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ABSTRACT
This study is an assessment of utilization of human resources as a capital of investment: A comparison between evangelical Churches in Shinyanga municipal Tanzania and Børkop municipal in Denmark. The general objective was to investigate the utilization of human resources as a capital of investment supported by empirical studies on the subject as a methodology which helped to establish the fact that; the utilization of human resource (HR) is good practice and pays a long run impacts in the church. Along with that the study covered three specific objectives i.e.examination, determination and suggestion of possible solutions on the failure of human resource. On the examination it was found those who agreed with this factor were many at 47.0% while those who disagreed were at 29.6% and 23.5%, were neutral, while in Børkop Municipal in Denmark 96.7% agreed and 3.3% were neutral while no respondents who rejected. Likewise among all respondents interviewed showed the negative response to the variable at 54.3% compared to those who agreed with that at 45.7%. While in Børkop Municipal in Denmark the findings showed at 95.6% agreed with the concept of human resources viewed as productive force. This work has helped the researcher to conclude that, the utilization of human resources as a capital of investment is possible as it takes a leadership role and provides services in support of Church Vision and Mission. Some recommendations are made here that the evangelical church in Shinyanga should involve young people in the ministry, emphasise the role of further education to the church workers, involve groups in church activities and seek to evaluation the role of gender in the church by workable empowerment strategies. 
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[bookmark: _Toc401591551]CHAPTER ONE
[bookmark: _Toc401591552]1.0 ONEINTRODUCTION AND BACKGROUND

1.1 [bookmark: _Toc401591553]Introduction
This chapter mainly deals with the background of the study, statement of the problem. Also in order to have the clear aim to focus the chapter included the main objective and its specific objectives which give out some questions to guide the study. Not only that, the study had put forth the significance on this work as well as the study scope limitation.

1.2 [bookmark: _Toc401591554]Background of the Study
An organization cannot build a good team of working professionals without having good Human Resources. This statement creates a significant perception which has stimulated the importance of studying the utilization of human resource in a Church context. It should be noted here that; just as Human resource are so important in worldly organizations, the concept is relevant in a Church as well. In fact, in the contemporary Church today; the Church needs human resources who are in proper setup of utilization as a capital of investment for the transformation, and glory in Kingdom of God. 

Human Resource Management has changed in terms of name over time; the change was mainly due to social and economic activities throughout history. Historically industrial welfare was the first form of Human Resource Management (HRM).By 1833 the factories act in Germany stated that there should be male factory inspectors. A regulation was passed in 1878to regulate the hours of work for children and women by having 60 hours in a week. During this time trade unions started to be formed whereby in 1868 the first trade union conference was held and this was the beginning of collective bargaining. Meanwhile in 1913 the number of industrial welfare workers had grown, and organization conferences started to be held. Mahoney and Deckop’s, (1986)

By 1916 it became compulsory to have welfare workers in explosive factories and was encouraged in arms factories and a lot of work was done in this field by the army forces. In 1921 the national institute of psychologists established and published results of studies on selection tests, interviewing techniques and training methods as HRM practice. Mahoney and Deckop’s, (1986).

During the Second World War, the focus was on recruitment and selection and later on training to improving morale and motivation; discipline; health and safety; joint consultation and wage policies. This meant that, a personnel department had to be established with trained staff. Therefore during this period, consultations between management and the workforce spread and personnel departments became responsible for the organization and administration.

Health, safety and the need for specialists which became the focus and the need for specialists to deal with industrial relations was recognized such that the personnel manager became a spokesman for the organization when discussions where held with trade unions. In the 1970′s industrial relations were very important. During this time employment legislation increased and the personnel function took the role of the specialist advisor ensuring that managers do not violate the law. Ferriset al (1999)
Since the early 1980’s the field of HRM became the independent evolution of two independent subfields (strategic and functional), which believed to be dysfunctional to the field as a whole. Yearly reviews of Human Resource Management (HRM) have consistently attempted to balance the reviewing of micro traditional, functional aspects of the field and more macro, or strategic aspects of HRM.

Mahoney and Deckop’s (1986) review began this dichotomization, identified a number of trends within the field such as a move from personnel administration to human resource management and a move from human resource planning to strategy. Three years later, Fisher (1989) further distinguished between the macro and micro wings of HRM while Ferriset al (1999) explored strategic, international, and political perspectives of HRM. 

Since HRM practices and Organization performance are the two things that work together for the development of any Organization, currently  there is a growing body of evidence supporting an association between what are termed high performance or high commitment human resource management (HRM) practices and various measures for organizational performance, whereby organization need to improve the HRM Practices, and especially the rationale for the specific lists of HR practices so as to impact on organization performance by considering the nature of organizational performance; and the link between HRM Practices and performance. 

Steers, (1975) argues that every organization requires people in order to function, 
Human resource management (HRM) is currently being the central theme in any organization, striving to grow and ensure success. The nature of the business enterprise, that is production being dependent entirely on human capital, the area of HRM Practices is the most important factor in an Organization and organization performance HRM comprises all essential elements of managing the people effectively ensuring that they perform to their best and develop their personality through their jobs, this can be achieved through implementing the best practice standards for human resources management.

However, this practice must be based on viable and a comprehensive human resources policy, which contains all elements of the best practices of HRM as well as evaluating the strategies of employee’s performance. Since Evangelical Churches is an area of study, HRM has been one of the departments which focus on being a knowledge spreading industry. On that account, the analysis on the extent of the correlation between the human resources practices and the organizational .i.e. evangelical churches in Shinyanga Municipal and Børkop Municipal in Denmark on the output; is something crucial with this study. Therefore given this trends and importance HRM Practices as the capita of Investment, the purpose of this paper will be to provide an analysis of HRM Practices and its impact towards organization performance as one of various areas of HRM. Ferriset al (1999)

1.3 [bookmark: _Toc401591555]The Biblical Perspective on the Utilization of Human Resource
[bookmark: _Toc401591556]The Old Testament View Point
The problem of inadequate Human Resource Utilization in the evangelical churches 
in Shinyanga municipal is unlike the days when God created the universe. It is true that we come to faith as individuals, but from the very beginning the Bible’s message is clear: It is not good for man to be alone, (Genesis 2:18). We speak often of the God-shaped void that is built into people. It is yearning for something “other” that drives us to God. But when we come to God and allow him to fill that void, he places within us a “community-shaped void.” We come to faith alone; but we grow in Christ-likeness among others. Sin separated us from God, but it didn’t stop there. 

Our separation from God ultimately led to our being separated from each other. Sin has brought conflict and division into every realm of society, from the first relationship between Adam and Eve, through the first family to the divergence of communities and the hostility of nations. History is the story of our alienation from God and our resulting alienation from each other. Only through the work of the Holy Spirit we were brought back into connection with God and commune with one another.

