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This thesis explores the importance of intrapersonal intelligence
(Gardner) when mediated by self-reflective adaptive practice on clergy anxiety.
Intrapersonal intelligence is active self-awareness: the capacity to learn and adapt
to the factors of one’s own reality. A reflection-in-action synthesis demonstrates a
disciplined practice by which three capacity building approaches, namely
organizational development (Heifetz, Gashow, and Linksy); emotional knowledge
(Bowen, Freidman, Steinke); and educational theory (Argyris, Schön), interact and
inform intrapersonal intelligence. This synthesis guides clergy decision-making
when confronting personal and corporate anxiety. The outcome from this
practice is increased non-anxious ordained leadership capacity through change
and development in leadership style and skills.
The research method is autoenthnographic, grounded in the self-reflection
and effective leadership questions raised in the parable featuring the prodigal son,
the elder brother, and the loving father (Luke 15:1-3, 11b-32). When he came to
himself is the expression that describes the moment that initiated behavioral
change in the prodigal son. The thesis studies the practices that need
development in order to sustain behavioral change. The loving father offers
effective leadership supported by governing values/guiding principles (Argyris,
Bowen). Thus the loving father is non-anxious when offering both sons space to
make their own decisions. The transformation of the elder brother like Saul into
the Apostle Paul (Acts 9) speaks to the power of leading by giving space. Paul’s
once controlling nature, bound up in a perfectionistic embrace of the law, finds
the grace-filled humility to guide his and the church’s growth by essentially
praying, “I will, with God’s help.”
An assessment of the author’s conflict management style (adapted from
the work of Speed B. Leas) by thirty-five respondents in early 2009 provided
feedback that brought into focus the importance of changing a perfectionisticbased preference for persuasion. Three parish experiences over twenty-one years
provide context and assessment of self-reflective skill development against
eighteen criteria. One event from each of the first two parishes and three events
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from 2009-2012 provide focused reflection using a process of assessment for
self-in-action. This process, along with a discipline for appropriate detachment
and participation during meetings engages the work of Howard Gardner
(intrapersonal intelligence); Ronald A. Heifetz, Alexander Grashow, and Marty
Linsky (adaptive leadership, perspective from the balcony, bandwidth), Chris
Argyris (ladder of inference, double-loop learning, uncovering personal frames);
Edwin H. Friedman, Peter L. Steinke, Roberta M. Gilbert (Bowen systems
theory, differentiation of self, non-anxious presence); Donald A. Schön
(reflection-in-action); and Speed B. Leas (conflict management).
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GLOSSARY

Adaptive Practice (from Heifetz, Grashow and Linsky) is the process of
learning to recognize, accept, and adapt to the realities of a condition beyond
what might otherwise immediately capture and confine attention.
Anxiety (from Ellis) is the response to uncomfortable feelings or
memories through actions that may or may not promote a healthy or
balanced resolution to an unpleasant situation.
Balcony Perspective (from Heifetz, Grashow and Linsky) promotes DoubleLoop Learning (from Argyris) through a self-reflective discipline grounded in
intrapersonal intelligence when analyzing interpersonal behavior patterns.
Bandwidth (from Heifetz, Grashow and Linsky) expresses the range of
capacities within which comfort and skill reveal a person’s intrapersonal
intelligence aptitude.
Bowen’s Differentiation of Self Scale is a self-reflective analytical tool that
informs one’s level of and response to anxiety.
Conflict Management Styles (based on the work of Speed B. Leas)
Trust Adverse Styles
Persuade – The persuader does not seek to listen but knows
what needs to be accomplished. The target of the persuader is
expected to change. Ineffective when low levels of trust exist.
Compel – Also understood as Forcing. Sometimes necessary but
long term effect on healthy relationships is caustic.
Avoid/Accommodate – Also understood as Ignoring or
Fleeing. The status quo remains and the conflict situation doesn’t
change. Avoiders give in to conflict.
Trust Accepting Styles
Collaborate – Collaboration is possible when a high level of trust
exists. The possibility of problem solving unfolds in this
expression of the best outcome of interpersonal adaptive practice.
Negotiate – Also understood as Bargaining. Lower expectations
from conflict resolution make negotiation different while similar
to collaboration. The goal is not mutual fulfillment of groups or
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persons in conflict but rather getting some needs that might
satisfy met.
Support – Encouraging the other party in the conflict situation is
the primary method of empowering the other party to do the
work necessary to resolve the situation.
Double-Loop Learning (from Argyris) is the capacity to move beyond
immediate constricted focus on the challenge of the moment to a broader focus
on values and interests undergirding decisions. Applied to self-development, it is
the outcome of the influence of self-reflective governing values on expanding
bandwidth.
Functioning informs whether one is in balance or harmony with one’s
governing values and reality.
Intrapersonal Intelligence (from Gardner) is active self-awareness: the capacity
to learn and adapt to the factors of one’s own reality.
Ladder of Inference (from Argyris) is the process that guides selection and
interpretation of available data in order to draw conclusions that lead to actions.
While useful, when too rapidly used it can lead to erroneous assumptions and
leaps in communication.
Leadership Behavior Questionnaire (LBQ) is the 360° evaluation component
of Marshall Sashkin’s Visionary Leader program.
Non-anxious Presence (from Friedman and Steinke) is the capacity to exhibit
calm behavior through self-management and self-awareness to the uncomfortable
feelings or memories that prompt harmful reactivity.
Patterns emerge when space is subject to self-reflective discipline.
Productive Zone of Disequilibrium (from Heifetz, Grashow and Linsky) is
where the level of tolerance and threshold of change engage the tension inherent
in the challenge of the condition uncovered through Adaptive Practice.
Reflection-in-Action Synthesis demonstrates how three capacity building
approaches (Organizational Development [Heifetz, Gashow, and Linsky],
Emotional Knowledge [Bowen, Freidman, Steinke], Educational Theory [Argyris,
Schön]) interact and inform intrapersonal intelligence (Gardner).
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Response Filters are descriptions of the actions taken when stimuli access the
somewhat connected reptilian and mammalian brain functions, or the more
independent neocortex area of the brain (drawing from the work of Peter
MacLean via Steinke).
Automatic Pilot (Reptilian) – Survival, reactive, no thinking,
instinctive, regulates ongoing functions such as breathing and blood flow.
House of Emotion (Mammalian) – Emotions, love, sorrow, rejoicing,
hate, nurturing, bonding, play; mediates pleasure-pain, flight-fight,
tension-relaxation.
Thinking Cap (Neocortex) – Reflective, analyze, intentional, observe,
creative, symbolize.
Space opens possibilities when a leader’s self-reflective discipline stimulates
intrapersonal intelligence that guides a balanced response to personal and
corporate anxiety.
Yellow Pad Discipline is a real-time self-reflective adaptive practice that fosters
appropriate detachment and participation during meetings on the part of a leader.
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INTRODUCTION
“When he came to himself”
Luke 15:17a NRSV
When he came to himself describes the moment when self-reflection
motivated change in the behavior of the younger son in the parable Jesus tells in
Luke 15. Often called The Prodigal Son, his dire circumstances, namely imminent
starvation as a result of his poor choices, presented the opportunity to find the
maturity that leads to transformation as he learned to manage his anxiety. Some
questions, not addressed in the parable, find application when posed from this
premise: What happened after this younger son was welcomed back and
restored to his former position in his loving father's household? Did he revert
to his wastrel behavior? Did he continue to reflect from his experience and
adopt new behaviors that helped him recognize and manage the anxiety that
prompted the foolish request that brought him to the moment when he came to
himself?
Is it possible for experienced clergy who have encountered years of
personal and corporate anxiety in local parish settings to have a came to him or
herself moment? Could a careful study of the events before and after such a moment
provide understanding of the condition that triggered the anxiety inherent in that
moment? How does one use the self-awareness of intrapersonal intelligence to
adapt to such a condition? What new perspective must be ingrained in order to
1

develop non-anxious reflection-in-action skills? Could the outcomes of such a
non-anxious leadership identity become evident to others? In short, what does it
take to transform a seasoned ordained leader from non-thinking or emotional
reactive behaviors to non-anxious behaviors guided by the values and principles
that inform a thinking perspective?
In exploring these questions about ordained leadership, this thesis is like a
rope that has three distinct strands. One strand represents the importance of the
spiritual dimension of ordained leadership. One strand represents the necessity of
academic method that engages the work of Howard Gardner (intrapersonal
intelligence); Ronald A. Heifetz, Alexander Grashow, and Marty Linsky (adaptive
leadership, perspective from the balcony, bandwidth); Chris Argyris (ladder of
inference, double-loop learning, uncovering personal frames); Edwin H.
Friedman, Peter L. Steinke, Roberta M. Gilbert (Bowen systems theory,
differentiation of self, non-anxious presence); Donald A. Schön (reflection-inaction); and Speed B. Leas (conflict management). And one strand represents the
experiential within the discipline of autoethnographic research. As the thesis
moves from chapter to chapter, the spiritual, the academic, and the experiential
strands are woven together and transformed into a strong rope.
The Parish Comparison Assessment (PCA) at the close of Chapter One
analyzes twenty-one years of parish leadership experience as rector in three
parishes against eighteen criteria statements. The first parish relationship ended
in conflict and the second in harmony. This harmony was validated when three
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members of the second parish participated in a 360° study of the author’s
Visionary Leadership using Marshall Sashkin’s Leadership Behavior
Questionnaire. (Appendix C) The third parish experience was on course to be a
repeat of the first until writing a congregational study recalled the importance of
trust and how trust influenced what worked well in the second parish. This early
attempt at reflective practice, noted in the PCA, as well as the capacity challenge
that follows, is the result of post-parish clarity. The external or 360° assessment
of the author’s conflict management skills in year 18 provided the substance of
what had to change in order to live into the promise of the year 16 when he came
to himself moment. This initial autoethnographic research, followed by a close case
examination of self-in-situ in five different challenging situations of parish
leadership, resulted in identifying subsequent growth in non-anxious leadership
practice as learning to lead by giving space.
Autoenthography is experiential; consequently, it is also personal. As
such, the voice of this thesis moves in and out of both third and first person.
For example, my when he came to himself moment was a breath prayer that found me
in November 2007: “I have nothing to prove, only God’s holy invitations to
offer.” This spiritual moment found substance when the 2009 conflict
management survey (adapted from Leas) revealed others saw my primary style
as “persuasive.” A reflection-in-action synthesis evolved from this knowledge
and offered perspective from the writings of Gardner, Heifetz, Argyris,
Friedman, Steinke, Gilbert, Schön, and Leas. The fusion of their work helped
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me develop a practice to counter the anxiety bound up in my preference for
persuasion.
My use of a pen and a yellow pad is one overt outcome of this
reflection-in-action synthesis that guides me to listen deeply. Before developing
this practice, I would fill interpersonal interactions, especially during church
leadership meetings, with verbal thoughts that lost insight as they overwhelmed
the situation and the people with whom I was attempting to communicate.
Identifying the trigger of my anxiety, namely being the adult child of an
alcoholic, gave me the confidence to process my very active thoughts on the
yellow pad. I use the pad to give space to others to make their thoughts known
rather than seek to prove how smart or perfect I am. As I listen, I record my
observations and insights and wait to see if the other participants bring these
thoughts into the conversation. I then make the decision as to whether or not
to make what I have recorded known.
Overcoming the obstacles that kept me from reverting to my preference
for persuasion has only been possible, with God's help, as I learned that
listening leads to giving space. God creates in this seemingly chaotic space and
has nothing to prove, only to share the love that makes it possible for God’s
creatures, imperfect as we are, to receive God's invitation to serve as cocreators. The prodigal son found such an invitation waiting after his came to
himself moment. The Apostle Paul, who had his own when he came to himself moment
on the road to Damascus, understood this invitation when he wrote to the
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Church in Philippi: Do not be anxious about anything, but in every situation, by prayer
and petition, with thanksgiving, present your requests to God. And the peace of God, which
transcends all understanding, will guard your hearts and minds in Christ Jesus. (Philippians
4:6-7 NIV) Thus I can join with Paul when I engage the challenge of
transformation with these words of prayer, “I will, with God’s help.”
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Chapter 1

THE IMPACT ON MY MINISTRY
OF THE ROOT TRIGGER OF MY ANXIETY
The great illusion of leadership is to think that a man can be led out
of the desert by someone who has never been there.
Henry J. M. Nouwen, The Wounded Healer: Ministry in Contemporary Society (p. 72)
Humble yourselves, therefore, under God’s mighty hand,
that he may lift you up in due time.
Cast all your anxiety on him because he cares for you.
1 Peter 5:6-7 NIV
ACKNOWLEDING MY IMPERFECTION
I am a wounded healer. Henri Nouwen (Nouwen, The Wounded Healer:
Ministry in Contemporary Society 4) used this term to describe the condition that
motivates many to seek ordination to the priesthood as I did over twenty-seven
years ago. My wounds stem from being an anxious child of an alcoholic father.
I was raised in an unstable family as the oldest of six boys who experienced the
divorce of his parents while in college. Perfectionism rather than alcoholism
became the addiction that put salve on my wounds. The grace of God gave me
the strength to learn a better way to treat those wounds. I used to bind my
wounds tightly with behaviors that let little space exist for the opinions of
others. Just as open air heals a cut finger at a faster rate, learning to give space
affected for the better how I relate to those in my care as priest and pastor. My
effectiveness as an ordained leader, as I began learning space-giving behaviors,
allowed my trust in God to help me manage the root trigger of my anxiety that
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manifested as perfectionism.
Ordained leadership and effective leadership are not synonymous.
Through the process that leads to ordination, clergy are affirmed as leaders. As
such, they are set apart from other members of the church for specific tasks:
“To equip the saints for the work of ministry and the building up of his body,”
in the words of Ephesians 4:12 (NRSV) (which we pray during the ordination
of a priest). Clergy, as is the case with anyone, vary in potential as to how well
they use their natural God given gifts “to equip the saints for the work of
ministry.” Intrapersonal intelligence (Gardner, Changing Minds: The Art and
Science of Changing Our Own And Other People’s Minds 178-179) mediated by selfreflective adaptive practice expands the capacity of clergy to build up the body
of Christ. One outcome of this practice is learning to lead by giving space.
When clergy are equipped with tools that manage their own anxiety, space is
given to the people who called them into leadership. This space is recognized as
holy when all, especially the clergy, pray, “I will, with God’s help.” Clergy
committed to self-reflective adaptive practice that manages anxiety make it
possible for the people they serve to “grow up in every way into him who is the
head, into Christ, from whom the whole body, joined and knit together by
every ligament with which it is equipped, as each part is working properly,
promotes the body’s growth in building itself up in love.” (Ephesians 4:15-16
NRSV)
As my commitment to the self-reflective adaptive practice that informs
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intrapersonal intelligence produced anxiety management tools, I developed a
confidence that moved from leading as one who hoards space by overfunctioning to one who guides others to find and share space. The outcome of
this change of behavior manifested in a willingness to announce with eighteen
months notice, my departure from my third parish in order to guide the parish
towards their first smooth clergy transition in over fifty years.
A request to respond to the following statement was posed to nine
influential lay leaders eight months after my mid-2012 departure: Bill Thomas
became a more effective leader at St. Matthews as he learned to give space. Two quotes from
former Senior Wardens encapsulate the breadth of the response:
Bill Thomas became a more effective leader at St. Matthews with time
because he was able to identify strong leaders at St. Matthews whose
primary interest were what was best for St. Matthews as a church and to
live up to its core beliefs and mission statement. He identified the
persons and invited them to participate in the vision he had for St.
Matthews. Bill understood that he alone could not steer St. Matthews into
the direction it needs to travel and recruited leaders and allowed them to
help mold and guide the church. Through his allowing the parish to
refocus on what's important he laid the groundwork for St. Matthews to
grow and be the church defined by its mission statement. (Male, early
50’s, business owner – coal mining) (Appendix I)
Space is where God lives - he is ever present when we take a moment to
breathe, apart from the mundane tasks of this world. Although human
interaction is vital, God is closest to me when I have space. Critical to
this is not having space, of course - in relationship with others. But it’s
not until there is “room to grow” that God comes close. Bill, you always
gave me space and room to grow with God. You meandered in, touched
me with his presence, and then stepped back and let me enjoy the
moment. (Female, early 40’s, lawyer – intellectual property) (Appendix I)
These responses support the case that self-reflective adaptive practice, the
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mechanism that expands the capacity for a growing intrapersonal intelligence and
lessens the impact of anxiety, results in a personal confidence that influences in a
positive manner the interpersonal relationships so necessary to effective ordained
leadership.
The title of Peter L. Steinke’s book, Congregational Leadership in Anxious
Times: Being Calm and Courageous No Matter What, neatly captures both the
intrapersonal and interpersonal challenges faced by ordained leaders. Steinke
writes of the pastor’s commitment to lead “with enthusiasm and hope” (5) during
anxious times. Steinke frames the context:
With a gradual or sudden elevation of anxiety in your congregation, a
different tone or mood develops. You sense a shift of spirit; you hear
rumblings. A special meeting of the church leaders is arranged. The
minute you arrive at church, you know something is different. The usual
lighthearted banter and general chatter has given way to serious silence.
You are informed of startling news. Your leadership role will take on a
different dimension now. (5)
Non-reactive behavior in such an interpersonal situation on the part of ordained
leaders provides space for the anxiety to be revealed and managed. Integrating a
reflection-in-action synthesis of emotional knowledge (Bowen, Friedman,
Steinke) with organizational development (Heifez, Grashow, and Linsky, The
Practice of Adaptive Leadership: Tools and Tactics for Changing Your Organization and the
World) and educational theory (Argyris, Overcoming Organizational Defenses:
Facilitating Organizational Learning ; Schön, The Reflective Practitioner: How Professionals
Think in Action) provides structure to Gardner’s insight into intrapersonal
intelligence. Clergy who are self-differentiated by virtue of self-reflected adaptive
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practice have “the capacity to distinguish one’s own feelings, needs, anxieties, and
idiosyncratic profiles of abilities and assemble them in a way that makes sense and
is useful in achieving personal goals” (Gardner 39). Clergy experience a personal
confidence that is the outcome of high differentiation of self when their
governing values guide an ongoing review of interior thoughts and exterior
behaviors. Central to personal confidence is the willingness to recognize and then
manage the root trigger of personal anxiety. In my case, the root trigger to my
adult anxiety was the outcome of how I tried in childhood to compensate for the
uncertainty caused by my father’s alcoholism. My attempts while in grade school
to prepare a complete set of responses to overcome the instability of my home
life always failed. This early form of over-functioning instilled a suspicious
mindset that made trust in others unlikely. I adopted perfectionism as my
ongoing adult behavior to fill the space I could not trust to others. I met the
chaos of conflict with a persuasive temperament. My interpretation of facts
motivated me to do what I wanted to do. This was really a response to my anxiety
when faced with instability, be it that of my youth or in the parish. The selfreflective adaptive practice that grew out of my thesis project self-study led me to
recognize and develop tools undergirded by the reflection-in-action synthesis to
manage this condition. These tools make possible the personal confidence that is
outwardly non-anxious and thus a non-reactive presence that fosters the space to
build relationships and support collaboration. The perspective offered by these
tools also helps me determine when and how much anxiety to inject into the
10

