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ABSTRACT

Team leadership represents a departure from traditional hierarchical structures, which are increasingly viewed
as ineffective in modern organizations across both secular and private sectors. The study aimed to explore how
the selected team leadership dimensions differentially fostered growth in Pentecostal churches in Kenya. The
investigation proceeded through the lenses of The Hill Model for Team Leadership. The study employed
correlation research design. The target population for this study comprises 42,209 clergy members, specifically
2,828 bishops, 11,633 reverends, and 27,748 pastors, from Pentecostal churches across Kenya. A simple
random sample of 380 participants was drawn. Structured questionnaire was administered using drop-and-pick
method. Data was summarised using mean and standard deviation while inferences were drawn using
correlation and regression analysis techniques. Results showed that team leadership dimensions collectively
explained 19.4% of the variance in church growth, with a significant F-value (15.144, p < 0.01). Among the
individual predictors, humility and collaborative climate had significant positive effects on church growth,
while shared values, team competence, and integrity were not significant. Conclusions were drawn that
collaborative climate is the most crucial factor in promoting church growth. Further, church leaders who
demonstrate humility are better positioned to build strong relationships and inspire growth within their
congregations. In light of the outcome of this study, bishops should prioritize the cultivation of a collaborative
climate within their regions. Pastors should also focus on developing their humility as a core leadership trait.

Keywords: Collaborative Climate, Integrity, Humility, Shared Values, Team Competence.

INTRODUCTION

Team leadership represents a departure from traditional hierarchical structures, which are increasingly viewed
as ineffective in modern organizations across both secular and private sectors (Whitelaw et al., 2020; Arar &
Taysum, 2020; Sommerschuh, 2022). As a result, many organizations, particularly those aiming for long-term
success, are shifting towards team leadership models (Billinger & Workiewicz, 2019; Burton & Obel, 2018).
In this context, team leadership means the collaboration of different Pentecostal denominations, pooling their
skills and resources to achieve common goals of growth of Pentecostal churches in various dimensions—
numerical, spiritual, physical, and financial. This concept emphasizes unity and cooperation among churches,
enabling them to work together toward fulfilling the Great Commission (Hamalainen, 2020), consistent with
Brechter's (2022) perspective on partnering and teaming to achieve greater outcomes.

The growing adoption of team leadership models highlights their effectiveness in addressing complex tasks
that exceed the capacity of an individual or a single organization (Schmutz et al.,, 2019; Mokgwane &
Omobonike, 2021). In particular, team leadership enables optimal resource utilization and quality service
delivery, fostering problem-solving and innovative thinking (McEwan et al., 2017). Furthermore, team
leadership is essential because no individual or organization possesses all the necessary knowledge, skills, and
creativity to tackle multifaceted challenges (Middleton, 2022; Damazio, 2021; Shuffler et al., 2018). This
leadership style also complements other leadership theories—such as trait theory, skills theory, and servant
leadership — by encouraging collaboration among diverse individuals or organizations with different talents
and approaches (Northouse, 2016). Given these advantages, this study explored how the principles of team
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leadership could be applied to the growth of Pentecostal churches, hypothesizing that collaboration will lead to
success in church growth.

To investigate this further, the study focused on key elements of team leadership, including shared values,
competence of team members, integrity, humility, and collaborative climate (Satell & Windschitl, 2021; Rego
et al., 2018; Lei et al., 2022). Shared values — such as truth, respect, responsibility, and compassion — serve as
the guiding principles that shape a group's behavior and contribute to the creation of high-performing teams.
These values are integral to an organization’s identity, performance, and aspirations. Without shared values,
team leadership struggles to thrive, making it difficult to solve problems or maintain high performance
(Vanourek & Vanourek, 2014). In support of this, research by Mapolisa and Ncube (2012) demonstrates that
team leadership enhances the likelihood of achieving desired outcomes by reinforcing shared values.