Now that we are united with God and with other people in His body, we can grow up into the people we were designed to be. But it is in the context of community that this transformation occurs. In His sovereign wisdom, God has seen fit to grace his body with all the spiritual gifts necessary for our total transformation; however, no any person has all these resources. Each person plays a vital role in bringing some unique contribution to the table of human resources. Full participation of human resource utilization is necessary for the body of believers to attain the whole measure of the fullness of Christ.
Based in this reality therefore, in order to get rid of the challenge of inadequate human resource utilization, the church has to long for human utilization as one of the primary concern offered by God at creation. This is to say, there should be, perhaps, no greater longing in the heart of a man or a woman in the church, than the longing for significance of human resource utilization. In the movie Gladiator, as the Roman army prepares to engage the last of the invading barbaric hordes, the Roman general maximum cries out, “What we do now echoes in eternity!” We all want to make a difference, to leave a mark, to invest in something that live on long after we’ve shuffled off this World. God knows this, and his desire is for us to have that longing fulfilled. He established his church for this very purpose that there will be people to serve it as part of human resource utilization.

[bookmark: _Toc401591557]The New Testament Viewpoint
In the New Testament (NT), Jesus certainly understood the importance of managing and developing people. According to the apostle Paul, the risen Christ himself called those who would serve as the foundation stones of his church: It was he who gave some to be apostles, some to be prophets, some to be evangelists, and some to be pastors and teachers, to prepare God’s people for works of service, so that the body of Christ may be built up until we all reach unity in the faith and in the knowledge of the Son of God and become mature, attaining to the whole measure of the fullness of Christ (Ephesians 4:11-13).

These are good points of views that the research problem is all about. The overall concept which need to be very much emphasized and addressed in the church, is not only in the evangelical churches in Shinyanga where the problem is alarming, but also to the universal church at large; we can utilize human resource for God’s glory given the abilities, and skills God has given each person. We must a well be aware that as Jesus told his followers, “Apart from me you can do nothing” (John 15:5b). The severity of the words is like a slap in the face. Without Jesus we can do nothing. Well, we could build church structures; buy good and sounding musical instruments. But from Jesus’ perspective, those things are not priorities. Only the things done with and for him are worthwhile and have any chance of lasting. The marvellous part of God’s administration is that he has gifted each of us and equipped us to engage in something that really will echo throughout eternity. By taking the Word of God, which will last forever, and investing it in human beings, who will last forever, we can leave an indelible mark on the halls of history. What a higher calling can there be than to become like Jesus and equip others to do the same? This is our glorious privilege: to assist others in developing and utilizing their Christ-like potentials. Howard, (1969).

In the text, God is seen utilizing Jeremiah when it say; then the Lord reached out his hand and touched my mouth and said to me, “Now, I have put my words in your mouth. See, today I appoint you over nations and kingdoms to uproot and tear down, to destroy and overthrow, to build and to plant.” (Jeremiah 1:4-10).

In this text we see Biblically that, the Lord not only called Jeremiah for this ministry, but he also utilized, equipped and empowered him to accomplish it. This is a consistent theme with God: He never calls a person to something unless he equips, utilizes, and empowers that person to accomplish it. In the same way, God equips each of his adopted children with a singular mix of temperament, education, background, aptitudes and abilities; and he couples this mix with a distinctive sphere of influence. In this way, each of us is entrusted with the dignity and responsibility of a unique ministry to others. The problem is lack excising what we have been entrusted, and this is a big problem in churches today and evangelical churches in Shinyanga included.  

In taking consideration in this gape, the impacts of this study based on comparison of the strategies used by the evangelical churches in Børkop municipal in Denmark will seek to improve the situation in the evangelical churches in Shinyanga municipal and create a strategically image of human resource utilization for the evangelical Churches is Shinyanga through the differences, similarities and the established lessons through the lessons learn in this study. This is because just as God knew Jeremiah, so God knew us and set us apart before we were formed in the womb. “He chose us in him before the creation of the world to be holy and blameless in his sight. 

In love he predestined us to be adopted as his sons through Jesus Christ, in accordance with his pleasure and will” (Ephesians 1:4-5). Long before we drew our first breath, God was active in our lives, even knitting our bodies together (Psalm 139:13-16). In eternity past, God looked down the corridor of time and saw each of us. He created us all with specific personalities, abilities and gifts. Then he placed each one of us in a specific place and a specific time for a specific reason. No matter how poor the churches, something can be done through human resource utilization to bring some developments in the churches though the available people and the available resources because God has created us intentionally.
 
1.4 [bookmark: _Toc401591558]Statement of the Research Problem
The nature of success in any organization is mired in the available Human Resource within the organization. Accordingly, as the Human Resource become un-effective in implementation of activity toward achieving a certain goal, the organization decrease its performance, Taking the Church as an organization which aim to achieve a vital goal, the utilization of it Human Resource toward reaching its mission and goal is inevitable.  

Historically, the Bible is replete of situation which deals with how God has utilized people for a certain goal. The basic need of any enterprise is human resources. Similarly, the first essential for any program or ministry is human resources. Put it, "God's method is a man." God's message was a man, Jesus Christ, God in flesh and blood. The incarnation is the unique genius of the Christian revelation. But the principle of incarnation was not abandoned when the earthly ministry of our Lord was concluded. It is the eternal task of the church to reproduce the incarnation, to clothe the spirit of the living God in human flesh. The Holy Spirit must live in the human clay of the Christian's experience and life. God works through human resources. Morgan, (2001).

Despite the growing need of human resources having a better utilization as the capital investment, and as the Bible teaching on the issue; there have been continued discussions among various organizations comprising human resources whereas evangelical church in Shinyanga Municipal and of Børkop municipal in Denmark are not spared with the problem.  This has resulted into some organizations underperforming and failure to reach their targets (Marmstrong, 2001). The rate of employee turnover, productivity and organizational performance has been observed to be unstable and very low compared to other church organizations (Pfeffer, 1998).  Thus there are failures and underperformance in all sectors which are directly associated to either poor human resources management or miss utilisation of Human Resource as the capital investment. Basing on the above expressions therefore this study will investigate the Utilization of Human Resources as a Capital of Investment by looking on, Evangelical Churches in Shinyanga Municipal and Børkop Municipal in Denmark.

1.5 [bookmark: _Toc401591559]General Research Objective
The general objective of the study was to determine the Utilization of Human Resources as a Capital of Investment by having comparison between: Evangelical Churches in Shinyanga Municipal and Børkop Municipal in Denmark. 

[bookmark: _Toc401591560]Specific Objectives
The study involves the following specific objectives
i. To examine the concept of human resource as capital of Investment in evangelical Church in Shinyanga municipal and Børkop municipal in Denmark.
ii. To determine the utilization of human resource in evangelical Church in Shinyanga and the evangelical Churches in Børkop municipal in Denmark.
iii. To suggest to the possible solutions on how to overcome the problem observed in the study in relation to evangelical churches in Shinyanga Municipal and Børkop municipal in Denmark.

1.6 [bookmark: _Toc401591561]Research Questions
i. How do human resources utilized as a capital of investment in evangelical Churches?
ii. What is the utilization of Human resource as capital of investment means in your Church?
iii. What are the possible solutions that might be taken to overcome the problem observed in the study in relation to evangelical churches in Shinyanga Municipal and Børkop municipal in Denmark?