parish system in order to overcome resistance to needed change.
Peter Steinke writes, “Anxiety is emotional pain. It constricts and limits
life. At the center of its painfulness is uncertainty.” (Steinke, How Your Church
Works: Understanding Congregations as Emotional Systems 16) A strong relationship
with God lessens the power of anxiety by providing a resource for the believer.
This should be obvious to clergy. For example, I marvel at the contradiction I
accepted in how I approached my roles as pastor and rector. When acting as a
pastor, I’ve always understood at a level beyond cognition that deep listening is
necessary and that I totally need God to be effective. However, when acting as
rector, it is as if I said to God, “You’re busy. This is hands-on management
stuff. I’ll report in when I’ve taken care of business.” I seemed to live a revised
version of the Serenity Prayer: “God bless my ability to handle the things I
cannot control; strength to control the things I can; and determination to make
a difference.” This is a blatant expression of “I will.” Adding the words “with
God’s help” to pray “I will, with God’s help” is shorthand for the true Serenity
Prayer: “God grant me the serenity to accept the things I cannot change;
courage to change the things I can; and wisdom to know the difference.” “I
will, with God’s help” calls from within me the humility necessary to integrate
both roles.
Humility is the quality revealed when giving space is the operative
interpersonal behavior. In that regard, God as experienced by Christians in their
relationship with Jesus Christ mediated in the power of the Holy Spirit is the
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ultimate space giver. Expanding one’s capacity to lead by giving space through
self-reflective adaptive practice that manages anxiety is more likely to have a
positive outcome when clergy such as myself seek God's help. In this light, my
story becomes our story. Overcoming the root trigger of my personal anxiety
then, is really the story of how I came to understand what it means for me to
promise "I will, with God's help."
EMBRACING MY IMPERPECTION
An academic understanding of story when the researcher is the subject
is found in the term authoethnography. Carolyn Ellis and Arthur P. Bochner define
autoethnograpy as
An autobiographical genre of writing and research that displays multiple
layers of consciousness, connecting the personal to the cultural…In these
texts, concrete action, dialogue, emotion, embodiment, spirituality, and
self-consciousness are featured, appearing as relational and institutional
stories affected by history, social structure, and culture, which themselves
are dialectically revealed through action, feeling, thought, and language.”
(Ellis, and Bochner. "Autoethnography, Personal, Narrative, Reflexivity:
Researcher as Subject." Handbook of Qualitative Research: Second Edition. Ed.
Norman K. Denzin and Yvonna S. Lincoln 733-768)
Ernest Kurtz and Katherine Ketcham authors of The Spirituality of Imperfection:
Storytelling and the Search for Meaning, balance the academic need for proof with an
invitation to remember the importance of interpretation inherent in
autoethnography. Kurtz and Ketcham, writing on how recovering the power of
story became the building block of Alcoholics Anonymous, note:
Listening to stories and telling them helped our ancestors to live
humanly--to be human. But somewhere along the way our ability to tell
(and to listen to) stories was lost. As life speeded up, the possibility of
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both communication and annihilation became ever more instantaneous,
people came to have less tolerance for that which comes over time. The
demand for perfection and the craving for more control over a world
that paradoxically seemed ever more out of control eventually bred
impatience with story. As time went by, the art of storytelling fell by the
wayside, and those who went before us gradually lost part of what had
been the human heritage—the ability to ask the most basic questions,
the spiritual questions. (8)
Storytelling provided in many cultures what Heifetz, Grashow, and Linsky’s
speak of as “getting on the balcony.” (7) It gave a different perspective on
things and provided the opportunity to see oneself in a different light. Heifetz,
Grashow, and Linsky radicalize storytelling by having the person involved in
the situation stand back and tell what is happening from several perspectives in
terms of interests, intentions, and hoped for consequences. By seeing the plot in
terms of characters involved provides the opportunity to envision different
ways of responding – including listening and not responding in a authorial
manner – and then imagining different scenarios.
There are two aspects when I work from such a balcony perspective.
One is a real-time practice wherein I am fully present to the situation while at
the same moment observing my behavior and those around me. The other is a
reflection-in-action method that uses physical distance and time to uncover
stimuli as I manage my response. The former practice finds form in the Yellow
Pad Discipline (see Chapter Four) and the latter in the Anxiety Response Chart
method (see Chapter Three).
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The Yellow Pad Discipline (YPD) calls for me to use a yellow pad to
take notes while I listen in a meeting. From my notes I frame observations and
insights that I may or may not bring into the meeting. The YPD provides a
decision-making mechanism. I wait to see if another participant introduces the
insight or observation noted on my yellow pad. I use this reflection-in-action
method to determine whether or not it is germane or appropriate for the
meeting. If I decide to share my now edited thoughts, I have a greater chance of
being heard when seeking to share in the meeting.
A written story that records behavior and patterns in a situation forms
the basis of the Anxiety Response Chart (ARC). Here I record my level of
anxiety to the stimulus on a scale with “1” being the lowest and “10” being the
highest. I then chart how well I manage my response with a similar scale where
“1” is balanced and “10” is unbalanced. As the flow of the story of my behavior
is posted, I also note my conflict management style (Leas, Discover Your Conflict
Management Style 7-30) and my triune-brain response filters (Steinke, How Your
Church 19). The Leas’ conflict management styles (persuade, compel,
accommodate/avoid, collaborate, negotiate, and support) and Steinke’s
interpretation of Peter MacLean’s triune brain (reptilian, mammalian, and
neocortex) are discussed in Chapter Two. Both the YPD and the ARC reveal
patterns that Heifetz, Grashow, and Linsky see as essential to diagnosis and
response. They write “To diagnose a system or yourself while in the midst of
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action requires the ability to achieve some distance from those on-the-ground
events.” (Heiftez, Grashow and Linsky 7)
Both the YPD and the ARC provide the distance I need in order to
assess and make appropriate decisions while minimizing reactivity to my anxiety
or that of those with whom I am in relationship. Heifetz, Grashow, and Linsky
note, “If you perfect this skill, you might even be able to do both
simultaneously: keeping one eye on the events happening immediately around
you and the other eye on the larger patterns and dynamics.” (8) The YPD
provides just enough space to interact with immediate events. The ARC affords
the distance to interpret at a deeper level the patterns and dynamics of the
system as well as myself.
Understanding these patterns and dynamics helps me remain what
Friedman labels a non-anxious presence. For Friedman, such a presence is an
outcome of self-differentiated leadership. In Friedman’s words
Differentiation is the life long process of striving to keep one’s being in
balance through the reciprocal external and internal processes of selfdefinition and self-regulation. It is a concept that can sometimes be
difficult to focus objectively, for differentiation means the capacity to
become oneself out of one’s self, with the minimum of reactivity to the
positions or reactivity of others. Differentiation is charting one’s own
way by means of one’s own internal guidance system, rather than
perpetually eyeing the “scope” to see where others are at. (Friedman,
Failure of Nerve: Leadership in the Age of the Quick Fix 183)
Within this process of self-definition and self-regulation, I am better able to act
in a calm and, when necessary, courageous manner as an ordained leader.
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Friedman sees this type of leader as one who “functions as the immune system
of the institution or organization he or she “heads.” (182)
THE IMPACT OF MY IMPERFECTION
A framework for analyzing my interaction over twenty-one years in
three parishes is found in the following Parish Comparison Assessment (PCA)
for the years 1991 to 2012. This systematic review of my behavior as I entered,
engaged, and left each parish finds inspiration in the work of Donald A. Schön,
author of The Reflective Practitioner: How Professionals Think in Action. Schön writes
When a practitioner becomes aware of his frames, he also becomes
aware of the possibility of alternative ways of framing the reality of his
practice. He takes note of the values and norms to which he has given
priority, and those he has given less importance, or left out of the
account altogether. Frame awareness tends to entrain awareness of
dilemmas. (310)
The eighteen topics in the PCA are a useful compilation of the values and
norms to which I give priority as I seek patterns in my behavior. Chris Argyris
rightly notes the impact of what Schön calls “dilemmas” in his Ladder of
Inference. (Argyris 88-89) The Ladder of Inference is a theory-in-use that
makes it all too easy for the practitioner to determine the impact of behavior as
he or she sees it. Argryis writes, “Individuals treat them (evaluations or
judgments) as if they were concrete because they produce them so automatically
that they do not even think their judgments are highly inferential.” (89) My
analysis, as it flows through the four rungs of the Ladder of Inference (1.
Available data, 2. Select data, 3. Interpret data, and 4. Draw conclusions)
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provides the data that when submitted to Argyris’ antidote to the dilemma,
namely Double-Loop Learning (94), develops self-definition and self-regulation.
Double-Loop Learning is the capacity to move beyond immediate constricted
focus on the challenge of the moment to a broader focus on values and
interests that form decisions.
The available data, or what Argyris terms “relatively directly observable
data,” (88) is broken into four sections on the first five pages of the PCA:
1st Parish – St. Mark’s, Warren, Rhode Island
06/1991-11/1994 (3 ½ years) - Years post 1989 ordination: 2-5
Claimed to be on the cusp of program size, more family size than pastoral
2nd Parish – St. Matthias, Tuscaloosa, Alabama
11/1994-07/2003 (8 ½ years) - Years post 1989 ordination: 5-14
Pastoral size with aspirations for program
3rd Parish – Part One – St. Matthews, Charleston, West Virginia
09/2003-01/2009 (4½ years) - Years post 1989 ordination: 14-19
Large pastoral size with family matriarch/patriarch conflict
3rd Parish – Part Two – St. Matthews, Charleston, West Virginia
01/2009-07-2012 (4½ years) - Years post 1989 ordination: 19-23
Grew into functioning program size
The selection of the following fifteen topics provides a framework of
comparison in order to make possible interpretation that draws conclusions.
This framework is designed to bring objectivity to a dataset that is subjective to
the experience of the researcher. Heifetz, Grashow, and Linsky offer insight in
how to manage such a challenge: “To counteract the personalization of
problems, start with the diagnosing and acting on the system (“moving outside
in”) and then do the same for the self (“moving inside out”).“ (8) The topics
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reflect system or self within the larger context of the shared environment that is
the parish setting.

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Entrance into parish
Initial response and treatment by parish
Initial expectation by parish based on search process
Framework that guided interaction
My anxiety level
My primary conflict management style
Tone setting impact or action by me
Governing Value/Guiding Principle
Interpersonal challenges/opportunities
Functioning/Balance assessment
Leadership approach
External or 360° assessment of my skills/behavior
Reality Check (Process, Reassessment)
Reflective practice
Capacity challenge
The final page of the PCA considers these three topics within the each

parish setting.
•
•
•

Summation
Leaving
Outcome

Theses topics bring specificity to the conclusions that brought me, in my third
parish, to develop a non-anxious leadership behavior, the outcome of a
disciplined self-reflective adaptive practice, that overcame my persuasive
perfectionistic tendencies in my response to the anxiety inherent in the
instability of parish life.
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Parish Comparison Assessment - 1991-2012
By The Rev. William Carl Thomas

•
•
•
•

Page 1 of 6

Entrance into parish
Initial response and treatment by parish
Initial expectation by parish based on search process
My primary conflict management style

1st Parish – St. Mark’s, Warren, Rhode Island
06/1991-11/1994 (3 ½ years) - Years post 1989 ordination: 2-5
Claimed to be on the cusp of program size, more family size than pastoral
Entrance into parish: Little support as evidenced by the work I needed to do to
personally renovate much of the rectory.
Initial response and treatment by parish: Distrustful of clergy who exercise authority.
Initial expectation by parish based on search process: I was the best choice among
few available.
My primary conflict management style: Persuade (little or no listening).

2nd Parish – St. Matthias, Tuscaloosa, Alabama
11/1994-07/2003 (8 ½ years) - Years post 1989 ordination: 5-14
Pastoral size with aspirations for program

Entrance into parish: A loving welcome. Leadership assisted in helping me buy a
house. A lighted Christmas tree was in the house when my family and I arrived.
Initial response and treatment by parish: Treated as a valuable asset.
Initial expectation by parish based on search process: Very intentional two and a
half year process that led the search committee to explain their call by telling me I was
seen as “a good quarterback who had been on a bad team; we need a good quarterback.”
My primary conflict management style: Support (listening that led to encouragement)

3rd Parish – Part One – St. Matthews, Charleston, West Virginia
09/2003-01/2009 (4½ years) - Years post 1989 ordination: 14-19
Large pastoral size with family matriarch/patriarch conflict

Entrance into parish: Parish leadership emphasis on contract reinforced the notion that
the rector was an employee rather than a co-leader.
Initial response and treatment by parish: Treated as interchangeable middle
management.
Initial expectation by parish based on search process: They probably expected the
collaborative leader that was publically endorsed by the Tuscaloosa leadership.
My primary conflict management style: Persuade (response to parish compel attitude)

3rd Parish – Part Two – St. Matthews, Charleston, West Virginia
01/2009-07-2012 (4½ years) - Years post 1989 ordination: 19-23
Grew into functioning program size
Entrance into parish: 2010 sabbatical proved parish could run in a collaborative
manner; led to my determination to guide a smooth transition to the next clergy leader.
Final treatment by parish: Recognized as valuable at the CEO level.
Outcome: Over time, a trust was built as I naturally gave space in harmony with my
principles. My collaborative leadership ability became evident.
My primary conflict management style: Collaborate (listening built trust).
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Parish Comparison Assessment - 1991-2012
By The Rev. William Carl Thomas

•
•
•

Page 2 of 6

Framework that guided interaction
My anxiety level
Tone setting impact or action by me

1st Parish – St. Mark’s, Warren, Rhode Island
06/1991-11/1994 (3 ½ years) - Years post 1989 ordination: 2-5
Claimed to be on the cusp of program size, more family size than pastoral
Framework that guided interaction: Restriction of long deceased donor of one million
dollar endowment to be spent only on historic church building; lack of energy from
preceding thirty year passive and non-directive rector.
My anxiety level: High (Oblivious then fearful).
Tone setting impact or action by me: Seven-page single-spaced written response to
the parish profile that contained theology, vision, and action concepts. This document
threatened longtime leaders.

2nd Parish – St. Matthias, Tuscaloosa, Alabama
11/1994-07/2003 (8 ½ years) - Years post 1989 ordination: 5-14
Pastoral size with aspirations for program
Framework that guided interaction: Vestry/leadership advocate within first three
months of relationship for a program I helped develop: Living Our Baptismal Covenant
My anxiety level: Low to Medium (Comfortable).
Tone setting impact or action by me: Asked questions and received permission from
a key stakeholder before rearranging the sanctuary.

3rd Parish – Part One – St. Matthews, Charleston, West Virginia
09/2003-01/2009 (4½ years) - Years post 1989 ordination: 14-19
Large pastoral size with family matriarch/patriarch conflict
Framework that guided interaction: Loyalty to the rector who left in 1995 created
tension that contributed to the involuntary termination of his immediate successor and
remained in place upon my arrival.
My anxiety level: Very High (Often angry, usually fearful).
Tone setting impact or action by me: Eliminated the Verger position without
sensitivity to the occupant (a patriarch).

3rd Parish – Part Two - St. Matthews, Charleston, West Virginia
01/2009-07-2012 (4½ years) - Years post 1989 ordination: 19-23
Grew into functioning program size
Framework that guided interaction: Overcame inter-generational leadership conflict
when younger leaders embraced a collaborative style that affirmed equality between lay
and clergy leadership.
My anxiety level: Managed (Somewhat relaxed).
Tone setting impact or action by me: My job became to guide the parish through
their first smooth clergy leadership transition in common memory.
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Parish Comparison Assessment - 1991-2012
By The Rev. William Carl Thomas

•
•
•

Page 3 of 6

Governing Value/Guiding Principle
Interpersonal challenges/opportunities
Functioning/Balance assessment

1st Parish – St. Mark’s, Warren, Rhode Island
06/1991-11/1994 (3 ½ years) - Years post 1989 ordination: 2-5
Claimed to be on the cusp of program size, more family size than pastoral
Governing Value/Guiding Principle: I can do this job: Prove myself worthy!
Interpersonal challenges/opportunities: Conflict with controlling parish secretary,
deacon who thought she should be the rector, and controlling Altar Guild Directress.
Functioning/Balance assessment: Over-functioning: Parish priest, Chaplain Society
of the Anchor (Presiding Bishop’s Fund for World Relief), Chaplain United States Army
Reserve (U.S.A.R.).

2nd Parish – St. Matthias, Tuscaloosa, Alabama
11/1994-07/2003 (8 ½ years) - Years post 1989 ordination: 5-14
Pastoral size with aspirations for program
Governing Value/Guiding Principle: Focus on relationships: image of the compass
not the clock (See Appendix H).
Interpersonal challenges/opportunities: Blessed with a very competent secretary and
mature senior lay leadership.
Functioning/Balance assessment: Over-functioning: Parish priest, Chaplain U.S.A.R.

3rd Parish – Part One - St. Matthews, Charleston, West Virginia
09/2003-01/2009 (4½ years) - Years post 1989 ordination: 14-19
Large pastoral size with family matriarch/patriarch conflict
Governing Value/Guiding Principle: Work harder, work faster: Prove myself worthy!
Interpersonal challenges/opportunities: My unknowing anxious response to being
treated as less than equal. A very incompetent secretary who was really a ward of the
parish matriarchs/patriarchs.
Functioning/Balance assessment: Over-functioned to prove myself and compensate
for inadequate secretary. Movement to more balanced function began in year two.

3rd Parish – Part Two - St. Matthews, Charleston, West Virginia
01/2009-07-2012 (4½ years) - Years post 1989 ordination: 19-23
Grew into functioning program size
Governing Value/Guiding Principle: I have nothing to prove; Build relationships that
support the core values of a community church; offer guidance; give space.
Interpersonal challenges/opportunities: Built consensus to remove the incompetent
secretary; hired staff that promoted growth; strong, mature lay leaders recognized the
challenge posed by my determination to leave within eighteen months of announcement.
Functioning/Balance assessment: Balanced functioning by year 7 as trust and equality
with senior lay leadership developed (outgrowth of intergenerational leadership change)
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Parish Comparison Assessment - 1991-2012
By The Rev. William Carl Thomas

•
•
•

Page 4 of 6

Leadership approach
External or 360° assessment of my skills/behavior
Reality check (Process, Reassessment)

1st Parish – St. Mark’s, Warren, Rhode Island
06/1991-11/1994 (3 ½ years) - Years post 1989 ordination: 2-5
Claimed to be on the cusp of program size, more family size than pastoral
Leadership approach: Directive.
External or 360° assessment of my skills/behavior: Mutual Ministry Review (MMR)
at two year mark: Going away for 90 days for military training would give all a needed
break and an opportunity for a fresh start.
Reality check (Process, Reassessment): Leading from too far in front (i.e. Seven page
memo); Did not check-in.

2nd Parish – St. Matthias, Tuscaloosa, Alabama
11/1994-07/2003 (8 ½ years) - Years post 1989 ordination: 5-14
Pastoral size with aspirations for program

Leadership approach: Collaborative (Natural yet unintentional).
External or 360° assessment of my skills/behavior: The Visionary Leader: Leader
Behavior Questionnaire (LBQ) temperament: The Aspiring Leader – “Personal awareness of
the nature of leadership should be the first step” (Appendix C).
Reality check (Process, Reassessment): Balanced leadership but still too far in front
as recognized by parishioners in the LBQ. My interpretation of the LBQ did not
challenge my own assumptions enough.

3rd Parish – Part One – St. Matthews, Charleston, West Virginia
09/2003-01/2009 (4½ years) - Years post 1989 ordination: 14-19
Large pastoral size with family matriarch/patriarch conflict
Leadership approach: Directive, controlling.
External or 360° assessment of my skills/behavior: February 2009 Conflict
Management Styles Survey (Thirty-five respondents - Appendix F).
Reality check (Process, Reassessment): The 2004 MMR personal assessment using
“Functioning” as a guideline a first start for a true reality check. Assumption about the
parish in the D.Min. leadership essay did not take me to task, only the parish.

3rd Parish – Part Two – St. Matthews, Charleston, West Virginia
01/2009-07-2012 (4½ years) - Years post 1989 ordination: 19-23
Grew into functioning program size

Leadership approach: Collaborative (intentional - based on reflective practice).
External or 360° assessment of my skills/behavior: Senior lay leader comments on
my ability to lead by giving space at post-sixth month departure point (Appendix I).
Reality check (Process, Reassessment): Engaging the book, The Spirituality of
Imperfection, as recommended by a D.Min. colleague (Summer 2007) prepared me for the
breath prayer (11/2007) “I have nothing to prove, only God’s holy invitations to offer.”
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Parish Comparison Assessment - 1991-2012
By The Rev. William Carl Thomas

•
•
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Reflective practice
Capacity challenge

1st Parish – St. Mark’s, Warren, Rhode Island
06/1991-11/1994 (3 ½ years) - Years post 1989 ordination: 2-5
Claimed to be on the cusp of program size, more family size than pastoral
Reflective practice: Worked with a senior cleric to understand “Blue Collar Ministry” of
Rhode Island; Parable written after traumatic leaving from the parish (Appendix D).
Capacity challenge: Not see just what I wanted to see; Develop awareness to how my
anxiety to prove myself clouded my judgment and ability to interpret interpersonal
communication.