Another crucial element of team leadership is the competence of team members. Research emphasizes its
importance for successful teamwork, as competence entails possessing the necessary knowledge and skills to
perform tasks effectively through communication, coordination, and cooperation (Lotrecchiano et al., 2020;
Hasbiyadi, 2017). Team competence is also reflected in the ability of members to collaborate and work
together to achieve common goals (Northouse, 2016). This leads naturally into the importance of integrity,
which is another vital component of team leadership. Studies by Choi et al. (2020) show a positive relationship
between integrity and role performance. Karthikeyan (2019) further emphasizes that effective leaders must
demonstrate honesty and strong moral principles to ensure balanced operations and ethical decision-making.
Additionally, Engelbrecht et al. (2015) found that integrity is positively related to both ethical leadership and
trust in leaders, underlining its significance in fostering a successful team environment.

Humility is equally important in team leadership. Research by Rego et al. (2016) suggests that leaders who
demonstrate a low view of their own importance positively influence a team’s ability to achieve desired results.
Humble leadership fosters effective teamwork, supports the achievement of collective goals, and promotes the
development of innovative ideas (Lei et al., 2022). Moreover, Yang et al. (2022) found that both humility and
integrity in leadership contribute to improved job performance. This combination of humility and integrity is
also essential in church leadership, where both qualities are expected to drive church growth (Tamunomiebi et
al., 2018).

In addition, the success of team leadership is closely tied to the creation of a collaborative climate, where trust
among members is paramount. A collaborative climate enables the team to work cohesively, leading to
improved performance (Assbeihat, 2016; Njenga & Maian, 2018). Hamalainen (2020) further emphasizes that
for Pentecostal teams to fulfill the Great Commission, collaboration — characterized by interaction and
information exchange — is essential. Collaboration will only be successful if team members trust each other, as
highlighted by Northouse (2016).

Given the growing recognition of the ineffectiveness of traditional leadership models, it is evident that urgent
action is required. Team leadership offers a promising alternative by fostering an environment in which diverse
opinions, skills, and experiences can be shared (Northouse, 2016). This leadership style has gained popularity
in both secular and private sectors as a more collaborative alternative to hierarchical models (Martin et al.,
2018). However, several studies, such as those by Hayat et al. (2022) and Gadirajurrett et al. (2018), have
explored organizational structure and team performance but have not addressed team leadership or the growth
of Pentecostal churches. Similarly, Paolucci et al. (2018) focused on transformational leadership and team
effectiveness, without considering the differential effect of team leadership dimensions on church growth.
This article aimed to explore how the selected team leadership dimensions differentially fostered growth in
Pentecostal churches in Kenya.

LITERATURE REVIEW
Theoretical Review

The Hill Model for Team Leadership, developed by Susan Kogler Hill, provided the theoretical framework for
this study. The model emphasizes the role of the team leader as crucial in overseeing the team and taking
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timely actions to ensure its effectiveness (Northouse, 2016). By simplifying and clarifying team leadership
theory, the model supports leaders in making decisions that guide the team towards success. The leader is
responsible for monitoring the team'’s progress and intervening when necessary to prevent failure, ensuring that
the team maintains high standards of excellence. These interventions, which can be either internal or external,
are aimed at supporting both the team and the organization. Interventions by the leader lead to several positive
outcomes, including a cohesive team engaged in high-quality operations. The team will benefit from healthy,
qualified members and a unified commitment, resulting in effective decision-making, focus on common goals,
and the successful accomplishment of tasks (Coleman et al., 2021). Mukua-Maru et al. (2022) applied Hill’s
model to study the influence of empowering team leadership on team effectiveness in collaborative
partnerships within international research organizations in Kenya. Their study, using a positivist research
philosophy and correlational design, revealed a positive and significant relationship between empowering team
leadership and team effectiveness.

However, Hill’s Model has faced criticism for certain limitations. One criticism is its tendency to place the
leader as the sole decision-maker, which may limit team members' ability to fully exercise their thinking skills.
Critics argue that a shared leadership model, where multiple team members are involved in decision-making, is
more effective. Additionally, the model has been critiqued for not addressing important skills related to the
environment, coaching, training, timing, and preplanning. It also lacks provisions for providing on-the-spot
solutions to specific problems. Another weakness is the model’s assumption that leaders are always capable of
making decisions, leading the team, facilitating communication, and resolving conflicts, without considering
the varying maturity levels of team leaders (Northouse, 2016). Despite these criticisms, the Hill Model for
Team Leadership includes considerations of the leader's strengths and weaknesses, as well as the abilities of
team members.