1.7 [bookmark: _Toc262899080][bookmark: _Toc262902337][bookmark: _Toc401591562]Significance of the Study
[bookmark: _Toc86739221]The study is helpful in the evangelic church policy making and other stakeholder as it contribute on regulatory of human resource utilization in the church.  This study is also serving as a stepping stone for future researchers on similar subjects by suggesting areas which need further studies. The research study had also helped the researcher to fulfill partial requirements for the award of a Masters of Human Resource Management degree offered by the Open University of Tanzania.

The critical comparison of the use of human resource as a capital of investment in these two evangelical Church namely Shinyanga Municipal and Børkop municipal in 
Denmark has a significant impacts particular to the evangelical Church in Shinyanga and elsewhere in Africa. The result of comparison are helpful to the evangelical Church in Shinyanga in learning new approaches, theories, and policies of human resource utilization which  have not been test and implement in Shinyanga. This study has recognized that its impacts are major lesson and a learning experience for the evangelical Churches in Shinyanga to evaluate their policies, and strategies toward human resource utilization. A recognition had as well made here that learning is a characteristics of change from inferior to better it is therefore that this research remain significant to assist form of experience which had not been implemented in the evangelical churches in Shinyanga; the ultimate goal is for the church to learn from experience which have succeeded in terms of investment of Human     Resource.

As highlighted in this paper the result of this study contributes solutions to the evangelical Churches in Shinyanga where there is inadequate utilization of human resource. The contribution is be based on the context that Church leaders begins to take initiative of improvement the problem by developing strategic working policies that are based on Human Recourse utilization. The result in this research creates some awareness, technical knowledge, and ability to use the data and to apply in the Church as gathered in the evangelical Churches in Børkop municipal in Denmark. A larger part of the results in this paper are beneficial to decision makers and higher authority in individual evangelical Church in Shinyanga Municipal.

On the other hand this paper is an influential tool to educational policies in institution where the human resource for evangelical Church in Shinyanga are frame e.g. Bible School, theological University, to use this knowledge in a way that will bring change for the demand of the evangelical Church in Shinyanga. In addition, to that this paper emphasized on the experienced knowledge learn in the research as a helpful result that have come from experience, stories, facts, data, and variation reports of how people in Børkop municipal in Denmark utilizes Human Resource. The final outcome of this paper is introduced to improve the situation in evangelical Church in Shinyanga in the base of individual learning of the Church context to be a traditional domain of Human Resource in Shinyanga, this include activities such as; training, increasing skills, team work, work experience and formal education which increases Human Resource utilization. 

It should be emphasized here that the key results of this study benefit the implementation in an interaction approach that take place among individual in a normal work promoting, facilitating and rewarding collective learning to the evangelical Church in Børkop municipal in Denmark as well as in the evangelical Church in Shinyanga and elsewhere as an available resource for immediate use in the regard these follow factors are key.

First, the research’s improvement is key as far as the utilization of human resource in Shinyanga Municipal as a capital of Investment in the Church.

Secondly, the research’s improvement on policies and strategies of Human Resource in evangelical Church in Shinyanga Municipal is vital.

And thirdly, the research remain  as  an  academic  fulfilment  of the Master Human 
Resources Management at the open University of Tanzania, a public university in Tanzania-East African. 
[bookmark: _Toc262899081][bookmark: _Toc262902338]
1.8 [bookmark: _Toc401591563]Limitations of the Study
This study was carried out for a short period of time because the calendars of the Open University of Tanzania. Lack of adequate fund to carry out this study was also another limitation since the researcher involved himself in other economic activity at the same time of conducting this study. 

Likewise, the study expected to meet with 535 respondents, but due to unforeseen circumstances only 81 respondents were met from Shinyanga Municipal evangelical churches and 23 respondents from evangelical churches in Børkop municipal in Denmark


[bookmark: _Toc401591564]
CHAPTER TWO
[bookmark: _Toc401591565]2.0 LITERATURE REVIEW

[bookmark: _Toc401591566]2.1 Introduction
Review of related literature gives details about theoretical background that have been reviewed by different authors with respect to the evaluation of Human Resource management and how is Utilized in the Evangelical Churches. The purpose of the review is to identify previous researches, papers, reports and articles providing information on the research subject that serves as the justification foundation of the accomplishment of the research.

[bookmark: _Toc370029885][bookmark: _Toc401591567]2.2	Theoretical Literature
Several theories on HRM have been applied in order to ensure its power in human resource as the capital investment. Through these theories you can understand different perception of distinguished scholars whereby the researcher gave out its strength and weakness and its application to the contemporary situation. 

[bookmark: _Toc401591568]2.2.1 The Mowday, Porter and Steers Model
Mowday, et al. (1979, 1982), Porter, et al. (1974), According to this model, which has dominated the operationalization of the concept and has stood for over three decades, organizational commitment has three components: A strong belief in and acceptance of organizational goals and values. A willingness to exert considerable effort on behalf of the organization and a strong desire to maintain membership in the organization. As far as this model is concerned, it shows that the HRM practices are needed for employee to be natured in the stated behavioural at the organization.
[bookmark: _Toc401591569]2.2.2 The Allen and Meyer Model
This model strongly emerged as an alternative viewpoint to the Mowday, et al. model. It was proposed both as an alternative definition and measurement. It emerged from several works, notably Allen and Meyer (1990); Meyer and Allen (1991); Meyer, et al. (1993); Meyer (1997). According to this viewpoint organizational commitment is the feeling of obligation to stay with the organization: feelings resulting from the internalization of normative pressures exerted on an individual prior to entry or following entry.

Shepherd and Mathews (2000)acknowledged that committed employees could be distinguished from non-committed ones by their ‘attitude’, other factors include: general behaviour, demonstration of job satisfaction, and attendance record, all of which are mentioned by more than 50%, therefore commitment of organizational members certainly has a strong role to play in reinforcing organizational effectiveness. 

[bookmark: _Toc401591570]2.2.3 The Model of Culture Fit
The Model of Culture Fit postulates that the socio-cultural environment affects the internal work culture, which in turn influences human resource management practices. This model was tested by two independent cross-cultural studies comparing Indian and Canadian managers and employees. Mediated multiple regression analyses supported the Model of Culture Fit. Results suggested that, the paternalism, self-reliance, and employee participation constructs merit further exploration. Therefore this modal indicates the relationship between HRM Practices 
and culture in an organization in relation to as the capital investment.

It is therefore needless to say that, sophisticated technologies and innovative manufacturing practices alone can do very little to enhance operational performance unless the requisite human resource management (HRM) practices are in place to form a consistent socio-technical system. For this reason, no profit organization like evangelical churches needs to carefully evaluate their existing HRM practices and modify them, if needed, so that employees can effectively contribute to operational performance improvement.

However HRM practices have the potential to improve and sustain organizational performance, and therefore this study analysed these practices include emphasis on employee selection based on fit with the company’s culture, emphasis on behaviour, attitude, and necessary technical skills required by the job, compensation contingent on performance, and employee empowerment to see whether real has an impact towards organization performance.

[bookmark: _Toc401591571]2.3 Empirical Literature Review
This part indicates an empirical research of this study, whereby the impact of human resource management practices are evidenced, human resource management human resources as the capital investment has spawned a number of empirical research studies that investigated the impact of HR practices as the capital investment. This study attempted the analysis of HR practices and its impact on organization performance.
In his work Tuttle (1986) argue that perceptions of job security, the presence of a union, compensation level, job satisfaction, organizational tenure, demographic variables such as age, gender, education, and number of dependents, organizational commitment, whether a job meets an individual’s expectations, and the expressed intention to search for another job were all predictive of employees’ leaving.