2nd Parish – St. Matthias, Tuscaloosa, Alabama
11/1994-07/2003 (8 ½ years) - Years post 1989 ordination: 5-14
Pastoral size with aspirations for program

Reflective practice: Guided by skilled spiritual director – “stick to my knitting”(balance)
left U.S.A.R. chaplaincy (1996); Senior cleric as executive coach – Systems & Birth Order
theory explored.
Capacity challenge: Develop overt awareness of the impact of listening and giving
space; impact of Governing values/Guiding principles on how what I now see as my
“persuasive energy.”

3rd Parish – Part One – St. Matthews, Charleston, West Virginia
09/2003-01/2009 (4½ years) - Years post 1989 ordination: 14-19
Large pastoral size with family matriarch/patriarch conflict
Reflective practice: D. Ministry – Academic discipline of Congregational Study, Thesis
project as self-study of self-reflective capacity building (after false start with the attempt
to validate my “Humility”).
Capacity challenge: Overcome seeing what I wanted to see in the call process (a
resource rich parish compared to my pervious smaller parish); Recognize how my
response to my anxiety produced deeply ingrained response based on emotion (such as
anger at being discounted).

3rd Parish – Part Two – St. Matthews, Charleston, West Virginia
01/2009-07-2012 (4½ years) - Years post 1989 ordination: 19-23
Grew into functioning program size
Reflective practice: D. Ministry – Developed Balcony Perspective/Differentiation of
Self anxiety/reflection scale; Recognized root of personal anxiety (Perfectionism as the
Adult Child of an Alcoholic).
Capacity challenge: Develop self-reflective tools for assessing the patterns that trigger
my anxiety; Link intrapersonal intelligence growth to spiritual growth (important aspect
of an ordained leader); Function in a balanced manner using self-reflective adaptive
practice as evidenced by the use of the Yellow Pad Discipline.
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Parish Comparison Assessment - 1991-2012
By The Rev. William Carl Thomas
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Summation
Leaving
Outcome

1st Parish – St. Mark’s, Warren, Rhode Island
06/1991-11/1994 (3 ½ years) - Years post 1989 ordination: 2-5
Claimed to be on the cusp of program size, more family size than pastoral
Summation: ASA briefly reached 150 during year two; overt conflict erupted when key
patriarch underwent heart by-pass surgery.
Leaving: Public but controversial (acrimony between supporters and detractors).
Outcome: Part-time clergy became the norm; Bishop closed parish in 2010; Remnant
merged with small parish in adjoining town.

2nd Parish – St. Matthias, Tuscaloosa, Alabama
11/1994-07/2003 (8 ½ years) - Years post 1989 ordination: 5-14
Pastoral size with aspirations for program
Summation: After flirting with Program size, left parish as healthy pastoral size; strong,
stable leadership formed by catechumenate; two to three year transition after my leaving
led to seven-year rectorship; parish key to community recovery from 2011 tornado.
Leaving: Public with active support of the vestry (senior leaders met with St. Matthews
search committee).
Outcome: Trust evident because trust was offered by the parish during the call process;
I entered with low personal anxiety which fostered a natural intuitive process of
leadership.

3rd Parish – St. Matthews, Charleston, West Virginia
09/2003-01/2009 (4½ years) - Years post 1989 ordination: 14-19
Large pastoral size with family matriarch/patriarch conflict
01/2009-07-2012 (4½ years) - Years post 1989 ordination: 19-23
Grew into functioning program size
Summation: Left parish a healthy program size; secure financial balance sheet; Strong,
stable leadership; Succeeded by a vestry accepted plan for the Bishop to appoint Priestin-Charge; Parishioner comment at six months after leaving, “The parish has not skipped
a beat with the new Priest-in-Charge.”
Leaving: Public over eighteen months with active support of the vestry; maintained my
announced timetable and resigned as promised; Sr. Warden comment in reception of
resignation letter, “You have not wavered in your commitment to this agreement and I
think that speaks volumes of your integrity as a person.” Senior leaders wrote answers six
months after my leaving in response to the statement, “Bill Thomas became a more
effective leader at St. Matthews as he learned to give space.”
Outcome: Learned to recognize and manage personal anxiety; my vulnerability fostered
trust; trust built an environment of collaboration; this was the result of a managed,
intentional transition process on my part and that of senior lay leadership.
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The flow of information organized using Argyris’ Ladder of Inference
(1. Available data, 2. Select data, 3. Interpret data, and 4. Draw conclusions) is
only useful in gaining the insight so necessary to self-reflective adaptive practice
when honesty is the core governing value/guiding principle. Trust is built as the
insights are tested. For example, the Parish Comparison Assessment (PCA)
revealed how a trusting environment influenced my intuitive actions. As I
learned to interpret data and draw conclusions with a deliberate commitment to
honest reflection, I came to balance the impact of intuition with the foundation
of fact. Such trust in self made it possible to offer a non-anxious response to
the anxiety of the third parish as noted in the PCA. This is a theory-in-use
example of Argyris’ Double-Loop Learning.
Heifetz, Grashow, and Linsky use the expression, “Listen to the Song
Beneath the Words” (76) to illustrate the importance of nuance in the form of
“body language, eye contact, emotion, and energy” (76) when interpreting the
challenges faced by an organization. This has similar application when applied
to the individual engaged in the process that is self-reflective adaptive practice.
The four rungs of Argyris’ Ladder of Inference are the verses to the song, and
Double-Loop Learning is a way to listen to the song beneath those verses. This
process of learning led from theory to practice and resulted in the Yellow Pad
Discipline and the Anxiety Reflection Chart method. This process, then, is the
music of intrapersonal intelligence.
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Chapter 2

INTRAPERSONAL INTELLIGENCE:
INSIGHT FROM STORY
Intrapersonal intelligence is difficult to understand and to write about.
At its core, intrapersonal intelligence entails the following elements: a
good working knowledge of oneself, who one is, what are one’s
strengths and weaknesses, what are one’s goals and how best to
achieve them; how to build on one’s successes; how to learn from
one’s reactions to events, whatever their outcome – in short, having a
reasonably accurate mental representation of oneself as a human
being, alone and with others, and being able to monitor and, if
necessary, to bring about changes in that mental representation.
Howard Gardner - Changing Minds: The Art And Science of Changing Our Own
And Other People's Minds (178-179)

Peter Steinke, on pages 44-45 in his book Healthy Congregations: A Systems
Approach, contrasts Clergy-Focused Congregations with Mission-Focused
Congregations using ten points of reference. Four of these points frame the
movement in the Parish Comparison Assessment of St. Matthews Charleston
from Part One as Clergy-Focused to Part Two as Mission Focused:
Clergy Focused – 09/03 - 01/09
1.Excessive focus on clergy (difficult to
think of the rest of the system:
overinvested in clergy (“hero” or
“goat”); clergy primarily responsible for
what happens
4. Clergy expected to motivate, uplift,
or rescue people
9. Disagreement is dangerous (calm
surface)
10. Closed system (lack of “oxygen,”
no corrective feedback, novelty is not
entertained)

Mission Focused – 01/09 – 07/12
1. A clear focus on identity and destiny

4. Clergy expected to organize people
toward mission
9. Conflict is normal, essential, and
managed
10. Open system (lots of information,
new ideas, feedback loops)
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These four points aptly frame the tension within the congregation as the shift in
leadership and focus began during 2008. Steinke’s assessment that “Illness is a
necessary compliment to health” (16) sums up the challenge I faced as I learned
the space-giving skills to guide the parish from clergy focus to mission focus. 1
A fundraising consultant’s report of thirty-eight confidential interviews
involving fifty-one members of St. Matthews in June 2009 included an
assessment of my leadership behavior. Many of the interviewees offered negative
comments that focused on how they perceived I exerted control. One year later I
left the parish for a three month sabbatical. In response to my statement, “Bill
Thomas became a more effective leader at St. Matthews as he learned to give
space,” a female, senior parish leader in her late fifties who served on the vestry at
that time wrote in March 2013:
Bill Thomas became a more effective leader at St. Matthews as he
learned to give space. I believe the most powerful example of Father Bill’s
growth, in leadership by giving space, was, for me, best demonstrated
through his participating in his sabbatical.
I have experienced the sabbatical process on two occasions, and I
was a vestry member both times. For a priest to fully engage in the
sabbatical process, to achieve spiritual growth in that process, it is
incumbent upon them, to trust in the leadership of the parish to faithfully
execute its role in the absence of their priest. This represents one of the
most strenuous examples of giving space in which I have participated.
Sabbaticals require preparation on many levels, spiritual and
practical. They represent the potential for growth for both the priest and
parish. To be successful, both priest and parish must agree to give space,
the parish to the priest by supporting the sabbatical. The priest, to the
parish, through his or her demonstration of confidence, that the parish
1

A context for ministry within St. Matthews is found in Appendix E entitled “The Leadership Progression of
Father William Carl Thomas” dated February 12, 2012 by Senior Warden Stephen Roberts.
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has the ability to carry on in the absence of their priest. This represents
to me the most intense “giving of space” of which I can think.
Bill, the vestry, and the parishioners of St. Matthews, mutually
engaged in this process with the explicit intent that growth and
betterment was the intended outcome for all. For Father Bill to leave the
parish in full acceptance of its ability to thrive in his absence was a
statement of selflessness, a statement of fully “giving space”, and a
statement of trust in leadership. The challenge to the parish was to
demonstrate its ability to embrace the opportunity provided and succeed,
or exceed, in its fulfillment of its participation.
St. Matthews was able to do exactly that, and Father Bill was
instrumental in preparing the parish by giving it the needed space, by
encouraging it to embrace that opportunity. Upon return he joyfully
celebrated its success, a true demonstration of giving space and
celebrating leadership and growth achieved in his absence.
Giving space represents for me the ability to let go and trust that
the seeds sewn will blossom, grow, and thrive. The groundwork for this
must be laid, and when the time is right, the space given. It takes faith to
know when the time is right. It takes faithful leadership to say, it is
time. And, it takes joyful faithfulness, to celebrate the outcome.
Father Bill did this. He did it by faithfully growing himself. I pray
his growth will always continue to blossom, grow, and thrive. (Appendix
I)
The following is from the “Satisfaction with the lay and pastoral/staff
leadership” section from the June 2009 fundraising consultant’s report:
Question 2:

What is your opinion of the Rector and staff of the Church?

Response:

Favorable
14 (37%)

Summary:

Due to the nature of the interviews many comments were
directed towards the abilities of the Rector…although, a number
of comments were made about the other staff members. The
reason for the large ‘mixed’ response is that many had deep
concerns about Fr. Bill but felt that the remaining staff members
were good and equal to the challenge. This is especially true of
the DYF and her development of the children’s ministries and
programs.

Mixed
Unfavorable
21 (55%)
3 (8%)
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No Comment
0

Concerns about Fr. Bill included items as an apparent temper,
being too controlling, too self centered and not having the
ability to give good sermons. There are a number of individuals
that simply do not trust him and feel he has lied to them.
However, Bill is credited with doing well in administering to the
sick and hospitalized; and, working with the DYF, to bring the
children’s programs forward. He does have a loyal following
among a group of newer parishioners.
Some core questions arise: “What was going on in my leadership that led at the
time to such a response?” and “What did I subsequently learn and then integrate
into my behavior in order to be the person who led by giving space as opposed to
the person described as controlling?”
LEARNING THAT TRUST LEADS TO COLLABORATION
In 2009 I understood Adaptive Practice on a surface level. I knew that
Ron Heifetz described the movement from technical change to adaptive change
using a medical model. A broken arm brings a patient to a doctor who is an
authority. A cast on the arm provided by the doctor results in the arm being
healed. Self-reflection on the part of the patient about the cause of the break is
not necessary, as the technical nature of the fix has returned the patient to his or
her previous state. Adaptation to a condition calls for a change in behavior. High
blood pressure is an example of how the ease of medication rather than discipline
of exercise and diet reveals a patient’s willingness to change behavior. If a patient
simply takes pills but does not address the root cause of the condition, namely
what brings on the high blood pressure, then the patient has chosen a technical
fix rather than an adaptive challenge. If the patient takes more personal
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responsibility, such as exercising in order to counter the stress of the workplace
and/or maintains a diet that minimizes the stress on the heart, then the patient is
adapting his or her behavior to meet the challenge of the condition. Reflecting on
the root cause of the condition, as adaptive practice becomes the norm, is a mark
of intrapersonal intelligence.
The following graphic takes the work of Heifetz and applies it to my
adaptive challenge. As is the case with a broken arm, a surgeon repaired my
hernia in the mid-1990s. When my blood pressure was diagnosed as prehypertensive in 2006, I began to take medication and eventually came to maintain
a discipline of diet and exercise. However, these were technical or only partially
adaptive repairs. I needed to learn to listen and respond in a different manner to
conflicting opinions on church life and practice in order to manage the root cause
of my persuasive leadership condition: the anxiety expressed in my perfectionistic
behavior as the outcome of being an adult child of an alcoholic.
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Learning to recognize how I deal with conflict helped me understand the
importance of listening in building trust. Slowly I began to see that my
preference for persuasion diminished my capacity to build the trust necessary for
collaboration.
THE 360° STUDY OF MY CONFLICT MANAGEMENT STYLES
A beginning of this process involved asking for some feedback from
people about my leadership, in an organized manner of assessment. In late
January 2009, thirty-five people representing eight different interpersonal
relationship groups responded to a study of my conflict management styles. The
participants received a package with the following cover letter that also
describes the contents and expectation of the study:
My Doctor of Ministry Thesis Project is a self-study that will lead
to the development of a leadership identity self-assessment tool. As much
of the research is autoethnographic, external observation is a helpful
balance as conclusions are considered.
This inventory consists of 45 A or B choices adapted from
Discover Your Conflict Management Style by Speed B. Leas3. In this adaptation,
I am the object of your choice when you choose A or B. Please be guided
by whatever knowledge and experience you have from being in
relationship with me. The 46th question is self-explanatory.
The survey universe will be 25 or fewer persons drawn from
volunteer participants from various aspects of my ministry. The only data
collected beyond that found on the survey will be a notation assigning
your answer to a specific sub-group of the whole.
DIRECTIONS: Recall the setting in which you and I most
commonly interact. Choose from either the A or B option at each
number of the inventory. At each number, choose the option that best
explains your understanding of me between the two. There are no right

3

Reprinted from Discover Your Conflict Management Style by Speed B. Leas, with permission from the Alban
Institute. Copyright © 1997 by The Alban Institute, Inc. Herndon, VA. All rights reserved.
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or wrong answers. Please be sure to complete all 45 options within the
inventory. Number 46 is self-explanatory.
When you have completed the inventory, please mail it to me in
the self-addressed postage-paid envelope.
Thank you for accepting this opportunity to help me learn more
about myself as I work to complete the degree of Doctor of Ministry.
The survey questions, results from the eight groupings, and a documentation
letter from The Rev. Kent Higgins who served as the analyst of the returned
unopened surveys are found in Appendix F.
Of Steinke’s four points noted previously for a Mission Focused
Congregation, I had little knowledge and no training that would help me handle
conflict as “normal, essential, and managed.” (Steinke, Healthy Congregations: A
Systems Approach 45) The overall results of the survey indicated clearly that
persuasion was my default conflict management style preference. This knowledge
stimulated the self-reflective adaptive practice that led me to recognize and better
manage my use of the following six conflict management styles (my definitions
based on the work of Speed B. Leas):
Trust Adverse Styles
Persuade – The persuader does not seek to listen but knows
what needs to be accomplished. The target of the persuader is
expected to change. Ineffective when low levels of trust exist.
Compel – Also understood as Forcing. Sometimes necessary but
long term effect on healthy relationships is caustic.
Avoid/Accommodate – Also understood as Ignoring or
Fleeing. The status quo remains and the conflict situation doesn’t
change. Avoiders give in to conflict.
Trust Accepting Styles
Collaborate – Collaboration is possible when a high level of trust
exists. The possibility of problem solving unfolds in this
expression of the best outcome of interpersonal adaptive practice.
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Negotiate – Also understood as Bargaining. Lower expectations
from conflict resolution make negotiation different while similar
to collaboration. The goal is not mutual fulfillment of groups or
persons in conflict but rather getting some needs that might
satisfy met.
Support – Encouraging the other party in the conflict situation is
the primary method of empowering the other party to do the
work necessary to resolve the situation.

The accuracy of this survey guided a rearrangement of my mental representation.
(Gardner 179) I was faced with data that needed accounting in how I thought of
myself. This new dimension of intrapersonal intelligence brought me into my
“productive zone of disequilibrium.” (Heiftez, Grashow and Linsky 28-31)
THE PRODUCTIVE ZONE OF DISEQUILIBRIUM
Ron Heifetz and his associates Alexander Grashow and Marty Linsky
define the Productive Zone of Disequilibrium from the perspective of an
interpersonal system:
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The optimal range of distress within which the urgency of the system
motivates people to engage in adaptive work. If the level is too low,
people will be inclined to complacently maintain their current way of
working, but if it is too high, people are likely to be overwhelmed and
may start to panic or engage in severe forms of work avoidance, like
scapegoating or assassination. (Heiftez, Grashow and Linsky 305-306)

For a leader, this zone of disequilibrium may result from taking a balcony
perspective on one’s own leadership. I first entered a personal productive zone
of disequilibrium when I encountered God during my came to himself moment in
November 2007and received my new breath prayer. I filled a sermon (Appendix
B) with the image of I have nothing to prove, only God’s holy invitations to
offer as well as making a connection to what I now know as the root outcome
of my anxiety: perfectionism. However, the moment of movement in the zone
slid into work avoidance as I encountered unexpected conflict in 2008.
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A powerful matriarch, who experienced the Great Depression as a
child, was elected Senior Warden. Her approach to stopping the
intergenerational leadership change within the parish was to compel me to
respect her as the ultimate decision maker. Her challenge to my authority and
personhood prompted me to unintentionally expand my bandwidth.
Consequently, I moved within my personal productive zone of disequilibrium
away from work avoidance as my level of tolerance and threshold of change
increased.
From the viewpoint of intrapersonal intelligence, the term “bandwidth”
(or “repertoire’) as defined by Heifetz, Grashow and Linsky becomes an
expression of the “range of capacities within which an individual has gained
comfort and skill.” (Heiftez, Grashow and Linsky 304) My response to my
personal productive zone of disequilibrium illustrates my intrapersonal
intelligence aptitude as I learned to engage with comfort and skill my selfreflective adaptive practice. For example, my bandwidth expanded as I learned
to leave the self-imposed limitations of my conflict management style comfort
zone of persuasion. Discovering how I might best adapt to the condition of my
preference for persuasion when dealing with conflict became clearer with the
360° study of my conflict management styles.
Giving up one’s investment in persuasion involves increased trust in
others. One self-imposed limitation was a lack of understanding of the level of
trust necessary to maintain balance that results in a high level of collaboration.
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My bandwidth expanded as I gained competence in recognizing when to use
not only the trust adverse but also the trust accepting conflict management
styles. When the 2009 Fundraising Consultant’s report was issued, the trust I
built with the new younger generation Senior Warden allowed us to collaborate
on the decision to avoid wide dissemination of the report. Upon reflection, we
gave the parish space to absorb this information while modeling how the
contention about my controlling leadership style might be out-of-date.
DOUBLE-LOOP LEARNING
Double-Loop Learning (Argyris 94) makes clear the process that expands
bandwidth. Double-Loop Learning is an understanding that moves beyond the
single-loop limitation of the following quote attributed to C.S. Lewis,
“Experience is a brutal teacher, but you learn, by God, you learn.” The
experience of sending a reasoned letter about balance to the matriarch Senior
Warden (Appendix G) was very much an error. My attempt at persuasion
mismatched the needed conflict management style. Until my bandwidth was
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expanded by the 360° conflict management styles study, I was most likely to cycle
within a single-loop of frustration. As is the case with the Productive Zone of
Disequilibrium, Double-Loop Learning has use as an organizational development
concept. However, this educational theory by Chris Argyris underscores the
impact of governing values so necessary to managing anxiety when used as a
component of self-reflective adaptive practice. Argyris stresses the importance of
reflection on experience through a review of governing values before simply
modifying behavior to address problems. This approach, like adaptive practice, is
Socratic in that questions stimulate learning. Double-Loop Learning relates well
to Differentiation of Self from Bowen Systems theory as governing values
(Argyris) and guiding principles (Bowen) offer a similar framework to inform selfreflective adaptive practice.
THE CAPACITY TO BE A NON-ANXIOUS PRESENCE
Edwin H. Friedman lists four qualities of leadership through selfdifferentiation:
•

Management of Information

•

Management of the Relationship System

•

Management of Anxiety

•

Management of Self

Each quality reminds the leader that making decisions comes with the choice
“to be responsible for my own territory.” (Friedman 241) Peter Steinke, a
student of Friedman, writes, “The capacity to self-manage is sometimes referred
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to as being a ‘nonanxious presence.’” (Steinke, Congregational Leadership 31)
Steinke builds on his mentor’s framework for self-management using
neurologist Peter McLean’s insight about the triune brain. Steinke writes
At the base of the brain, where the central nervous system connects
with the brain stem, is the reptilian brain. Above it lies the mammalian
brain, sometimes called the limbic system. The largest brain area, the
third layer, is the neocortex or cerebral hemispheres. Each brain has its
own function, though the three function as one. (Steinke, How Your
Church 17)
Dr. McLean’s thesis, to quote Friedman, “is that the human brain has three
distinctive parts, each, of which evolved in an interconnected fashion, with
information flowing reciprocally in both directions between all three parts. The
brain, in other words, is itself a history, if not a manifestation, of the evolution
of our species.” (Friedman 119)
My brain, for instance, filters information though my root anxiety
trigger of being the adult child of an alcoholic. When I am over-tired or highly
anxious, my reptilian brain function acts without thinking in what Steinke calls
Automatic Pilot. I simply react and will quite likely fall into my behavior of
perfectionism. If, however, I am moderately self-aware, then I might engage the
stimulus in a playful manner. Steinke places playfulness in the mammalian brain
function as he calls the House of Emotion. If am working from my balcony
perspective, fully engaged in self-reflective adaptive practice, then in all
likelihood I have put on what Steinke calls my Thinking Cap. Here my guiding
principles or governing values help analyze and then reflect on the nature and
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impact of my possible response to the stimulus. The graphic below uses an
automatic pilot switch to represent the reptilian brain, the outline of a roof
under which many forms of emotion are noted to represent the mammalian
brain, and a thinking cap emblazoned with words such as solution, creative,
imagination represents the neocortex.

