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When the General Board of Higher Education and Ministry (GBHEM) conducted a
survey on the leadership style of lead pastors1 who were serving churches with a membership of
1,000 or more in The United Methodist Church in 2008, one of the findings that we noticed was
that there were very few racial-ethnic pastors in this category.2
The questions were, “How many racial-ethnic3 cross-racial and cross-cultural pastors are
serving large white-majority congregations? What kind of leadership challenges do they
experience compared to white lead pastors? What kind of support are they getting from the
denomination?”
The Clergy Lifelong Learning Office at GBHEM (HiRho Park, Director) discovered that
there were only 20 racial-ethnic pastors out of 1,070 lead pastors who were serving large white-
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The term “lead pastor” was defined by the General Council on Finance and Administration
(GCFA) as clergy who are serving churches with 1,000 or more members within The United
Methodist Church.
2
Only one Asian-American and two African-American lead pastors responded among a sample
of 200 lead pastors. Thirty percent (61) of female pastors and 70 percent (139) of male pastors
responded to the survey among the 394 sample of lead pastors (94 female pastors and 300
randomly selected male pastors). There were 1,154 lead pastors in this category, according to the
GCFA in the General Minutes of the Annual Conferences of the UMC in 2005.
3
Racial-ethnic is a general term to describe people who are Asian, black or African-American,
Hispanic/Latino, Native American, Pacific Islanders, and white. However, the term is often used
to abbreviate „racial and ethnic minority,‟ in which case it generally describes all these groups
except white people. (The General Commission on Religion and Race of the United Methodist
Church, Glossary of Terms, http://gcorr.org/resources/glossary-terms-new-conversations ,
accessed September, 2014.
1