Furthermore, Sheridan (1992) found that perceptions of organizational culture influenced turnover. Research on the impact of human resource as the capital investment practices on organizational productivity is more extensive. Cutcher-Gershenfeld (1991) found that firms adopting “transformational” labour relations—those emphasizing cooperation and dispute resolution had lower costs, less scrap, higher productivity, and a greater return to direct labour hours than did firms using “traditional” adversarial labour relations practices. Also Katz, Kochan, and Weber (1985) demonstrated that highly effective industrial relations systems, defined as those with fewer grievances and disciplinary actions and lower absenteeism, increased product quality and direct labour efficiency, and innovative work practices improved productivity.

Additionally, Bartel (1994) established a link between the adoption of training programs and productivity growth, and Holzer (1987) showed that extensive recruiting efforts increased productivity. Guzzo, et all (1985) meta-analysis demonstrated that training, goal setting, and socio-technical systems design, had significant and positive effects on productivity. Links between incentive compensation systems and productivity have consistently been found as well
On the other hand, Cascio (1991) and Flamholtz (1985) argued that the financial returns associated with investments in progressive human resource as the capital investment practices are generally substantial. Similarly, it was found a significant and positive link between the extensiveness of recruiting, selection test validation, and the use of formal selection procedures and firm profits

Lastly, Osterman (1994) found that firms valuing employee commitment, for instance, are less likely to use temporary employees and more likely to invest in innovative work practices such as skills training and incentive compensation. A tangible focus on employee commitment can be expected to help produce a stable core of employees, thus increasing the probability that a firm reap the benefits associated with investments in training. And a preference for committed employees and the use of incentive compensation may also help attract high-performing employees, because, all-else being equal, employees in such firms receive higher wages to match their greater productivity. 

The concept of Human Resource utilization in the contemporary Church is so vital. Based on this fact, this paper recognize the work done by the united Church of Canada”  Egise (2014) which in their Human Resource policy manual the Church has put forward the concept of human resource utilization on the sense of consideration for the United Church and the people who work in it. The policy attempts to balance the need of organization with the need of individual. The manual reflects further that policies of Human Resource utilization apply to all staff, both order of Ministry and lay. The Church conduct a performance review to provide the workers with annual performance review to allow the supervisor and employee to discuss accomplishment from the prior year, and set goals for the upcoming year, this is the intended opportunity of on-going feedback.  

Based on this contemnor church today  scholar has come to recognize the function of human resource in the church by engaging it staff, Priest, Pastors and all those employed accordingly in reaching the church goal. However these principal has proved achievement in Western churches than in developed world. Some scholar has augured that one of the reason hinders some Churches in Africa not to utilize its human resource is the confusion of understanding in regulating the truth for what God said as far as human resource is concerned, instead many have extremely confused by the on-going extensive discussion on church organization as not – for – profit organization.

In Accer’s article (2001) entitled, “The Catholic Church employment relationship and the not for profit” state: The Notion of the not for profit sector appears to be increased irrelevant is not useful in identifying the mission of church organization. It should be noted here that the function of Human Resource is to help the Church reach its mission of which is the profit gained by the Church, therefore utilization of the capital as Human Resource has not relationship with profit making      motivation. 

On the other hand Raymond stone explains that the focus of Human Resource in a content remain with a similar correlation as the art of “managing” people within an employee – employer relationship. Specifically, it involves the productive use of people in achieving the organization strategies objective and scarification of individual employee needs (Stone, 2005).

Base in this reality the evangelical Churches in Western country have proved  to be considered putting into practice the concept of human resource utilization as a capital of investment than those in the evangelical Churches in undeveloped country particular Shinyanga Municipal. By comparing the two solutions; this paper reflected the reality that managing and utilization of human resource is a key concept in the contemporary churches management in the development of the church as an important aspect. It should therefore be considered here that if others have seceded, then there is a great possibility of development in Churches if Human Resource be used effective in achieving its goal.

[bookmark: _Toc401591572]3.4 A Research Gap on Empirical Literature
As different empirical studies analysed above in relation to this study, they are ideal and a gap noted after considering when the study was conducted, why that study, how and what was the purpose. A good number of studies were consulted to get the base.  Findings obtained from different studies form significant contribution to this study. 

Thus combining the study findings obtained in those different countries with different geographical locations, different levels of developments and at different times and reasons, it is therefore evident that there is a need for conducting further studies in assessing the utilization of Human Resources as a Capital of Investment in Evangelical churches.






[bookmark: _Toc401591573]
CHAPTER THREE
[bookmark: _Toc401591574]3.0 RESEARCH METHODOLOGY

[bookmark: _Toc401591575]3.1 Introduction
This chapter contains detail information on methodological approach to this study. It presents research design, study area, population, sampling procedures, sample size and instrument, the method of data collection and lastly data analysis and interpretation.

[bookmark: _Toc401591576]3.2 Research Design
This study was survey study research design whereby the researchers did not focus on the discovery of a universal, general truth, nor did they typically look for cause-effect relationships; instead, the emphasis was placed on a particular place or organization to represents others. This type of research design was selected because; it helps to secure a wealth of information about the unit of study which could provide clues and ideas for further research (Krishnaswami, 2003). This design also selected because it employs a variety of techniques in data collection, such as historical method, descriptive method where a factual picture is needed for the betterment of the study.

[bookmark: _Toc86739243][bookmark: _Toc401591577]3.3 Area of the Study
The study was carried out in Tanzania, particularly in Shinyanga evangelical Churches and in Denmark particularly in Børkop Evangelical Churches. This area was found appropriate for such study due to number of reasons. Part of the reasons for selecting this area was the motivation for the researcher through number of request from church workers in evangelical Churches in Shinyanga to address inadequate of human resource utilization. 

Through experience the researcher has been proved repeatedly that researchers perform best when they are interested, engaged and even passionate about what they are studying. Since this was the area of the research professional it was a contributing factor to study and help the evangelical church in Shinyanga where the situation is alarming. 

On the other hand readiness of the respondents in giving out data gave this research to identify this as a studying area to acquire wide range data varieties. Furthermore, this study considered Børkop Evangelical Churches given the fact that most of the missionaries from these evangelical churches influenced the researcher to this profession, therefore including Børkop Evangelical Churches as comparison area was significant.    

[bookmark: _Toc401591578]3.4 Study Population
Population is a group of individuals who have one or common characteristics that are of interest to the researcher’, (Krishnaswami, 2003) .The population of the study involved different people who were members of the Evangelical churches in Shinyanga and Børkop. 