Intrapersonal intelligence is about being responsible for my own
territory. The theories and experiences noted in this chapter provide the
foundation of self-reflective adaptive practice that manages anxiety. Applying
this practice to interpersonal relationships makes it possible to be a non-anxious
presence who leads by giving space.
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REFLECTION-IN-ACTION SYNTHESIS
The Reflection-in-Action Synthesis graphic demonstrates how the three
capacity building approaches discussed in this chapter, namely Organizational
Development (Heifetz, Grashow, Linsky); Emotional Knowledge (Bowen,
Freidman, Steinke); and Educational Theory (Argyris, Schön), interact and
inform Intrapersonal Intelligence (Gardner). Each approach is strong enough to
impact intrapersonal intelligence alone. However, when combined in a
disciplined manner, a came to himself moment is not only revealed but then
understood and integrated in a new and better leadership behavior. Chapter
Three examines how blending these approaches led to transformation in how I
offer leadership.
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Chapter 3

REFLECTION-IN-ACTION
When someone reflects-in-action, he becomes a researcher
in the practice context. He is not dependent on the
categories of established theory and technique, but
constructs a new theory of the unique case. His inquiry is
not limited to a deliberation about means which depends on
prior agreement about ends. He does not keep means and
ends separate, but defines them interactively as he frames
the problematic situation. He does not separate thinking
from doing, ratiocinating his way to a decision which he
must later convert to action. Because his experimenting is a
kind of action, implementation is built into his inquiry.
Donald A. Schön – The Reflective Practitioner: How Professionals
Think in Action (page 68)
MELDING THEORIES INTO PRACTICE
Patterns in personal behavior as well as group behavior become easier
to analyze and respond to when the wisdom of Heiftez's Adaptive Practice
melds with the insight of Bowen's Differentiation of Self Scale. The Anxiety
Response Chart (ARC) is the result when I merged these theories into a selfreflective adaptive practice in order to visualize anxiety before acting and the
process of acting in order to gain distance from the event and then narrate
specific moments that connect actions to emotions and enable considering the
values and principles (narrative frameworks or interpretive frameworks) that
determined action plans. Consequently, the ARC serves as a mechanism to plot
a leader’s initial and subsequent response to stimuli. Interpretation follows using
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personal knowledge and data in relation to these theories and to perspectives on
emotional functioning. This fits Donald A. Schön’s notion of constructing “a
new theory of the unique case.” (Schön 68) As will be shown in Chapter Four,
the Yellow Pad Discipline is a reflection-in-action method that is best
understood as real-time expression of the method inherent in the Anxiety
Response Chart.
The Anxiety Response Chart clarifies the adaptive decision making
process. Assessing patterns of behavior from this perspective helps determine
whether a technical solution is warranted or adaptation to a condition must be
sought. The ARC enables deep listening to conflicting brain responses. For
example, sometimes the emotional content is so strong that my survival
behaviors, which are a programmed response of my reptilian emotional
repetition (Gilbert, Extraordinary Relationships: A New Way of Thinking About
Human Interactions 82-83), overwhelm in a manner similar to a migraine
headache. My capacity to maintain the discipline to offset these survival
instincts is directly proportionate to how well I have integrated my governing
values/guiding principles.
Bowen’s Emotions/Intellect (Thinking) scale (Gilbert, Extraordinary
Relationships 24-25) for determining lower or higher differentiation of self
becomes accessible and practical when interpreted with the aid of Heifetz’s image
of Dance Floor/Balcony. (Heifetz 253) Heifetz’s Balcony Perspective is the
repository of Bowen’s Intellect (Thinking) concept: namely the qualities that
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counter anxious emotional
response through governing
values/guiding principles. A
leader who leads by giving
space operates from the
strength of a high
differentiation of self. The
outcome of integrating these qualities is the ability to manage one’s own anxiety
by assessing one’s own behavior in real time. In other words, while I am on the
dance floor, I am also adjusting my behavior using the tools I keep in my balcony.
Heifetz’s Balcony Perspective is
the repository of Bowen’s Intellect
(Thinking) concept: namely the qualities
that counter anxious emotional
response through governing
values/guiding principles. The Anxiety
Response Chart on the following page
illustrates how the insights of Bowen
and Heifetz combine to deliver both
instantaneous adjustments as well as
deeper post-situation analysis of behavior.
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Awareness, the fruit of a healthy balcony perspective, leads to balanced response.
Behavior is exhibited and observed on the floor and is subject to the type of
response made to
stimulus. The
Thinking Cap
(neocortex) of the
brain offers the
ability to visualize
the flow of
behaviors from
stimulus to response. This visualization can be charted within the two areas
defined by the inverted “T” of the Anxiety Response Chart. The left area presupposes that initial response to stimulus by the emotions come from the
Automatic Pilot (reptilian) survival response of the brain by placing the highest
level of anxiety (represented as a red 10) at the floor. The right area places the red
10 for highest level of unbalanced response also on the floor. The goal is to
recognize stimulus with the least amount of anxiety (from the calm of the
balcony) and then bring that calm to the floor. Green 1’s represent the lowest
anxiety and most balanced response. The ideal post would begin at the upper
most point of the left section and remain in the upper point of the right section.
The lowest level of anxiety in the ideal post would be represented as the balanced
response due to the influence of the self-reflection tools placed in the balcony.
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Five autoethnographic stories are graphically portrayed in specific Anxiety
Response Charts. The sequential numbers that tag the plot points break the
stimulus and response into manageable sections for interpretation. My preference
plot points on the visual image reflect 1) a level of conflict style intensity and 2)
my brain functions. I use two approaches that I have internalized in order to
demonstrate my interpretation of the situation. The trust adverse conflict styles
are visually represented in a red starburst with a letter: (P) for Persuade; (C) for
Compel, (A) for Avoid/Accommodate. The trust accepting conflict styles are
visually represented in a green diamond with a letter: (C) for Collaborate; (N) for
Negotiate; (S) for Support. My brain function response is represented by one of
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three graphic images: Automatic Pilot (Brain Stem, Reptilian), House of Emotion
(Limbic System, Mammalian), and Thinking Cap (Neocortex).
Action numerals on the Anxiety Response Chart reflect my emotional
understanding of my level of anxiety against the y-axis as I engage the stimulus.
Preference symbols are posted above or below the lines that connect the action
numerals. The preference symbols offer visual shorthand for the process that
determined the location of the next action numeral.
A five-point self-reflection frame follows as a summation of what I have
learned from my balcony perspective. The first point anchors the reflection
with a restatement of the capacity challenge I faced as noted in the Parish
Comparison Assessment. The second point is the governing value/guiding
principle that directed my actions during the autoethnographic story. The third
point is a scale that assesses the impact of my root trigger of anxiety. Using a
simple 1 to 10 scale where 1 is the lowest level and 10 is the highest level, I
provide a visual interpretation of how automatic emotion and anxiety (in my
case triggered by the perfectionism that is an outcome of my being an Adult
Child of an Alcoholic) affected my response. The fourth point is a scale that
assesses my ability to lead by giving space. Again, using a simple 1 to 10 scale
where 1 represents giving the most space and 10 represents giving the least
space, I judge how much space my action provided within the situation. The
fifth and final point is a brief statement of what I learned. The learning from
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this statement is an expression of Double-Loop Learning as it represents my
current base of knowledge and practice.
FIVE ANXIETY RESPONSE CHARTS
Five Anxiety Response Charts (ARC) reflect an assessment of my
behavior in three settings. The brief autoethnographic story that follows each
chart follows the flow of Argyris’ Ladder of Inference. The five point selfreflection frame encapsulates the reflection-in-action synthesis (see page 40) as I
review my past behavior (ARC #1, ARC #2) and my more immediate behavior
(ARC #3, ARC #4, ARC #5).
ARC #1 – Changing Sacred Space: This is a baseline story set in my first
parish from which to assess progress as I learned to lead by giving space. The
parable written post-leaving this parish in Appendix D is an early form of
balcony perspective and double-loop learning.
ARC #2 – Vestry Meeting: Set in my second parish, this story reveals how
my anxiety is minimized when I perceive an overall trusting environment. Such
trust offered me confidence to seek guidance from governing
principles/guiding values (my thinking/intellect) rather than respond
emotionally in a harmful manner in response to a momentary lapse in the trust I
assumed was present on the part of the vestry.
ARC #3 –Annual Meeting: The first of three stories set in my third
parish. This story revolves around a pivotal came to himself moment as my anxiety
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overwhelmed my ability to detach and act in a non-anxious manner.
Appendices E and G address in some detail the context that framed my anxiety.
ARC # 4 – Former Antagonist: The capacity to recognize and manage the
anxiety prompted by a threatening stimulus becomes apparent in my response
to a sometimes antagonist parishioner. The grace and trust shown through his
self-reflection offered me a gift that was as needed as it was unexpected.
ARC # 5 – Leadership Transition: The capacity to lead by giving space for
others to act is the outcome of working from my balcony perspective in the ten
months since I announced the transition plan during the 2011 Annual Meeting.
I offered the senior lay leadership an observation: the group seeking to undo
the transition plan by having me exit before the agreed upon eighteen month
end date might attempt to reclaim elected leadership. The senior leadership
recruited recent senior leaders. Consequently, advocates of the transition plan
formed a super-majority of the vestry.
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AUTOETHNOGRAPHIC STORY #1
CHANGING SACRED SPACE
Warren, Rhode Island – Fall 1992
Pictures of St. Mark's Episcopal Church from the late 1800’s revealed the
installation of gas lamps with the flower of the shade pointing up to radiate off
the ceiling. When I began my ministry, I found electric lights with the shades
pointing down while parishioners complained about the inadequate lighting.
About midway during my time at this parish I came to church on a Saturday and
flipped the direction of the electric lights.
Illumination improved dramatically as the lights again radiated off the
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ceiling. My surprise for the membership, no matter how deeply the change was
connected to the parish history, was not well received.
I avoided engaging conflict before taking the action as I was compelled by
my internal persuasive energy that this course of action was the right thing to do.
Self-Reflection Frame From My Balcony Perspective
Capacity challenge: Not see just what I wanted to see; Develop awareness to
how my anxiety to prove myself clouded my judgment and ability to interpret
interpersonal communication. (From page 23)
Governing Value/Guiding Principle: When they see it they will know I was
right.
Scale based on impact of root anxiety trigger (perfectionism of ACOA):
Lowest Anxiety 1 2 3 4 5 6 7 8 9

10

Highest Anxiety

10

Least Space

Scale based on ability to lead by giving space:
Most Space 1 2 3 4 5 6 7 8 9

Learning: I see now that I was both conflict and trust adverse. I never
considered how this change could have served to open discussion regarding the
many aspects of our life together.
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AUTOETHNOGRAPHIC STORY #2
VESTRY MEETING
Tuscaloosa Alabama – December 1999
A friend became a surprise antagonist when I returned to the December
1999 St. Matthias vestry meeting. Before leaving to allow discussion of my
performance, I asked if there were any questions. In the space of the hour the
vestry had without my presence, this man led a discussion about the number of
Sundays I had been away that year.
While I was angry at being called to discuss a new question,
I knew this issue reflected a deeper anxiety over the failed experiment to
raise the funds to keep a full-time Director of Christian Formation on the staff.
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Six weeks later, I was at this man's bedside as he coped with a lifethreatening illness. I consciously put aside my anger at being mistreated. My
pastoral actions were congruent with my spiritual principles.
Self-Reflection Frame From My Balcony Perspective
Capacity challenge: Develop overt awareness of the impact of listening and
giving space; impact of governing values/guiding principles on how what I now
see as my “persuasive energy.” (From page 23)
Governing Value/Guiding Principle: Being pastor trumps any other
responsibility. I know that when I offer pastoral care, God is with me.
Scale based on impact of root anxiety trigger (perfectionism of ACOA):
Lowest Anxiety 1 2 3

4

5 6 7 8 9 10 Highest Anxiety

Scale based on ability to lead by giving space:
Most Space 1 2 3

4

5 6 7 8 9 10 Least Space

Learning: My action reflected integration of my principles. I lived into the
Compass/Clock dynamic (Appendix H) where relationships are more important
than events or things.
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AUTOETHNOGRAPHIC STORY #3
ANNUAL MEETING
Charleston, West Virginia – January 2009
As I entered St. Matthews Episcopal Church to begin the 2009 Annual
Meeting, I saw Senior Warden in her front row pew. I knew the new vestry would
deny reelection of this matriarch whose controlling worldview was formed during
the Great Depression as support was assured for a man thirty years her junior.
The pain of the conflict I endured with her over the previous year
overwhelmed me. After the opening prayer, she attempted to call the new vestry
into session at the conclusion of the Annual Meeting.
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As the psalm was being sung, I, dressed in my chasuble, moved out of my
seat from within the chancel. The urge to confront her was so strong that I
walked through the open gate at the communion rail to where she was sitting.
My anxiety became public as I entered the laity's space in the nave. While
this action unmasked a tension unknown to most of the congregation, I let
anxiety dictate my behavior.
Self-Reflection Frame From My Balcony Perspective
Capacity challenge: Overcome seeing what I wanted to see in the call process (a
resource rich parish compared to my pervious smaller parish); Recognize how my
response to my anxiety produced deeply ingrained response based on emotion
(such as anger at being discounted). (From page 23)
Governing Value/Guiding Principle: None. Acted without thinking.
Scale based on impact of root anxiety trigger (perfectionism of ACOA):
Lowest Anxiety 1 2 3 4 5 6 7 8 9

10

Highest Anxiety

10

Least Space

Scale based on ability to lead by giving space:
Most Space 1 2 3 4 5 6 7 8 9

Learning: This action prompted a came to himself moment as I realized the impact
of what I did as I returned to my seat. As worship led into the business meeting, I
moved through emotion into reflection. My now quiet demeanor gave space for
the business meeting to focus on healthy, growth-oriented topics that could have
been compromised had I remained highly anxious in a public manner.
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AUTOETHNOGRAPHIC STORY #4
FORMER ANTAGONIST
Charleston, West Virginia – October 2011
As the early coffee hour began at St. Matthews in late October 2011, a
parishioner took me aside and asked me how the search process was going. My
threat antenna went up.
I was surprised that this particular patriarch wanted to converse. This was a
man who, a year and half after his participation in the unanimous vote that
recommended my call to the vestry sat in my office and told me that the parish
had made a mistake.
"You have had a really tough time here,” he said. “We have done everything
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we could to make you miserable. I have been a part of that. And I am sorry."
I wanted to interject a pastoral response but something, maybe the Holy
Spirit, kept my mouth shut. He went on, "In business terms, I would say that you
have won."
Again, I wanted now to make a theological point about God not me, but I
was blessed to keep listening. "Through everything we have thrown at you, you
have kept a positive attitude and encouraged us. We are better now for having
you here."
Self-Reflection Frame From My Balcony Perspective
Capacity challenge: Develop self-reflective tools for assessing the patterns that
trigger my anxiety; Link intrapersonal intelligence growth to spiritual growth
(important aspect of an ordained leader). (From page 23)
Governing Value/Guiding Principle: Listen, wait, listen, then speak.
Scale based on impact of root anxiety trigger (perfectionism of ACOA):
Lowest Anxiety 1 2

3

4 5 6 7 8 9 10 Highest Anxiety

Scale based on ability to lead by giving space:
Most Space 1 2

3

4 5 6 7 8 9 10 Least Space

Learning: I was aware that my anxiety had been triggered. From this awareness I
exhibited a new, mature behavior: waiting and listening. I can only act to counter
my persuasive energy “with God’s help.”
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AUTOETHNOGRAPHIC STORY #5
LEADERSHIP TRANISTION
Charleston, West Virginia – October 2011 to January 2012
My announcement in January 2011 that I would resign as rector within
eighteen months provided the space for the parish to consider how the choice of
lay leaders would impact their future. During that time I reinforced the reality of
my leaving as I quietly but publically looked for my next position.
The vestry was kept informed of my progress or lack of progress, as was
the influential Thursday morning men’s bible study.
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Consequently, my anxiety and that of the parish was managed through
effective interpersonal communication.
I was able to stay focused on my core task: guiding the transition to the next
rector.
I counseled the Senior Warden about the leadership void that would occur
once I left. As the election of the 2012 vestry approached, he recruited three key
leaders from previous healthy vestries who then accepted nomination.
Self-Reflection Frame From My Balcony Perspective
Capacity challenge: Function in a balanced manner using self-reflective
adaptive practice as evidenced by the use of the Yellow Pad Discipline. (From
page 23)
Governing Value/Guiding Principle: Give space, see what happens.
Scale based on impact of root anxiety trigger (perfectionism of ACOA):
Lowest Anxiety 1