majority congregations in 2011.4 GBHEM hosted its first gathering of racial-ethnic cross-racial
and cross-cultural lead pastors (RE CR-CC lead pastors) in the summer of 2012. The group
decided to form a network of support and shared their own wisdom and advice with each other in
relation to unique challenges they face in addition to being in a large church, such as racial and
cultural issues.5
One of the suggestions that RE CR-CC lead pastors made to GBHEM was to conduct a
survey about the demographics of these pastors and their leadership styles. So as a follow-up to
the 2008 Lead Pastors Survey,6 the Clergy Lifelong Learning Office in collaboration with the
GBHEM‟s Research Office (Mark McCormack, director) sought to measure leadership patterns
among RE CR-CC lead pastors this year, 2014.
We identified 75 racial-ethnic pastors serving in churches with a membership of 500 or
more, based on the General Council on Finance and Administration (GCFA)‟s data. We had to
expand the sample to make a survey relevant for comparison since we identified only 20 RE CRCC lead pastors. An online survey was distributed by email to RE CR-CC lead pastors, and we
received a 51 percent response rate (38 complete responses) after initial and three follow-up
contacts.
The survey was an adaptation of the earlier survey disseminated in 2008, with the
addition of several items related to racial-ethnic and cultural issues, as well as challenges they
face at their current appointments.
Why This Study Now?
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That is, there were 984 male clergy (89.2 percent) and 116 female clergy (10.8 percent),
according to the GCFA, in 2013.
5
Unfortunately, there was only one female racial-ethnic lead pastor in this category in 2011.
6
HiRho Park and Susan Willhauck, Lead Pastors Survey, GBHEM, 2011.
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According to the 2010 census, Non-Hispanic White Americans are 63.7 percent of the
U.S. population. The Census Bureau in December 2012 predicted that no single racial-ethnic
group would constitute a majority of children under 18 by the end of this decade; in 30 years no
single group will constitute a majority of the country and non-Hispanic Whites will fall below 50
percent. In Washington, D.C.; Hawaii; New Mexico; California; and Texas, racial-ethnic people
are the majority at the present time. Racial-ethnic people account for 91.7 percent of the nation‟s
population growth for the last 10 years. The Hispanic/Latino population is expected to more than
double by 2060, from 53.3 million (16.3 percent) in 2010 to 128.8 million; African-Americans
are expected to move to 61.8 million from 41.2 million (12.6 percent), and Asian/Pacific
Islanders should rise to 34.4 million from 15.9 million (8.1 percent from 4.9 percent).7
But what about the demographics of the UMC? We have 46 episcopal areas in the U.S.
and 20 episcopal areas in the Central Conferences. There are 125 annual conferences (51 in the
U.S., 74 outside of the U.S.), 7 Central Conferences,8 and 68 active bishops (of the 50 in the
U.S., 15 are active women bishops, including 2 racial-ethnic women bishops, 16 racial-ethnic
male bishops (10 African-Americans and 6 Asian-Americans)).9 The membership of The United
Methodist Church is 14.2 million as of 2012 (7.4 million in the U.S. and 6.8 million in the
Central Conferences).10 Compare that number to the 2009 number—7.7 million in the U.S. and
4.4 million in the Central Conferences—and we see the trend is that U.S. membership is
declining; therefore, U.S. Jurisdictions have fewer and fewer delegates to the General
Conference. One interesting phenomenon is that while the number of Central Conference
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United States Census 2010, http://www.census.gov/2010census/.
Africa, Central and Southern Europe, Congo, Germany, Northern Europe and Eurasia, the
Philippines, and West Africa.
9
The information was provided by GCFA, 2014.
10 The figures were 7.7 million in the U.S. and 4.4 million in the Central Conference in 2009.
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delegates is increasing, the number of racial-ethnic delegates from the U.S. is declining further,
from 25 percent in 2008 to 22 percent in 2012, while the U.S. is rapidly becoming more racially
and culturally diverse.
However, the membership in the U.S. shows that the UMC is a majority white
denomination: 91.2 percent white in 2009 and 90 percent in 2013. African-Americans make up 6
percent of the UMC, while Asians, Hispanic/Latino, and multi-racial groups each constitutes 1
percent of the entire membership in the U.S. According to GCFA 2013 data, there are a total of
44,926 clergy, with 11,302 (25 percent) being clergywomen and 5,108 (11.4 percent) racialethnic clergy in the U.S. By the way, the number of racial-ethnic clergy has increased from 9.2
percent in 2010 to 11.4 percent in 2013.11
The above data shows that the general demographics of people in the U.S. are becoming
extremely diverse for the next three decades. However, the UMC membership does not reflect
this trend, and hasn‟t for the last four years. Meanwhile, clergy leadership of the UMC is
becoming more diverse. This is a pertinent indicator that the UMC needs to strategically plan to
nurture clergy who are called to serve the church cross-racially and culturally with needed
leadership skills.
One of the denomination‟s intentional strategies to develop clergy leadership that are able