The study inquired a comparison based on different and similar between: the evangelical churches in Shinyanga and Børkop in Denmark
[bookmark: _Toc397503633][bookmark: _Toc401591579]Table 3.1 Sample Size (Population which Involved)
	
S/N
	
Position/ Category
	Age
	Sex
	Duration in service
	#of People
	
Total

	
	
	
	
	
	F
	M
	

	1.
	Bishops
	50 – 60
	M
	5 – 20
	20
	-
	20

	2.
	Reverends
	35 – 60
	M & F
	1 – 40
	50
	60
	110

	3.
	Pastors
	35 – 50
	M & F
	1 – 25
	10
	25
	35

	4.
	Evangelists
	25 – 35
	M & F
	1 – 10
	25
	20
	45

	5.
	Church Elders
	35 – 60
	M & F
	1 – 10
	25
	35
	60

	6.
	Church Deacons
	35 – 60
	M & F
	1 – 10
	30
	25
	55

	7.
	Teachers
	35 – 55
	M & F
	1 – 15
	10
	15
	25

	8.
	Missionaries
	25 – 45
	M & F
	1- 10
	5
	15
	25

	9.
	Professions Others
	25 – 55
	M & F
	1 – 25
	25
	40
	65

	10.
	Directors
	30 – 50
	M & F
	1 – 20
	10
	15
	25

	11.
	Director of H/Resources
	35 – 50
	M & F
	2 – 10
	10
	15
	25

	12.
	Financial Advisors
	35 – 45
	M & F
	5 – 10
	5
	10
	15

	13.
	Administrators
	30 – 45
	M & F
	1 – 10
	5
	5
	10

	14.
	Students in related Institution
	20 – 45
	M & F
	1 – 5
	5
	5
	10

	15.
	Believers
	18 - 55
	M & F
	1 – 45
	10
	10
	20

	
	Total # of people.
	
	
	535


Source: Field Data, 2014

[bookmark: _Toc401591580]3.5 The Sample Size and Sampling Procedure
In assessing to realize contrast results; the study had been able to utilize at least30 different evangelical Churches with at least 456 Pastors, evangelical, employee, Church Elders, Teachers, Professionals, directors, missionaries who helped the study to justify the use of Human Resource in the Church context toward Investment of the Church. In the evangelical churches in Shinyanga Municipal the respondents were selected through random sampling while from Denmark the respondents were selected purposively. The principle of 33% sample size of the total population of the study area guided the study. (Krishnaswami: 2003).

[bookmark: _Toc401591581]3.6 Methods of Data Collection
Both Primary and secondary data were used in this study. These approaches helped the researcher to obtain the reliable information. Primary sources were the original sources from which the researcher directly collected data. Therefore the primary data were collected by use of questionnaire method and interview checklists the tools of data collection. The structure of the questions used in interview data collection depended on the research objectives of the study and helped this study to undergo the following actual activities as follows:-

First, this study carried out an examination of the concept of human resource as capital of investment in evangelical Church in Shinyanga municipal and Børkop municipal in Denmark. This activity involved description and exploration of the information from both side of the evangelical churches. By description, the information gathered during interview data collection was often more personal and subjective from Pastors, evangelist, and professional staff from the evangelical church in Tanzania and Denmark. It is evident that the interview was well designed, with open-ended questions, which helped researcher to be able to examine more detailed responses from the respondents. This activity focused more on their attitudes and beliefs, views, and logics. On the other hand this study carried out exploration through interview data collection. This activity was an effective tool to gather actual data and information how the selected respondent see the concept of human resource as viewed in their churches. The responses given by the respondents to researcher illuminated potential new areas of investigation, which was taken into account when compiling and analyzing data for this research.

Secondly, another actual activity carried out about this study was a determination of the utilization of human resource in evangelical Church in Shinyanga and the evangelical Churches in Børkop municipal in Denmark. Whilst there are various types of data collections, this researcher concentrated primarily on structured interview, with a fixed set of questions that the researcher had determination in advance in response to objective. In some occasions e.g. church service setting the researcher conducted focused groups interviews as part of interview data collection. These consisted of a target groups (choirs, women meetings, youth camp etc.) were selected for interview, and this was fruitful approach to get views from each member hence it inspired everybody. Indeed this activity was crucial part of the study hence it comprised an intermediate mean which helped this researcher to determine more precisely the overall direction of the research as a whole.

Thirdly, the last activity conducted in this study was to suggest possible solutions on how to overcome the problem observed in the study in relation to evangelical churches in Shinyanga Municipal and Børkop municipal in Denmark. This activity involved in-depth interviewing, also known as unstructured interviewing. The researcher used this type of interview to elicit information in order to achieve a holistic understanding of what is suggested to be done in both of the evangelical churches. This activity involved asking informants open-ended questions, and probing wherever necessary to obtain data deemed useful by the researcher. As in-depth interviewing often involves qualitative data, it is also called ‘‘qualitative interviewing’’ (Patton, 1987:113).

The use of questionnaires was desirable because through it, large portions of information were collected within a limited time and helped the researcher to find the inner details. This made the work to be very systematic also it helped to guide the respondent to go according to what the research needed.  Likewise, on the interview method, the study used the interview guide to carry out through the structured questions. This approach made the work to be systematic and the result guided the interviewee accordingly to the desirable the arrangement of the study. On top of that, the secondary data which obtained from the official records like files, computers database etc. were beneficial to the researcher to attain more detailed information that this study required.

[bookmark: _Toc223239899][bookmark: _Toc401591582]3.7 Data Analysis
The process of the data analysis in this paper was the ultimate driver to arrive to the conclusion on the use of human resource capital of Investment in evangelical Churches. The analysis was based on comparison between the two sides of the same evangelical Churches. The data gathered from the field study were edited, coded and summarized prior to analysis using the statistical package for Social Sciences (SPSS) computer software. In this statistical package, descriptive statistical namely frequencies, tables, percentages and means were used. 



[bookmark: _Toc401591583]
CHAPTER FOUR
[bookmark: _Toc401591584]4.0 PRESENTATION OF RESEARCH FINDINGS

[bookmark: _Toc401591585]4.1 Introduction
This chapter mainly deals with the analysis of data basing on the data discussed and interpretation by means of methodology applied. The discussions and interpretations are grounded on the problem as has been identified in chapter one.  

[bookmark: _Toc401591586]4.2 General Information of the Respondents
[bookmark: _Toc401591587]4.2.1 Category distribution of Sex of Respondents
The research findings shows that the dominant factor were the male at 74.1% compared to the women who were at 25.9%. This means that most of the respondents who were interviewed were male.

[bookmark: _Toc397503642][bookmark: _Toc401591588]Table 4.1 Distribution of Respondents by Sex of Respondents
	
	Frequency
	Valid Percent

	M
	60
	74.1

	F
	21
	25.9

	Total
	81
	100.0


Source: field data, 2014

[bookmark: _Toc401591589]4.2.2 Category Distribution of Age of the Respondents
The study findings showed that sex of respondents was dominated by those of between 35 years and 45 years at 35.8%, followed by those of 25 and 35 and those of 45 and 55 at 23.5% years respectively whole those of above 55 years were at 13.6% and the last group were those of below 25 years at 3.7% only. This implies the young adults or middle aged were many compared to other groups in the ministry. 