2

3 4 5 6 7 8 9 10 Highest Anxiety

Scale based on ability to lead by giving space:
Most Space 1

2

3 4 5 6 7 8 9 10 Least Space

Learning: The outcome of integrating and practicing my breath prayer: I have
nothing to prove, only God’s holy invitations to offer. Such trust in God allowed me to
celebrate what I saw was God’s movement in the parish decision making
process. I am more confident and able to give space when I am aware that I can
only do so “with God’s help.”
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INTEGRATING THE ANXIETY RESPONSE CHART METHOD
The visual aspect of the Anxiety Response Chart places stimuli and
interpretation in a sequence that pulls the user towards a balcony perspective.
In my case, I locate my initial response within my visual understanding of the
triune brain (Automatic Pilot, House of Emotion, Thinking Cap). The
detachment that comes from movement within House of Emotion and
Thinking Cap provides the framework for a Trust Adverse or Trust Affirming
Response in keeping with the conflict management styles espoused by Speed B.
Leas. The proper response is one that is in harmony with my governing
values/guiding principles. The goal is to live into Friedman’s assertion that
“The key, in my view, is that by continually working on one’s own selfdifferentiation, the leader optimizes his or her objectivity and decision making
process.” (Friedman 28)
Self-reflection using the Anxiety Response Chart method promotes
Argyris’ Double-Loop Learning. In my case, the inference that I post when I
choose a range from 1 to 10 in either of my two scales (anxiety trigger, lead by
giving space) moves from a single-loop into the double-loop as I record more
incidents. Argyris’ concern for the outcome of the Ladder of Inference as
single-loop is mediated not only by data gathered within the two scales but by
the disciplines of identifying capacity challenge and articulating learning.
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The movement evident toward learning to lead by giving space in the
five autoethnographic stories only became apparent when I placed those stories
within the framework of twenty-one years of ministry in three parishes.
Furthermore, identifying the root cause of my anxiety (perfectionism; adult
child of an alcoholic) served as the impetus to move from simple single-loop
learning into double-loop learning. Learning to reflect in this manner became
the foundation of the adaptive practice that helps me manage my condition as a
result of the root cause of my anxiety.
The challenge for clergy seeking to integrate the Anxiety Response
Chart method is to first identify a deeply personal condition to which one must
adapt. This Adaptive Challenge (Heiftz) will call for continual detachment in
order to achieve honest self-reflection. Heiftez, Grashow, and Linsky’s work on
the Productive Zone Of Disequilibrium reveals the depth of commitment
necessary to achieve this level of honesty. The reward, again to highlight
Heiftez, Grashow, and Linsky, is increased bandwidth. Or, in other words, a
greater and deeper capacity to be in harmony with one’s actions and one’s
governing principles/guiding values. Increased bandwidth, then, brings forth
higher differentiation of self. In my case, the Anxiety Response Chart method is
an exposition of the reflection-in-action synthesis wherein organizational
development, emotional knowledge, and educational theory inform actions. The
intrapersonal intelligence at the core of this synthesis expands my capacity to
trust and thereby lead by giving space.
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Chapter 4

LEARNING LEADS TO GIVING SPACE
Leadership is acceptance. It is not forcing others to do things
your way but giving people enough space.
Interview with Keki Mistry by Sachin Kumar, Hindustan Times, 2/29/2012

THE IMPACT OF MY YELLOW PAD DISCIPLINE
Learning that persuasion was my operative default behavior was an
unsettling discovery from the Conflict Management Styles survey. This insight
from the survey provided the opportunity to enter my productive zone of
disequilibrium. Heifetz, Grashow, and Linsky comment:
Expanding your bandwidth is not easy. It means moving out of your
comfort zone into a space where your incompetence may show. But our
experience suggests that expanding your bandwidth is a least as much a
function of will as of skill. (Heiftez, Grashow and Linsky 206)
I translate the phrase “space where your incompetence may show” as public
vulnerability. Public vulnerability is not a welcome trait for one who is a
perfectionist. Competence, then, is an outward sign of perfection. Trust, not
necessary when I display my competence through persuasion, is essential when
I attempt to relinquish control and am vulnerable. Trust that the will to challenge
skill, and skill to assure will is only possible when I maintain the discipline to pray
“I will, with God’s help” from within this vulnerability.
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An expanded bandwidth that is supported through prayer is what opens
internal space for existential intelligence within intrapersonal intelligence. Gardner
writes, “Existential intelligence entails the human capacity to pose and ponder the
biggest questions: “Who are we? Why are we here? What is going to happen to
us? Why do we die? What is it all about in the end?” (Gardner 40-41) These
deeper questions of human existence identify a more fundamental anxiety that
springs from what Albert H. Ellis calls our awareness of “unpleasant
happenings.” (Ellis, How to Control Your Anxiety Before It Controls You 13) In my
case, the root trigger of my anxiety is my awareness of the unpleasant happenings
caused by the instability I experienced as the child of an alcoholic.
With prayer supporting my willingness to leave my persuasion comfort
zone, I began to expand my bandwidth and learn to trust using a skill I call my
Yellow Pad Discipline. This real time self-reflective adaptive practice is a
distillation of the elements found within the reflection-in-action of the Anxiety
Reflection Chart. In other words, my Yellow Pad Discipline is the outcome of
double-loop learning. Now my commitment to the governing value of giving
space is expressed in a behavior that reinforces my trust in others. The Yellow
Pad Discipline keeps me from falling into the trap of forcing people to do it my
way.
I unknowingly began the Yellow Pad Discipline in April 2010. My
governing value inherent in expanding my bandwidth was to be a more effective
participant in meetings. Rather than use a computer or my iPhone to take notes, I
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decided to simply use a yellow lined notepad and pen. The meeting opened with a
spiritual reflection that triggered an idea that
could be useful as we planned a day of
stewardship training for the diocese. I wrote
on the notepad: The Transactional Analysis of
Money. As the meeting progressed, I developed
an outline of the concept. When I sensed a
suitable moment, I asked for permission from
the group to present my idea. The group then
listened to my brief presentation and endorsed the idea.
This story is an example of a radical change in behavior from the
approach I used when I changed the lighting of sacred space without
discussion, as noted in autoethnograpic story #1. Using the yellow pad helped
me moderate my creative energy in a manner similar to a dial that adjusts the
flow of electricity. Now I was able to present when others were ready to listen.
This simple control technique provided the means by which I recognized an
opportunity to collaborate rather than falling into the anxious trap of creating a
pathway to persuade.
As I prepared St. Matthews and myself for my 2010 sabbatical, I found
I was using a yellow pad to guide me as I listened in vestry and warden
meetings. Over time, I realized that I was recording my observations and
insights and waiting to see if the other participants brought these thoughts into
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the conversation. I would then make the decision as to whether or not to make
what I recorded known. The space of the meeting increased for the laity as I
used what became the Yellow Pad Discipline to decrease my own use of space.
My actions expressed harmony with a guiding principle evocative of John the
Baptist: I must decrease so they might increase. (Appendix H)
A former Junior Warden who returned to the vestry as part of the
group noted in autoethnographic story #5 offered the following response to my
statement: Bill Thomas became a more effective leader at St. Matthews as he
learned to give space.
As time evolved, you provided space to the various groups, committees,
and lay leaders to do the things that were needed to grow St.
Matthews. As an example, during 2009, the Vestry/Buildings & Grounds
Committee/Name took the lead in demolition activities at Harvey House,
moving offices to Mathes Hall, and property clean up. While you were a
part of the work teams (which was important and appreciated as our
Rector), you gave us the space to get these jobs done, so to speak, under
your watch. (Appendix I)
As this comment expresses, adaptive work is incremental – and this is as true for
work on self as for work on a system. My capacity to act in a non-anxious manner
was evolving. The came to himself learning of nothing to prove and overcoming a
preference for persuasion were beginning to culminate into a positive effect. The
Yellow Pad Discipline is an expression of non-anxious presence.
An opportunity to exercise this learning in a larger venue occurred during
the Annual Convention of the Episcopal Diocese of West Virginia on September
22, 2012. A parish submitted a resolution that would lower the percentage of the
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diocesan apportionment. The strident language
of the resolution prompted a great deal of
discussion during a preliminary hearing. There
was a good possibility that the resolution
would spark controversy when brought before
the full convention. I engaged the issue with
my Yellow Pad Discipline while presentations
were made. In the past I might have been
moved to speak. As I listened, I noted that each point on my yellow pad had been
made and there was no need for others to hear my voice. My Yellow Pad
Discipline helped me reach the decision not to speak.
In a manner similar to the discussion of the Anxiety Reflection Chart
method that closed Chapter Three, both yellow pad stories show how the Yellow
Pad Discipline provides the framework to manage response to stimuli. The
Yellow Pad Discipline promotes a Thinking Cap (neocortex) response while
allowing space for a House of Emotion (mammalian) response. An Automatic
Pilot (reptilian) response is not possible because the Yellow Pad Discipline moves
the practitioner away from a non-thinking or survival response. Furthermore, by
providing personal space to explore emotional and thinking response on paper,
the Yellow Pad Discipline helps the practitioner view what is happening from a
balcony perspective while participating with others on the dance floor.
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Adopting a Yellow Pad Discipline builds self-reflective capacity that can
be practiced in real-time. This approach is in harmony with the in-depth practice
of the Anxiety Response Chart method. Again the work of Argyris is present: a
user moves from single-loop learning into double-loop learning when consciously
applying governing values/guiding principles to on-the-spot decision making.
The yellow pad provides a locus for detached engagement. Consequently, actions
are less likely to result in mismatch or errors when the adherent is also aware of
the causes of personal anxiety. The Yellow Pad Discipline, like the Anxiety Chart
method, provides a self-reflective adaptive practice that connects leadership goals
to the actions that actually form or transform the practitioner’s ability to achieve
these goals. Only through such disciplines are theory and practice brought
together as articulated by the reflection-in-action synthesis.
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Chapter 5

THE IMPLICATIONS OF LEADING BY GIVING SPACE
Humility is simply the opposite of the illusion that I am perfect.
Pilgrim Road: A Benedictine Journey Through Lent
by Albert Holtz, O.S.B. (page 36)
A LEADERSHIP IDENTITY THAT GIVE SPACE
Perfectionism clouds good judgment by denying “the reality of
limitation.” (Kurtz and Ketcham 42) Kurtz and Ketcham write:
To deny imperfection is to disown oneself, for to be human is to be
imperfect. Spirituality, which is rooted in and revealed in uncertainty,
inadequacies, helplessness, the lack of failure of control, supplies a
context and suggests a way of living in which our imperfection can be
endured. Spiritual sensibilities begin to flower when the soil is fertilized
with the understanding that “something is awry.” There is, after all,
something “wrong” with us. (Kurtz and Ketcham 43)
I ignored in 2000 what could have been a very helpful came to himself moment
because I was more interested in proving what I thought I was as opposed to
discovering who I could be. The parishioners of St. Matthias who participated in
The Visionary Leader: Leadership Behavior Questionnaire (LBQ) affirmed me as an
Aspiring Leader. (Appendix C). LBQ author Marshall Sashkin sees the Aspiring
Leader as:
…likely to have sound managerial capabilities and to already be looking
toward the challenge of leadership. This person may be feeling a degree
of frustration, having some idea of what he or she is reaching for but not
seeing a clear path to that goal. Often the strategy is to try even harder as
a manager, but this only produces more frustration. Visionary Leadership
calls for actions quite different from those of effective management.
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Personal awareness of the nature of leadership should be the first action
step. (Appendix C)
I was pleased that we were in agreement that I demonstrated a balance among
Visionary Leadership
Behavior, Visionary
Leadership Characteristics,
and Vision in Building
Organizational Cultures. The
harmony we experienced as a
congregation deluded me into
assuming that my perception

Scored results of W Thomas (2000) using Marshall Sashkin, The
Visionary Leader: Leadership Behavior Questionnaire (Reprint. Amherst,
MA: HRD Press, 1995)

of myself placed me On the Final Ascent to Sashkin’s At the Summit rather than
their assessment that I was On the Trail Up still having to move through the
Snowline. As demonstrated in the Parish Comparison Assessment (page 22), I did
not challenge my assumptions and stepped off the pathway to growth attributed
to an Aspiring Leader. Sashkin’s call for personal awareness as the first action in
building leadership capacity has been demonstrated in this thesis. What needs to
be understood by the Aspiring Leader, however, is learning the right identity that
embodies effective leadership.
The quote from Benedictine Albert Holtz that opens this final chapter is
the essence of my learning: Humility is simply the opposite of the illusion that I am perfect
refutes the assertion that humility can be quantified. Such was the contention of
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my October 24, 2007 thesis that initiated this self-study: A rector is more effective
when modeling a leadership identity grounded in humility. My intended outcome from my
project thesis proposal was stated as
At the end of the project, I seek to name and claim a leadership identity
grounded in humility. My adaptive challenge, then, is to “get on the
balcony” and be open to the process and not fixated on a leadership
identity. (Heiftz 253) While “rector as Benedictine Abbot” or “rector as
Servant-Leader” (Sims, Servanthood: Leadership for the Third Millennium 10)
are obvious identities, I am wary of entering into this project with a highly
conceived notion that I am out to prove that a rector best operates as a
Benedictine Abbot or a Servant-Leader. A secular understanding of a
humble leadership identity such as Jim Collins’ “Level 5 Leader” is also
seductive. (Collins, Good to Great: Why Some Companies Make the Leap…and
Others Don’t 22) As an introverted, highly intuitive, thinking, judging
person, I have spent most of my adult life fearful of what might happen if
I dedicated myself to listening deeply and fully. This project, therefore, is
a study of my transformation over the past few years into one who leads
in community by modeling disciplined listening to God and to each
other. The humility necessary for such an outcome calls for a recognition
that the project is really a foundational tool guiding how I live the rest of
my life. My hope is that the active and reflective process by which this
tool was developed and executed becomes a useful model for others
seeking such a tool.
My hubris was to design a nine-week self-study that would validate “my
transformation over the past few years into one who leads in community by
modeling disciplined listening to God and to each other.” As demonstrated in the
Parish Comparison Assessment, I confused the recognition of my need to stop
over-functioning as a mark of transformation and humility. Within just a few
weeks after I wrote the project thesis proposal, God surprised me with my came to
himself moment noted in the introduction. The sermon I preached on November
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18, 2007 contained the seeds of understanding what adaptive practice labels my
“condition.”
Well, there’s a movement in here about trust. In baptism we claim
to put our whole trust in his grace and love. When we accept and follow
him as our Lord. So if we begin to start from that basis, maybe we can
begin to understand what is appropriate preparation, given our attitudes
towards probably going overboard in over-preparing for everything.
And I will give you an example from my own life. I grew up in a
household where my father would drink a little bit in the late afternoon
after work. And his temperament would change. By the time he was in
his mid-sixties, and Dad’s almost 89, he was told if you don’t stop
drinking, guess what will happen to your liver. The next day he stopped,
praise God for that. But in my household, this created tensions. And so
when I would come home, I would stand outside the door and I would
try, in my mind, to figure out every scenario of what could be happening
in my house that night. So I could be prepared to survive. On a nine or
ten year old boy, this is a pretty heavy weight.
But if you think about it, we take those characteristics into the
rest of our life to get through things. If we can anticipate. If we can figure
out. If we could do this. If we could only do that. If we could only be
perfect…there’d be no problems.
So you can see, I was well on my road to learning about, dare I
say the joy of perfectionism. And perfectionism in the end is a killer.
Because you can’t think of everything. (Appendix B)
The root trigger of my condition, namely the source and outcome of my anxiety,
was clearly articulated. This condition, perfectionism, became ingrained in my
behavior as the result of being the adult child of an alcoholic. While I may have
come to myself with the recognition that I have nothing to prove, I still had to
come to grips with how to change my behavior. The Parish Comparison
Assessment shows that it would take almost a year and half before I had useful
information to begin serious self-reflective adaptive practice. Although the
original thesis project proposal integrated Bowen theory’s emotional intellect
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scale and the impact of differentiation of self on functioning in a balanced
manner, I was unaware of any form of conflict management style. A broad
enough balcony perspective that would reveal the patterns of my intrapersonal
growth and interpersonal relationships would not be available until I actually left
St. Matthews.
Humility, however, is still key to leadership identity whether humility can
be quantified or not. Many definitions of humility exist such as
•
•

•
•

•

Humility is strength under control. (Baker, The Greatest Psychologist Who
Ever Lived: Jesus and the Wisdom of the Soul 25-26)
Humility is the inner attitude of indifference to oneself and freedom
from oneself. (McQuiston II, Always We Begin Again: The Benedictine Way
of Living 68)
Humility is simply the opposite of the illusion that I am perfect. (Holtz
36)
Humility is mildness, modesty, patience of spirit, and the willingness to
remove oneself from the center of the universe. (Kurtz and Ketcham
186)
The point of humility is to find a balance and a right ordering of
priorities. (Kurtz and Ketcham 194-195)