Conceptual Review

To understand the multifaceted nature of team leadership, it is important to first explore its historical roots.
Team leadership, as we know it today, has deep historical foundations. Sun Tzu’s The Art of War outlined
principles of leadership over 2,500 years ago, emphasizing the importance of collaboration for shared goals.
Furthermore, throughout history, groups have united for collective purposes such as hunting, family life, or
community defense (Kozlowski & llgen, 2016). Modern team leadership thinking pioneered by McGregor in
the 1950s, shifted the focus to how a leader’s beliefs shape team dynamics, marking the evolution of team
leadership into a contemporary approach.

In contrast to traditional leadership models, team leadership is grounded in equality and collective
contribution. Leaders who embrace team leadership value each member’s input, fostering strengths such as
creativity, strategic thinking, and communication (Northouse, 2016). This approach contrasts with hierarchical
models, where authority and knowledge are concentrated in a single leader (Fernandopulle, 2021). By
prioritizing team effectiveness, team leadership has become a vital strategy for addressing both local and
global challenges. As argued by Sanyal and Hisam (2018), this collaborative approach enables organizations to
respond more quickly to change by drawing on diverse perspectives and expertise. This adaptability is valuable
not only in business contexts but also in nonprofit and religious organizations that require innovation.

Despite its benefits, there is ongoing debate about the dimensions of team leadership. Scholars differ in their
conceptualizations, with Kirkman (2020) identifying three core dimensions: the team as a whole, individual
team members, and sub-teams, with the leader’s focus shifting based on interdependence. Other scholars, such
as Bartleby (2023), expand the model to include six dimensions, including adaptability and communication,
while Sudhakar (2013) highlights the distinction between quantitative and qualitative dimensions, covering
performance, innovation, and cooperation. Caviglia-Harris et al. (2021) introduce six dimensions of collective
leadership aimed at sustainability. This divergence in perspectives emphasizes the need for further research to
establish a unified framework for team leadership.

As we delve deeper into team leadership, it becomes clear that key concepts such as team effectiveness,
leadership decisions, shared leadership, and leadership actions play a central role in team success. Team
effectiveness, which encompasses both performance and development, is shaped by factors like team
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dynamics, motivation, and the organizational environment (Grossman et al., 2017; Cooke, 2015). Leadership
decisions, characterized by unity and participation, are critical in driving progress, as decisions made
collectively are more likely to benefit both the team and the organization (Reader, 2017; Landry, 2020).
Additionally, shared leadership, as defined by Billinger and Workiewicz (2019), fosters a participatory and
supportive environment, enhancing team resilience and enabling teams to capitalize on unforeseen
opportunities (By et al., 2018; Stewart, 2019). Leadership actions, both internal and external, are also vital for
team effectiveness, promoting effective communication and addressing internal team issues (Koeslag-Kreunen
et al., 2018; Liu et al., 2021). In examining the factors that influence team leadership, it is important to
consider shared values, team competence, integrity, humility, and collaborative climate. Shared values serve as
the moral and operational compass that guides decision-making and relationships within teams. As emphasized
by Vanourek and Vanourek (2014), shared values align an organization’s culture and enhance itS
competitiveness and social responsibility (Grimsley, 2021).

Similarly, competence is an essential component of team leadership. Defined as the ability to meet social
demands and perform tasks to expected standards, competence encompasses both knowledge and personal
traits (Schneider, 2019). Lotrecchiano et al. (2021) argue that competence includes measurable qualities crucial
for job performance, while Zdonek et al. (2017) broaden this definition to encompass attitudes, values, and
personality. The historical context of competence, from the Chinese selection of employees based on abilities
(Salman et al., 2019) to the biblical reference in Exodus (18:17-23), highlights its enduring importance in
leadership.

Integral to effective team leadership is integrity, which fosters trust and strong character. Rooted in the 15th
century, integrity signifies moral soundness and fairness in dealings. Modern definitions, such as Huberts’
(2017) view of integrity as coherence between principles and values, highlight its role in aligning actions with
ethical standards. Fuerst and Luetge (2021) extend this definition to organizational integrity, emphasizing the
need for consistency between values and actions. Integrity is essential not only in organizational settings but
also in research and leadership (Brailer, 2020; Reichheld, 2021), where it is linked to honesty, success, and
innovation.