to minister to all people is the cross-racial and cross-cultural (CR-CC) appointment. The United
Methodist Church promotes and holds in high esteem the opportunity of an inclusive church (¶4.
Article IV, The Book of Discipline (BOD), 2012), with the formation of “open itinerancy”
(¶425.3, BOD, 2012). The CR-CC appointment is a unique ministry of the UMC that represents
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GCFA, 2013.
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our theological and denominational commitment to an inclusive church by strategically
appointing clergy who are equipped to serve such a ministry setting:
Cross-racial and cross-cultural appointments are made as a creative response to
increasing racial and ethnic diversity in the church and in its leadership. Cross-racial and
cross-cultural appointments are appointments of clergypersons to congregations in which
the majority of their constituencies are different from the clergyperson‟s own
racial/ethnic and cultural background. (¶425.4, BOD, 2012)12
A Brief History of Cross-Racial and Cross-Cultural Appointments in the UMC
In 1982 the task force on “open itinerancy” was formed in the Baltimore-Washington
Annual Conference under the leadership of Bishop D. Frederick Wertz. They produced policies
and a strategic plan to intentionally support cross-racial and cross-cultural appointments. This
document was submitted to the Bishop‟s Task Force on “Open Itinerancy” under the General
Commission on Religion and Race (GCORR). In 1982, GCORR came up with a document
entitled: “Eight Principles to Undergird Serious Reflection and Action on „Open Itinerancy.‟” In
1983, the Council of Bishops established the Center for United Methodist Pastoral Exchange,
which was located at the Gammon Theological Seminary in Atlanta, Ga. Bishop L. Scott Allen,
who was the first African-American bishop in the Southeastern Jurisdiction, became the director.
In 1985, The National Seminar on “Open Itinerancy” was held in Atlanta. In 1988, the National
Seminar for Annual Conference Leadership on Racial Inclusiveness and Ministerial Deployment
was held. The Center for United Methodist Pastoral Exchange sponsored three national seminars
to raise the conscience of the church to actualize and concretize the concern for inclusiveness
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This paragraph was adopted in 2008 during the General Conference. The paragraph 425.4 also
requires annual conferences to prepare and train clergy and congregations for cross-racial and
cross-cultural appointments.
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and “open itinerancy.” Unfortunately, the Center closed in 1988 as Bishop Allen left the office.
After 1988, there was not much discussion about “open itinerancy” in the denomination until
1997 when GBHEM started to work with Korean-American UM clergy who had been serving
cross-racial and cross-cultural appointments. As a result, the Association of Korean American
Clergy Serving Cross-Racial Appointments was established in 1997, sponsored by GBHEM.
This was the first official network of pastors who are serving cross-racial and cross-cultural
appointments supported by a denomination. Now there are more than 300 Korean-American UM
clergy who are serving cross-racial and cross-cultural appointments in the UMC.
GBHEM published the first book about cross-racial and cross-cultural appointments in
1999, Witness from the Middle: Korean-American Pastors in Non-Korean Local Churches in
The United Methodist Church. GBHEM also published Meeting God at the Boundaries in 2003
and Meeting God at the Boundaries: A Manual for Church Leaders in 2006. In 2008, GBHEM
submitted legislation about the definition and the need of education for clergy and congregations
for cross-racial and cross-cultural appointments, and the General Conference adopted the
legislation (¶425.4, BOD). The Association of Korean American Clergy Serving Cross-Racial
Appointments published The Manual of Cross-Racial & Cross-Cultural Ministries for KoreanAmerican Pastors in the United Methodist Church in 2009, sponsored by GBHEM. GBHEM
also came up with a PowerPoint resource that district superintendents can use when they
introduce a cross-racial and cross-cultural appointment to local congregations in the same year.
In 2011, GBHEM, in collaboration with GCORR, sponsored a training event, Facing the Future:
Cross-Racial and Cross-Cultural Appointments in a Global Church. GBHEM has been
supporting RE CR-CC lead pastors by providing an annual meeting and mentoring since 2012.
Theological Reflections on RE CR-CC Lead Pastors’ Leadership Styles
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Breaking Stereotypes (Romans 12:2)
According to our study, racial-ethnic cross-racial and cross-cultural lead pastors are
breaking stereotypes not only by their presence but also by their skills, based on transnational
and intercultural experiences that contribute to the church and that change the traditional
understanding of white, male-oriented “senior pastors.”
When asked about the leadership styles they felt their congregation values, RE CR-CC
lead pastors were more likely to identify as “always” when it came to the leadership styles
designated as Nurturing (White (W) 23.9 percent vs. Racial-Ethnic (RE) 48.6 percent), Servant
Leader (W 25.6 percent vs. RE 35.1 percent), and Democratic (W 10.5 percent vs. RE 25
percent). When asked how often they utilize certain leadership styles, RE CR-CC lead pastors
reported that they are more “often” and “always”:


collaborative (W 84.5 percent vs. RE 94.6 percent)



equipping (W 77 percent vs. RE 97.3 percent)



directive (W 24.3 percent vs. RE 40.5 percent)



confident (W 83.3 percent vs. RE 86.1 percent)



creative (W 58.4 percent vs. RE 80.6 percent)



nurturing (W 58.6 percent vs. RE 83.3 percent)



energetic (W 78.4 percent vs. RE 83.3 percent)



adaptive (W 74.6 percent vs. RE 94.4 percent)



charismatic (W 32 percent vs. RE 55.9 percent)



delegatory (W 63.7 percent vs. RE 66.7 percent)



servant leader (W 70.5 percent vs. RE 94.4 percent)



persuasive (W 6.3 percent vs. RE 72.2 percent)

7



democratic (W 55.5 percent vs. RE 61.1 percent)



compassionate (W 77.7 percent vs. RE 91.1 percent)



prophetic (W 32.1 percent vs. RE 52.8 percent).

They are less (“never” or “rarely”) authoritarian (W 78.2 percent vs. RE 85.3 percent) and more
“always” decisive (W 8.3 percent vs. RE 17.1 percent). When asked how they would respond if a
parishioner verbally attacked them in a meeting, 69.4 percent of RE CR-CC lead pastors said that
they would “calmly address” the matter, compared to 31.1 percent of white lead pastors. And 25
percent of RE CR-CC lead pastors who responded said that they would pray about it, compared
to 8.3 percent of white lead pastors. These findings are breaking stereotypes about racial-ethnic
leaders, such as African-American males are loud and rough, Asian-American leaders are too
authoritative and rigid, and racial-ethnic leaders are less effective in administration. For example,
according to my research for the 2000 thesis Creating Christian Community Through the CrossRacial Appointment, the stereotype about racial-ethnic pastors being less effective was then more
evident among respondents, with some of them at that time saying, “Yes, the church should be a
racially inclusive community, but the appointment of pastors is a different matter,” and “Ability
is more important than being an inclusive community. We should accept pastors by ability not by
their color.”13
Adaptive & Skillful (1 Corinthians 9: 19-23)
Adaptive leaders are fluent and versatile, willing to take a risk and start new things. They
are socially and contextually conscientious about enabling their faith, which is a living faith,
therefore bringing diverse people together and closer to God as disciples of Christ. They practice
a dialectical relationship between the Word of God and Christian practice, which is John
13

