions in their relationships with each other (Neuchterlein, 

1987). 

Mentors 

According to Steele (1988), it is important for young adults 

to have a mentor relationship. He describes a mentor as someone 

"at least 3 to 5 years older than the young adult to be guided" 

and someone who is "wiser and more experienced in the world which 

the young adult is entering" (p. 16). He believes that the 

primary task of a mentor is to support the young adult's dream. 

Steele points out that the majority of clergymen do not have 

a mentor relationship. He describes pastoral ministry as more 

competitive than cooperative. He writes: 
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If a clergyman joins a pastoral staff where the senior pastor 
is not threatened by his presence, then a mentorship may 
develop. The usual course, however, involves a young 
clergyman taking on a senior pastorate and feeling as if he 
must be an equal with those who might be his mentor (p. 16). 

Clergy Marriages 

There appears to be little doubt among researchers that 

ministers and their wives experience significant difficulties in 

their marital relationships. Studies have shown that clergy 

divorce has been on the rise and has reached alarming proportions. 

Divorce is estimated to have quadrupled for ministers since 1960 

(Stout, 1982). Malony (1988) reports clergy as ranked third among 

professions in the number of divorces granted each year. 

Research into causal factors of poor marital relationships 

in clergy marriages indicates that pastoral couples encounter 

difficulties similar to those of nori-pastoral couples. Many of 

the difficulties experienced by clergy couples were found to exist 

in the interpersonal relationships of the partners. Mediocrity, 

superficiality and quiet desperation were found to typify clergy 

marriages (Mace and Mace; cited in Warner and Carter, 1984). 

Diversity of background, self-centeredness, sexual dissatisfaction 

and the inability to love were also seen existing in clergy 

marriages (Stout, 1982). Other difficulties experienced by clergy 

couples were influenced by social changes and pressure from 
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society. Stout reported there being a decrease in social pressure 

to continue less than satisfying marriages. Other social 

pressures mentioned by Stout were the changing roles of women, 

dual careers, infidelity and materialism. 

Research shows that pastoral couples also experience 

difficulties unique to the ministry. Studies have shown that 

ministers and their wives encounter the problem of extremely high 

expectations being placed upon them. According to Steele (1988), 

the clergy marriage is expected to appear "as if made in heaven," 

the minister himself is expected to be "the prototypical father 

for the church," and the minister's wife is expected to be "the 

perfect example of a godly woman" (pp. 17-18). Kieron and Munro 

(1988) pointed out that some church bodies expect clergy wives to 

act as assistant pastors without pay. Warner and Carter (1984) 

reported that some congregations expect pastoral couples to have 

lesser need for friends and a greater involvement in their duties. 

The Ordination of Women 

The history of pastoral care in the church is documented as 

largely a description of care exercised by ordained men. The 

ordination of women to the ministry has been a controversial 

subject among Christian denominations for many years. Some 

denominations have been ordaining women for over 100 years 
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(Zikmund; cited by Eaton, 1988). Today, all of the main line 

Protestant churches ordain women to the ministry (O'Hern; cited 

by Eaton, 1988). 

A Gallup poll survey done in 1981 reported 49% of the 

responding clergymen favoring the ordination of women. The 

Catholics were 60% in opposition, and the Protestants were 40% in 

opposition. The highest percentage of opposition came from 

Southern Baptists (74%), while the Methodists were the most in 

favor with 83% responding positively. Middle aged clergy (30 to 

39) were most in favor, but only slightly more so than older 

clergy. Youner clergy (18 to 29) were most opposed (Knight, 1981). 

Definitions of Success 

The meaning of success differs among individuals, between 

cultures, and over time. The Random House Dictionary defines 

success as "the favorable or prosperous termination of attempts or 

endeavors; the attainment of wealth, position, honors, or the 

like" (p. 1899). The biblical interpretation of success is "to 

observe the decrees and laws that the Lord gave Moses for Israel" 

(1 Chronicles 22:13, New International Version, p. 390). 

The clergywomen in Eaton's (1988) study were asked to rank in 

order of importance their top five definitions of success from a 

list of 17 options. The following is a list of the most popular 
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choices with the percentage of subjects who chose them: 

"Contributing to the welfare of the members of your congregation" 

(100%), "Serving God" (96%), "Developing a strong relationship 

with others" (91%), "Contributing to the welfare of friends or 

personal acquaintances" (81%), "Pastoring my own church and/or 

being a Senior Pastor" (59%). 

Eaton asked the clergywomen to define their own views of 

success. The most recurring themes were "Service to God and 

mankind," "personal development," and "spirituality" (p. 72). 

Ordinal Position 

Alfred Adler (1870-1937) theorized that birth order plays an 

important part in determining the personality and goals of a 

child. He believed that birth order affected parental 

expectations which in turn influenced a child's decision making 

(Eaton, 1988). According to Christensen (1983), "Each ordinal position 

offers the child who occupies it a different vantage point for 

interpreting life" (p. 6). 

The clergywomen in Eaton's (1988) study were asked to 

indicate their ordinal position in their famiy of origin. The 

ordinal position most represented by the clergywomen was that of 

an only child, keeping in mind that Adler considered an individual 

to be an only child if there was a 5 year gap between his siblings 
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and himself. The middle child was the second most represented 

ordinal position. 

Self-Esteem 

Self-esteem is a topic of much interest to researchers in 

the mental health field. Self-esteem, as defined by The Random 

House Dictionary (1987), is "a realistic respect for or favorable 

impression of oneself" (p. 1737). According to Rosenberg (1965), 

high self-esteem is characterized by self-respect, self-worth, 

a recognition of limitations and an expectation to improve. He 

considered low self-esteem to be characterized by self-rejection, 

self-dissatisfaction and self-contempt. 

Eaton (1988) used Rosenberg's 10 item self-esteem scale to 

measure the self-esteem of 26 clergywomen in Arizona. She found 

that the self-esteem of the clergywomen was higher than that of 

women used as a norm group. She reported her findings as such: 

All but one, 25 (96%) either agreed or strongly agreed that 
they felt themselves to be a person of worth. Every minister 
felt herself to have a number of good qualities with 18 
(69%) strongly agreeing. Not one woman agreed that she felt 
herself to be a failure. Three (12%) disagreed that they 
felt able to do things as well as other people while all the 
others agreed or strongly agreed. One (4%) agreed that she 
did not have much to be proud of while the vast majority 
disagreed 12 (46%), or strongly disagreed 13 (50%). All but 
2 (8%) took a positive attitude toward themselves and all but 
3 (12%) on the whole felt satisfied with themselves. 
Interestingly enough, 1 (4%) strongly agreed and 6 (23%) 
agreed that they wished they could have more respect for 
themselves. Showing a similar response, 10 (39%) felt 
useless at times. Three (12%) agreed that at times they are 
no good at all. (p. 98) 
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Depression 

Depression of some degree affects virtually every individual 

and every culture. The Random House Dictionary defines depression 

as "a condition of general emotional dejection and withdrawal; 

sadness greater and more prolonged than that warranted by any 

objective reason" (p. 535). Rowe (1983) described depression as 

"a prison which we build for ourselves" (viii Preface). 

Currently there are many different measures of depression 

available. The CES-D is a 20-item, self-report, symptom rating 

scale designed to measure depression by quantity and frequency of 

symptoms (Radloff, 1977). According to Eaton (1988), "The 

population on which the norms for the scale were based was 

predominantly white, educated and female" (p. 54). The scale was 

found to be effective for detecting groups at high risk for 

depression (Weissman et al.; cited in Eaton, 1988). 

Eaton used the CES-D scale to measure depressive moods of 

24 clergywomen in Arizona. At least half of the ministers 

indicated that at times they were restless in their sleep, felt 

depressed, felt lonely, "could not get going," and had trouble 

keeping their attention focused. Thirteen of the women indicated 

that at times they did not feel happy and 12 indicated that at 

times they did not enjoy life. Eaton reports, "As a group, the 

sample of clergywomen scored below the average of the group of 

women used as the norm group for the depression scale" (p. 103). 
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Chapter Summary 

This chapter consisted of a review of literature summarizing 

research and/or theory that has to do with the following areas: 

ministry satisfaction, clergy work roles, struggles and 

difficulties of ministers, loneliness, burn-out, clergy team 

relationships, mentor relationships, clergy marriages, the 

ordination of women to the ministry, definitions of success, 

ordinal positions, self-esteem, and depression. 

Clergymen appeared to be satisfied with their lives in 

general. Denominational policies and interpersonal relationships 

were found to influence clergy satisfaction. Satisfaction was 

found to increase with age and time in the ministry. 

The work roles of a minister were described as time demanding 

and requiring a great deal of personal involvement in the lives of 

others. Many pastors struggled with identity problems in the 

first few years of ministry due to the constant time demands and 

expectations from others. 

The most significant difficulties experienced by the 

clergymen were seen as frustration, spiritual dryness, personal 

insecurity, and loneliness. Other difficulties mentioned were an 

inability to express anger, cognitive inflexibility, lack of 

individuation, and unresolved issues from childhood. Clergy 

personalities were described as perfectionistic, introspective, 
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defensive, and fragmented. 

Pastors and their wives were found to be more lonely than 

non-pastoral couples. Causal factors of loneliness were seen as 

lack of time with one's spouse and lack of intimacy with other 

church couples. Loneliness increased for clergy who were young, 

unmarried, and from rural pastorates. 

Ministers were described as having a high potential for 

succumbing to burn-out. Burn-out in the ministry was thought to 

be caused by many of the previously mentioned difficulties. It 

was reported that one-third of all clergymen considered leaving 

the ministry, and that two years was the average length of time 

for a Protestant minister to serve in a church. 

The importance of a good clergy team relationship was 

emphasized. A good clergy team relationship was shown to be 

characterized by open communication, complementary skills, mutual 

respect, and high self-esteem. It was pointed out that pastors 

would benefit from a mentor relationship and that the majority of 

them are without one. 

Clergy divorce was reported as reaching alarming proportions. 

Interpersonal conflict between spouses was seen as a major cause 

of marital difficulty. Pressures due to changes in society and 

high expectations from the Church were thought to influence clergy 

marriages. 
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The controversy of the ordination of women to the ministry 

was mentioned. A Gallup poll survey revealed that Methodists 

were most in favor while Southern Baptists were most opposed. 

Middle aged clergy (30 to 39) were most in favor. 

Definitions of success were given. Nearly all of the 

clergywomen in Eaton's study viewed success as contributing to 

the welfare of others and serving God. Other apparent themes 

related to their views of success were spirituality and personal 

development. 

The ordinal position most represented by the clergywomen in 

Eaton's study was that of an only child. As a group, the 

clergywomen had high levels of self-esteem and low levels of 

depression. 
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CHAPTER 3 

METHODS 

The purpose of this study was to provide descriptive 

information about male ministers in the State of Arizona and to 

add to the general body of knowledge available on clergymen. 

The purpose was also to provide data that may be helpful to 

these ministers as they seek to meet their career and personal 

goals. 

This chapter will describe the population and sample, the 

design of the study, and the instruments and procedures used in 

the study. 

Population and Sample 

Population 

The population of this study consisted of male ministers of 

several religious denominations in the State of Arizona. These 

clergymen were at various stages of their career. The population 

was identified by contacting churches in the area and asking for 

lists of names and addresses of clergymen. 
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Sample 

The sample consisted of a total of 50 (N = 50) pastors who 

returned usable questionnaires (Appendix B). Not all of the 

returned questionnaires were completed sufficiently to be used 

in the study. One hundred and sixty-one (161) questionnaires 

were mailed and sixty-two (62) were returned representing a 38% 

return rate. 

Instruments 

A questionnaire (Appendix B) developed by Eaton (1988) for 

clergywomen was revised in order to gather information about the 

clergymen. Some questions were taken from a questionnaire used 

by Northcutt (1987) and other questions, including some open ended 

questions, were written to gather more uniquely applicable data 

from clergymen. 