Humility is another critical leadership trait, facilitating self-awareness and an appreciation for others’
contributions. As Nielsen and Marrone (2018) note, humility encourages leaders to acknowledge their
limitations alongside their strengths. Humble leaders are honest with themselves and their situations (Brailer,
2020), promoting interdependence and collaboration (Nielsen & Marrone, 2018; Wu, 2022). Research has
shown that humility enhances team effectiveness and ethical behavior, fostering trust between leaders and
followers (Yang et al., 2019; Johnson et al., 2011).

Finally, a collaborative climate is essential for team success. Defined by Sveiby and Simons (2002) as the
willingness to share knowledge and ideas, collaborative climate fosters flexibility and adaptability in achieving
common goals (Cook & Macaulay, 2020). Collaboration goes beyond organizational boundaries, enabling
larger collective efforts such as the Great Commission (Hamalainen, 2013). The importance of virtues like
honesty, integrity, humility, and trust is evident in both organizational and cross-cultural contexts (Thambhain,
2013; Roberts et al., 2016). Haas and Mortensen (2016) argue that the most critical elements for collaboration
are enabling conditions, including a compelling direction, strong structure, and supportive context. These
findings highlight that successful collaboration depends not only on the virtues of team members but also on
the conditions created to support collective efforts.

METHODOLOGY

The study employed a correlation research design. This design was suitable for examining the relationships
between team leadership and growth of Pentecostal churches in Kenya. Asenahabi (2019) emphasized that a
well-chosen research design was crucial for collecting and analyzing data in a structured way to achieve valid
conclusions. In this study, correlation techniques were used to measure the strength and direction of the
relationship between the independent variable (team leadership) and the dependent variable (growth of
Pentecostal churches in Kenya) (Wasti et al., 2022). The use of a correlation design allowed the researcher to
statistically assess how changes in team leadership practices were associated with variations in the growth of
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Pentecostal churches, providing valuable insights into the dynamics of church leadership and development
(Molina-Azorin, 2016; Bryman, 2016).

The target population for this study comprises 42,209 clergy members, specifically 2,828 bishops, 11,633
reverends, and 27,748 pastors, from Pentecostal churches across Kenya. This group, selected for their shared
characteristics, represented the broader population to which the study results were generalized (Creswell,
2022). The study focused on clergy from various denominations, including East Africa Pentecostal Churches,
Kenya Assemblies of God, Full Gospel Churches of Kenya, and Redeemed Gospel Church, among others,
ensuring broad representation across the 47 counties (Joshua, 2019; Kilioba, 2017). These participants were
chosen based on their tenure of at least ten years in service, as they are expected to provide valuable insights
into the phenomenon under investigation (Gathogo, 2022). A simple random sample of 380 participants was
drawn using Yamane formula.

Closed-ended questionnaires using a five-point Likert Scale were administered to the 380 respondents,
including bishops, reverends, and pastors. Developed by Rensis Likert in 1932 (Edmondson, 2020; Jamieson,
2023), the Likert Scale has since been widely utilized across various disciplines such as education, psychology,
and social sciences (Sullivan & Artino, 2013; Joshi et al., 2015). The scale ranges from Strongly Disagree (1)
to Strongly Agree (5), indicating a spectrum from unfavorable to favorable perceptions (Munyao, 2021). This
tool is effective in gauging the extent of agreement or disagreement with specific statements, thereby
measuring attitudes, opinions, or perceptions (Batterton & Hale, 2017; Jamieson, 2023).

Inferences were drawn using correlation analysis which is a statistical method used to measure the strength and
direction of the relationship between two or more variables. In this study, correlation analysis was applied to
examine the relationship between team leadership and the growth of Pentecostal churches in Kenya.
Descriptive statistics, including frequency tables and percentage distribution, were used to present the data,
allowing the researcher to understand how respondents rated each item in the study (Fisher & Marshall, 2008;
Leedy & Omrod, 2014). The correlation analysis utilized bivariate techniques to calculate the relationship
between variables, leveraging sample means and standard deviations (Taherdoost, 2022). Additionally,
inferential statistics were employed to draw conclusions about the population based on sample results,
enabling the researcher to make generalizations about the influence of team leadership on growth Pentecostal
churches (Bryman, 2016).