HiRho Park, Creating Christian Community Through the Cross-Racial Appointment:
Problems and Challenges (Washington, D.C.: Wesley Theological Seminary, 2000), 82.
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Wesley‟s formula for discipleship formation. They continue to learn and develop their leadership
skills and participate in the formation of a self within the spirit of God. The survey witnesses that
RE CR-CC lead pastors are adaptive leaders with the skills necessary to serve cross-racial and
cross-cultural appointments.
Racial-ethnic cross-racial and cross-cultural lead pastors reported roughly the same mean
age as white lead pastors (53.8 and 54.4, respectively), though more RE CR-CC lead pastors
indicated being clergy as a second career (47.4 percent), reported more recent ordination dates,
and reported fewer appointments prior to their current appointment. Of RE CR-CC lead pastors,
59.5 percent reported that their leadership style has changed or shifted emphasis since they
moved into a large membership church. If we look at their career trajectories, it makes sense that
these pastors are very adaptive leaders. More RE CR-CC lead pastors have served as Board of
Ordained Ministry chairpersons (W 7 percent vs. RE 10.5 percent), extension ministries (W 4
percent vs. RE 7.9 percent), and associate pastors (W 10.9 percent vs. RE 23.3 percent), even
though 13.2 percent of RE CR-CC lead pastors served as district superintendents, compared to
17 percent of white lead pastors. As we have seen above, almost half of RE CR-CC lead pastors
are second-career pastors. This may explain why RE CR-CC lead pastors served fewer
appointments prior to the current appointment. They bring to their ministry the skills to lead
multi-staff congregations with stronger financial management skills and adapt themselves
according to different contexts. Only one-third of white lead pastors came into ministry as a
second career. The UMC needs to pay more attention to how to more effectively utilize the
expertise and skills that these pastors are bringing to the church.
More RE CR-CC lead pastors “always” lead change by equipping others (W 10.9 percent
vs. RE 32.4 percent), and 28.6 percent of RE CR-CC lead pastors “often and always” make
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decisions by taking a vote, compared to 1.1 percent of white lead pastors. This sounds like RE
CR-CC lead pastors skillfully use inclusiveness to leave little room for argument or conflicts.
According to our study, more RE CR-CC lead pastors (67 percent) responded that their
confidence level on financial management has improved since they became large church lead
pastors. Even though they responded that they enjoy working on church finances (42.9 percent),
they showed less confidence in financial management (65.8 percent) when compared to white
lead pastors (87.2 percent). This finding correlates with white lead women pastors‟ responses
that they enjoy working on finances but express less confidence than white male lead pastors.
One RE CR-CC lead pastor mentioned that he relies on the expertise of laity who are financial
professionals.
McCormack pointed out that these findings may indicate a more intentional, gentle style
of leadership (by congregations and clergy, or both) among racial-ethnic clergy that emphasizes
relationships and community over stronger, more authoritative approaches to leadership, as well
as an awareness that their leadership could be misinterpreted by members of the church.14
Vulnerable Trailblazers (Isaiah 43:18-19)
RE CR-CC lead pastors practice their faith of bringing together the majority and minority
perspectives of society in their ministry. By doing so, they create an inclusive leadership style
with cross-cultural competency and sensitivity that represents being bridge builders who not only
bring diverse people together based on Christian faith, but also connect people to God.
When asked whether “the call to pastor a large membership church is distinct from the
call to other kinds of pastoral ministries,” 57.9 percent of RE CR-CC lead pastors said, “Yes.”