Rosenberg's (1965) self-esteem scale was included as questions 

12 to 21. An achievement motivation scale (Myers, 1965), modified 

by Northcutt (1987), is found in questions 22 - 28. A depression 

scale (CES-D) developed by the Center for Epidemiologic Studies 

at the National Institute of Mental Health (Radloff, 1977), was 

also included. Both the Rosenberg and the CES-D scale are in the 

public domain and may be used without copyright permission. 

The questionnaire, including the three instruments, was designed 
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to identify career and personal characteristics of ministers in 

Ari zona. 

Procedure 

Selection of Subjects 

The population for this study was obtained by contacting 

churches in the area and asking them to volunteer the names and 

addresses of ministers from their denomination pastoring in 

Arizona. The six denominations chosen were the same used by 

Eaton (1988) in her study of clergywomen. 

Questionnaire 

The questionnaire (Appendix B) and cover letter (Appendix A) 

were mailed to the subjects along with the stamped, addressed 

envelope to be used to return the completed questionnaire. 

Research Hypotheses 

The ministry is a help-related profession with rewards and 

challenges unique to its vocation. A clergyman's work role 

demands a high investment of his resources—time and energy. The 

following are hypotheses about the characteristics of male 

ministers in Arizona: 

1. They are highly motivated to be successful according to their 

own definition of success. 
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2. Most feel over-worked and experience the pressure of 

unrealistic expectations from others. 

3. Most are receiving substantial support from at least one or 

more groups within the following categories: family, friends, 

colleagues, congregations, church officials. 

4. More of the pastors are first born or only children than any 

other ordinal family position. 

5. Most of the pastors will report their highest values as being 

service oriented. 

6. As a group, the sample will show high self-esteem. 

7. As a group, the sample will show symptoms of depression. 

Additional Research Questions 

1. What are the subjects' major reasons for entering the 

ministry? 

2. What are their career goals? 

3. With what educational backgrounds do these men enter the 

ministry? 

4. How do they define success? 

5. What do they feel are the major stressors in their personal 

and professional life as clergy? 

6. How do they feel about the ordination of women to the 

ministry? 

7. What are the most common barriers to advancement and 

effectiveness that the ministers encounter? 
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Data Analysis 

To test the hypotheses and to answer the questions concerning 

clergymen in Arizona, statistical and descriptive procedures were 

used as methods of data analysis. 

Statistical Procedure 

The statistical procedures were simple. Frequency, percent, 

valid percent, cumulative percent, and mean were calculated 

(Anastasi, 1982). 

Descriptive Procedure 

Descriptive procedures were used to report the information 

acquired from such questions as number of years in the ministry, 

job titie, denomination, age, ethnic category, mentor and financial 

information, etc. 

Descriptive procedures were also used to present the 

information gleaned from the open ended questions such as major 

reasons for entering the ministry, career goals, definition of 

success, barriers encountered, experience with church hierarchy 

and structure, and the major stressors in personal and professional 

life. All of the many and varied responses were reported. 

Chapter Summary 

The purpose of this study was to contribute descriptive 
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information about clergymen in Arizona. The population consisted 

of 50 male ministers in Arizona who returned questionnaires 

revised for this study. Rosenberg's self-esteem scale, Myers' 

achievement motivation scale, and the CES depression scale were 

instruments used on the questionnaire. Research hypotheses 

included suppositions concerning motivation, work load, support, 

ordinal position, values, self-esteem, and depression. 
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CHAPTER 4 

RESULTS 

This chapter presents the information derived from the 

developed questionnaire using the descriptive and statistical 

procedures described in Chapter 3. The purpose of this study was 

to provide descriptive information about ministers in the State of 

Arizona, to add to the general body of knowledge available on 

clergymen, and to provide data that may be helpful to them as they 

seek to meet their personal and professional goals. 

Data providing a demographic profile and description of 

characteristics involving the ministers' personal and professional 

lives and applying to the hypotheses and additional questions will 

be shown. The data's application to the hypotheses and questions 

will be discussed in Chapter 5. 

Population Description 

The questionnaire included questions whose answers provided 

general demographic information about the population of ministers 

in Arizona. This included the categories of denomination, ethnic 

category, academic degrees and age. 
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Denomination 

Ministers from six different denominations were represented 

in this study. Of the subjects, 13 (26%) were Lutheran, 9 (18%) 

were Disciples of Christ, 8 (16%) were United Church of Christ, 

8 (16%) were Episcopal, 6 (12%) were Presbyterian, and 6 (12%) were 

United Methodist (Table 1). 

Table 1. Denomination 

Denomination Number of Responses Frequency (%) 

Lutheran 13 26 

Disciples of Christ 9 18 

United Church of Christ 8 16 

Episcopal 8 16 

Presbyterian 6 12 

United Methodist 6 12 

n = 50 

Ethnic Category 

Of the 50 subjects, 46 (92%) were Anglo, 3 (6%) were Native 

American, and 1 (2%) was Asian (Table 2). 

Academic Degrees 

Of the 50 ministers, 3 (6%) had Bachelors degrees, 35 (70%) 

had Masters degrees, and 12 (24%) had earned Doctorate degrees 



42 

Table 2. Ethnic Category 

Ethnic Category 

Anglo 

Native American 

Asian 

Number of Responses 

46 

3 

1 

Frequency {%) 

92 

6 

2 

n = 50 

(Table 3). The major emphasis of study for both graduate and 

undergraduate degrees were also indicated on the questionnaire. 

Not all the Masters degree respondents reported their field of study 

for their Bachelors degrees, and not all the Doctorate degree 

respondents reported their field of study for their Bachelors and 

Masters degrees. The specific degrees listed can be found in 

Appendix C. 

Table 3. Highest Academic Degrees Obtained 

Academic Degree Number of Responses Frequency (%) 

Bachelors 3 6 

Masters 35 70 

Doctorate 12 24 

n = 50 
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Age 

Sixteen (33%) of the ministers fell within the 46-55 year age 

group. Sixteen (33%) were also in the 56-65 group. Fourteen (29%) 

ministers were within the 36-45 category. Three (6%) pastors were 

in the 25-35 group. One minister did not indicate an age group 

(Table 4). 

Table 4. Age 

Age Number of Responses Frequency (%) 

25-35 years 3 6 

36-45 years 14 29 

46-55 years 16 33 

56-65 years 16 33 

Over 65 years 0 0 

n = 49 

Career Information 

This section contains data concerning the careers of the 

clergymen subjects. 

Reasons for Entering the Ministry 

There were a variety of reasons why these men chose the 

ministry as their vocation. Twenty-one (42%) wrote that they felt 
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"called" to serve in the ministry. Twenty-one (42%) also wrote 

that they wanted to help and serve others. Nine (18%) chose the 

ministry for personal reasons such as family upbringing, religious 

experience, interest in religion, and the encouragement of others. 

Nine (18%) also wrote that they wanted to love and serve God. Six 

(12%) felt that their skills and talents fit ministerial work. 

Other responses included: search for fulfillment, religious 

commitment, beliefs and faith, and desire to preach (Table 5). 

Table 5. Reasons for Entering the Ministry 

Reasons Number of Responses Frequency (%) 

"Called to Serve" 21 42 

Desire to Help and Serve Others 21 42 

Personal Reasons 9 18 

Desire to Love and Serve God 9 18 

Skills and Talents 6 12 

n = 50 

Note. The subjects identified with more than one category. There 

were other responses not listed in this Table. 

Career Goals 

The ministers expressed many different career goals. Over half 

of the men, 28 (56%), indicated an interest in continuing in the 

pastoral role: preaching, teaching, leading an effective church, 
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and having a successful ministry. Eleven (22%) aspired to serve 

God and humanity. Three (6%) desired to grow spiritually. Two 

(4%) were planning for retirement. Other responses included: 

"social change in the community, to communicate more effectively, to 

enter the mission field, to develop a model for ministering to the 

elderly, to specialize in counseling, to become a Christian writer, 

to become a retreat center administrator, to stay open to new 

opportunities, to develop lay leaders, to be happy, and to be the 

best that I can be." 

Title 

Of the 50 clergymen (N = 50) who completed the questionnaire, 

26 (52%) called themselves pastor or senior pastor, 12 (24%) 

minister or senior minister, 8 (16%) rector, 2 (4%) pastor-developer, 

1 (2%) co-pastor, and 1 (2%) pastor-in-charge. 

Duties 

The pastors listed a wide variety of duties under job 

description. Preaching was listed by 38 (76%). Administration was 

listed by 35 (70%). Visitation and calling was recorded by 27 

(54%). Teaching was listed by 22 (44%). Leading or assisting in 

worship was recorded by 20 (40%). Nineteen (38%) reported that 

counseling was a part of their responsibilities (Table 6). Other 

responsibilities listed were: "spiritual advisor, program 

development, supervision of staff, education, leadership training, 
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boards and committes, social service, funerals, weddings, new 

member recruitment, shepherding, and stewardship. " 

Table 6. Duties 

Duties Number of Responses Frequency (%) 

Preaching 38 76 

Administration 35 70 

Visitation and Calling 27 54 

Teaching 22 44 

Leading or Assisting in Worship 20 40 

Counseling 19 38 

n = 50 

Note. The subjects identified with more than one category. 

Time in the Ministry 

Thirty (60%) of the 49 pastors who responded to the question 

had served in the ministry for more than 20 years. Seven (14%) had 

served between 11 and 15 years. Six (12%) had served between 6 and 

10 years. Six (12%) had served between 16 and 20 years. Only 1 

(2%) pastor had served in the ministry for 5 years or less 

(Table 7). All 50 of the ministers were active; none were retired. 

Time in Current Position 

Twenty-three (47%) of the 49 ministers who responded to this 
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Table 7. Time in the Ministry 

Time Number of Responses Frequency (%) 

0-5 years 1 2 

6-10 years 6 12 

11-15 years 7 14 

16-20 years 6 12 

Over 20 years 30 60 

n = 50 Mean = 22.5 years 

question had been in their current position between 2 and 5 years. 

Ten (20%) had been in their present position between 6 and 9 years. 

Eight (16%) reported serving in their present position between 10 

and 14 years. Six (12%) ministers had served 1 year or less in 

their current position. Two (4%) reported having served over 14 

years in their present position. One did not answer the question 

(Table 8). 

Size of Congregation 

The size of the congregation in which the pastors were serving 

varied widely. Nineteen (38%) ministered to parishes between 200 

and 500 people. Fourteen (28%) served between 500 and 900 people. 

Ten (20%) worked in churches with 200 people or less. There were 

6 responses where only 1 minister reported: "between 900 and 

1200," "between 1200 and 1600," "between 1600 and 3000," "800 
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Table 8. Time in Current Position 

Time Number of Responses Frequency (%) 

0-1 years 6 12 

2-5 years 23 47 

6-9 years 10 20 

10-14 years 8 16 

Over 14 years 2 4 

n = 49 Mean = 5.8 years 

families," "1200 families," and "325 baptized." One pastor failed 

to respond to the question. 

Number of Hours Worked Per Week 

The clergymen dedicated an extraordinary number of hours to 

their ministerial duties. Twenty (47%) worked between 41 and 55 

hours each week. Twenty (47%) also worked between 56 and 70 hours 

weekly. Two ministers reported working between 71 and 80 hours a 

week! One pastor responded with an answer of "full time." There 

was not a single individual who reported working 40 hours a week or 

less. Seven clergymen did not answer the question (Table 9). 

Financial Compensation 

Thirty-two (64%) ministers reported themselves to be in the 

category earning more than $30,000 annually. Thirteen (26%) 
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Table 9. Number of Hours Worked Per Week 

Number of Hours Number of Responses Frequency (%) 

0-40 hours 0 0 

41-55 hours 20 47 

56-70 hours 20 47 

71-80 hours 2 5 

Full Time 1 2 

n = 43 

reported earning between $20,000 and $30,000 annually. Four (8%) 

earned between $15,000 and $20,000 each year. Only 1 pastor 

reported earning less than $15,000 annually (Table 10). 