[bookmark: _Toc397503644][bookmark: _Toc401591590]Table 4.2 Distribution of Respondents by Age 
	
	Frequency
	Valid Percent

	below 25 years
	3
	3.7

	between 25 and 35 years
	19
	23.5

	between 35 and 45 years
	29
	35.8

	between 45 and 55 years
	19
	23.5

	above 55 years
	11
	13.6

	Total
	81
	100.0


[bookmark: _Toc397503645][bookmark: _Toc401591591]Source Field data, 2014

[bookmark: _Toc401591592]4.2.3 Distribution of the Level of Education of Respondents
[bookmark: _Toc397503647]The findings showed that to the great extent the leading factors were those of certificate and diploma holders at 44.4% followed by the secondary school leavers at 32.1%, followed by the advanced and bachelor holders at 12.3% while the primary school leavers were at 9.9% and the master holders were at 1.2%. This implies that to the great extent this field is dominated by the people who have no god eduction as the data has shown above.

This was contrary to the respondents who were interviewed in Børkop Municipal in Denmark. Whereas the findings showed at the great extent among all respondents who were the master holders and PhD at about 62.0% while those of undergraduate were at 38.0%. This implies that in Denmark the issue of employing the educated workers in churches is considered a lot while in Shinyanga Municipal council has no consideration.
[bookmark: _Toc401591593]Table 4.3: Distribution of Respondents by the Level of Education 
	
	Frequency
	Valid Percent

	primary school
	8
	9.9

	secondary school
	26
	32.1

	certificate/diploma
	36
	44.4

	Advance/bachelor
	10
	12.3

	masters degree
	1
	1.2

	Total
	81
	100.0


Source Field Data, 2014

[bookmark: _Toc401591594]4.2.4 Distribution of Respondents by the Position each Holds in the Church
[bookmark: _Toc397503649]Figure 4.1 shows the distribution of respondents by the position that each holds in the church. The data findings shows that at the great extent those who hold the lower cadre were many compared to other categories at 25.93%, followed by those of 22.22% while the normal believers were 20.99%, the management level were at 16.05% and supporting staff were at 14.81%. The leading group were those of the lower cadre level. This implies that many of the church workers in this municipal of Shinyanga were on the category of meeting with other believers in their respective churches compared to the management who were more concerned with managerial functions only.

On the other side in Børkop Municipal in Denmark, churches in this Municipal were normally those who respondents were those of managerial level and the supporting staff at 32.4% respectively. This shows the difference between the churches in Shinyanga Municipal and those of Børkop Municipal in Denmark.
[image: ]
[bookmark: _Toc401591595][bookmark: _Toc397503650]Figure 4.1 Distributions of Respondents by the Position each Holds in the Church Respondent Position in the Church
Source Field data, 2014

[bookmark: _Toc401591596]4.3 	Factors Leading to the Utilization of Human Resource 
[bookmark: _Toc401591597]4.3.1 	Distribution of Respondents by How Human Resources is Utilized as a Capital Investment
Table 4.4 shows the distribution of respondents by how human resources utilized as a capital investment in the evangelical churches in Shinyanga Municipal. The data showed that those who agreed with this factor were many at 47.0% while those who disagreed were at 29.6% and those who were at the neutral point were at 23.5%. This implies that most of the respondents who were interviewed in Shinyanga Municipal Council agreed with the factor. 
[bookmark: _Toc397503653][bookmark: _Toc401591598]Table 4.4 Distribution of Respondents by how Human Resources is Utilized as a Capital Investment
	
	Frequency
	Valid Percent

	Strongly agree
	16
	19.8

	Agree
	22
	27.2

	Neutral
	19
	23.5

	Disagree
	10
	12.3

	strongly disagree
	14
	17.3

	Total
	81
	100.0


Source: Field Data, 2014

The findings in evangelical churches in Børkop Municipal in Denmark agreed on how Human Resources is utilized as a capital investment at 96.7% compared to those who were at the neutral at 3.3% while no respondents who rejected. This implies how the issue of human resource is utilized well as the capital investment in Denmark compared to Shinyanga Municipal council churches. In the finding, it was also realized that the Evangelical Church in Børkop Municipal in Denmark, view human resource utilization in the view of Jesus' parable of servants who were entrusted with talents (Matt 25:14-30), and therefore the following thoughts on human resource utilization were emerging in each seating.

First, the respondents have knowledge that God expects a return of the capital with growth, i.e. Development by using every person skills, professions in the church. It was highlighted that the Church in Børkop Municipal in Denmark uses medical doctors to give public health in the church which help to be aware with several issues concerning their personal hygiene and all related health issues whereas believer with skills in engineering, teaching, and business gives their time as volunteers to plan and 
implement various projects including going out as missionary volunteers. Taking into comparison with the evangelical church in Shinyanga this concept did not surface clearly how groups and individual with skills, professions, and commitment are utilized in higher percent as variable resources as a capital of investment. This is the areas the evangelical churches in Shinyanga need to work on to bring transformation by using the viable people with the church.

Secondly, the evangelical church in Børkop Municipal in Denmark view the utilization of human resource in a sense that each believer has his/her own work to contribute in the church. It was commented that when it comes to giving, undertaking and implementation mission and vision endeavours the church in Børkop Municipal in Denmark treats it has as each person’s own work. Unlike with most of the churches in Shinyanga which treats the mission and vision as an endeavours of the few individual i.e. Evangelist, Pastors, Bishops and other high authorities. This should not be the case since each mission and vision requires collective efforts to be realized in the church for a given period of time. 

Thirdly, the respondents in the evangelical churches in Børkop Municipal in Denmark view capital (talent, gift, and responsibility) are loaned to the believers and professions for development in the church - it is not their property. This concept motivates believers to use their skills, talents, responsibilities, and commitments for the glory of God. It is the high time for the evangelical churches to initiate this knowledge in the evangelical churches where there is a gape on believers mind set on the loaned capital. 
It should be noted here that in both side there is a recognition that human resource in the church are stewards who have received a tremendous honour (been appointed by God). Yet this authority must be carried and displayed with a large measure of humility, as the steward is but a servant. Stewardship "balances authority with servant hood"(Walsh & Middleton, 1984:59). It is important to note that the attitude of human resource utilization in evangelical church should distinguish the believers both in evangelical churches in Børkop Municipal in Denmark and in Shinyanga municipal from non-human resource who have been not loaned with the divine capital. All Church members in evangelical Churches, both as individuals and communally, are commissioned with the task of human resource utilization (the duty of human resource).

[bookmark: _Toc401591599]4.5 	Distribution of Respondents by How the Concept of Human Resources Viewed As Productive Force
Table 4.5 shows the of the distribution of respondents by how the concept of human resources viewed as productive force. The data findings from the evangelical churches in shinyanga Municipal council showed that to the great extent among all respondents who were interviewed showed the negative response to the variable at 54.3% compared to those who agreed with that at 45.7%. But when the respondents from the evangelical churches in Børkop Municipal in Denmark were tested on the same the findings showed at 95.6% agreed with the concept of human resources viewed as productive force. This implies that there was the big difference between the churches in Shinyanga and those in Denmark how they view the cencept of human resource as the productive forces.
[bookmark: _Toc397503655][bookmark: _Toc401591600]Table 4.5: Distribution of Respondents by How Theconcept of Human Resources Viewed As Productive Force
	
	
	Frequency
	Valid Percent

	
	Positively worthy
	37
	45.7

	
	Negatively worthy
	44
	54.3

	
	Total
	81
	100.0


Source Field data, 2014

Based on these findings, it should be highted here that, the recoginition of human reource utlization as productive force is key in the contemprory church today. The evangelical church in Shinyanga needs to see all the congragation are productive force bearing the emage of God. This is to say, elders, evangelist, pastors, and Bishops are productive force in prienthod undertaking they provide a spiritual dimension in churches. The idea is not to see them merely as physical beings with social and psychological needs, but as a fellow human resource that God is utilizing them, who have the same purpose in life - playing a role in the plan of salvation. 