I now realize that I can never claim but only aspire to humility. However, I can
seek to claim a leadership identity that is grounded in humility. Such an identity is
dedicated to giving space, much as the loving father in Luke 15 gave space to his
two sons. And, as was the case with the loving father, core values such as love
and acceptance are a necessary component of how a leader brings others to
understand the value of space. Henri Nouwen encapsulates how humility
provides such loving space in The Wounded Healer, “Paradoxically, by withdrawing
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into ourselves, not out of self-pity but out of humility, we create the space for
another to be himself and to come to us on his own terms.” (Nouwen 91)
THE SACRED OF ST. BENEDICT MEETS THE SECULAR OF LEVEL 5
St. Benedict gave me the leadership image of the Abbot. The Abbot
accepts the responsibility of stimulating people toward growth. Chapter 2.30-32
of the Rule states:
The Abbot should always remember what he is and what he is called, and
should know that to whom more is committed, from him more is
required. Let him understand also what a difficult and arduous task he has
undertaken: ruling souls and adapting himself to a variety of characters.
One he must coax, another scold, another persuade, according to each
one’s character and understanding. Thus he must adjust and adapt
himself to all in such a way that he may not only suffer no loss in the
flock committed to his care, but even rejoice in the increase of good
flock. (Derske 47)
Wil Derske, author of The Rule of Benedict for Beginners: Spirituality for Daily Life,
sees “a stethoscope as a symbol of Benedictine leadership. The art of listening
stands primary in Benedictine life.” (Derske 45) The Abbot is the leader who
models servanthood in the same manner as Jesus Christ.
The Abbot as described in the Rule could easily be a case study using
the secular approach to management by Jim Collins, author or co-author of
books that study corporate performance such as Good to Great: Why Some
Companies Make the Leap…and Other Don’t. An unexpected management practice
became apparent when among twenty public companies, two similar companies
from ten different industries, were compared. Jim Collins and his research team
found that disciplined people, disciplined thought, and disciplined action were
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the necessary ingredients to move a company from good to great. The first
ingredient contained an unexpected outcome:
Level 5 Leadership. We were surprised, shocked really, to discover the
type of leadership required for turning a good company into a great one.
Compared to the high-profile leaders with big personalities who make
headlines and become celebrities, the good-to-great leaders seem to
have come from Mars. Self-effacing, quiet, reserved, even shy—these
leaders are a paradoxical blend of personal humility and professional
will. They are more like Lincoln and Socrates than Patton or Caesar.
(Collins 12-13)
The description of a Level 5 Leader is a simple yet compelling expression of a
leadership identity that embraces the humility and discipline of the Rule of St.
Benedict.
Derske sees a Benedictine Abbot as concerned with Stability (sticking
with it), Obedience (listening carefully to God and to one another), and
Conversion of Life (daily improvement). For Collins, a Level 5 Leader
reinforces the core values of the corporation. Both leadership identities give
space by being flexible concerning events and people. Yet both leadership
identities express a tenacious commitment to the organization rather than self.
A Benedictine Abbot might choose to coax, scold, persuade, or even release a
monk. The same might be said of a Level 5 Leader operating with the skills
author Doris Kearns Goodwin wrote about in Team of Rivals: The Political Genius
of Abraham Lincoln. As such, the self-discipline of each leadership identity builds
a similar disciplined culture that embraces leading by giving space within the
boundaries of governing values/guiding principles.
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The spirituality of the Abbot and the self-effacing nature of the Level 5
Leader indicate a high degree of intrapersonal intelligence. Both see a clear path
to a goal. The Abbot, perhaps, “towards the goal for the prize of the heavenly
call of God in Christ Jesus.” (Phil 3:14 NRSV). The Level 5 Leader is “resolved
to whatever it takes to make the company great, no matter how big or hard the
decisions.” (Collins 39) And both need to engage self-reflective adaptive
practice. The Abbot “should always remember what he is and what he is
called.” (Derske 47) The Level 5 Leader balances a “paradoxical blend of
personal humility and professional will.” (Collins 13)
I best understand my leadership identity as one who leads by giving
space when I recognize that such an identity is a melding of an Abbot and a
Level 5 Leader. Humility is at the least seeing matters from another’s
perspective and giving space to listen and let others act. What this study has
evidenced is the need for self-reflective adaptive practices. The Anxiety
Response Chart method and the Yellow Pad Discipline are two such practices
that reinforce humility as an essential leadership quality. The wisdom of Henri
Nouwen bears repeating, “Paradoxically, by withdrawing into ourselves, not out
of self-pity but out of humility, we create the space for another to be himself
and to come to us on his own terms.” (Nouwen 91) Such withdrawal is only
possible when self-reflective adaptive practices develop the capacity to effect
humble but resolute approaches to leadership such as the Benedictine Abbot or
the Level 5 Leader.
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THE PROMISE FOUND IN SPACE
This self-study opened me to the promise found in space. The rigidity
mandated by my perfectionism aligned me more with the constricted behavior of
the older brother than wastrel desires of his younger brother.
Then the father said to him, ‘Son, you are always with me, and all that is
mine is yours. But we had to celebrate and rejoice, because this brother
of yours was dead and has come to life; he was lost and has been
found.’” (Luke 15:31-32 NRSV)
Perhaps the older brother was minutes away from his own came to himself moment as
he absorbed the words of his loving father, “Son, you are always with me, all that
is mine is yours.” The Apostle Paul, a very constricted character like the older
brother before his came to himself moment on the road to Damascus, struggled with
the anxiety born of heritage and upbringing. Yet Paul became the model of selfreflective adaptive practice. His release from the captivity of constriction opened
Paul to the joy of reconciliation as he continued to live with the anxiety bound up
in behaviors that separated him from God. Perhaps the words of the loving
father, “Son, you are always with me, all that is mine is yours,” sustained him as
they do me. This simple statement of the loving father reveals the promise found
in living life with an open attitude that embraces the prayer, “I will, with God’s
help.”
APPLICATION BEYOND MYSELF
Writing and assessing narratives using the Anxiety Reflection Chart
method has application for seminarians and newly ordained clergy under the
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supervision of experienced clergy. When I was newly ordained, my supervisory
conferences with my experienced rector featured mostly anecdotal stories from
my supervisor’s past. Most Episcopal clergy train for the ordained ministry with a
unit of Clinical Pastoral Education (CPE). Writing verbatim accounts of
interaction with patients is the basis for group and individual supervision
sessions. Henri Nouwen uses a CPE verbatim as the foundation of his discussion
of “the main principles of Christian Leadership which became visible in this
encounter.” (Nouwen 55) A narrative based on an encounter in a parish setting
builds on this training. Using self-reflective adaptive practice such as the Anxiety
Response Chart method would balance impressionistic assessments with more
measured, guided, and consistent assessments during a supervisory session. The
process is flexible and allows the participant to choose the self-reflective tools
that aid in assessment. An Enneagram, a DiSC Behavioral Style Questionnaire or
Myers-Briggs Type Indicator could be used to expand the Brain Function
assessment of Thinking Cap, House of Emotion, and Automatic Pilot. However,
some form of a baseline 360° self-study is needed to balance the subjective with
some external objective knowledge. An Internet based survey similar to my
adaptation of Speed B. Leas Conflict Management Styles could be developed
within a seminary community. Seminarians, faculty, staff, and teaching parish
members could serve as evaluators.
The Yellow Pad Discipline can be put in use with the determination to
use pen and paper. The point of the discipline is to reinforce the importance of
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relationships over events and things. Giving space is another important aspect by
which relationships flourish when guided by the reflection-in-action of the
Yellow Pad Discipline. For example, choosing when and how to act could result
in an intentional period of artful under-functioning in order to allow space for
others to function properly. The listening necessary with the Yellow Pad
Discipline provides a real-time experience of what level of functioning is
appropriate to the situation.
It is also important to note the tendency of the literature concerning
organizational development, emotional
knowledge, and educational theory to be
received as a broad vision and perspective
without attention to capacity building
practices. The reflection-in-action synthesis
brings together these approaches and could
serve as a catalyst for further discussion on
how this synthesis not only affects intrapersonal intelligence capacity building but
interpersonal intelligence as well.
COMMENCEMENT
Self-reflective learning never has an ending. Consequently, the close of
this thesis is a commencement similar to one celebrated in high school or college.
I can choose to leave what I learned behind as if a time ends or I can use that
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learning as a foundation for what comes next. My closing thoughts are offered
within the framework of the prayer that is part of my spiritual discipline.
Christian musician Josh Wilson wrote and performs Before the Morning on
his album Life Is Not a Snapshot. This song begins with lyrics that evoke Gardner’s
assertion that “Existential intelligence entails the human capacity to pose and
ponder the biggest questions: “Who are we? Why are we here? What is going to
happen to us? Why do we die? What is it all about in the end?” (Gardner 40-41)
Wilson sings
Do you wonder why you have to feel the things that hurt you?
If there's a God who loves you where is He now?
This thought is an accurate representation of my state of being during the
painful days when I was challenged to the maximum as I came to grips with the
root cause of my anxiety and the behaviors manifested by that anxiety. But the
next verse encapsulates the deep seeded hope of my faith:
Or maybe there are things you can't see
And all those things are happening
To bring a better ending
Someday, somehow you'll see, you'll see
My determination, with God’s help, to exchange some rigid survival
behaviors for the power inherent in life-giving, God-trusting attitudes was fueled
by faith and the process that led to illumination. Wilson reminds me every time I
listen to this song that
Life is not a snapshot
It might take a little time, but you'll see the bigger picture
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My originating project thesis proposal from 2007 stated that I would take
“nine weekly snapshots” of my work as rector of St. Matthews. I’ve learned that
an autoethnographic story is much more than a snapshot. Self-reflective adaptive
practice has provided the information to see the bigger picture. As I learned from
my balcony perspective I began to see patterns from the movement of my
interaction with others. A significant pattern revealed how my high level of
energy limited my ability or inclination to listen. When I moved from seeing a
snapshot as the reflection of my life to living into my life, I learned skills to help
me live life.
Once you feel the way of glory
All your pain will fade to memory
Learning that I was a combination of both the younger and older brother
in Luke 15 was not as big a surprise as it was to find that I have, as the loving
father does, the capacity to give space. The spirituality and perseverance of a
Benedictine Abbot and Level 5 Leader helps me stay open to the possibilities
such space offers. It is in those possibilities that I had my came to himself moment.
The Benedictine guiding principle of sticking with it and the Level 5 Leader’s
commitment to diligence find expression in Wilson’s next verse
Come on, you gotta wait for the light
Press on and just fight the good fight
'Cause the pain that you've been feeling
It's just the dark before the morning
Autoethnographic story #3: Annual Meeting awakened me to the
importance of self-awareness when I let my anxiety put me on Automatic Pilot as
79

I publically entered the space of the laity. As I recognized my need to change, I
exhibited the perseverance found in the phrase “pressing on to fight the good
fight” and developed my capacity for mature intrapersonal intelligence. It was
during these months that, with God’s help, I overcame what was perhaps my
greatest hubris during my time at St. Matthews. During my first year I identified
the following quote by Bob Gallagher as what was needed by the parish:
Where the power and glory of status and possessions are reaffirmed daily,
men and women need to encounter the true order of reality. They need to
meet another power and glory with the capacity to break and recreate.
Where there is nothing but striving, achieving and rushing, men and
women need to know the holy order of discipline, ritual, and solitude.
(Gallagher, Power From On High: A Model for Parish Life and Development 7)
The pain that I was feeling was released when I finally realized that God
revealed the images and tools of my self-reflective adaptive practice in order to
break and recreate me. Becoming the rector in 2003 of the parish located within
the wealthiest zip code in West Virginia fed my unsatisfied quest for the power
and glory of status and possessions. My need to prove myself in a setting
worthy of my perceived abilities was really an outgrowth of the insecurity that
followed my painful and frustrating departure as rector eight years earlier from
my first parish. My stubborn intellect, a manifestation of my perfectionism, led
me to project onto my new parish my own issues with striving, achieving, and
rushing. When I accepted the challenge in 2007 of a self-study thesis project, I
thought I could simply review my recent behavior and prove that I embodied
my thesis statement: “a rector is more effective when modeling a leadership
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identity grounded in humility.” Parroting such concepts on paper affirmed the
ease in which I could grasp a new idea. It took five more years of encountering
the true order of reality for me to comprehend that I can never claim but only
aspire to humility. I know at the deepest level that I don't have the capacity to
listen this deeply and then adapt my behavior without God's help. As my
capacity for self-reflective adaptive practice expanded, the dark that held onto
my anxieties receded and morning came when I found the trust, space, and love
to live the promise "I will, with God's help."
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Luke 15:1-3, 11b-32 (NRSV)
15 Now all the tax collectors and sinners were coming near to listen to him.
2
And the Pharisees and the scribes were grumbling and saying, “This fellow
welcomes sinners and eats with them.” 3So he told them this parable:
11

Then Jesus said, “There was a man who had two sons. 12The younger of them
said to his father, ‘Father, give me the share of the property that will belong to
me.’ So he divided his property between them. 13A few days later the younger
son gathered all he had and traveled to a distant country, and there he
squandered his property in dissolute living. 14When he had spent everything, a
severe famine took place throughout that country, and he began to be in need.
15
So he went and hired himself out to one of the citizens of that country, who
sent him to his fields to feed the pigs. 16He would gladly have filled himself with
the pods that the pigs were eating; and no one gave him anything. 17But when
he came to himself he said, ‘How many of my father’s hired hands have bread
enough and to spare, but here I am dying of hunger! 18I will get up and go to my
father, and I will say to him, “Father, I have sinned against heaven and before
you; 19I am no longer worthy to be called your son; treat me like one of your
hired hands.”’ 20So he set off and went to his father. But while he was still far
off, his father saw him and was filled with compassion; he ran and put his arms
around him and kissed him. 21Then the son said to him, ‘Father, I have sinned
against heaven and before you; I am no longer worthy to be called your son.’
22
But the father said to his slaves, ‘Quickly, bring out a robe—the best one—
and put it on him; put a ring on his finger and sandals on his feet. 23And get the
fatted calf and kill it, and let us eat and celebrate; 24for this son of mine was
dead and is alive again; he was lost and is found!’ And they began to celebrate.
25

“Now his elder son was in the field; and when he came and approached the
house, he heard music and dancing. 26He called one of the slaves and asked
what was going on. 27He replied, ‘Your brother has come, and your father has
killed the fatted calf, because he has got him back safe and sound.’ 28Then he
became angry and refused to go in. His father came out and began to plead with
him. 29But he answered his father, ‘Listen! For all these years I have been
working like a slave for you, and I have never disobeyed your command; yet
you have never given me even a young goat so that I might celebrate with my
friends. 30But when this son of yours came back, who has devoured your
property with prostitutes, you killed the fatted calf for him!’ 31Then the father
said to him, ‘Son, you are always with me, and all that is mine is yours. 32But we
had to celebrate and rejoice, because this brother of yours was dead and has
come to life; he was lost and has been found.’”

84

Transcription of the Sermon preached by
The Reverend William Carl Thomas
Saint Matthews Episcopal Church, Charleston WV 25314
Malachi 3:13-4:2a, 5-6; Psalm 98:5-10; 2nd Thessalonians 3:6-13, Luke 21:5-19
November 18, 2007
After hearing the passages of scripture read for today, with perhaps the
exception of the joy-filled psalm, it is appropriate, perhaps, to hear this passage of
scripture, which we did not hear read today. It is that famous passage from the
Letter to the Hebrews, “Faith is the assurance of things hoped for, the conviction
of things not seen.”
Now hearing that against the backdrop of the Prophet Malachi. Last of
the prophets in the way we organize our scriptures, basically saying it’s not going
to easy. Not an easy message to hear. Then we move into Paul’s letter to the
Thessalonians, and there their thinking very much about the end time, some of
them. They think it’s going to happen so soon, that they don’t need to work
anymore. That they don’t need to listen to one another or to participate in
community. And so Paul is trying to give them a wake-up call, that you really
need to participate. And if you listen to Jesus as we heard in the gospel text, we
really don’t know when the end time is going to happen.
Although we could look at events that surround us, wars, and
insurrections and this and that, and we could certainly try a say, “Isn’t happening
now!” But if we are students of history we can go back and pick a thousand years
ago or 500 years ago and say, “Gee, it seemed to be happening then, too. All of
these things.”
What’s different, what’s going on?
So for me, as I enter into the passage, I hear for me, “Faith is the
assurance of things hoped for, the conviction of things not seen.” Jesus is very
helpful, because part of what he says could be drowned out by all the fear driven
things that seem to come forward. Even at the deepest, darkest moment, basically
an opportunity will be given to you to testify. What are your convictions? What to
you believe?
Now most of us, being who we are, as creatures of the 20th century, the
education system, the modern era we might call it. Those of us who were in the
Boy Scouts have an added layer laid on us. (sound of cell phone ringing in the
congregation) I love the intrusion of culture. If it’s for me, I’m busy.
So, I’ve got to take you back to modernism. And the Boy Scouts. And
what is the motto of the Boy Scouts? “Be Prepared.” Now, when you think about
it, everything we’re trying to take care of any eventuality. Modernism is that
aspect of science. Science can prove everything. We can figure out all the
answers. Everyday we’re going to get a little closer and get it all worked out. For
those who are paying attention to the world around us realize that’s not really
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working the way it’s supposed to. All of this sense of being prepared, and, and
how hard we work to be prepared.
So Jesus is saying, and this is really hard to hear against this backdrop,
because I’ve trained for this, “So make up your minds not to prepare your
defense in advance. For I will give you words and a wisdom that none of your
opponents will be able to withstand or contradict.”
How, how would it be like to be called upon to testify without
preparation? What would it be like to offer convictions without some sense of
deep seeded understanding of them? What is Jesus really getting at by “Don’t
Prepare?”
Well, there’s a movement in here about trust. In baptism we claim to put
our whole trust in his grace and love. When we accept and follow him as our
Lord. So if we begin to start from that basis, maybe we can begin to understand
what is appropriate preparation, given our attitudes towards probably going
overboard in over-preparing for everything.
And I will give you an example from my own life. I grew up in a
household where my father would drink a little bit in the late afternoon after
work. And his temperament would change. By the time he was in his mid-sixties,
and Dad’s almost 89, he was told if you don’t stop drinking, guess what will
happen to your liver. The next day he stopped, praise God for that. But in my
household, this created tensions. And so when I would come home, I would
stand outside the door and I would try, in my mind, to figure out every scenario
of what could be happening in my house that night. So I could be prepared to
survive. On a nine or ten year old boy, this is a pretty heavy weight.
But if you think about it, we take those characteristics into the rest of our
life to get through things. If we can anticipate. If we can figure out. If we could
do this. If we could only do that. If we could only be perfect…there’d be no
problems.
So you can see, I was well on my road to learning about, dare I say the joy
of perfectionism. And perfectionism in the end is a killer. Because you can’t think
of everything.
Now I’ve just come back from a week away at a conference called the
Clergy Leadership Project. And this conference is the fifth time I’ve been with
many of these people, and the first time we were all together, I wanted to show
them how much I knew. (You two, stop laughing) And, you know, they, we were
all showing each other how much we knew. Because we wanted to establish
ourselves and be recognized knowledgeable, all these clergy in one place. And
over time we became much better at listening to one another. So it was a lot of
fun, reunioning.
While I was there, I was able to fall back into a discipline. Because of the
chapel, I could go early in the morning and sit there: And be quiet for half an
hour. And then we would pray Morning Prayer and go on from there.