Thirty-six (72%) ministers agreed that they were financially 

compensated for their work. Seven (14%) strongly agreed that they 

were financially compensated. Five (10%) disagreed to being 

financially compensated and 2 (4%) strongly disagreed. 

When asked if the financial benefits met their needs, 34 

(72%) of the ministers marked that their needs were met, while 

13 (28%) felt that their needs were not adequately met. Three made 

no response to the question (Table 11). 

When asked if the financial benefits received met 

expectations, 32 (64%) felt they did, and 18 (36%) felt that they 

did not. 
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Table 10. Annual Income 

Income ($) Number of Responses Frequency {%) 

0-15,000 1 2 

15-20,000 4 8 

20-30,000 13 26 

Over 30,000 32 64 

n = 50 

Table 11. Financial Needs Met 

Response Number of Responses Frequency {%) 

Yes 34 72 

No 13 28 

n = 47 

Emotional Compensation 

Thirty-five (70%) of the clergymen agreed that they were 

emotionally compensated for their work. Eleven (22%) strongly 

agreed that they were emotionally compensated. Two (4%) ministers 

disagreed that they were emotionally compensated, and 2 (4%) marked 

strongly disagree. 
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Self-Ratings of Career Success 

Thirty-seven (74%) of the ministers rated themselves as being 

successful in their careers. Eight (16%) considered themselves 

as being extremely successful, and 5 (10%) felt only moderately 

successful. No individual marked "unsuccessful" (Table 12). 

Table 12. Self-Rating of Career Success 

Response Number of Responses Frequency (%) 

Extremely Successful 8 16 

Successful 37 74 

Moderately Successful 5 10 

Unsuccessful 0 0 

n = 50 

Definitions of Success 

The subjects were asked to rank in order of importance their 

top five definitions of success from a list of 17 options. 

Forty-nine (98%) included "Serving God" as one of their five 

choices. Forty-eight (96%) chose "Contributing to the welfare of 

the members of your congregation," 38 (76%) chose "Developing a 

strong relationship with others," 32 (64%) chose "Contributing to 

the welfare of friends or personal acquaintances." Twenty-five 

(50%) chose "Pastoring my own church and/or being a Senior Pastor," 
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and 22 (44%) chose "Marrying and having children." All the other 

definitions of success listed were chosen by fewer than 22% of the 

respondents. 

Serving God was chosen as being the most important definition 

of success by 40 (80%) of the clergymen. This choice was listed as 

the second most important definition of success by 2 (4%), as the 

third most important by 4 (8%), as the fourth most important by 

1 (2%), and as the fifth most important definition of success by 2 

(4%). One respondent did not list Serving God at all. Seventeen 

(34%) listed contributing to the welfare of the members of their 

congregation as their second most important definition of success, 

and 5 (10%) as their most important (Table 13). 

The clergymen were also asked to write their own definitions 

of success which are listed verbatim in Appendix D. The themes 

that were most apparent were service to God and fellow men/women, 

personal develoment and spirituality. 

Achievement Motivation 

The pastors were asked about their achievement motivation in 

questions 22 - 28. Seven (15%) strongly agreed and 25 (52%) agreed 

that they worked harder than the average career person. Two did 

notagreeor disagree, but simply did not respond. Six (13%) 

strongly disagreed and 32 (67%) disagreed that their colleagues 

thought of them as being too serious, while 2 pastors did not 

respond. Forty-six (92%) agreed that most of their superiors, 
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Table 13. Most Frequently Chosen Definitions of Success 

Defini tion Number of Responses Frequency (%) 

Serving God 49 98 

Contributing to the 
Welfare of Congregation 

48 96 

Developing a Strong 
Relationship with Others 

38 76 

Contributing to the 
Welfare of Friends and 
Acquaintances 

32 64 

Pastoring Own Church 
and/or Being Senior 
Pastor 

25 50 

Marrying and Having 
Children 

22 44 

n = 50 

Note. The subjects identified with more than one category. 

Supervisors, and congregation think of them as one of their hardest 

workers, with 4 (8%) of the 46 strongly agreeing. Only 3 (6%) felt 

that other interests such as sports, hobbies, etc., keep them from 

being exemplary in their ministry. Eighteen (36%) strongly agreed 

that they wanted to succeed and 32 (64%) agreed. Forty-eight (98%) 

agreed that their friends thought of them as hard workers, with 11 

(22%) of the 48 strongly agreeing. One pastor disagreed that his 

friends think of him as a hard worker, and 1 pastor failed to 
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respond. One (2%) strongly agreed, and 1 (2%) agreed that their 

family commitments kept them from being exemplary in their 

ministry. Thirty-three (66%) disagreed and 15 (30%) strongly 

disagreed. The mean score for the group was 2.97 (Table 14). 

Table 14. Achievement Motivation 

Raw Score Number of Scores Frequency (%) 

3.70 - 4.00 1 2 

3.30 - 3.69 4 9 

3.00 - 3.29 20 43 

2.60 - 2.99 18 38 

2.40 - 2.59 4 9 

n = 47 completed all seven questions 

Barriers to Advancement 

Eighteen (45%) of the 40 clergymen responding felt that they 

had not encountered barriers to advancement during their careers. 

Eighteen (45%) also reported that they had encountered barriers to 

advancement. Specific responses as to what barriers had been 

encountered are listed in Appendix E. Four (10%) pastors felt the 

question did not apply. Ten made no response (Table 15). 

Experience With Church Governing Bodies 

The ministers were asked to describe the positive and negative 
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Table 15. Barriers to Career Advancement 

Response Number of Responses Frequency (%) 

Had Experienced 
Barriers 

18 45 

Had Not Experienced 
Barriers 

18 45 

N/A 4 8 

n = 40 

aspects of their church's governing body which have influenced 

their career. The actual responses are listed in Appendix F. Of 

the comments that were written, 47% were positive, 8% were 

negative, 21% had elements of both, and 24% were unclear. Two 

(4%) ministers felt the question was unclear, 2 (4%) ministers 

wrote "none," and 2 (4%) felt the question was not applicable. 

Six clergymen left the question unanswered. 

Attitudes Toward the Ordination of Women Ministers 

The ministers were asked about their attitude concerning the 

ordination of women to the ministry. Forty (80%) reported that 

they were genuinely supportive of the ordination of women. Five 

(10%) were adamantly opposed. One (2%) was verbally supportive but 

covertly opposed. Other responses were as follows: 1(2%) was 

opposed but crossed out "adamantly," 1 (2%) was supportive but 
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crossed out "genuinely," and 1 (2%) was somewhere in between 

"verbally supportive but covertly opposed" and "genuinely 

supportive." One pastor wrote that he was "searching for a good 

scriptural answer" (Table 16). When asked if they would admire or 

respect a woman for becoming a pastor, 42 (85%) said they would 

while 5 (10%) said they wouldn't. One pastor reported that he 

is searching for a good scriptural answer, 1 felt it depended on 

the woman, and 1 did not respond. 

Table 16. Attitude Toward Ordination of Women 

Response Number of Responses Frequency (%) 

Genuinely Supportive 40 80 

Adamantly Opposed 5 10 

Verbally Supportive but 
Covertly Opposed 

1 2 

Other 4 8 

n = 50 

Mentors and Mentoring 

Thirty-four (68%) of the clergymen have or have had mentors. 

Sixteen (32%) had never had a mentor (Table 17). Twenty-four 

(48%) of the 34 ministers who have or have had mentors marked that 

they have tried to pattern themselves after their mentor. Ten 

(20%) of the 34 who have or have had mentors had not tried to 
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pattern themselves after their mentors. 

Table 17. Mentors 

Response Number of Responses Frequency (%) 

Have or Have Had 34 68 
Mentor(s) 

Have Not Had 16 32 
Mentor(s) 

n = 50 

Clergymen Meetings 

Forty-seven (94%) met with other clergymen and 3 (6%) did 

not (Table 18). There were many responses as to how many times 

a year they met. Nineteen (40%) of the ministers met together 

monthly, 9 (19%) met weekly, and 6 (13%) met together twice a 

month. Three (6%) pastors met every other month, 3 (6%) reported 

meeting 3 times a month, and 2 (4%) met 2 or 3 times a week. 

One (2%) minister marked 5 days a week, and 1 marked 1 or 2 times 

a week. One pastor met with other clergymen only several times a 

year. The attendance varied from one fellow clergyman up to 100. 

The following are repeated responses to the inquiry about the 

main theme of the meetings: "fellowship," "mutual support," 

"church business and administration," "study," "socializing," 

"recreation," "church planning," "community affairs and problems," 

"prayer," "ministry," "spiritual growth," "friendship and 
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sharing," and "food." 

Table 18. Clergymen Meetings 

Response Number of Responses Frequency [%) 

Met with Other 47 94 
Clergymen 

Did Not Meet with 3 6 
Other Clergymen 

n = 50 

Competition Among Clergy 

The ministers were asked if they felt that there was some 

competition among the clergy. Fifteen (30%) felt that competition 

did notexist among clergymen, while 35 (70%) felt that there was 

competition. 

Support Among Clergymen 

Five (10%) of the ministers rated the level of mutual support 

among the clergymen as very good, 18 (36%) rated it as good, 15 

(30%) considered the support to be moderate, 9 (18%) marked poor, 

and 3 (6%) felt that support was very poor (Table 19). 

Colleagues 

Thirty-five (70%) of the ministers reported that they work 
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Table 19. Level of Support Among Clergymen 

Support Number of Responses Frequency(%) 

Very Good 5 10 

Good 18 36 

Moderate 15 30 

Poor 9 18 

Very Poor 3 6 

n = 50 

closely with fellow clergy or paid assistants, while 15 (30%) 

did not. Five (10%) pastors agreed that they sometimes feel 

discounted or discredited by their colleagues, while 45 (90%) 

did not. Three (6%) of the ministers indicated that they felt 

that their colleagues attempted to stay "one up" on them. 

Support from Various Sources 

The ministers were asked how much support they received from 

different groups. Ten (20%) marked that they received very high 

levels, 17 (35%) marked high, 16 (33%) marked moderate, 5 (10%) 

marked low, and 1 (2%) indicated that he received very low levels 

of support from colleagues. One pastor did not respond (Table 20). 

Seventeen (34%) pastors indicated that they received very high 

levels of support from lay persons. Twenty-five (50%) marked high, 
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Table 20. Support from Colleagues 

Support Number of Responses Frequency (%) 

Very High 10 20 

High 17 35 

Moderate 16 33 

Low 5 10 

Very Low 1 2 

n = 49 

5 (10%) marked moderate, and the remaining 3 (6%) marked that they 

had received very low levels of support from laity (Table 21). 

Table 21. Support from Lay Persons 

Support Number of Responses Frequency (%) 

Very High 17 34 

High 25 50 

Moderate 5 10 

Low 0 0 

Very Low 3 6 

n = 50 
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Twelve (24%) clergymen felt that they received very high 

levels of support from church administrators. Twenty-three (46%) 

indicated high, 6 (12%) indicated moderate, 8 (16%) marked low, and 

1 (2%) marked that he had received very low levels of support from 

church officials (Table 22). 

Table 22. Support from Church Officials 

Support Number of Responses Frequency (%) 

Very High 12 24 

High 23 46 

Moderate 6 12 

Low 8 16 

Very Low 1 2 

n = 50 

Thirty (60%) individuals indicated that they received very 

high levels of support from their friends and family. Eighteen 

(36%) reported high and the remaining 2 (4%) indicated moderate 

levels of support from this source. No pastor marked low or very 

low to the question (Table 23). 