Further, multiple linear regression analysis was conducted. This is a statistical technique that models the
relationship between a dependent variable and multiple independent variables. Unlike correlation analysis,
which measures the strength and direction of the relationship between two variables, multiple linear regression
allows for the analysis of how several independent variables collectively influence a dependent variable. In this
study, multiple linear regression was used to examine the effect of various dimensions of team leadership on
the growth of Pentecostal churches in Kenya. While correlation analysis provided an initial understanding of
the relationships between individual variables, multiple linear regression offered a more comprehensive
analysis by accounting for the simultaneous impact of multiple leadership factors on church growth. This
approach enabled the identification of which factors were the most significant predictors of church growth,
thereby offering deeper insights into the complex dynamics of leadership within the churches (Taherdoost,
2022). Using multiple linear regression helped to control for potential confounding variables, providing a
clearer picture of the unique contributions of each leadership dimension (Bryman, 2016).

RESULTS AND DISCUSSIONS

Analysis of the demographic profile showed that in terms of gender distribution, the majority were male,
comprising 67.3% of the respondents. Regarding marital status, most respondents were married (79.1%). Age-
wise, the majority were between 41-50 years (34.3%), indicating that middle-aged clergy, likely blending
experience and vitality, dominated leadership roles. Educationally, most respondents had a diploma (49.7%),
suggesting mid-level qualifications among clergy. In terms of years served in church, the majority had 6-15
years of service (51.7%), indicating significant experience within this range. Finally, in terms of designation,
the majority were pastors (51.7%).
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Table 1 presents the descriptive summary for the team leadership dimensions. These descriptive statistics
highlight the key team leadership dimensions viewed as crucial for the growth of Pentecostal churches. The
dimension "Team Competence™ had the highest mean score of 4.40 (SD = 0.563), indicating strong agreement
among respondents. The dimensions of "Humility" and "Integrity” both had mean scores of 4.38 (SD = 0.545
and 0.540, respectively), reflecting strong agreement. The dimension "Collaborative Climate” had a mean of
4.31 (SD = 0.600), indicating strong support for the collaborative climate's role in team leadership. The
dimension "Shared Values" had the lowest mean score of 3.95 (SD = 0.461), yet still indicated moderate
agreement. The results suggest that team competence, humility, and integrity were the most highly rated.

Table 1 Descriptive Summary for Team Leadership Dimensions

Team leadership Mean |Std. Deviation
Team Competence 4.40 |.563
Humility 4.38 |.545
Integrity 4.38 |.540
Collaborative Climate |4.31 |.600
Shared Values 3.95 |.461

A comparison of the correlation between the five different dimensions of team leadership on church growth is
presented in table 2. The strongest positive correlation was found between collaborative climate and church
growth (r = .410, p < .01), indicating a significant relationship. This was followed by humility (r = .367, p <
.01), team competence (r = .279, p < .01), and integrity (r = .270, p < .01), all demonstrating significant
positive correlations. Lastly, shared values also showed a significant positive correlation with church growth (r
=.216, p < .01). These results suggest that all five dimensions of team leadership are positively associated with
church growth. However, collaborative climate had the strongest positive correlation with growth of
Pentecostal churches, which aligns with the perspectives of Sveiby and Simons (2002) and Cook and
Macaulay (2020) who emphasize the importance of collaboration in achieving shared goals. This suggests that
fostering a collaborative environment significantly contributes to organizational success, supporting the
findings of this study. Humility also showed a significant positive correlation with growth of Pentecostal
churches, consistent with the views of Nielsen and Marrone (2018) and Wu (2022) who argue that humility
enhances team effectiveness by fostering self-awareness and interdependence. This finding reinforces the role
of humility in promoting growth and trust within organizations.