86

So I got there being all excited about being quiet. And I tried my best,
because in that quiet time the idea is that God will speak to you. I could not get
one song out of my head. Anybody want to know what song it was? Everybody
say “No,” you don’t want it in your head. Okay. So I was frustrated when the
time for Morning Prayer had come. I thought for sure, I had dedicated this quiet
time, maybe God would speak to me. Give me the pearl I needed for the week.
So I could be all that God created me to be.
So we started the discipline of Morning Prayer. The familiar words, not
unlike the discipline when we say, “Blessed be God, Father, Son, and Holy Spirit”
when we begin our worship here. As I was praying those prayers, I forget, it was
early on during the first collect or something. Something hit my head. And I
heard these words, “I have nothing to prove, only an invitation to offer.” Well,
that was so far from left field that I knew it wasn’t coming from me.
“I have nothing to prove, only an invitation to offer.” I began to relax,
tremendously. The next day, when I was able to be in my quiet time in the
morning, I started some rhythmic breathing. And this phrase changed ever so
subtly. And it began, “Lord Jesus Christ, I have nothing to prove,” pulling the air
in, and as I exhaled, “only your invitation to offer.”
When you think about it. We’re on the cusp of Advent. With the
invitation God has given us in Jesus Christ. When we begin again our year. When
we are brought into a period of preparation where we can work clearly here and
see God anew. How God choose to come amongst us in human form, we
celebrate at Christmas Eve. So that’s a sense of what the invitation is that so
large.
And so I began to realize that there’s a gift here. A gift of how to prepare.
And so maybe it’s the gift of being quiet. Sitting carefully and not being so busy
to do something. Maybe the way to enter into that quiet is to find the ways that
God speaks to you and to me. Sometimes finding appropriate worship. Or on a
day like today when we hear the collect to read, mark and inwardly digest Holy
Scripture. It’s an interesting thing about Scripture. In our prayer book it says,
“What are the Holy Scriptures?” Commonly called the Bible, the books of the
Old and New testaments, the books called the apocrypha. Then it says this,
“What is the Old Testament?” “The Old Testament consists of books written by
the Hebrew people under the inspiration of the Holy Spirit to show God at work
in nature and history.” “What is the New Testament?” The New Testament
consists of books written by the people of the New Covenant, under the
inspiration of the Holy Spirit, to set forth the life and teachings of Jesus and to
proclaim the Good News of the Kingdom for all people.” “How do we
understand the meaning of the Bible?” We understand the meaning of the Bible
by the help of the Holy Spirit, who guides the Church in the true interpretation of
the Scriptures.”
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Jesus says that when we are called upon to testify, hopefully to our
convictions that Jesus Christ is Savior and Lord, who we put our whole trust and
grace in, his, grace, all of that love. He says, you don’t have to prepare, I’ll give
you the words. But when we’ve met Jesus, wouldn’t be good to find ways to
spend more time with that life giving Word. You could call it preparation if you
want. But hopefully not, and forgive me the anal-retentive preparation of
perfectionism, but the open preparation of one who recognizes, in my case, a
deeply flawed person, standing in the need of God’s grace and love, so I could be
more fully who God created me to be.
Cause, God knows, I don’t have to prove anything to God. I’ve got
God’s love. And so having that what would God expect of me. My hope is that
God would say “when I give you the words and the wisdom, share them, share
them in the form of an invitation. Just offer it! Then others will find what you
found. And the kingdom of heaven will be made known on earth. “
Even amidst all of the tragedies and calamities that surround us, it’s really
here.
So I for one, am grateful, that I could find the quiet time, knowing how
hard it is. And so, if you can find the quiet time bless-ed are you during the
busyness of Advent. It’s almost easier to find it during the busy-lessness of Lent.
But may you find the quiet time and the method perhaps by meditating on God’s
Holy Word that you can be given the invitation that God has created especially
for you and find it written on your heart.
So my testimony, my conviction is this: I have nothing to prove, only,
only the invitation of Jesus to offer.
All these words I offer in the Name of God: Father, Son and Holy Spirit.
Amen.
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Marshall Sashkin, The Visionary Leader: Leadership
Behavior Questionnaire (Reprint. Amherst, MA: HRD
Press, 1995).
I first took the Leadership Behavior Questionnaire (LBQ) along with
three members of my second congregation as a baseline study in preparation
for a Roy Oswald led Alban Institute workshop in 2000 entitled, “Spirituality &
Leadership: Leading from Within.” This instrument is designed to reveal
whether or not a leader is understood be congruent among Visionary
Leadership Behavior, Visionary Leadership Characteristics, Vision in Building
Organizational Culture. I most closely matched The Aspiring Leader.
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I note in Chapter Five that I did not appreciate the insight offered by my
parishioners in the LBQ. This was a lost opportunity for growth as they were a
very affirming and trusting group from the first time we met. Knowing the
problems I had with my first parish, I asked the vestry why they wanted to elect
me rector. The response from the Junior Warden was very much in keeping with
a football town that is home to University of Alabama Crimson Tide, “We need a
good quarterback and we think that’s you. You’ve been on a lousy team and we
have the makings of a great team. We need that quarterback.” My non-anxious
response when a pastoral situation presented itself after the conflict noted
Autoethnographic Story #2: Vestry Meeting was possible due the natural trust we
established from the day the call was issued.
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An early moment of self-reflection written in 1995
concerning my time as Rector of St. Mark’s, Warren, Rhode Island
A Parable
When I came to the parish I discovered a huge boulder. Being young and
energetic, I knew immediately that my task was to remove the boulder. Over
time, a great many people came to help me and the boulder began to MOVE!
Those who wanted it to stay where it was became alarmed and ran to the other
side to push against my helpers and me.
Have you ever looked closely at the depression left by a newly removed
stone? The muck and mire reveals things that prefer to be hidden from view:
Ugly crawly things such as slimy worms, ugly insects, and horrible secrets.
With our momentum blocked, those who were helping me began to drift
away. I cried out to God for strength and pushed all the harder. Exhausted, I
heard the still small voice of God say, “Let go and trust the Great I AM.” The
boulder rolled over me.
Those on the other side rejoiced in their victory. Then the miracle
occurred. As the boulder slipped from view their horrible secrets were revealed.
I was never called to move the boulder. I could have just sidestepped my
perceived challenge if I had taken the time to listen to God. I realized upon
reflection that I was simply called to share the love I had found in Jesus Christ.
That love, in the power of the Holy Spirit, would have moved mountains.
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February 24, 2012
To: Doctoral Committee for Bill Thomas
From: Stephen Roberts
Leadership Progression of Father William Carl Thomas
Father William Carl Thomas became the rector of St. Matthews Church
in the late Summer of 2003. Father Bill came to this parish after an unsettled
period within this church that included an interim rectorship for most of the
previous four years. The parish had declined in attendance, program activity
and giving. This long season of decline seemed unusual and difficult to explain,
particularly given the demographics of the parish neighborhood.
Located in the heart of a thriving residential area, the church is a
“leadership parish” in West Virginia’s capital and largest city. Parishioners are
leading professional, managerial and small company owners. Some are
considered “affluent” by any standard. The parish takes a certain amount of
pride in being open and welcoming to all. It is also a visible, mainline church
with multi-purpose facilities sited on a park-like setting within one of West
Virginia’s most prosperous suburban districts.
Joining St. Matthews Church as a priest and pastoral leader in 2003
automatically presented certain challenges for any newcomer. For starters, a
beloved and long-serving rector who departed in 1995 cast a long shadow. This
person served a unique role and his legacy simply continues to influence parish
life in many ways. Additionally, the church had developed a hierarchical lay
leadership of professional men. Several of these gentlemen worked for the
same employer, had family background within the parish and saw themselves as
being “in charge.” Openness about church finances was limited and
transparency about church goals was not encouraged. In short, a “command
and control” mentality existed within the lay leadership. This attitude included
trustees, diocesan representation and the vestry, and extended to finances.
Further, certain aspects of Sunday School, hospitality, altar guild and church
appearance were entrusted to a close-knit group of matriarchs.
Add to all of that the fact that the rector’s salary and stipend are limited
and limiting. A rector is expected to be on-scene, live nearby, present an
acceptable appearance, socialize where and when appropriate, travel, give to
charity and educate his or her children on less than many parishioners earn.
This is what I mean by a “challenging” environment.
By the time Father Bill arrived in 2003, patience within the parish was
wearing thin. Broad-based parishioner involvement was needed. New blood,
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ideas and energy needed to surface. Bill Thomas has an exuberant, high energy
style and that seemed like just the right touch to stimulate and encourage a fresh
approach.
Bill’s full-speed ahead approach bowled over and intimidated some.
Others were glad to have a pro-growth activist. Almost immediately,
attendance and giving improved, and this remained the case for a period that I
estimate as approximately two years.
After this period, a leveling out occurred followed by two down years,
followed in turn by three very positive and “up” years characterized by
increased attendance and giving.
Father Bill’s leadership style adjusted and grew with changing
circumstances. At first he led boldly and forcefully, perhaps in reaction to a
perceived need to help jump start forward motion, and initially the reaction
from parishioners was supportive. As the hiring vestry and leaders retired due
to term limits, a second wave of lay leadership stepped forward. Some, perhaps
many, of these leaders represented a command and control approach. Several
chose to be confrontational. Bill used a mixture of nerve and strong backbone
with some of these laypersons to help demonstrate appropriate roles.
This was a period characterized by tension and some just-below-thesurface conflict. Bill gave the appearance of being worn down by this ongoing
conflict. Eventually, new leaders came forward. Some of these parishioners
represented a new generation of church people. Less hierarchical, more open
and more willing to listen and compromise, these leaders helped create an
environment in which Bill could be more at ease, more free to be himself and
more able to lead by achieving compromise and consensus.
During the last three years I had the opportunity and pleasure to work
closely with Bill. I returned to the vestry after an eight-year absence. Last year
I was Senior Warden. In these roles I worked closely with Bill and the lay
leadership team.
I have observed in Bill a change from bold and forceful to a more
consensus and compromise approach. I believe each style of leadership has its
own place and can be appropriate for the circumstances. In Bill’s case I see the
change as being appropriate. His initial burst of force helped energize the
congregation and provided needed presence and discipline. His middle period
included tension that makes a stressful job more difficult and would wear down
many a hearty soul. The most recent period seems to have resulted in a new
flowering.
It is comforting to note that Bill’s leadership ability grows and improves
as he is tried by circumstances. Bill has served Episcopal parishes in the
nation’s northeast, deep south and now mid-Atlantic regions. The regional
differences and the varied makeup of each parish have resulted in differing
approaches to leadership.
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As an aside, as a layperson, I wonder how leadership is taught in
preparation for fulltime ministry. Additionally, one can speculate that each
bishop has a different approach to leadership which might or might not be
modeled by a parish priest.
Bill was on Sabbatical during the mid and late summer of 2010. Upon
his return, Bill took a decidedly different approach to leading. He sat back
more and urged capable parish lay leaders to step forward and fill appropriate
roles. This style has been positively received.
The parish is at peace and enjoys a rector who is more at ease and able
to be more comfortable as himself. The parish is also responding with its
presence, time and treasure. Bill seems more free to develop and grow. All in
all the transformation seems healthy for priest and parish, and each appears
more able to help the other grow.
Sincerely,
Stephen Roberts
President, West Virginia Chamber of Commerce
Two-time vestryman and Senior Warden, St. Matthew’s Church, Charleston, WV
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Survey
to assist Bill Thomas
in his Doctor Ministry Project Thesis Research
My Doctor of Ministry Thesis Project is a self-study that will lead to the development of
a leadership identity self-assessment tool. As much of the research is autoethnographic, external
observation is a helpful balance as conclusions are considered.
This inventory consists of 45 A or B choices adapted from Discover Your Conflict
Management Style by Speed B. Leas. In this adaptation*, I am the object of your choice when you
choose A or B. Please be guided by whatever knowledge and experience you have from being in
relationship with me. The 46th question is self-explanatory.
The survey universe will be 25 or fewer persons drawn from volunteer participants from
various aspects of my ministry. The only data collected beyond that found on the survey will be a
notation assigning your answer to a specific sub-group of the whole.
DIRECTIONS: Recall the setting in which you and I most commonly interact. Choose
from either the A or B option at each number of the inventory. At each number, choose the
option that best explains your understanding of me between the two. There are no right or wrong
answers. Please be sure to complete all 45 options within the inventory. Number 46 is selfexplanatory.
When you have completed the inventory, please mail it to me in the self-addressed
postage-paid envelope.
Thank you for accepting this opportunity to help me learn more about myself as I work
to complete the degree of Doctor of Ministry.
Contact me if you have a question at: 304-550-6841
*Reprinted from Discover Your Conflict Management Style by Speed B. Leas, with permission
from the Alban Institute. Copyright © 1997 by The Alban Institute, Inc. Herndon, VA. All rights
reserved.
1.

A.
B.

Using logic, Bill tries to convince the other of his position.
Bill uses whatever authority he has to convince the other of his position.

2.

A.
B.

Bill lets others take responsibility for solving the problem
Bill seeks the other’s help in working out the solution.

3.

A.
B.

Bill tries to find a compromise solution.
Bill actively listens to the other.

4.

A.
B.

Bill makes an effort to win the other over.
Bill will make an effort to go along with what the other wants.

5.

A.
B.

Bill reminds the other of the justice of his position.
Bill shows empathy about the other’s plight.

6.

A.
B.

Bill tries to surface all of the other person’s concerns.
If Bill gives up something, he expects the other to give up something.

7.

A.
B.

Bill presses his argument to get points made.
Bill attempts to work on all concerns and issues in the open.
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8.

A.
B.

Bill asserts his rights.
Bill will give up some points in exchange for others.

9.

A.
B.

Bill tries to soothe the other’s feelings to preserve their relationship.
Bill encourages the other to act for him- or herself.

10.

A.
B.

Bill tells the other person his ideas.
Bill proposes a middle ground.

11.

A.
B.

Bill reminds the other that he is the authority on the subject they are dealing with.
To keep peace, Bill might sacrifice his own wishes for those of the other.

12.

A.
B.

Bill invites the other join with him to deal with the differences between them.
Bill assumes that giving advice creates dependence on him.

13.

A.
B.

Bill tries to show the other the soundness of his position.
Bill usually repeats back or paraphrases what the other has said.

14.

A.
B.

Bill uses the constitution or policy manual as a backup for his position.
Bill encourages the other to stay in the conflict with him until they agree.

15.

A.
B.

Bill tries to do what is necessary to avoid tension.
If it makes the other happy, Bill might let him or her retain some of his or her views.

16.

A.
B.

Bill points to the consequences if the other doesn’t listen.
Bill is firm in pursuing his argument.

17.

A.
B.

Bill is concerned with satisfying everybody’s wishes.
Bill tries to find a fair way for the other to get what he or she wants.

18.

A.
B.

Bill doesn’t try to persuade another about what should be done. He helps the other find
his or her way.
Bill tries to find a fair combination of gains and losses for both of them.

19.

A.
B.

Bill tries to postpone the issue until a later time.
Bill tries to show the rationality and benefits of his position.

20.

A.
B.

Bill is nonjudgmental about what the other says or does.
Bill calls on an expert authority to support his case.

21.

A.
B.

Bill tries to find an intermediate position.
Bill usually seeks the other’s help in working out a solution.

22.

A.
B.

Bill tells the other about the problem so they can work it out.
Bill proposes solutions to his and the other’s problems.

23.

A.
B.

Bill usually asks for more he can expect to get.
Bill offers rewards so the other will go along with his point of view.

24.

A.
B.

Bill tries not to give advice, only to help the other make up his or her own mind.
Differences are not always worth worrying about.
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25.

A.
B.

Bill calculates how much he can get, knowing he won’t get everything.
Bill tries to the gain other’s trust, to get him or her on his side.

26.

A.
B.

Bill sometimes avoids taking positions that would create unpleasantness.
Bill withdraws when he doesn’t get his way.

27.

A.
B.

Bill helps the other take care of his or her own problems.
When someone avoids conflict with Bill, he invites that person to work it out with him.

28.

A.

Bill tries to put as little of himself forward as possible, attempting to make use of
the strengths of the other.
Bill points out the faults in the other’s arguments.

B.
29.

A.
B.

When someone threatens Bill, Bill assumes they have a problem and invites that
person to work it out with him.
When Bill is right, he doesn’t argue much; he just states his position and stands firm.

30.

A.
B.

Bill will give in a little so everybody gets something he or she wants.
Bill tries not to hurt the others feelings.

31.

A.
B.

Bill prepares his case before joining the argument.
Bill admonishes the other to do as he says.

32.

A.
B.

Bill is considerate of the other’s wishes.
If Bill and the other are at a loss as to how to work an issue through,
they ask for third party.

33.

A.
B.

To succeed, Bill needs to be flexible.
In a conflict, Bill should focus on fact finding.

34.

A.
B.

Bill evaluates the positives and negatives of the other’s argument.
If the other’s position is important to him or her, Bill would try to meet those wishes.

35.

A.
B.

It is more important for Bill to be right than to be friendly.
Bill tries to help the other feel courage and power to manage his or her own problems.

36.

A.
B.

Bill assumes that he and the other will all be able to come out winners.
Bill assumes conflict management is the art of attaining the possible.

37.

A.
B.

When opposed, Bill can usually come up with a counter argument.
Bill assumes that he and the other can work a conflict through.

38.

A.
B.

Bill emphasizes the gravity of the situation.
In a conflict, Bill expects everybody should come out with something, though not
everything that was expected.

40.

A.
B.

Bill defends his ideas.
Bill shares only that which is helpful to his case.

41.

A.

Bill lets others know whether his requirements are being met.
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B.

Bill wants the other to be content.

42.

A.
B.

Bill attempts to define his and the other’s mutual problems.
Bill sympathizes with the other’s difficulties, but doesn’t take responsibility for them.

43.

A.
B.

Bill usually plans out his argument.
Bill expresses caring toward the other.

44.

A.
B.

If it is important, Bill will put pressure on the other to get what is needed.
Bill joins with the other to gather data about their problems.

45.

A.
B.

Bill assumes relationships are more important than issues.
Bill assumes that he and the other must give up something for the good of the whole.

46.

What do you perceive as Bill’s top three operating values?
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The Reverend Kent Higgins
1520 Dogwood Road
Charleston, West Virginia 25314
February 19, 2009
The Reverend William Carl Thomas
1974 Parkwood Road
Charleston, West Virginia 25314-2242
Dear Bill,
This letter serves as documentation of the work I performed at your request in
connection with your D. Min. project thesis research.
You delivered to me a total of 35 sealed envelopes which I opened and in each of
which I found a filled-out survey instrument. The surveys were not identified as
to responder, but each was categorized with a hand-written description. The
following table shows the distribution of the surveys:
Your%Identifier%
Diocesan%Clergy%
Diocesan%Stewardship%
Falmouth%
Thursday%
Concord%
Staff%
Benedict%
Tuesday%
TOTALS%

Number% My%Identifier%
7%
2%
5%
6%
3%
4%
3%
5%
35%

A%
B%
C%
D%
E%
F%
G%
H%
%

As I transferred the survey entries from the survey documents to the scoring
sheets you provided, I did several things:
1. I added the “My Identifier” letter shown above to the score sheet so
that you could later isolate score sheets by group.
2. I kept surveys and score sheets in order by group and stapled them
together. This allows you to match the original survey to the score
sheet by choosing the matching documents.
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3. In those rare cases where I thought a response was ambiguous, I wrote
on the original survey the way in which I scored it. I do not think any
were truly ambiguous, but wanted to be clear how I had recorded them.
Please note that the survey has no question number 39. I simply ignored that in
the tabulations.
Some questions were not answered by some responders. I also ignored that.
Most people answered all the questions. If you wish to see places where
individuals failed to respond to one or more questions, simply take the Excel
spreadsheet which I have provided and sum the responses by sequence number;
it will total 44 if all questions were answered.
On the spreadsheet, a printed copy of which is attached, I tabulated the results
from the scoring sheets and averaged them both by the identifying group and in
total. I also calculated a percentage value for each attribute, both for the total
survey and within each grouping. I leave it to you to interpret these results,
especially to make a judgment as to the different ways in which different groups
may see you.
Finally, I summarize on an attached sheet the significant comments from the
surveys. My definition of “significant” is that the person wrote more than a few
words. Yours may differ. You have the original surveys to read to see them all. I
also note that The Rev. Cheryl Winter added a note to her survey with some
comments. The note is stapled to the survey.
I am returning to you all of the original paper, including the envelopes. I am also
including a CD with the data files referenced herein.
I hope this is what you had in mind. Good luck and God speed on the thesis!
Peace.

Enclosures: as stated
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The tabulation of the survey results follows:
Clergy of the Diocese of West Virginia – Seven priests of varying age,
placement, gender, and experience who had engaged me in some arena of
diocesan life agreed to participate.

Members of the Stewardship Commission of the Diocese of West
Virginia – Two lay female members with whom I had worked with since
the commission was restarted in 2007 agreed to participate.
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St. Barnabas Episcopal Church, Falmouth Massachusetts – Five
members of the Fall 2008 search committee for their next rector agreed to
participate. I spent much time with this group but was told that I was the
runner-up in a close election.

The St. Matthews Weekly Thursday Morning Study Group – Six
members of this male senior leadership group within the parish agreed to
participate.
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St. Paul’s Episcopal Church, Concord New Hampshire – Two
members of the Fall 2008 next rector search committee agreed to
participate. I was with these people on-site for much of the two days that
their search process used when meeting a candidate.

The St. Matthews Staff – Four members of the staff that worked directly
for me agreed to participate.
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The St. Matthews Weekly Benedictine Study Group – Three members
of this middle aged gender mixed morning study group agreed to
participate.

The Tuesday Morning Group – Five male members of this AfricanAmerican ministerial group of which I joined as the only Caucasian in 2006
agreed to participate. This group meet to consider and respond to the social
and economic condition of the poor and minority populations in West
Virginia.