Likelihood of Remaining in the Ministry 

Thirty (60%) ministers marked that the likelihood of their 

remaining in the ministry was very high. Eleven (22%) marked high, 
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Table 23. Support from Friends and Family 

Support Number of Responses Frequency (%) 

Very High 30 60 

High 18 36 

Moderate 2 4 

Low 0 0 

Very Low 0 0 

n = 50 

6 (12%) marked that there was a 50:50 chance, and 1 (2%) marked 

low. The remaining 2 (4%) pastors indicated that the likelihood 

of remaining in the ministry was very low because of impending 

retirement (Table 24), 

Table 24. Likelihood of Remaining in the Ministry 

Level Number of Responses Frequency (%) 

Very High 30 60 

High 11 22 

50:50 6 12 

Low 1 2 

Very Low 2 4 

n = 50 
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Personal Information 

This section contains information concerning the personal 

lives of the clergymen in this study. 

Ordinal Position 

The ministers were asked to indicate their ordinal position 

in their family of origin. Eight (16%) were the oldest of two 

children, and 6 (12%) werethe oldest of three or more children. 

Six (12%)were the youngest of two and 6 (12%)were also the youngest 

of three or more. Five (10%) pastors were only children and 7 (14%) 

were only children with more than five years difference between 

them and other siblings. Three (6%) pastors were the middle child 

of three. Two (4%)were the only males of four children, and 2 (4%) 

were the second of four boys. Other ordinal positions reported were 

as follows: the second of four children, the fourth of six 

children, the fifth of six, and the seventh of nine. One pastor 

reported having one twin brother (Table 25). The mean number of 

children in the families of origin was 3.9. 

Marital Status 

Of the 50 clergymen who completed the questionnaire, 44 

(88%) were married and 6 (12%) were re-married (Table 26). None 

were separated, divorced, widowed, or never married at the time 

they answered the questionnaire (Table 26). 
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Table 25. Ordinal Position 

Position Number of Responses Frequency (%) 

Oldest of Two 8 16 

Oldest of Three or More 6 12 

Youngest of Two 6 12 

Youngest of Three or More 6 12 

Only Children 5 10 

Only Children With Five 
Years Between Them and 
Their Next Sibling 

7 14 

Middle of Three 3 6 

Other 9 18 

n = 50 

Table 26. Marital Status 

Status Number of Responses Frequency (%) 

Married 44 88 

Re-Married 6 12 

n = 50 

Number of Children 

Two (4%) of the ministers had no (0) children. Six (12%) had 

one child. Thirteen (26%) had two children, 12 (24%) had three 
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children, 12 (24%) also had four children, and 4 (8%) had five. 

One (2%) pastor reported having seven children. 

Primary Financial Support 

Twenty-two (44%) of the pastors agreed and 21 (42%) strongly 

agreed that they supply the primary financial support for 

themselves and their families. Six (12%) disagreed and 1 (2%) 

strongly disagreed that they are the primary financial supporters. 

Time Spent in Leisure and Social Activities 

The amount of time the pastors spent each week in leisure 

activities, hobbies, and recreation varied considerably. Nineteen 

(38%) spent from 0 to 5 hours. Twenty-two (45%) spent from 6 to 

10 hours. Three (6%) spent between 11 and 15 hours, 2 (4%) spent 

between 16 and 20, and 2 (4%) spent between 21 and 25 hours. One 

(2%) pastor spent more than 25 hours in leisure each week. The 

mean was 8 hours. One pastor indicated that most of his work is 

recreational (Table 27). 

Thirty-four (69%) ministers spent between 0 and 5 hours 

socializing each week, with 2 (4%) of the 34 reporting that they 

did not spend any time socializing. Ten (20%) pastors spent 

between 6 and 10 hours socializing each week. Other responses 

were as follows: Two (4%) pastors wrote "a little." One (2%) 

wrote, "Private--0, Job--10," 1 wrote "Very social, I connect 

all my social life with pastoring," and 1 pastor wrote, "It 
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varies." One pastor did not respond (Table 28). 

Table 27. Time Spent Per Week in Leisure Activities 

Time (hours) Number of Responses Frequency (%) 

0 - 5 19 39 

6 - 10 22 45 

11 - 15 3 6 

16 - 20 2 4 

21 - 25 2 4 

More than 25 1 2 

n = 49 Mean = 8 

Table 28. Time Spent Per Week in Social Activities 

Time (hours) Number of Responses Frequency (%) 

1 - 5 34 69 

6 - 10 10 20 

Other 5 10 

n = 49 

Close Friendships 

Forty-four (88%) of the ministers reported that they had close 

friends although some noted that these friends did not live in the 
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same areas as they did. Six (12%) pastors indicated that they do 

not have close friends. 

Satisfaction With Social Life/Loneliness 

Thirty-eight (76%) of the clergymen felt satisfied with their 

social life. Twelve (24%) pastors did not feel satisfied with 

their social life. Five (10%) of the 12 pastors who were not 

satisfied indicated that loneliness is a problem for them. Two 

(4%) pastors who were satisfied socially still felt that loneliness 

was a problem for them at times (Table 29). 

Table 29. Satisfaction With Social Life/Loneliness 

Response Number of Responses Frequency (%) 

Satisfied 38 76 

Not Satisfied 12 24 

Loneliness is a 
Problem 

7 14 

Loneliness is not a 
Problem 

43 86 

n = 50 for satisfaction n = 50 for loneliness 

Marital Relationship 

Forty-four (88%) of the ministers in the study were married 

and 6 (12%) were re-married. Thirty-two (64%) clergymen rated 

their marital relationships as very good and 16 (32%) rated their 
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relationships as good. One (2%) pastor rated his marital 

relationship as moderate and 1 (2%) gave a very poor rating. The 

pastor who rated his marital relationship as very poor also 

indicated that he did not feel satisfied with his social life. 

Major Stressors in Personal and Professional Life 

The subjects were asked to write what they felt were the 

major stressors in their personal and/or professional life as a 

minister. The actual comments are found in Appendix G. Twenty 

(40%) clergymen mentioned overwork—too much time spent on the 

job and too many responsibilities. Interpersonal conflict with 

others was a stressor for many [22%). Eight (16%) pastors 

mentioned unrealistic expectations and demands from self and 

others. Finances and family needs were also common themes. 

Morale 

Thirteen (26%) individuals rated their morale as being very 

high, 28 (56%) as high, 7 (14%) as moderate, 1 (2%) as low, and 

1 (2%) as very low (Table 30). 

Self-Esteem 

The questionnaire included (questions 12 - 21) an adaptation 

of Rosenberg's scale designed to measure self-esteem. Every 

minister felt himself to be a person of worth with forty (80%) 

strongly agreeing. Every minister felt himself to have a number of 
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Table 30. Self-Rating of Morale 

Level Number of Responses Frequency (%) 

Very High 13 26 

High 28 56 

Moderate 7 14 

Low 1 2 

Very Low 1 2 

n = 50 

good qualities with 38 (76%) strongly agreeing. Not one pastor 

agreed that he felt himself to be a failure. All of the ministers 

agreed that they felt able to do things as well as other people 

with 31 (62%) strongly agreeing. Two (4%) of the respondents 

strongly agreed that they did not have much to be proud of while 

the vast majority disagreed (42%), or strongly disagreed (54%). 

All but 2 (4%) took a positive attitude toward themselves and all 

but 2 (4%) on the whole felt satisfied with themselves. 

Interestingly enough, 12 (24%) agreed that they wished they could 

have more respect for themselves. Two (4%) strongly agreed and 

16 (32%) agreed that they felt useless at times. Four (8%) agreed 

and 1 (2%) strongly agreed that at times they thought that they 

are "no good at all." The mean score was 3.4. One (2%) minister 

failed to answer the questions of respect for self, feeling 
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useless, and thinking of oneself as no good (Table 31). 

Table 31. Self-Esteem 

Raw Scores Number of Scores Frequency (%) 

3.51 - 4.00 19 39 

3.01 - 3.50 21 43 

2.51 - 3.00 8 16 

2.01 - 2.50 1 2 

n = 49 

Depression 

The mean score of the 50 ministers who completed the 

measurement was 7.4. Twenty-five (50%) scored 5 or below. 

Twenty (40%) scored between 6 and 15. Five (10%) individuals 

scored above 15, 2 with scores of 17 and 18, 1 with a score of 

21, 1 with a score of 28, and 1 with a score of 30 which is rather 

high (Table 32). 

The CES-D measure consists of a list of possible symptoms 

of depression. The following symptoms were reported as being 

experienced by 20 (40%) or more of the clergymen some of the time, 

occasionally, or most of the time: "I felt that everything I did 

was an effort" was chosen by 25 (50%), "I had trouble keeping my 

mind on what I was doing" was chosen by 22 (44%), 21 (42%) chose 

both "I was bothered by things that usually don't bother me" and 
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"I felt depressed," and 20 (40%) chose "I felt sad." Twenty-two 

(44%) indicated that at times they did not feel hopeful about the 

future and 21 (42%) admitted that at times they were not happy. 

Table 32. Depression 

Raw Score Number of Scores Frequency (%) 

0 - 5 25 50 

6 - 15 20 40 

16 - 25 3 6 

26 - 30 2 4 

n = 50 Mean = 7.4 

Chapter Summary 

A large amount of data was gleaned on male ministers in 

Arizona from a 109 item questionnaire. Frequencies and 

percentages were reported as well as the verbatim responses to open 

questions, most of which are listed in the Appendices. The 

following is a brief synopsis of the reported data: 

Population Description 

The subjects represented six denominations fairly evenly 

divided with Lutheran being the greatest in number. One minister 

was Asian, 3 were Native American, and the rest were Anglo. 
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Virtually all had graduate degrees. The pastors were fairly 

evenly divided among age groups except for fewer pastors under 

35 years of age. 

Career Information 

Most of the subjects called themselves either pastor or 

minister. The greatest number listed preaching, administration 

and visitation or calling as their major duties. The most 

reported reasons for entering the ministry were a "call" to serve 

God and a desire to help and serve others. Over half of the 

pastors had served in the ministry for over 20 years. Over half 

had been in their current position five years or less. Many 

clergymen served in small congregations, most served in medium 

sized churches and a few in large churches. All of the ministers 

worked over 40 hours a week, with 2 working as high as 70 hours. 

Over half earned more than $30,000 a year. The overwhelming 

majority agreed that they were financially compensated and nearly 

three-fourths felt well compensated emotionally. Most of the 

pastors felt that their needs were met and nearly one-third felt 

that their benefits met their expectations. The great majority 

of the clergymen considered themselves to be successful. The most 

frequently chosen definitions of success were serving God and 

contributing to the welfare of congregational members. As a group 

their achievement motivation was close to average. Over one-third 

of the ministers felt that they had encountered barriers in their 
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careers. Most felt supported by their church's governing body and 

executives, although there were also many negative experiences 

reported. Over three-fourths of the clergymen reported feeling 

genuinely supportive of female clergy, and the great majority felt 

they would admire or respect a woman for becoming a pastor. 

Slightly over two-thirds of the ministers had or had had mentors. 

Almost half tried to pattern themselves after their mentor. All 

but a few met with other clergymen at least once every two months 

and some as often as several times a week with the main purposes 

of the meetings being fellowship and church business. Over 

two-thirds of the pastors felt that there was some competition 

between clergymen. Over half marked that the level of support among 

clergymen was moderate or low. Over two-thirds worked closely 

with fellow clergy or paid assistants. Approximately half marked 

that they received moderate or low support from colleagues. 

Slightly less than one-third marked those categories for church 

officials. The great majority of the respondents received high 

or very high levels of support from lay persons, friends, and 

family. Over three-fourths marked that the likelihood of 

remaining in the ministry was very high for them. 

Personal Information 

More subjects were oldest children than any other ordinal 

positions. The great majority were married with the remainder 

being re-married. All but 2 had children. Most of the pastors 
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were the primary support for themselves and their families. Over 

one-third spent under 5 hours a week in leisure activities, and 

over two-thirds spent under 5 hours in social activities. All 

but a few had close friends. Slightly less than one-fourth of 

the pastors were not satisfied with their social lives. All but 

a very small few reported their marital relationships to be either 

good or very good, andfew considered loneliness to be a problem 

for them. The major stressors in the clergymen's personal and 

professional lives were time and overwork, interpersonal conflicts, 

unrealistic expectations, finances, and family vs. work commitments. 