Table 2 Correlation between Team Leadership Dimensions and Growth of Pentecostal Churches

Church Growth
Church Growth Pearson Correlation 1
Sig. (2-tailed)
N 320
Shared Values Pearson Correlation 216"
Sig. (2-tailed) .000
N 320
Team Competence Pearson Correlation 279
Sig. (2-tailed) .000
N 320
Integrity Pearson Correlation 270"
Sig. (2-tailed) .000
N 320
Humility Pearson Correlation 367"
Sig. (2-tailed) .000
N 320
Collaborative Climate Pearson Correlation 410"
Sig. (2-tailed) .000
N 320
**_Correlation is significant at the 0.01 level (2-tailed).
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Growth of Pentecostal churches was regressed on the dimensions of team leadership as displayed in table 3.
The model summary revealed that the predictors explained 19.4% of the variance in growth of Pentecostal
churches (R = 0.441, Rz = 0.194, Adjusted R? = 0.181, Std. Error of the Estimate = 0.52861). The ANOVA
results confirmed the model’s statistical significance, with an F-value of 15.144 and a p-value less than 0.001,
indicating that the collective predictors significantly influenced growth of Pentecostal churches (F(5, 314) =
15.144, p < 0.01). In terms of individual predictors, humility (B = 0.148, p = 0.041) and collaborative climate
(B = 0.293, p < 0.001) were statistically significant, suggesting their positive contribution to growth of
Pentecostal churches. However, shared values (B = 0.007, p = 0.911), team competence (f = -0.028, p =
0.702), and integrity (p = 0.097, p = 0.144) were not significant predictors of church growth in this model. The
model summary revealed that the predictors explained 19.4% of the variance in church growth (R = 0.441, R?
= 0.194, Adjusted R? = 0.181, Std. Error of the Estimate = 0.52861). The ANOVA results confirmed the
model’s statistical significance, with an F-value of 15.144 and a p-value less than 0.001, indicating that the
collective predictors significantly influenced church growth (F(5, 314) = 15.144, p < 0.01). In terms of
individual predictors, humility (f = 0.148, p = 0.041) and collaborative climate (B = 0.293, p < 0.001) were
statistically significant, suggesting their positive contribution to church growth. However, shared values ( =
0.007, p = 0.911), team competence (B = -0.028, p = 0.702), and integrity (B = 0.097, p = 0.144) were not
significant predictors of church growth in this model.

Table 3 Regression of Growth of Pentecostal churches on Team Leadership Dimensions

Model Summary

Model |R R Square Adjusted R Square Std. Error of the Estimate

1 4412 194 181 52861

a. Predictors: (Constant), Collaborative Climate, Integrity, Shared Values, Humility, Team Competence
ANOVA?

Model Sum of Squares Df Mean Square F Sig.
1 Regression 21.158 5 4,232 15.144 .000°
Residual 87.739 314 279
Total 108.897 319

a. Dependent Variable: Growth of Pentecostal churches
b. Predictors: (Constant), Collaborative Climate, Integrity, Shared Values, Humility, Team Competence
Coefficients?

Model Unstandardized Coefficients |Standardized t Sig.
Coefficients
B Std. Error Beta
1 (Constant) 1.808 312 5.796 .000
Shared Values .009 .076 .007 112 911
Team Competence -.029 .075 -.028 -.383 702
Integrity .104 071 .097 1.466 144
Humility .158 077 148 2.051 041
Collaborative Climate |.287 .067 293 4,285 .000

a. Dependent Variable: Church Growth

The regression results reveal that team competence and integrity were not significant predictors of church
growth in contrast to the perspectives of Schneider (2019) and Huberts (2017) who position these dimensions
as central to team leadership success. While these traits correlate positively with church growth, their
individual predictive power appears limited in this study’s context. Similarly, shared values were also not a
significant predictor of church growth, which diverges from the arguments of Vanourek and Vanourek (2014)
and Grimsley (2021) that emphasize the role of shared values in shaping organizational culture and trust. This
suggests that while shared values are important, their direct impact on the growth of Pentecostal churches may
be less pronounced when compared to other factors.

Collaborative climate, having the strongest positive correlation with growth of Pentecostal churches,
underscores the theoretical emphasis on the significance of collaboration in team leadership, as articulated in
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the Hill Model for Team Leadership (Northouse, 2016). This reinforces the model's premise that effective
leadership involves creating a supportive environment where team members work cohesively towards shared
goals. The positive correlation suggests that fostering a collaborative climate enhances team effectiveness and
organizational success, aligning with Sveiby and Simons (2002) and Cook and Macaulay (2020), who
highlight the importance of knowledge sharing and collective effort. This strengthens the argument for
prioritizing collaborative practices within team leadership frameworks to drive growth and performance.