This provides the Church workers in turn with real meaning in life. It should as well emphasized here the failure to recognize human resource as productive force has been powered by lack of recognition how God has called his people into ministry. Both evangelical churches in Denmark and Shinyanga Tanzania Should recognize the fact that when God calls his people as Church workers, those worker become co-worker with God, and at the same time their attitude toward God change from seeing themselves incapable partners and fellow co-workers with God. (Covey, 1999) describes the desires of people as follows:
People want to contribute to the accomplishment of worthwhile objectives. They want to be part of a mission and enterprise that transcends their individual tasks. They don't want to work in a job that has little meaning, even though it may tap their mental capacities. They want purposes and principles that lift them, ennoble them, inspire them, empower them, and encourage them to their best selves.

This is to say the idea of utilizing human resource as a productive force is evident in this sense. The need for a Christian perspective on productive force has long been recognized by Human Resource scholars. Ohmann (1995) highlighted the perceived need for a spiritual dimension to human resource when he wrote: I am convinced that Church workers have a fine sensitivity to spiritual qualities and want to work for a congregation which believes in something and in which they can believe. There are some indications that our people have lost faith in the basic values of our economic society, and that we need a spiritual rebirth in industrial human resource management and the means to achieve this is the productive force strategies. It is quite evidently that, our religion of materialism, science, and humanism is not considered adequate.

[bookmark: _Toc401591601]4.5.1 Distribution of Respondents by Importance of Human Resource
[bookmark: _Toc397503657]Table 4.6 shows the distribution of respondents by the importance of human resource. The data findings shows that the importance of human resource is greatly viewed in producing income only at 39.5% while those who view the importance of human resource by building the congregation were at 30.9%  and those who view human resource by empowering the believers  were at 23.5% while those who accepted all the factors were at 6.2%. This implies that the importance of human resource in the churches in Shinyanga Municipal Council was viewed greatly on the area of being the source of producing the income only. On the side of the evangelical churches in Børkop Municipal in Denmark, the findings revealed that the importance of human resource was viewed on the area of building the congregation and empowering the believers at 42.3% and 40.6% respectively. This implies the apparent difference between the churches in Denmark and that of Shinyanga Municipal. 

[bookmark: _Toc401591602]Table 4.6 Distribution of Respondents by Importance of Human Resource
	
	Frequency
	Valid Percent

	Empowering the believers
	19
	23.5

	Building the congregation
	25
	30.9

	For producing income only
	32
	39.5

	All apllied
	5
	6.2

	Total
	81
	100.0


Source: field data, 2014

The importance of human resource in the evangelical church based on these finding it should therefore be in line with what Stone, (2005), suggest that, human resource in the church context is so vital hence its focus has seen to be based in managing people within the church. Specifically, its importance is seen when it involves the productive use of people in achieving the church’s strategic business objectives and the satisfaction of individual i.e. Pastors, evangelist and Bishop as well as other professions are concerned in the Church.  As is intimated in Stone’s definition of HRM, there are basically two aspects to HRM in today’s evangelical church—the strategic and the operational. 

On the strategic side, the importance of HRM is concerned with aligning human resources (people) objectives with the business objectives of the organisation; that is, it is seen as contributing to the ‘bottom line’ (Stone, 2005, 9). Strategic HRM is proactive and looks towards the organisation’s vision or dream to help it design, deliver and evaluate policies, practices and activities that concern with people’s relationship and explores how this relationship affects the church’s business objectives. It has been said that strategic HRM is concerned about giving the organisation its ‘competitive edge’ (Dessleret al, 1999, 25). Some examples of importance of strategic HRM that has to happening in the evangelical churches could include the following: 

i. Ensuring that the workers know what the church is about, that they are committed to this understanding and to the church’s vision and can share this vision with those around them. 
ii. Ensuring consistency of policy and procedures to enshrine fairness and justice in the entire evangelical church.
iii. Attracting and retaining the ‘right’ Pastors and professions who not only do well in their job but whose values are synchronised with those of the evangelical church. 
iv. Sustaining and enabling a work community by empowering staff through learning and development opportunities. The church has to put priority in educating her staff to meet the challenge of today’s competition.
v. Managing change in the Church in such a way that the evangelical church achieves the benefits from the change without excessive loss of staff or service/product or depletion in morale. 
vi. Recognising the gifts, talents and motivation drivers of their employees that act to encourage and sustain their employees within their employment in the organisation and to flourish within the organisation. With strategic HRM, there is HR representation at Board level and a partnership formed between the Business and HR Managers (Stone, 2005, 9).

The second importance is operational HRM, on the other hand, is that which concerns itself with the design, delivery and evaluation of processes, tasks, activities that support strategic HRM. It provides the ‘nuts and bolts’ (the ‘what’ and ‘how’) of achieving strategic HRM initiatives in an organisation and tends to be of a transactional nature. Operational HRM encompasses processes and procedures (many of which are underpinned by legislative requirements) and generally oversees the following areas: 

i. Recruitment and Selection processes and procedures, this is so important in the church today, the church need to put some more efforts on who comes to join and work with the church. Pastors, evangelist, elders and all profession staff should be careful recruited, and this should be the commencement of employment, including employment Contracts, Induction and Orientation processes and procedures. It is encouraging this church is using these tools to get and retain its people in the evangelical church. However some efforts need to be put in place especially in the evangelical churches in Shinyanga. 
ii. Legislative requirements including: privacy; Ethics, occupational Health, Safety and rehabilitation; workers’ compensation; grievance, handling, anti-discrimination, leave, and affirmative action should be utilized. 
iii. Processes and Procedures surrounding the Conditions of Employment. 
iv. Remuneration (salary and wages) and Benefits processing and procedures. 
v. Learning and Development, including training needs analyses, gap impact analyses, training program co-ordination and associated processes and procedures around registering for training and development programs. 
vi.  Performance Management Systems including processes and procedures around reviewing past performance, setting objectives (outcomes) for future performance including determining a development pathway. 
vii.  Industrial/Employee Relations (IR/ER) which includes Conflict Resolution processes and procedures. 
viii.  Processes and Procedures surrounding Employee Separation (exits from the organisation) such as Exit Interviews. Database Management and Reporting.
ix. It should be noted here that the importance of HRM unit or function is generally not conceived of as a profit centre because it is not considered to have products or services that can be purchased by the church’s external clients. The importance of HRM unit is, instead, conceived more as a service centre for internal clients (other functions or departments within the church) and is, therefore, considered a ‘cost’ to the Church. Although in some businesses, for example, banks and other financial institutions, HRM is provided as a shared service offering advice and providing training, and is operated along the lines of a ‘profit centre’, adding value through the provision of organisational strategies and HR initiatives.