Morale was reported to be low by only a very small few. The great 

majority had a high self-esteem with over one-third being very 

high. Over one-third of the ministers scored above average on the 

depression scale. 

The data on clergymen in Arizona contained in this summary was 

gathered via a questionnaire designed for that purpose. It is 

hoped that this information may be of benefit to those pastors who 

have access to it. 
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CHAPTER 5 

SUMMARY, DISCUSSION AND RECOMMENDATIONS 

The ministry as a vocation attracts individuals with unique 

personal and professional characteristics. Clergymen experience 

many challenges as they attempt to be effective in their work. 

Literature focusing on the characteristics and challenges of male 

ministers specific to the State of Arizona is non-existent. 

The purpose of this study was to provide descriptive 

information about the characteristics of male ministers in the 

State of Arizona as well as the perceived challenges they 

experience as clergymen, with the hope that the information may 

be of assistance to them in their careers and personal lives. 

This chapter first describes the sample group and 

measurements, then a summary is given of the information gleaned 

from each question on the questionnaire including additional 

comments and some comparisons made with a study of clergywomen 

in Arizona (Eaton, 1988). Additional questions and alternate 

explanations and interpretations are also discussed under the 

categories that apply. The findings in relation to the hypothesis 

are then addressed. 
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Sample Group 

A total of 161 male ministers in Arizona were identified. 

Of this population 50 responded with usable questionnaires, 

providing the information upon which this study is based. 

Measurement 

The Male Minister Questionnaire was an adaptation of a Women 

Minister Questionnaire designed by Kristine Eaton (1988). It 

consisted of demographic questions, open ended questions about 

goals, attitudes, stress causing factors, etc., three instruments 

including ten self-esteem measures (Rosenberg, 1965), seven 

achievement motivation measures adapted from The Myers Achievement 

Motivation Scale (Myers, 1965), and the CES-D depression scale 

(Radloff, 1977). 

Population Description 

Denomination 

The 50 subjects represented six religious denominations. 

There was a fairly even representation of ministers from each of 

the six denominations which makes for a good study. Lutherans 

were the most represented (26%) and United Methodists were the 

least represented (12%). 
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Ethnic Category 

All but 4 of the subjects were Anglo. Three were Native 

American and 1 was Asian. It is not surprising that there were 

no Mexican Americans represented since few of them are Protestant. 

It is likely that there is still some degree of racial 

discrimination in the churches. The 1 Asian minister reported 

that he had difficulty relocating because he was a minority. 

Academic Degrees 

As a group, the respondents were highly educated. The great 

majority of the ministers, all but 3, had earned Masters degrees 

or above. Twelve had Doctorate degrees. Most of the earned 

degrees contained Theology, Divinity or Biblical Studies as one 

of their areas of emphasis. See Appendix C. 

Age 

Most of the ministers were fairly evenly divided between the 

36-45, 46-55, and 56-65 age group. Only 3 were 35 years or 

younger. Perhaps the younger clergy had less time to fill out 

the lengthy questionnaire. Thirty-five percent {35%) of the 

sample of clergywomen in Eaton's study were 35 years or younger. 

The higher percentage of younger clergywomen respondents is 

probably a result of women just recently entering the ministry. 
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Career Information 

Reasons for Entering the Ministry 

The predominant reasons for entering the ministry were being 

"called" to serve God and having a desire to help and serve 

others. Many had personal reasons for becoming ministers such 

as family upbringing and religious experiences. Many also felt 

that they had skills and talents appropriate for the ministry. 

Career Goals 

It seems as if many of these ministers did not have specific 

career goals. The majority had a desire to continue in the 

pastoral role in whatever capacity. As a group, the most common 

goals were service to God and their fellow man/woman. The 

ministers did not desire to rise up through church ranks to 

positions of greater prestige. Perhaps they are trying to avoid 

the sin of pride. 

Title and Duties 

Eighty-four percent (84%) of the respondents called themselves 

pastor or minister, with 24% indicating that they were the senior 

pastor or minister. All but 1 of those with the "senior" title 

had been in the ministry for over 20 years. Sixteen percent (16%) 

called themselves rector, all of whom were Episcopal. The most 

common duties were preaching and administration with 70% or more 

clergymen participating in those categories. 
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It is interesting to note that none (0%) of the clergywomen 

in Eaton's study called themselves "senior" pastor or minister, 

while 38% of them called themselves "associate" pastor. Only 

1 (2%) clergymen had an "associate" title. It could be that 

denominational leaders are hesitant to give clergywomen positions 

in charge because of the controversy of ordaining women to the 

ministry. 

Time in Ministry and Current Position 

As a group, the clergymen appear to be well experienced in 

ministry. Sixty percent (60%) had been in the field for over 20 

years. These ministers must be at least somewhat satisfied in 

their vocation to remain in the ministry for so long. 

Over half (59%) of the clergymen had been in their current 

position for 5 years or less. Only 20 had served in their 

current position for 10 years or more. Many of the clergymen who 

had been in the ministry for a long time and in their current 

positions for a short time reported having difficulties with 

higher governing bodies and conflicts in interpersonal 

relationships. 

Well over half of the clergywomen in Eaton's study had been 

in the ministry 5 or less years and three-fourths had been in 

their current position for 3 years or less. 



Size of Congregation 

Ten ( 2 0 % )  of the pastors had congregations with 200 people or 

less, 19 (38%) served between 200 and 500 people, and 14 (28%) 

worked in parishes between 500 and 900 people. The two largest 

congregations pastored had memberships of 1650 and 1200 families. 

The congregations with the highest number of members came from 

Episcopal, Lutheran and Methodist denominations. All of the 

pastors serving in churches with over 800 members had been in the 

ministry for over 20 years. 

Number of Hours Worked Per Week 

These clergymen dedicated an extraordinary number of hours to 

their ministerial and pastoral duties. Every one of them (100%) 

worked over 40 hours a week. Twenty (40%) worked between 56 and 

70 hours. Two (4%) worked over 70 hours a week! It seems that 

the ministers are not choosing to work so many hours since many of 

them complained about over work and lack of time. It seems also 

that some of the ministers are so dedicated to helping others that 

they ignore their own needs for rest, leisure time and socializing 

outside of their work. 

Financial Compensation 

Thirty-two (64%) clergymen reported earning over $30,000 a 

year. Thirteen (26%) reported earning between $20,000 and $30,000. 

Only 1 pastor earned less than $15,000 annually. He had served in 
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the ministry for over 36 years and had relocated 1 year ago. He 

reported working approximately 60 hours per week. It's surprising 

that he would accept such a low salary after 36 years working in 

the field. 

Forty-three (86%) of the ministers agreed that they were well 

compensated financially for their work. Only 2 (4%) felt strongly 

that they were not well compensated. Surprisingly, both of these 

ministers earned over $30,000 a year. The majority of the clergymen 

felt that financial benefits met their needs (72%) and expectations 

(64%). 

On the average, the clergywomen in Eaton's study earned 

significantly less than the clergymen, with 44% earning between 

$15,000 and $20,000 and 20% earning less than $15,000. Sixty 

percent (60%) of the clergywomen did not feel well compensated 

financially. It is interesting to note that 84% of the clergywomen 

believed that their salaries were the same as that of male clergy 

in similar positions. 

Emotional Compensation 

All but 4 (8%) of the clergymen reported feeling either well 

or extremely well compensated emotionally for their work. This is 

a significant difference from the clergywomen in Eaton's study 

where 44% did not feel well compensated emotionally. Perhaps the 

women feel an emotional strain from sexual discrimination and 
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opposition on the part of others to their ordination. 

Self-Ratings of Career Success 

Ninety percent (90%) of the clergymen rated themselves as 

either extremely successful or successful in their careers. This 

high percentage is not surprising since most of them had remained 

in the ministry for over 20 years. Eighty-four percent (84%) of 

the clergywomen in Eaton's study rated themselves as high. 

Definitions of Success 

The subjects were asked to rank in order of importance their 

top five definitions of success from a list of 17 options. 

Ninety-eight percent (98%) of the clergymen included "Serving God" 

as one of their five choices and ninety-six percent (96%) included 

"Contributing to the welfare of the members of your congregation" 

as a top five choice. "Serving God" was chosen as being the most 

important definition of success by 80% of the clergymen. 

The clergymen were also asked to write their own definitions 

of success (Appendix D). Serving God and fellow men/women, 

personal development and spirituality were the most common themes 

of their responses. There were no mentions of recognition and 

promotion. 

The clergywomen1s definitions of success were practically 

identical to those of the clergymen. 
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Table 33. Clergywomen in Arizona Profile (Eaton, 1988), Compared 
with Clergymen in Arizona Profile 

Female Ministers (%) Male Ministers {%) 
Profile (n=26) (n=50) 

Number of years in 5.4 yrs. 22.5 yrs. 
their field 

Number of years in 2.5 yrs. 5.8 yrs. 
current position 

Title: 
"Senior" Pastor or 0% 24% 

Mini ster 
"Associate" Pastor or 38% 2% 
Minister 

Education Level: 
Bachelors 
Masters 
Doctorate 

12% 
72% 
12% 

6% 
70% 
24% 

Age: 
35 or Younger 
36-55 
56 or Older 

35% 
54% 
12% 

6% 
62% 
33% 

Only or oldest 
ordinal position 

47% 52% 

Currently married 39% 100% 

Number of Children 1.0 2.9 

Anglo Ethnic 
Category 

96% 92% 

Had Mentor 72% 68% 

Ranked self as 
successful 

84% 90% 

table continues 
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Table 33--continued 

Profile Female Ministers (%) Male Ministers (%) 

Well compensated 40% 46% 
financially 

Well compensated 56% 92% 
emotionally 

Provided primary 64% 86% 
financial support 

Income ($): 
0-15,000 20% 2% 
15-20,000 44% 8% 
20-30,000 24% 26% 
over 30,000 12% 64% 

Achievement Motivation 

As a group, the clergymen scored high in achievement 

motivation. The mean score on the Myers scale for the clergymen 

was 2.97 which was close to the mean score (3.1) for the 

clergywomen in Eaton's study. Several of the questions included 

on the Myers scale were of particular interest. Ninety-two 

percent (92%) agreed that most of their superiors, supervisors, 

and congregation think of them as one of their hardest workers. 

Sixty-six percent (66%) agreed that they worked harder than the 

average career person. This is understandable with the incredibly 

long hours most of them work. Only 2 (4%) pastors agreed that 

their family commitments kept them from being exemplary in their 
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ministry and only 3(6%) agreed that other interests kept them from 

being exemplary. 

It is not surprising that the great majority of the clergymen 

consider themselves to be successful since they are such dedicated 

workers and highly motivated to achieve. 

Barriers to Advancement 

Eighteen (45%) of the 40 responding clergymen felt that they 

had not encountered barriers to advancement while 18 (45%) felt 

that they had. There was a wide variety of responses to the open 

question as to what these barriers were (Appendix E). Some of the 

ministers' responses included bureaucracy and denominational 

hierarchy, age discrimination, difficult supervisors, and 

relocation. Many of the clergymen indicated that they were 

already content in their pastoral positions and had no desire to 

advance in church hierarchy. 

Experience With Church Governing Bodies 

The clergymen were asked to describe the positive and negative 

aspects of their church's governing body which have influenced 

their career. Of the comments that were written, 47% were 

positive, 8% were negative, and 21% had elements of both. 

Twenty-four percent (24%) were neither positive or negative. 