107

Summary of Significant Comments
The Rev. William Carl Thomas Conflict Management Styles Survey
The question is: “What do you perceive as Bill’s top three operating values?”
•

•

“Diocesan Clergy” said:
o Compassion, fairness, objectivity
o Working toward and achieving goals (personal and communal);
a focus on deepening understanding (again, personal and
communal); and finding a way forward.
o Excellence, teamwork, mutuality (not in any order)
o Justice, compassion, integrity
o Willingness to speak; willingness to listen; knowledgeable
“Diocesan Stewardship” said:
o Bringing out the best in others; maintaining a balance between
collaborating and leading; making decisions based on everyone’s
contributions
o A solution can be worked out; solution depends on all working
together; mutual trust, honesty and 100% from all is expected
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•

•

•

•

•

•

“Falmouth” said:
o (In random order) I was most impressed with Bill’s IT abilities
and their use in his ministry; his sermons; ability to speak “from
the heart and off the cuff”; and his willingness to engage
everyone he came into contact with. I thoroughly enjoyed
getting to know and to speak with him.”
o Honest, direct, prepared
o Passionate love of Jesus; intellectual seeker of truth; sharing
knowledge
o Truth, knowledge, compassion
“Thursday” said:
o Bill listens
o Compassionate, intelligent, driven
o Knowledge of Scripture; good preacher; nice person
o Bill is self-absorbed; Bill lacks humility; Bill lacks self(unreadable)
o Honesty, relationships, flexibility
“Concord” said:
o Courage, persistence, intellect
o Good listening; thoughtful planning; collaboration > goal
“Staff” said:
o Bill is a good listener; Bill will take the time that is needed to
help others; Bill is thoughtful toward others and their feelings
o Expressing appreciation of competent work; openness of
communication; always making himself available for advice or
assistance
“Benedict” said”
o Be prepared through the use of whatever media available; listen
to others in an attempt to analyze their position on a subject;
meet the needs of others
o Compassionate, determined, participatory
o I don’t feel qualified to respond
“Tuesday” said:
o Honest, respect, trust
o He thinks things through; he keeps the team’s goals out front;
he stays the course
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o Cooperative, helpful, interested
o Listening skills; mediation skills; conflict management style
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The following letter was written in response to the conflict over
authority posed by an aggressive Senior Warden. The recipient, a powerful
matriarch who experienced the Great Depression as a child, did not
acknowledge receipt of the letter. I wrote the letter in hopes that it would
engender conversation that could lead to a mutuality of purpose. As I now
understand conflict management styles in light of the work of Speed B. Leas, I
realize the attempt at an adult voice on my part did nothing to diminish my
attempt at persuasion. By seeking to persuade, I further exacerbated the
situation and the letter had the opposite effect to that which was intended. I
unknowingly adopted the conflict management style of “avoid” when it came to
seeking her reaction to the letter.
April 24, 2008
Dear Name:
Our relationship as Senior Warden and Rector is out of balance. The
purpose of this letter is to clarify this thesis with the expectation that our shared
leadership of Saint Matthews Episcopal Church will appropriately engage and
serve our parishioners, community, diocese, and wherever else God leads.
Attached are three documents:
1. Expectations of Vestry Members and Wardens drawn from 2007
edition of The Vestry Resource Guide (pages 67-69) as printed in
February issue of The Messenger
2. Title 1 Canon 14: Of Parish Vestries from the Canons of The Episcopal
Church
3. Canon 14. Organization of Vestry from the Canons of the Episcopal
Diocese of West Virginia (distributed to the Vestry at the January 28,
2008 meeting)
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In 2006, the agenda for the Vestry meeting began to include a formal
role for the Senior Warden to lead the closing prayer. By August, 2007, in order
to model shared leadership and mutual ministry, the agenda moved the Senior
Warden into the role of meeting leader after the opening prayer, bible study and
minutes were conducted by the Rector. This model meets the formal rules of
the Canons (both national and local), which state:
• Title 1 Canon 14. Section 3 of the Canons of The Episcopal
Church: Unless it conflicts with the law as aforesaid, the Rector,
or such other member of the Vestry designated by the Rector,
shall preside in all meetings of the Vestry.
• Canon 14. Section 2 of the Canons of the Episcopal Diocese of
West Virginia: The Rector or Minister shall be ex-officio a
member of the Vestry and shall have the right to express
opinions and vote on all questions, which are not personal to
their position. Meetings shall be opened with prayer and shall be
presided over by the Rector/Minister or one of the Wardens, or
members of the Vestry designated by the Rector/Minister.
The Vestry Resource Guide notes within the additional responsibilities
for the Senior Warden section: “Conducting the vestry meeting in the absence
of, or when delegated by, the rector or priest-in-charge. While the canons
designate the rector as the one to preside at meetings of the vestry, he or she
may delegate this responsibility.”
One reason I contend that our relationship as Senior Warden and
Rector is out of balance is because of a remark you made at the close of the
Finance Committee meeting prior to the April 14, 2008 Vestry meeting. You
used the descriptive phrase, “During my reign of terror,” which conveys a
leadership focus and style. The Specific Job Description for the Senior Warden
found within The Vestry Resource Guide notes the following in the third bullet
point under responsibilities: “Provide leadership in the congregation by
demonstrating a consistently positive attitude that seeks to solve problems,
recognizes accomplishments and gives thanks for those things that build
community and further the mission of the church.” I am concerned that the
senior elected lay leader of the parish might be guided by a negative rather than
a positive image.
The Vestry Resource Guide in the Specific Job Description for the
Senior Warden also notes under responsibilities in the fifth bullet point: “Be
available to discuss any and all concerns with members of the congregation;
avoid making hasty judgments; avoid triangles by encouraging complainants to
speak to those involved.” The phrase “Confidentiality where appropriate” in
being available to discuss any and all concerns with the rector, as noted in the
fourth bullet point, should not act as shield and thus promote a triangulated
relationship. I urge you to eliminate the possibility of triangulated relationship
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by directing complainants, such as those who would prefer me to preach in the
pulpit rather than from within the congregation, to speak directly to me.
The time commitment in The Vestry Resource Guide for the Senior
Warden calls for weekly meetings with the rector (junior warden and other
staff), if required. The operative clause is “if required.” Meeting weekly
becomes counter-productive to an atmosphere of shared leadership and mutual
ministry when I am directed by you to accomplish a task such as taking
dictation during the meeting for your column in the monthly and weekly parish
publications. Placing me in such a position, where you expect me to act as your
staff as if we are non-profit organization and you are the President of the Board
of Directors, reinforces my thesis that our relationship as Senior Warden and
Rector is out of balance.
Name, the Expectations of Vestry Members and Wardens drawn from
The Vestry Resource Guide and the WV Canons concerning the Vestry, were
distributed or published shortly before you were elected Senior Warden. I am
willing to work to find balance in our relationship as Senior Warden and Rector.
You have shown, as you did last night during the congregational meeting,
leadership skills that energize and support whatever God has in store for us at
Saint Matthews. I want to share in that work with you.
Faithfully yours in Christ,
The Reverend William Carl Thomas
Rector
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Spiritual Principles and Guiding Wisdom
1986 to Present
From the personal notebook of The Reverend William Carl Thomas
I have Faith that Jesus is the Christ
Jesus is my savior who taught me that loving God makes all things possible. By God's Grace, my
faith in Jesus made manifest by the saving work of the Holy Spirit, shall remain firm as I face the
world secure in the knowledge that God loves me no matter what humanity, nature, or myself
shall do to turn me from that love.
I will, with God’s help, go where the Lord commands
By God’s grace I have come to recognize that I am God’s servant. With God’s help I am ready
and willing to use my God given talents and gifts in the service of Jesus Christ. Trust in the Lord with
all your heart and do not rely on your own insight. Proverbs 3:5
I will, with God’s help, have discipline
As I grow in the love of the Lord and submit my will to the will of God in Christ Jesus, I
recognize that I must keep my talents and gifts ready to be of service to the Lord. By not
developing and utilizing these gifts and talents (those known to me and those to be revealed by
God) I am not offering my love to the Lord and God as befits a true and faithful servant. To
fulfill the promise of my talents and gifts, I will, with God’s help, maintain a discipline that
promotes both a healthy mind and a healthy body.
I will, with God’s help, maintain balance between my work and my family
To abandon my family to the demands of my calling would be the worst form of adultery
imaginable. I pray that I may have the help of God’s grace as I work to spend caring and loving
time with Edna, Melinda, and Adam. I acknowledge that I was called to marriage and fatherhood
before I was called to the priesthood. Above all, keep your servant from presumptuous sins; let them not get
dominion over me. Psalm 19:13a
I will, with God’s help, seek the truth
All to often, truth becomes the subjective interpretation of what I believe to be real. I will, with
God’s help, in my actions strive to recognize the truth taught and lived by my savior Jesus Christ. I
affirm that change and growth are inherent in the pursuit of truth. The Lord is my strength and my
shield; my heart trusts in him and I have been helped. Psalm 28:8.
I will, with God’s help, schedule rest and playtime with the same discipline that I
schedule work
I am most often unable to tell the difference between work and play. Without proper rest, both
intellectually and physically, I cannot be the steward of all God has given me.
Stay With Me
by John Henry Newman
Stay with me, and then I shall begin to shine as thou shinest: so to shine as to be a light to others.
The light, O Jesus, will be all from thee. None of it will be mine. No merit to me. It will be thou
who shinest through me upon others. O let me thus praise thee, in the way which thou dost love
best, by shining on all those around me. Give light to them as well as to me; light them with me,
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through me. Teach me to show forth thy praise, thy truth, thy will. Make me preach thee without
preaching -- not just by words, but by my example and by the catching force, the sympathetic
influence, of what I do -- by my visible resemblance to thy saints, and the evident fullness of the
love which my heart bears to thee.
A prayer to begin the day
Taught by the Rev. Everett Fullam
I accept God the Father as my Father.
I accept God the Son as my Savior.
I accept God the Holy Spirit as my Strengthener.
I accept the Word of God as my Guide.
I accept the Will of God as my Will.
I accept the People of God as my People.
I commit myself body, soul and spirit to Jesus Christ as Savior
and Lord and I do this freely, fully and forever.
In the Name of the Father, Son and Holy Spirit. Amen
Be Thou My Vision
From The Book of the Gael edited by Eleanor Hull
Be thou my Vision, O Lord of my heart;
Naught be all else to me, save that thou art;
Thou my best thought, by day or by night,
Waking or sleeping, thy presence my light.
Be thou my Wisdom, and thou my true Word;
I ever with thee and thou with me, Lord;
Thou my great Parent, and I thy true child,
Thou in me dwelling and I with thee one.
Riches I heed not, nor all empty praise;
Thou mine inheritance, now and always;
Thou and thou only, first in my heart,
High King of heaven, my treasure thou art.
High King of heaven, my victory won,
May I reach heaven’s joys, bright heaven’s Sun!
Heart of my own heart, whatever befall,
Still be my Vision, O Ruler of all.
The Compass and the Clock
The image of the compass and the clock (with many thanks to Stephen Covey of the Seven Habits
of Highly Effective People for this image). When a person makes decisions by the clock he or she is
controlled by things and events. When a person makes decisions based upon principles (as
expressed in the image of a compass - an instrument that always points in the true direction) then
he or she lives in relationship with people. I do not wear a watch but I am an effective manager of
time. I use my Palm organizer system to better manage the interruptions that people bring to
what I call the “Rector” role of my ministry. These interruptions are the most important part of
my ministry because they call me into my role of “Pastor.” While my “Rector” role has many
clock elements, I strive to live into my compass by training and empowering others to share in the
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ministry of the church by recalling everyone to the promises made at Holy Baptism. I attempt to
maintain what Jesus said to Philip in John 14:12 “Very truly, I tell you, the one who believes in me
will also do the works that I do and, in fact, will do greater works than these, because I am going
to the Father.” Jesus is telling Philip to “do the math.” The more people participating in the work
of God means that more people will experience and know the love of God. As leader I strive to
be a pastor who willingly shares of his spirit, to paraphrase a portion of Bishop Brent’s collect for
mission (BCP page 101), in order to so clothe others in the Spirit.
Humility – Definitions and Wisdom
Humility is strength under control. – The Greatest Psychologist Who Ever Lived: Jesus and the Wisdom
of the Soul by Mark W. Baker, Ph.D. (Pages 25-26)
Humility is the inner attitude of indifference to oneself and freedom from oneself. – Always
We Begin Again by John McQuiston III (Page 68)
Humility is simply the opposite of the illusion that I am perfect. – Pilgrim Road: A Benedictine
Journey Through Lent by Albert Holtz, O.S.B. (Page 36)
Humility is mildness, modesty, patience of spirit, and the willingness to remove oneself
from the center of the universe. - An ancient definition found in The Spirituality of Imperfection by
Ernest Kurtz and Katherine Ketchum (Page 186)
Humility allows me to find joy in the reality that I am good enough even as I struggle with
an honest appraisal of my imperfection. - (My words inspired by Ernest Kurtz and Katherine
Ketchum in The Spirituality of Imperfection (Page 186)
The point of humility is to find a balance and a right ordering of priorities. - The Spirituality
of Imperfection by Ernest Kurtz and Katherine Ketchum (Pages 194-195)
My greatest challenge is to live into the Benedictine principle of humility. As John McQuiston
writes in Always We Begin Again, "Humility is the inner attitude of indifference to oneself and
freedom from oneself." Such an attitude will, hopefully, control my creative ego as well as the
temptation to draw attention to myself when I feel a sense of isolation and loneliness. I am
grateful that in this challenge our loving God is one who always let's me begin again.
“I can never claim but only aspire to humility.”
William Carl Thomas – January 28, 2013
I must decrease that they might increase
How I act as a spiritual leader will reveal how well I have embraced my greatest challenge. St.
Matthias is no longer the struggling little church considered the problematic "red-headed step
child" of the Diocese of Alabama. Seven years of a consistent adult Christian formation (Living
Our Baptismal Covenant) has changed the culture of the parish. St. Matthias has moved into a
place where the lay leaders actively seek opportunities to be servant-leaders within the parish as
well as the larger community. I sense that true humility is necessary to be influential yet somewhat
invisible as a parish servant-leader. To paraphrase John the Baptist's statement about Jesus: I must
decrease in order that they (the parish leaders) might increase.
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A Prayer for Mission (BCP page 101)
By Charles Henry Brent, Bishop of the Philippines (1901-1918) and of Western New York (19181929)
Lord Jesus Christ, you stretched out your arms of love on the hard wood of the cross that
everyone might come within the reach of your saving embrace: So clothe us in your Spirit that we,
reaching forth our hands in love, may bring those who do not know you to the knowledge and
love of you; for the honor of your Name. Amen.
Other Reflections
◊

I find the Great Commandment in the words “reaching forth our hands in love” and
the Great Commission in the desire to “bring those who do not know you to the
knowledge and love of you.”%

◊

To be mission minded with an attitude that promotes a discipline that becomes a
habit.%

◊

To offer shalom by being shalom.%

◊

To live a Deep Church with an attitude that shares the Great Commandment,
proclaims the Great Commission, and reminds all that the call to ministry begins with
Holy Baptism%

◊

Deep Church is a way of expressing and living into the Greek word koinonia which has
its roots in the Hebrew word shalom. James C. Fenhagen, in his book Mutual Ministry:
New Vitality for the Local Church states that the Hebrew word shalom is foundational to
the word koinonia. Fenhagen, using Colossians 1:15-17, 20 in which Christ is clearly the
reconciler to God, writes that:%

◊

“The image (of such reconciliation) is one of profound harmony and systemic
interconnectedness emerging out of a sense of meaning and obedience. When this
interconnectedness is experienced in the human sphere, we have what we call
"community." The biblical word that best expresses this theological understanding of
community is shalom, sometimes translated from the Hebrew as "peace." Shalom is an
all encompassing word covering all the many relationships of life and expressing a
vision of what the Israelites conceived of as the ideal of what life was intended by God
to be.” (Page 62) %
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W Thomas – Giving Space research question
Sent on 03-05-13
8 email requests – 6 email responses received
Dear _____,
I would appreciate a few minutes of your time as I work to complete my Doctor
of Ministry thesis. A simple email response is all I need to the statement found
below.
You and St. Matthews are very much in my prayers of thanksgiving.
Bill
Please comment on the following statement. A brief example in support of your
comment would be appreciated.
Bill Thomas became a more effective leader at St. Matthews as he learned to give
space.

Respondent: Male, late 50’s, Junior Warden, Managing Partner (accounting firm)
Good morning, Bill.
I can’t speak as to other’s views, but for me, space was never an issue. I
believe your most effective time as a leader was when you lead by example and
accepted that God had a different plan for you. That took considerable courage
and it is an example of true leadership. Sometimes a leader must go down a path
when few, if any, are willing to join him…. Why, because it is the right thing to
do and not necessarily the easy thing to do.
I may not be answering your question the way you had hoped. I never
felt like you were hovering over us.

Respondent: Male, early 50’s, Senior Warden, business owner (coal mining)
Bill Thomas became a more effective leader at St. Matthews with time because he
was able to identify strong leaders at St. Matthews whose primary interest were
what was best for St. Matthews as a church and to live up to its core beliefs and
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mission statement. He identified the persons and invited them to participate in
the vision he had for St. Matthews. Bill understood that he alone could not steer
St. Matthews into the direction it needs to travel and recruited leaders and
allowed them to help mold and guide the church. Through his allowing the parish
to refocus on what's important he laid the groundwork for St. Matthews to grow
and be the church defined by its mission statement.

Respondent: Female, early 40’s, Senior Warden, Search Committee Member,
lawyer
It’s great to hear from you! I miss you dearly, although I get updates
through Name, Name, Name and others. We drove by your church this weekend it looks lovely! Hope that you are having a wonderful experience. Today I came
to the realization that Love conquers all ... it really does!
Here are my thoughts regarding your “statement”:
Space is where God lives - he is ever present when we take a moment to
breathe, apart from the mundane tasks of this world. Although human
interaction is vital, God is closest to me when I have space. Critical to this is not
having space, of course - in relationship with others. But it’s not until there
is “room to grow” that God comes close. Bill, you always gave me space and
room to grow with God. You meandered in, touched me with his presence, and
then stepped back and let me enjoy the moment.

Respondent: Female, Late 50’s, Vestry Member, former manager now a start-up
entrepreneur
Bill Thomas became a more effective leader at St. Matthews as he learned
to give space. I believe the most powerful example of Father Bill’s growth, in
leadership by giving space, was, for me, best demonstrated through his
participating in his sabbatical.
I have experienced the sabbatical process on two occasions, and I was a
vestry member both times. For a priest to fully engage in the sabbatical process,
to achieve spiritual growth in that process, it is incumbent upon them, to trust in
the leadership of the parish to faithfully execute its role in the absence of their
priest. This represents one of the most strenuous examples of giving space in
which I have participated.
Sabbaticals require preparation on many levels, spiritual and practical.
They represent the potential for growth for both the priest and parish. To be
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successful, both priest and parish must agree to give space, the parish to the priest
by supporting the sabbatical. The priest, to the parish, through his or her
demonstration of confidence, that the parish has the ability to carry on in the
absence of their priest. This represents to me the most intense “giving of space”
of which I can think.
Bill, the vestry, and the parishioners of St. Matthews, mutually engaged in
this process with the explicit intent that growth and betterment was the intended
outcome for all. For Father Bill to leave the parish in full acceptance of its ability
to thrive in his absence was a statement of selflessness, a statement of fully
“giving space”, and a statement of trust in leadership. The challenge to the parish
was to demonstrate its ability to embrace the opportunity provided and succeed,
or exceed, in its fulfillment of its participation.
St. Matthews was able to do exactly that, and Father Bill was instrumental
in preparing the parish by giving it the needed space, by encouraging it to
embrace that opportunity. Upon return he joyfully celebrated its success, a true
demonstration of giving space and celebrating leadership and growth achieved in
his absence.
Giving space represents for me the ability to let go and trust that the
seeds sewn will blossom, grow, and thrive. The groundwork for this must be laid,
and when the time is right, the space given. It takes faith to know when the time
is right. It takes faithful leadership to say, it is time. And, it takes joyful
faithfulness, to celebrate the outcome.
Father Bill did this. He did it by faithfully growing himself. I pray his
growth will always continue to blossom, grow, and thrive.
Respondent: Male, mid 60’s, Treasurer & Vestry Member, senior level executive
(international company)
Bill
It was good to see you and Edna this past Sunday evening. I hope the
two of you have a wonderful visit in Orlando.
I’m not sure what you are looking for in a response or even if I can
respond to the question, but I offer the following.
My view of an effective leader is someone who has experienced, has
successfully mastered, and continues to study, all of the functions, or activities, of
those who he or she has the responsibility to lead. A good leader is someone
who studies and works to bring knowledge of the subject to those who lack
knowledge, while working with those who have the knowledge to gain a deeper
understanding of the subject. A good leader listens, encourages, fosters
collaboration, and teaches those being lead. A good leader must work harder
than everyone being lead and must have a full understanding of where those
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being lead want to go. The leader does not choose or decide where to go, but
works to gain an understanding, and encourages the collaboration of others to
move toward the goal.
In my position with my employer, I have found that my primary role as a
leader is to coach and facilitate the efforts of those who work for me. The role of
a good leader to any congregation is to teach and facilitate the congregation’s
wishes as they travel down a path together. St. Matthews is a congregation of
many strong community leaders and requires the skills of someone who is
dedicated to staying ahead of the pack. During Bill Thomas’ time at St. Matthews
he grew as a leader, but his efforts to master the needs of the congregation were a
continuing work.
Bill, I hope this helps,
Best wishes

Respondent: Male, late-forties, Vestry Member & Junior Warden, geologist &
environmental consultant
Bill:

Hello from San Francisco. I hope all is going well with you and Edna.
I think that this statement is a very good assessment. As time evolved,
you provided space to the various groups, committees, and lay leaders to do the
things that were needed to grow St. Matthews. As an example, during 2009, the
Vestry/Buildings & Grounds Committee/Name took the lead in demolition
activities at Harvey House, moving offices to Mathes Hall, and property clean
up. While you were a part of the work teams (which was important and
appreciated as our Rector), you gave us the space to get these jobs done, so to
speak, under your watch.
Also, as your Lay Eucharistic Minister scheduler, you also worked well
with me as I scheduled the Lay Eucharistic Ministers for the regular and special
services. I also felt that we had a very good working relationship in this area.
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