14

Mark McCormack, Cross-Racial, Cross-Cultural Leadership Survey Descriptive and
Correlational Analysis, September 2014.
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The majority of these pastors consider their call as a special call that requires a distinct set of
skills.
RE CR-CC lead pastors are more conscientious about developing leadership skills
compared to white lead pastors. Of RE CR-CC lead pastors, 68 percent developed their
leadership skills through a formal leadership training program, compared to 50.5 percent of
white lead pastors who responded to the same question. However, fewer RE CR-CC lead pastors
indicated that they learned from a role model (65.8 percent), compared to 67 percent of white
lead pastors. This makes sense when there are only 75 RE CR-CC lead pastors who serve
churches with a membership of 500 or more. Furthermore, their ordination history is shorter; for
example, racial-ethnic women started to be ordained only in the late 1970s. Therefore, RE CRCC lead pastors are trailblazers who are self-learners as they practice their leadership in large
church settings. This is why the network of RE CR-CC lead pastors who are serving large
churches is crucial for their leadership development.
RE CR-CC lead pastors are called to a ministry of vulnerability; their presence and
leadership style shatters ethnocentrism and opens up a new possibility of God‟s revelation. Their
vulnerability challenges the congregation and many times leads them to a spiritual
transformation towards a new and different future for the church.
Progressive & Spiritual Wounded Healers (Philippians 2:5-8)
Racial-ethnic cross-racial and cross-cultural lead pastors practice intentional openness to
otherness because of their experiences as racial-ethnic people in the U.S. context. This shows in
their willingness to seek outside support whenever needed (RE 29.7 percent vs. W 8 percent),
and they are more open to seek feedback, as well (RE 27 percent vs. W 15.9 percent). They
consider themselves as more empathetic, and they believe they have the ability to move and
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inspire people. Two-thirds of them also believe that they can guide people towards discernment.
Their leadership self-construction is established by embracing the “both-and” fluidity of a
pluralistic culture, while maintaining a strong sense of self at the same time. RE CR-CC lead
pastors are very confident about themselves; more of them expressed that they can “connect with
all ages,” remain “steady in crisis,” and “sing their own tune.”
RE CR-CC lead pastors spend significantly more time to prepare for preaching, with 21.6
percent of them spending 16-20 hours for sermon preparation, while only 8.9 percent of white
lead pastors spend the same amount of time. As it relates to the need of spirituality of the church,
15.8 percent of RE CR-CC lead pastors consider that meeting the spiritual need of the church is
the most important task for their leadership, compared to 9.5 percent of white lead pastors. RE
CR-CC lead pastors spend more time for pastoral care (RE 19.6 percent vs. W 15.2 percent) and
social or community work (RE 7.8 percent vs. W 5.5 percent). They call for cultural and racial
inclusiveness in their preaching whenever needed; on average, they say, 10 percent of their
sermon contains these issues.
RE CR-CC lead pastors also demonstrate that they are first and foremost spiritual leaders.
For example, more of the RE CR-CC lead pastors responding “always” “pray or ask for prayer”
if they are verbally attacked by a parishioner (RE 25 percent vs. W 8.3 percent), “always” pray
about small and large decisions (RE 62.2 percent vs. W 35.9 percent), and “always” lead change
by “praying for divine intervention” (RE 61.1 percent vs. W 37.7 percent). They utilize Bible
study in making decisions, also. According to McCormack, these outcomes may suggest a
greater appreciation for and utilization of spiritual disciplines as leadership tools among these
pastors.15
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McCormack, September 2014.
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RE CR-CC lead pastors demonstrate different attitudes toward and awareness of conflict
than do white lead pastors. When asked about their views on conflict, they were significantly
more likely to say conflict should never be avoided. The majority of them perceive that conflicts
are healthy and manageable (70.3 percent). RE CR-CC lead pastors reported that they have fewer
conflicts about worship and music styles, staff relations, and trustee issues. Even though they had
experienced fewer “major” conflicts for the preceding two years (27 percent) than White lead
pastors reported (32.4 percent), they had significantly more conflicts about racial and cultural
issues, issues regarding homosexuality, and lay leadership styles. It was interesting to find out
that RE CR-CC lead pastors reported a much higher percentage of conflicts related to
homosexual issues in their congregations, which is more a political denominational issue, than
white lead pastors did (RE 13.2 percent vs. W 4.5 percent).
Both white lead pastors and RE CR-CC pastors reported that the two most challenging
issues that they face in their current appointments are church finances and staffing. However, RE
CR-CC pastors deal with more conflicts within the congregation related to theological issues and
cultural diversity.
When asked about the two most challenging issues for women/racial-ethnic minority
clergy today, 42.1 percent of RE CR-CC lead pastors said “acceptance of leadership,” while 23.7
percent responded that we as a church need more education about cross-racial and cross-cultural
appointments.
It appears that RE CR-CC lead pastors understand that they are called to restore peace
and wholeness in a Christian community in partnership with God. These pastors become
historical agents of the radical struggle for building a harmonious Christian community through
their vulnerable ministry.
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Covenant In Spite Of (2 Corinthians 4:8-9)
An inclusive church is a community of covenant—the covenant of faithfulness, which is
initiated by God‟s grace. RE CR-CC lead pastors are leaders of perseverance under the covenant
of faithfulness. As God is faithful toward God‟s people, RE CR-CC lead pastors have responded
to a special call to cross-racial and cross-cultural ministry depending on God‟s grace. RE CR-CC
lead pastors carry triple burdens—being a large church pastor, being a racial-ethnic pastor, and
being a pioneer in a large church setting.
An inclusive church understands that it is called to take an active role in promoting social
equity and harmony through the ministry of reconciliation. The survey found out that more RE
CR-CC lead pastors graduated from UMC seminaries than did white lead pastors, with 10
percent having graduated from the Gammon Theological Seminary, the historical AfricanAmerican UM seminary. This suggests that denominational efforts to recruit racial-ethnic leaders
have been successful. Among RE CR-CC lead pastors, 40.9 percent have a doctoral degree and
15.4 percent have a Ph.D. degree. Only 9.1 percent of white lead pastors have a Ph.D. degree.
However, despite their education and experience, the 2008 survey showed that no RE CR-CC
lead pastors received over $150,000 annual salary, while 5.2 percent of white lead pastors
received a salary of over $150,000.
Here, the important point is that the majority of respondents for the 2008 study were
serving the middle and bottom third of the large churches. According to the Center for Church
Renewal report, large churches have three levels in the UMC: small (1,000-1,272 members),
medium (1,272-1,809 members), and large (1,810 or more members). Among the small large
churches, women and men made comparable salaries, with women paid about 2 percent more.
Among the medium large churches, men are paid about 4 percent more. Among the large-sized
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large churches, men receive 27 percent higher pay than women.16 In our survey, 12 respondents
indicated that they were serving 1,000 or more membership churches; 7 of them were serving
over 1,300 or more membership churches (one respondent was serving a 2,000 membership
church), which is the second tier of large churches (1,272-1,809). However, none of them were
receiving $150,000 or higher salary level, compared to 5.2 percent of white lead pastors who
were receiving salary within that level in 2008. Actually, only 6 of them are receiving the
$100,000-150,000 salary level among 7 who are serving 1,300 or membership churches. This
finding is consistent with the Study for Salaries for United Methodist Clergy from GBHEM in
2008 that found racial-ethnic clergy receive 9-15 percent less pay than white clergy in general.17
This calls The United Methodist Church to pursue equity of clergy salary regardless of race and
gender. But in spite of all their experience of inequities, RE CR-CC lead pastors are faithful to
their call to serve this special ministry.
Conclusion
The study of leadership style of racial-ethnic cross-racial and cross-cultural lead pastors
demonstrates that their ministry is a living response to the grace of God. The racial-ethnically
and culturally different faith community in a large setting became a radical space for RE CR-CC
lead pastors to testify to God‟s prevenient, justifying and sanctifying grace upon them in spite of
inequities. They are wounded healers in the midst of their experiences of injustice in society and
the church, trusting the covenant of God‟s faithfulness. These are leaders who are willing to take
a risk and be confident about their decisions to do so. For Wesley, “practical divinity” meant
pushing the boundaries and taking a risk rather than being content with a conventional paradigm.
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Racial-ethnic cross-racial and cross-cultural lead pastors are creating their own authentic
leadership styles by synthesizing their distinctive cluster of cultural ideas and theological
understandings. Perhaps the most salient personal, historical, cultural, and theological
determinant of the ministries of RE CR-CC lead pastors is their contribution of disrupting
marginality in society and the church by skillfully navigating racial-ethnic and cultural
challenges in their ministries. Further study is needed about gender disparity among RE CR-CC
lead pastors, especially those who are serving 1,000 or more membership churches. It will also
be interesting to know why more RE CR-CC lead pastors (36.1 percent) are single while 89.5
percent of white lead pastors are married. After all, The United Methodist Church should be
commended for striving to witness God‟s love for all people through cross-racial and crosscultural appointments.
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