See Appendix F. 
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Attitudes Toward the Ordination of Women 

Forty (80%) of the clergymen marked that they were genuinely 

supportive of the ordination of women to the ministry. Five (10%) 

were adamantly opposed, 4 of whom were Lutheran. Forty-two (85%) 

said they would admire a woman for becoming a pastor. This is 

consistent with Eaton's findings where 80% of clergywomen felt 

that other ministers admired them for becoming a pastor. It is 

interesting to note that 1 pastor who was adamantly opposed to 

the ordination of women marked that he would admire or respect a 

woman for becoming a pastor. 

Mentors and Mentoring 

Thirty-four (68%) of the clergymen have had mentors and 

twenty-four (48%) have tried to pattern themselves after their 

mentors. This would seem to indicate that pastoral mentor 

relationships are positive and influential. 

Seventy-two percent (72%) of the clergywomen in Eaton's 

study reported having mentors, most of whom were male. It is 

likely that these clergywomen did not have female pastors available 

as role models or mentors since the ministry has been predominantly 

male dominated. 

Support Among Clergy 

Forty-six percent (46%) of the ministers marked that the 

level of support among clergymen was good or very good while the 
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remainder marked from moderate to very poor. 

Seventy percent (70%) of the clergywomen in Eaton's study 

felt that the support among female ministers was good or very 

good. It seems that clergywomen might need higher levels of 

support from each other since they face opposition and 

di scrimination. 

Clergymen Meetings 

Forty-seven (94%) of the subjects met with other clergy. 

Lutheran clergy met together more often than any other denomination 

while ministers from United Church of Christ met least often. 

One Lutheran minister reported meeting as often as 5 times a 

week and 1 minister from United Church of Christ reported meeting 

only several times a year. The attendance varied from 1 fellow 

clergyman up to as many as 100 ministers. Mutual support and 

church business were common themes of the meetings. 

Competition Among Clergy 

Seventy percent (70%) of the clergymen felt that competition 

existed between ministers, while 30% did not. Over half (54%) 

felt that the level of support among clergymen was moderate to 

very poor. 

Only 31% of the clergywomen in Eaton's study felt that there 

was competition between clergywomen. Perhaps clergywomen need to 

be more supportive of one another than clergymen since they face 
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discrimination and opposition. 

Support from Various Sources 

The following percentages of clergymen marked either the 

"high" or "very high" categories for the levels of support they 

received from different groups of people: 55% for colleagues, 

84% for lay persons, 70% for church officials and 96% for friends 

and family. These percentages were all consistent with the 

clergywomen in Eaton's study except for support from colleagues 

which was higher for the clergywomen (72%). 

Likelihood of Remaining in the Ministry 

Forty-one (82%) marked that the likelihood of remaining in 

the ministry was "high" or "very high." Only 3 (6%) marked that 

the likelihood was low or very low, 2 of whom were planning to 

retire. The other 1 received very low levels of support, had no 

social life and appeared to be depressed. 

Personal Information 

Ordinal Position 

The ordinal position most represented by the ministers, 

14 (28%), was that of an oldest child. Twelve (24%) of the 

ministers were only children and 12 (24%) were youngest children. 

More women (35%) in Eaton's study were only children than 

any other ordinal position. 
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Marital Status 

Forty-four (88%) of the clergymen were married and six (12%) 

were re-married. Forty-eight (96%) of the ministers rated their 

marital relationships as good or very good. This was surprising 

since the clergymen worked so many hours. It could be that their 

wives helped them in their work. 

Only 39% of the clergywomen in Eaton's study were married. 

There was no indication that the remainder desired to be married. 

Number of Children 

All but 2 (4%) of the pastors had children. The mean number 

of children for the clergymen was 2.9. Seventeen (34%) of the 

ministers had four or more children with 1 pastor having seven. 

This pastor made over $30,000 a year but felt his financial 

benefits did not meet his expectations or his needs. It's no 

wonder with seven children. 

Financial Support 

The majority (86%) of the pastors were the primary financial 

support for themselves or their families. Sixty-four percent 

(64%) of the clergywomen in Eaton's study were the primary 

support. It is most likely that these women were a part of the 

unmarried category of clergywomen. 
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Time Spent in Leisure Activities 

The amount of time the pastors spent each week in leisure 

activities varied considerably. Nineteen {38%} spent 5 hours or 

less, 22 (45%) spent between 6 and 10 hours, 5 (10%) spent between 

11 and 20 hours, and 3 (6%) spent over 20 hours in leisure time 

each week. The mean was 8 hours. The mean number of hours that 

the clergywomen in Eaton's study spent in leisure activities was 

12. 

It is interesting that all 3 (6%) of the clergymen who spent 

over 20 hours a week in leisure activities felt that other 

interests such as sports, hobbies, etc., did not keep them from 

being exemplary in their ministry. In addition, all 3 of them 

thought their superiors, supervisors and congregations thought of 

them as one of their hardest workers. 

Social Activities 

As a group, the clergymen spent less time in social activities 

than they spent in leisure activities. Forty-four (89%) of the 

responding ministers spent 10 hours or less socializing each week, 

with 34 (69%) socializing 5 hours or less. Two did not socialize 

at all. The mean was 4.1 hours. The mean number of hours that 

the clergywomen spent socializing was 6. 

In light of the minimal hours spent socializing, it is 

surprising that 76% of the clergymen felt satisfied with their 
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social life and 86% did not feel that loneliness was a problem 

for them. Perhaps they value their alone time since socializing 

is so much a part of the ministry. It is also surprising that 

88% of the ministers reported that they have close friends. It 

seems apparent that they don't spend much time with them. 

Major Stressors in Personal and Professional Life 

The subjects were asked to write what they felt were the 

major stressors in their personal and/or professional life as 

a minister. The most frequently mentioned stressors (40%) were 

too much time spent on the job and overwork--too many 

responsibilities. Interpersonal conflict with others and 

unrealistic expectations were the next most frequent stressors 

mentioned. See Appendix G. 

Many of the clergywomen in Eaton's study felt that their 

major stressors were time demands, loneliness and isolation. 

Many of them had worked in small rural ministries. 

It would be interesting to know how much personal choice is 

involved in the amount of time the ministers spend working. 

Perhaps the ministry is a vocation that attracts individuals who 

work excessively and feel responsible to do more than their share. 

Morale 

Twenty-six percent (26%) of the clergymen rated their morale 

as being very high, 56% as high, 14% as moderate, and 4% as low or 
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very low. It is interesting that the 2 ministers who had low or 

very low morale also had the lowest support levels from colleagues, 

lay persons, and governing bodies. Both of these ministers marked 

that the likelihood of their remaining in the ministry was 50:50. 

Twenty-seven percent (27%) of the clergywomen in Eaton's 

study rated their morale as being very high, 42% as high, 23% as 

moderate, and 8% as low. 

Self-Esteem 

The questionnaire included an adaptation of Rosenberg's 

self-esteem scale. As a whole the clergymen scored well above 

average on this measure of their sense of self-worth. The mean 

score for the group was 3.4 with a score of 2 being the average 

for the scale. The minister with the lowest score (2.5) on the 

self-esteem scale also had low morale and no social life. The 

only support he received was from family and friends. 

The mean score on the self-esteem scale for the clergywomen 

in Eaton's study was 3.3, an average very close to that of the 

clergymen. 

It is not surprising that clergy of both sexes have high 

self-esteem since the great majority of them considered themselves 

to be successful according to their own definitions of success. 



Depression 

Depression was measured by means of the CES-D scale. The 

CES-D scale was shown to be effective for detecting groups at 

high risk for depression in the general population. The clergymen 

were less depressed than the population of women used to establish 

the norms for the scale. Fifty percent (50%) showed very few 

symptoms of depression. Only 10% scored higher than 15, 2 with 

scores of 17 and 18, 1 with a score of 21, 1 with a score of 28, 

and 1 with a score of 30, which is rather high. The mean score 

of the clergymen was 7.4. The mean score of the clergywomen in 

Eaton's study was 10.4. 

On the CES-D scale a score of 16 shows a recognizable 

depression. A score of 38 and above indicates the possibility 

of acute depression. So, 3 ministers appear to have been mildly 

depressed at the time they took the measure and 2 appear to have 

been more deeply depressed at the time they took the measure. 

These 5 ministers who had the highest scores on the depression 

scale were also found to have moderate to low morale. The 1 

pastor who scored the highest (30) on the depression scale scored 

the lowest (2.5) on the self-esteem scale. 
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HYPOTHESES 

The following is a discussion of the findings of this 

study in relation to the hypotheses made about the characteristics 

of male ministers in Arizona. 

Hypothesis One 

The hypothesis that clergymen in Arizona are highly motivated 

to be successful according to their own definition of success is 

supported by the data gathered. 

Ninety percent (90%) of the subjects considered themselves 

to be successful. The pastors' definitions of success involved 

service to God and fellow men/women, personal development and 

spirituality. All (100%) of the clergymen indicated that they 

wanted to succeed, 92% agreed that most of their superiors, 

supervisors and congregation thought of them as one of their 

hardest workers, and 67% agreed that they worked harder at their 

job than the average career person. See the following sections 

in this chapter (5): Definitions of Success, Reasons for 

Entering the Ministry, and Achievement Motivation. 

Hypothesis Two 

The hypothesis that most clergymen feel overworked and 

experience the pressure of unrealistic expectaions from others 

is supported. 
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Many of the major stressors listed by the clergymen involved 

time demands and unrealistic expectations from self and others. 

See Appendix G. 

Hypothesis Three 

The hypothesis that most of the clergymen are receiving 

substantial support from at least one or more groups within the 

following categories: family, friends, colleagues, congregations, 

church officials, is supported. 

The data showed that the clergymen felt some support from 

each category with the greatest support coming from family and 

friends and the least support from colleagues. See the following 

section: Support from Various Sources. 

Hypothesis Four 

The hypothesis that more of the clergymen are first born or 

only children than any other ordinal family position is barely 

supported. Fourteen (28%) were oldest children and 12 (24%) 

were only children. There were also 12 (24%) youngest children. 

See: Ordinal Position. 

Hypothesis Five 

The hypothesis that most of the subjects will report their 

highest values as being service oriented is overwhelmingly 

supported. 
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This conclusion is supported by data from the following 

sections: Definitions of Success, Career Goals, and Reasons for 

Entering the Ministry, all of which revealed the importance of 

serving God and fellow men/women. 

Hypothesis Six 

The hypothesis that the sample will show high self-esteem 

is supported. The mean of the clergymen's raw scores on the 

Rosenberg scale was 3.4, which is well above the average of 2. 

Many of the individuals had very high scores. See: Self-Esteem. 

Hypothesis Seven 

The hypothesis that as a group, the ministers will show 

symptoms of depression was supported. Only 4 (8%) of the 

clergymen didnothave any symptoms of depression from the CES-D 

measure. See: Depression. 

Conclusions 

Most of the results of this study on male ministers is 

congruent with the recent literature that is available on the 

subject. 

As a group, the clergymen appeared to be satisfied with their 

lives. As was found in literature, denomination policies, 

interpersonal relationships, and time in the ministry appeared 



97 

to be factors influencing clergy satisfaction. 

The work roles were described as time demanding and involving 

much interpersonal contact with others. The time demands may 

reflect perfectionistic personalities as mentioned in literature. 

The ministers may not be delegating responsibility to others in 

thinking that they could do a better job. 

The fact that so few of the respondents were younger than 35 

years old may reflect the research which showed that clergy are 

more stressed in the early years of ministry. It is likely that 

younger pastors did not have the time to fill out the lengthy 

questionnaire. 

Research showing that there is a high turnover rate in the 

ministry was supported by this study. Many of the clergymen who 

had been in the ministry for over 20 years had only been in their 

current positions for 5 years or less. 

The results of this study were not consistent with research 

which indicated that clergymen and their wives have poor 

marital relationships. Forty-eight (96%) of the ministers rated 

their marital relationships as either good or very good. 

Limi tations 

Several factors limited the validity and reliability of this 

study. The sample size (N = 50) was a limiting factor since it 
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is such a small percentage of the total population of male 

ministers in the State of Arizona. 