The significant positive correlation between humility and growth of Pentecostal churches validates the
theoretical proposition that humility is a vital component of effective team leadership, as discussed in the Hill
Model (Northouse, 2016). Humility in leadership fosters self-awareness, mutual respect, and interdependence,
which are crucial for team cohesion and success (Nielsen & Marrone, 2018; Wu, 2022). This finding supports
the notion that leaders who acknowledge their limitations and value the contributions of others can cultivate a
more inclusive and effective team environment, thereby enhancing organizational outcomes. It emphasizes the
need for leadership models to incorporate humility as a core attribute that contributes to team and
organizational growth.

The lack of significance for team competence and integrity as individual predictors of growth of Pentecostal
churches challenges the theoretical expectations set by the Hill Model and related literature (Schneider, 2019;
Huberts, 2017). While these dimensions are traditionally seen as foundational to team leadership success, their
limited predictive power in this study suggests a need to reconsider how these traits are integrated into
leadership models. This divergence invites further theoretical exploration into the contextual factors that may
influence the impact of competence and integrity on organizational outcomes. It also highlights the potential
necessity for adaptive leadership models that account for varying organizational dynamics and the interplay of
different leadership dimensions.

CONCLUSIONS AND RECOMMENDATIONS

Collaborative climate is the most crucial factor in promoting growth of Pentecostal churches. This aligns with
theoretical perspectives that emphasize the importance of teamwork and collective effort in achieving
organizational success. By prioritizing a collaborative environment, Pentecostal church leaders can enhance
group cohesion and effectiveness, driving growth and development within the church. Humility also emerges
as a significant contributor to growth of Pentecostal churches, reinforcing its importance in leadership.
Theoretical frameworks suggest that humility fosters trust, self-awareness, and a culture of interdependence,
all of which are essential for effective leadership. Church leaders who demonstrate humility are better
positioned to build strong relationships and inspire growth within their congregations. However, while team
competence, integrity, and shared values are traditionally viewed as essential for leadership success, the
findings suggest their direct impact on church growth may be less significant. This challenges existing theories
and indicates that these attributes, though important for overall team functionality, may not be the primary
drivers of growth of Pentecostal churches.

In light of the outcome of this study, bishops should prioritize the cultivation of a collaborative climate within
their regions. By fostering environments where teamwork and collective decision-making are emphasized,
bishops can enhance growth of Pentecostal churches. This can be achieved through regular team-building
activities, open forums for discussion, and encouraging cross-departmental collaborations. Additionally,
bishops should model humility in their leadership, setting an example for other leaders and demonstrating the
importance of servant leadership. Going down the organizational hierarchy, pastors should also focus on
developing their humility as a core leadership trait. By engaging in continuous self-reflection, seeking
feedback from their congregants, and acknowledging their limitations, pastors can build trust and inspire their
congregations. Pastors should also encourage collaborative efforts within their churches by promoting shared
leadership roles and involving congregants in decision-making processes. This approach not only empowers
the congregation but also enhances the overall effectiveness and growth of Pentecostal churches. Finally,
members of the church should actively participate in fostering a collaborative climate within their churches. By
engaging in church activities, volunteering for various roles, and supporting their leaders, congregants
contribute to a more dynamic and unified church environment.
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The study acknowledges limitations that provide incentives for further knowledge extension. While it
identified a significant connection between team leadership and growth of Pentecostal churches, it did not
examine the mediating factors underlying this relationship. Future research could explore potential mediators,
such as community engagement, to better understand how team leadership influences growth of Pentecostal
churches. Identifying these mediators would offer valuable insights into the mechanisms at play and help
refine leadership strategies for church leaders. Also, the study's focus on Pentecostal churches limits the ability
to generalize the findings to other Christian denominations. Future research should expand this investigation to
include different denominations to determine what the relationships between team leadership dimensions and
church growth hold across various religious contexts.
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