The relatively small geographical area, Arizona, was a 

possible liability. 

The sample consisted of all employed clergymen and excluded 

those in the seminaries and those who were unemployed or retired. 

The sample was 92% Anglo which is a gross under representation 

of minorities. 

The respondents may not have responded to all questions in 

a completely objective fashion. 

The length of the questionnaire may have kept the clergymen 

from giving considerable thought to each question. Some of the 

questions on the questionnaire were not answered by all of the 

clergymen. 

The generalizability of this study is restricted by the 

sample characteristics. 

Recommendations 

The findings of this study suggest a number of possibilities 

for future research. This study could be replicated using a 

larger sample from a larger geographical area, including a more 

representative sample of minorities. More similarities and 

differences between denominations and sexes could be obtained. 
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More correlations between different factors identified in this 

study could be done. Longitudinal studies could be conducted to 

examine changes over years in individual pastor's lives. A 

questionnaire could be designed to examine the attitudes of 

congregational members toward their pastors. It would also be 

interesting to find out what clergymen do when they leave the 

mini stry. 

Imp!ications 

Several implications of the results of this study may be 

considered, although care must be taken when generalizing beyond 

the sample used or to individuals within the sample. 

Denominational leaders may be able to increase ministerial 

effectiveness by listening to pastors discuss issues critical 

to job satisfaction; by providing time and resources for continued 

education, especially in areas of mental health; by giving 

ministers long enough vacation time to provide them rest; and 

by having someone else available "on call." 

Pastors could increase their own effectiveness and levels 

of satisfaction by delegating responsibility to lay persons; by 

becoming involved in outside activities to meet physical, 

emotional, and interpersonal needs; by setting realistic goals 

and limits for themselves and educating their congregations as to 
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what these goals and limits are; by seeking out someone who will 

offer them spiritual care; and by risking vulnerability with other 

ministers in the hope of increasing levels of support among 

clergy. 

Chapter Summary 

In this chapter, the specific findings of the study of male 

ministers in Arizona were summarized, alternate explanations, 

interpretations and comments were made and additional questions 

addressed. The hypotheses and the support indicated by the data 

were discussed after which the conclusions, limitations, and 

recommendations coming from the study were considered. Table 33 

is a summary comparison of information from Eaton's (1988) study 

of clergywomen and the data in this study of male ministers. 
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APPENDIX A 

QUESTIONNAIRE COVER LETTER 

Dear Rev. 

I am writing to ask your assistance in some research that will 
provide helpful information on ministers in Arizona. I am 
working in cooperation with Dr. Betty J. Newlon, Instructor at 
the University of Arizona. This information will be used for 
a Master's thesis and may eventually result in a published 
article. 

Enclosed is a questionnaire which I am asking you to complete 
and then return to me in the enclosed, stamped envelope. I am 
asking for a return date of December 1, 1988. I ask that you 
share aspects of your life as a minister that are important to 
you or that you feel may provide pertinent information on the 
challenges and rewards of your career. 

Participation in this study is completely voluntary. The 
information from the questionnaire is confidential and will be 
used for research purposes only. You will notice that there 
is no identification on the questionnaire, so that any information 
you record will be completely anonymous. 

The questionnaire should take less than 45 minutes to complete. 
I will be happy to answer any questions you may have. You may 
contact me at 886-6053 or Betty at 621-3218. Thank you for 
your willingness to contribute to the general body of knowledge 
about clergymen. 

Sincerely, 

Leslie E. LaJeunesse 
Researcher 
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APPENDIX B 

MINISTER QUESTIONNAIRE 

Thank you for participating in this study of ministers in Arizona. 
The information you provide will be kept confidential, and your 
anonymity is assured. This is not a test, and there are no wrong 
answers. Your honest answers will help create a picture of the 
challenges and satisfaction of ministers in Arizona. 

1. Job title 

Job Description: List your major responsibilities 

Number of years in the ministry 

Number of years in current position 

Currently: active retired 

Denomination 

Congregation size 

What were your major reasons for entering the ministry? 

What are your career goals? 

Approximate number of hours per week dedicated to your ministry 
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Check highest degree attained: 

Bachelors Major area of study_ 

Masters Major area of study 

Doctorate Major area of study_ 

other (please explain) 

Age: 25-35 36-45 46-55 56-65 65+ 

Ordinal position in family of oriqin--starting with the OLDEST, 
list all SISTERS AND BROTHERS in your family (BE SURE TO INCLUDE 
YOURSELF). List number of years older or younger than you. 

EXAMPLE YOUR SIBLINGS 

1) 

2) ME 2) 

3) sister (2 years younger) 3) 

4) brother (6 years younger 4) 

5) half-sister (8 years younger) 5) 

Please RANK, IN ORDER OF IMPORTANCE, your top 5 definitions of 
success, using 2. as most important and 5^ as least important. 

a)Pastoring my own church and/or being a Senior Pastor. 

b)Becoming an authority in theology. 

c)Obtaining recognition from colleagues. 

_d)Obtaining awards outside the ministry. 

_e)Obtaining recognition from family members. 

_f)Obtaining recognition from others outside the ministry. 

_g)Being well liked. 

_hContributing to the welfare of friends or personal 
acquaintances. 

iContributing to the welfare of congregational members. 
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j)Developing a strong relationship with others. 

k)Supervising volunteer organizations or community projects. 

l)Achieving a high salary. 

m)Having a title and job description indicating high 
responsibility and/or status. 

n)Marrying a person who has money or position. 

o)Marrying and having children. 

p)Acquiring a large home or expensive real estate. 

q)Serving God. 

6. Briefly, give your own definition of success. 

7. I rank my career success as: 

extremely successful 
successful 
moderately successful 
unsuccessful 

8. Marital status - check one: 

separated 
never married 

9. Number of children 

10. Ethnicity: 

Native American Anglo Black 
Mexican American Asian other 

11. Mentor information: 

married divorced 
widowed re-married 

I have or have had a mentor in my career. Yes No 
I have tried to pattern myself after my mentor. Yes No 
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13 

14 

15 

16 

17 

18 

19 

20 

21 

22 

23 

24 

25 

26 
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PLEASE respond quickly and candidly to the following items. 

I feel that I am a person of worth, at least on an equal plane 
with others. 
Strongly agree Agree Disagree Strongly disagree 

I feel that I have a number of good qualities. 
Strongly agree Agree Disagree Strongly disagree 

All in all, I am inclined to feel that I am a failure. 
Strongly agree Agree Disagree Strongly disagree 

I am able to do things as well as most other people. 
Strongly agree Agree Disagree Strongly disagree 

I feel I do not have much to be proud of. 
Strongly agree Agree Disagree Strongly disagree 

I take a positive attitude toward myself. 
Strongly agree Agree Disagree Strongly disagree 

On the whole, I am satisfied with myself. 
Strongly agree Agree Disagree Strongly disagree 

I wish I could have more respect for myself. 
Strongly agree Agree Disagree Strongly disagree 

I certainly feel useless at times. 
Strongly agree Agree Disagree Strongly disagree 

At times I think I am no good at all. 
Strongly agree Agree Disagree Strongly disagree 

I work harder at my job than the average career person. 
Strongly agree Agree Disagree Strongly disagree 

My colleagues think of me as being too serious. 
Strongly agree Agree Disagree Strongly disagree 

Most of my superiors/supervisors/congregation think of me as one 
of their hardest workers. 
Strongly agree Agree Disagree Strongly disagree 

Other interests (sports, hobbies, etc.) keep me from being 
exemplary in my ministry. 
Strongly agree Agree Disagree Strongly disagree 

I want to succeed. 
Strongly agree Agree Disagree Strongly disagree 
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27. My friends think of me as a hard worker. 
Strongly agree Agree Disagree Strongly disagree 

28. My family commitments keep me from being exemplary in my 
ministry. 
Strongly agree Agree Disagree Strongly disagree 

29. I am financially compensated for my work. 
Strongly agree Agree Disagree Strongly disagree 

30. I am emotionally compensated for my work. 
Strongly agree Agree Disagree Strongly disagree 

31. I am supplying the primary financial support for my family 
and myself. 
Strongly agree Agree Disagree Strongly disagree 

My approximate annual income is: 
up to $15,000 $15,000-20,000 $20,000-30,000 over $30,000_ 

Do your financial benefits meet your expectations? Yes No 
Do your financial benefits meet your needs? Yes No 

32. At what point, if any, in your career have you encountered 
barriers to advancement? 

What barriers did you encounter? 
(USE BACK OF SHEET IF NEEDED) 

33. What were the positive and negative aspects of your church's 
governing body which influenced your career? 

34. What is your attitude concerning the ordination of women? 
verbally supportive but covertly opposed 
genuinely supportive 
adamantly opposed 

35. Would you admire/respect a woman for becoming a pastor? Yes No 

36. Approximately how much time do you spend each week in leisure 
activities, hobbies, and recreation? 

37. Approximately how much time do you socialize per week? 

38. Do you have close friends? Yes No 

39. If not married, do you date? Yes No 
Where do you meet your dates? ^ 
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40. Are you satisfied with your social life? Yes No 

41. Is loneliness a problem for you? Yes No 

42. If you are married, how would you rate your marital relationship? 
Very good Good Moderate Poor Very poor 

43. Do you meet with other clergy? Yes No 
If so, how often? How many attend? 
What is the main theme of the meetings? | 

44. How would you rate the level of mutual support among clergy? 
Very good Good Moderate Poor Very poor 

45. Do you feel there is competition among the clergy? Yes No 

46. Do you work closely with fellow clergy or paid assistants? 
Yes No 

47. Do you feel your colleagues attempt to stay one up on you? 
Yes No 

48. Do you sometimes feel discounted or discredited by your 
colleagues? Yes No 

49. Overall, how much support do you receive from: 
Colleagues? Very high High Moderate Low Very low 
Lay persons? Very high Hi gh Moderate Low Very low^ 
Governing body? Very high Hi gh Moderate Low Very low' 
Friends/family? Very high High Moderate Low Very low' 

50. How would you rate your morale? 
Very high Hi gh Moderate Low Very low 

51. What do you feel are the major stressors in your personal and/or 
professional life as a minister? 

52. The likelihood of my being in the ministry 5 years from now is: 
Very high High 50:50 low Very low 
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Circle the number for each statement which best describes how often you 
felt or behaved this way - DURING THE PAST WEEK. 

0 -- Rarely or none of the time (less than 1 day) 
1 -- Some or a little of the time (1-2 days) 
2 -- Occasionally or a moderate amount of the time (3-4 days) 
3 -- Most or all of the time (5-7 days) 

DURING THE PAST WEEK: 

53. I was bothered by things that usually don't bother me o 12 3 

54. I did not feel like eating; my appetite was poor o 12 3 

55. I could not shake the blues even with help from others 0 12 3 

56. I felt that I was just as good as other people o 12 3 

57. I had trouble keeping my mind on what I was doing o 12 3 

58. I felt depressed 0 12 3 

59. I felt that everything I did was an effort 0 12 3 

60. I felt hopeful about the future 0 12 3 

61. I thought my life had been a failure 0 12 3 

62. I felt fearful 0 12 3 

63. My sleep was restless ' 0 12 3 

64. I was happy 0 12 3 

65. I talked less than usual 0 12 3 

66. I felt lonely 0 12 3 

67. People were unfriendly 0 12 3 

68. I enjoyed life 0 12 3 

69. I had crying spells 0 12 3 

70. I felt sad 0 12 3 

71. I felt that people disliked me 0 12 3 

72. I could not get going 0 12 3 
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APPENDIX C 

COLLEGE DEGREES 

Bachelors degrees listed by respondents: Philosophy (3), Sociology 
(3), Education (3), Theology (2), Religion (2), English (2), 
History (2), Psychology (2), Math, Communication-Radio and Television, 
Chemistry, Language Arts Education, Greek and Spanish, History-
Literature, Pre-Med, German, Public Administration. 

Masters degrees listed were: Theology (21), Master of Divinity-
Theology (4), Master of Divinity (3), Religion (2), New Testament (2), 
Education (2), Church History (2), Ministry, Theology-Preaching, 
Old Testament, Chemistry, Business, Speech, Pastoral Counseling, 
Bible-Theology-Education. 

Doctorate degrees listed were: Ministry (2), Counseling, Counseling 
and Theology, D. Min-Negotiating, Professional Ministry, Culture 
and Personality, Church Administration, D. Min-Proclamation of the 
Word, Christian Education, Faith Development. 

Other responses: Thanatology, Clinical Pastoral Education, course 
work completed for D. Min., post grad. work at Princeton, continuing 
education in Theology, currently in a doctorate program in seminary, 
B.D. degree-Fuller Theological Seminary, short courses-Psych. 
Nursing, Child-Care. 
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APPENDIX D 

DEFINITIONS OF SUCCESS 

1) "Serving a community of people with integrity and mutual love." 
2) "Feeling satisfied and comfortable and valuable." 3) "To know 
that I am doing my best in the sight of God." 4) "Doing something 
you enjoy doing and doing it well. Money has no bearing." 
5) "To feel good about yourself so you have something worthwhile 
to share of yourself with others." 6) "Faithfulness to the Lord." 
7) "To serve God and your people with vision and imagination. To 
be a faithful servant of God." 8) "Being faithful to God in one's 
life and work, and being supportive/caring of others and myself." 
9) "Wholeness. Health. Completeness. Recovery. Balance." 
10) "To be at peace with self, others, God." 11) "Being faithful." 
12) "Utilizing your gifts for the glory of God and the benefit of 
humankind." 13) "Liking yourself and feeling satisfaction with 
the completed tasks which are a part of your overall job." 
14) "Being happy and enjoying what you do as well as being a benefit 
to society." 15) "To achieve goals which are set in harmony with 
the 'mind' and 'spirit' of Jesus Christ." 16) "To do well that 
which I am skilled at." 17) "Enjoying the profession you have 
chosen and feeling good doing it at whatever cost." 18) "Being 
able to contribute in a constructive way to the development and 
expansion of the church." 19) "Making a difference with my brief 
stay on earth." 20) "To set a course of service and to achieve it 
irrespective of obstacles; to remain my own person in spite of 
obstacles and temptations; to use my skills for God in the best way 
possible." 21) "Having a fulfilling 1ife--meaningful work, a 
lovely wife and children who are fine young adults." 22) "When I 
have sought and served God in every aspect of my life." 
23) "Serving others well and thereby serving God." 24) "With 
personal integrity, and faithfulness to one's calling lead and 
motivate others to risk serving God instead of the idols of 
culture." 25) "Building successful relationships with people." 
26) "Becoming an authentic person at peace with onself and of 
service to others." 27) "To be happy!" 28) "Being able to 
minister to people and preach, spend time with family and enjoy 
life." 29) "Being needed and feeling that you are meeting those 
needs." 30) "Knowing and doing the will of God for your 1ife— 
helping people who need and want my help." 31) "To use to best of 
my ability my own gifts." 32) "Progress toward a worthy goal and 
making life a little better for others and going to bed at night 
knowing you made someone's day brighter." 33) "Being a whole 
person which includes a relationship with God, my family and others." 
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34) "Sense of personal satisfaction with adequate financial 
remuneration." 35) "Helping people feel loved, and the power of 
Christ in their lives." 36) "Being free to be oneself, made 
possible by God's grace, thus becoming all that I am meant to be. 
Loving and being loved, helping others to this state of peace and 
grace." 37) "No response." 38) "Being able to find worth and 
value apart from personal achievements or the approval and 
acceptance of others." 39) "Faithfulness to my calling as a 
Parish Pastor." 40) "Balance--Body, mind, spirit in God." 
41) "Feeling fulfilled—meaningfully involved in the life of the 
people around me." 42) "Achieving inner peace and contentment." 
43) "Living authentically and fully." 44) "To live well, to laugh 
often, to love much, and to leave the world a little better when 
I leave it." 45) "Being faithful to one's calling." 46) "Being as 
Christ like as can be." 47) "Being fulfilled in what I do and 
knowing that I have impact on the lives of others." 48) "Living 
a life that glorifies God; increasing the order, beauty, intensity, 
relatedness and harmony of human relationships to self, others, 
God and objects." 49) "To do the will of God." 50) "Being close 
to God and God using me." 
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APPENDIX E 

BARRIERS TO ADVANCEMENT 

Barriers to advancement listed: 1) "Bureaucracy." 2) "Growth of 
congregation to another level." 3) "All along the way—enemies 
both personal and spiritual." 4) "Several major—discrimination 
against being divorced, being single, being 'too old1 at age 38." 
5) "Early (first 3 years)—a boss who was a horse's tail." 
6) "At every point—power and control games." 7) "Need to move for 
child's health, a long process." 8) "After 10 years in Connecticut 
it took me a year and a half to relocate--takes a long time." 
9) "Lack of understanding on part of others of a personal crisis." 
10) "Denominational hierarchy—Bishop." 11) "At point when 
deciding to make a career move—superiors who were of lesser 
ability." 12) "Age is a barrier to larger churches." 13) "1982— 
loss of a job." 14) "Left established congregation for new church 
mission—the situation was unfruitful." 15) "It's a difficult 
job--'barriers' include difficulty in being faithful to the gospel 
and needs of persons which are too demanding." 16) "Being a white 
male in the 80's." 17) "Presently—salary and size of church." 
18) "Being a minority—difficult to relocate." Ten made no comment. 
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APPENDIX F 

EXPERIENCE WITH CHURCH GOVERNING BODIES 

The following are the responses to the question about the positive 
and negative aspects of church governing bodies: 1) "Positive--
checks and balances in Polity, i.e" always a third party to be 
objective in times of conflict." 2) "A conservative theological 
position, or so I thought." 3) "Positive—devotion to the word of 
God." 4) "Encourages positive feelings of self because congregation 
calls you after interview process." 5) "In a congregational 
polity, I am responsible for my own career process: so it is up 
toeachperson basically." 6) "Negative aspects helped me prioritize 
the really important--(i.e. relationships, love for God)." 
7) "I have been blessed with good supportive people throughout 
my ministry." 8) "Church was supportive--many lay people and 
pastors have been encouraging." 9) "Freedom to seek own pastorates 
is challenging but sometimes leads to disappointments." 
10) "Openness to all people." 11) "Frequent affirmation from 
body." 12) "I have tenure, I was once asked to leave, but did not 
for two years." 13) "Governing bodies have generally given me 
freedom to do creative work." 14) "At one time--highly dictatorical." 
15) "Supportive." 16) "Openness." 17) "It tends to depend on the 
opinion of one person: great if he likes you; not so great if you 
are not close." 18) "Being supportive by asking some questions of 
me and my faith stance." 19) "Positive--Authority and Influence of 
Presbyteries. Negative--Unwi11ingness at times of pastors and/or 
congregation to ignore/disregard higher governing bodies." 
20) "Always enabling and understanding." 21) "Positive: openness 
and opportunity and large measure of self determination. Negative: 
Not enough mutual peer support and nurture." 22) "Openness--a 
high participation on the part of many people." 23) "Fair, they 
listened, they seemed to care—to feel and decisions were 
democratic." 24) "Reject conservatism at my denomination." 
25) "Open, supportive, and encourages me to be myself and to do 
ministry as I think important." 26) "Relationship to my 1st 
Bishop—negative." 27) "Difficulty in moving, delayed doctoral 
work." 28) "For the most part, they (it) have been very supportive." 
29) "I was a United Methodist for 25 years before serving my 
present church and becoming a U.C.C. pastor." 30) "Open 
congregational system allows openness for movement, and interaction 
between clergy and laity I thought good." 31) "Positive--we work 
as a team or partners. Negative—Being a CEO in reality, but then 
having a whole congregation be considered my employer." 
32) "Freedom and encouragement to think for self and pursue goals: 
Boards sometimes slow to see potential." 33) "Support in general, 
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no negatives." 34) "In theory we have tenure, but bishops seem 
to be more loyal to congregations than to clergy (Congregations pay 
the diocese; clergy don't)." 35) "Positive—encouragement. 
Negative—injustices on a higher judicatory level." 36) "Like 
the U.S. Govt., our policy is a representative democracy--those who 
seek power are not always those who wish to serve." 37) "Support-
misunderstanding." 38) "When I had good elders, I grew. When I 
had ineffective elders, I was frustrated." Twelve either did not 
respond or wrote "not applicable." 
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APPENDIX G 

MAJOR STRESSORS IN PERSONAL AND PROFESSIONAL LIFE 

Clergymen responses: 1) "Money, satisfying many different groups." 
2) "Serving an anglo congregation in a declining anglo population." 
3) "Dealing with rejection and criticism (personal)." 4) "Lack of 
fulfillment and direction. I feel I would serve God better in 
secular work. I am physically too active a person to ride a desk. 
My love is in the mountains." 5) "Dealing with blended family and 
rigid thinking parishioners." 6) "Confrontations with members, 
long hours, apathy of some members." 7) "Lack of time for 
recreational and social activities." 8) "Schedule demands, little 
time for personal reflection and family fulfillment." 
9) "Unrealistic expectations." 10) "Inability to handle conflict 
well." 11) "None." 12) "Depending on volunteers, indirect 
messages from persons in trouble." 13) "Congregation's dearth of 
lay leadership plus some personal health problems." 14) "Time and 
expectations of others." 15) "Church finances and interpersonal 
relations." 16) "Financial difficulties, expectation that I 
should like/please everyone." 17) "Attempting to be a pastor and 
friend to a diverse congregation." 18) "Over commitment of time. 
The demands of members who lead lives of crisis. The demands of 
pioneer ministry." 19) "Increased activities." 20) "Personal 
tragedy (mine), societal preserves on congregants." 21) "The church 
people's low financial commitments to the church." 22) "Very high 
responsibilities, personal high expectations and high expectations 
of others — high workload." 23) "This being a developing congregation 
requires that I do most everything in the congregation." 
24) "Frustration with volunteer not fulfilling responsibility; 
People thinking and acting in ignorance of biblical values, 
inability to do what needs to be done." 25) "Mainly my marriage, 
also time to give to take my child to hobby activites." 
26) "Intense human needs and lack of resources to respond. The 
pain of seeing persons degrading life due to lack of spiritual 
wisdom or courage. Long, emotionally draining work hours." 
27) "Personalities of Different People. The old saying—that is 
not the way we use to do it!" 28) "Balance of time between personal 
and job needs, unclear about time commitments and definition of job 
responsibilities." 29) "Keeping up with family needs." 30) "Too 
many demands upon myself—depressed by people who are perennially 
negative." 31) "Number of sick and dying. I need to minister to 
a retirement community." 32) "Having more to do than I comfortably 
havetimefor. 33) "Not enough time, too many demands, a bad back." 
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34) "Expectations I place on myself; am 1 earing to say no more 
often." 35) "Live too far from church, return of adult son." 
36) "Just the normal stress of professional ministry with a large 
congregation." 37) "Too much to do, too many varied responsibilities, 
the pressure of always 'being responsible1 for others." 38) "Time 
management between family and career. Waiting to see fruit to 
bear. Not having enough volunteers to accomplish desired goals 
or projects." 39) "More to do than I can do." 40) "Professional': 
power and control games. Personal: finances and loneliness." 
41) "Caring for Indigent/disciplining time/neurotics. 
42) "Over work--a few overly zealous complainers." 43) "Demands 
made by others on time. Expectations of others are unrealistic." 
44) "Working with the official board." 45) "Conflicts in the 
congregation and families. Lack of time." 46) "Some lay people." 
47) "The lack of support from laity for me and my family." 
48) "Long hours, constant requests for attention, job never done." 
49) "Trying to help people—but not able." 50) "Finances, too many 
expectations by members." 
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