[bookmark: _Toc401591603]4.5.2	Distribution of Respondents by how the Concept of Human Resource is Used Appropriatelyin the Churches’ Activities
Figure 4.2 shows the distribution of respondents’ byhow the concept of human resource is used appropriately in the churches’ activities. The findings shows that to the respondents who agreed at the small extent were at 53.09% while those who agreed at the great extent were at 24.69% and those who rejected completely the factor were at 22.22%.  The findings simplify that though the concept of human resource was applied in the evangelical churches in Shinyanga Municipal but it was at the very small extent of 53.09%. On the other hand the respondents of the evangelical churches in Børkop Municipal in Denmark said that at 100.0% the human resource is used very appropriately in their churches which show the big difference between the evangelical churches in Denmark and those in Shinyanga Municipal Council in Tanzania.

A look at St Paul the Apostle, the Church’s first pastoral theologian, is appropriate at this context. Paul’s theology is based on the concept of wholeness: ‘For just as the body is one and have many members, and all the members of the body, though 
[bookmark: _GoBack]many are one body, so it is with Christ.’ (1 Corinthians 12:12, NRSV) Each part equally important as the other! Each part working in harmony with each other! Each part taking responsibility for working in concert with the rest of the body! Each part within the Body of Christ! As Richard Gaillardetz explains for Paul, life in Christ meant life in the body of Christ, the Church (cf. 1 Corinthians 12:12 and Romans 12:1). There was no such thing as an individual believer understood apart from the life of the Church, for the Church was no mere aggregate of individuals. Rather, by baptism into the Christian community one participated in a new reality, one was a new creation. Individual believers did not make a church; initiation into the Church through faith and baptism made the believer. Faith and baptism introduced the individual into a new mode of existence Gaillardetz n(2003, 31-32). We should use the concept of human resource holistically as Paul did in his time.
[image: ]
[bookmark: _Toc397503659][bookmark: _Toc401591604]Figure 4.2 Distribution of Respondents by How the Concept of Human Resource is Used Appropriatelyin the Churches’ Activities
Source: Field Data, 2014

[bookmark: _Toc401591605]4.5.3	Distribution of Respondents by  how Human Resource Means in your Church
Table 4.7 shows the distribution of respondents by how human resource means in your church. The findings showed that at 39.5% were those who view that human resource does not mean anything as well as those who were at the neutral point respectively while to whom those whom human reource means worthy were at 21.0%. This implies that the factor has got the relationship but is weak. But the study when tested the respondents from the evangelical churches in Børkop Municipal in Denmark, the findings showed that to the very large extent human resource means worthy at 100.0%. This implies that to the great extent human resource has got the strong relationship with the problem posed in this factor which is quite different from the view of evangelical churches in Shinyanga Municipal Council.

	[bookmark: _Toc397503661]Table 4.7 Distribution of Respondents by How Human Resource Means in Your Church meaning of Human Resource in Your Church

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Means worthy
	17
	21.0
	21.0
	21.0

	
	Means nothing at All
	32
	39.5
	39.5
	60.5

	
	Neutral
	32
	39.5
	39.5
	100.0

	
	Total
	81
	100.0
	100.0
	


Source: Field Data, 2014

[bookmark: _Toc401591606]4.5.4	Distribution of Respondents by how the Three Important Actions Work for The Proper Utilization and Promoting the Human Resource 
Figure 4.3 shows the distribution of respondents by how the three important actions work for the proper utilization and promoting the human resource in the evangelical churches in Shinyanga Municipal Council. The data findings  showed that teaching with skills was at 20.99% accountability was at 19.75% while education was at 16.05% and thos who agreed to that all factors are applicable were at 43.21%. This imples that ll factorshas the strong relationship to the promotion of human reource concept in evangelical churches in Shinyanga Municipal Council. Such findings were very closely related to the findings obtained in evangelical churches in Børkop Municipal in Denmark whereby the data showed that all factors had the direct relationship to the problem posed in this variable.
[image: ]
[bookmark: _Toc401591607]Figure 4.3 Distributions of Respondents by how the Three Important Actions Work for the Proper Utilization and Promoting the Human 
Source: Field Data, 2014
[bookmark: _Toc401591608]
CHAPTER FIVE
[bookmark: _Toc401591609]5.0 DISCUSSION OF THE RESEARCH FINDINGS

[bookmark: _Toc401591610]5.1	General Information of the Respondents
Several factors on general information of respondents were tested to see if they had any relationship to the problem posed in this study these include the following: sex of respondents, age, and the level of education and designation/of working position. The findings showed that on the area of sex those who dominated the number were male at 74.1% while the female were at 25.9%. This implies that in evangelical churches in Tanzania especially in Shinyanga Municipal the issue of sex was not put into consideration.

The study findings showed that the number respondents was dominated by those of between 35 years and 45 years at 35.8%, followed by those of 25 and 35 and those of 45 and 55 at 23.5% years respectively whole those of above 55 years were at 13.6% and the last group were those of below 25 years at 3.7% only. The young adults or middle aged were many compared to other groups in the ministry. This implies that those of below 25 years as the youth in these churches were not considered a lot compared to other groups.

On the issue of the level of education to the evangelical churhces in shinyanga Municipal the study noted that high leraning was not considered a lot compared to those of Denmark. This means that most of the evangelical churches in Shinyanga Municipal were led by the servants who were not educated enough which was contrary to their fellows in Børkop Municipal in Denmark.
When the study tested the issue of positions to that they hold in their respective churches in the evangelical churches in Shinyanga Municipal the findings showed that at the great extent those who hold the lower cadre were many compared to other categories at 25.93% while the management level were at 16.05% and supporting staff were at 14.81%.  This implies that many of the church workers in evangelical church in Shinyanga were on the category of meeting with other believers in their respective churches compared to the management who were more concerned with managerial functions only.

On the other side in Børkop Municipal in Denmark, churches in this Municipal were normally those who respondents were those of managerial level and the supporting staff at 32.4% respectively. This shows the difference between the churches in Shinyanga Municipal and those of Børkop Municipal in Denmark.

[bookmark: _Toc401591611]5.2 Factors on  Leading to the Utilization of Human Resource 
The study tested also to see how Human Resources are utilized as capital investment in the evangelical churches in Shinyanga Municipal. The data showed that those who agreed with this factor were many at 47.0% while those who disagreed were at 29.6%. Whereas the findings in evangelical churches in Børkop Municipal in Denmark to the very large extent the respondents agreed on how Human Resources is utilized as a capital investment at 96.7% compared to those who were at the neutral at 3.3% while no respondents who rejected. The issue of human resource is utilized well as the capital investment in Denmark compared to Shinyanga Municipal council churches. This implies that the factor has got the relationship though it was weak in evangelical churches in Shinyanga while in Denmark the factor had the strong relationship to the problem posed.

[bookmark: _Toc397503668]The concept of human resources as productive force was perceived differently by the  evangelical churches in Shinyanga Municipal Council as the data showed that to the great extent among all respondents who were interviewed showed the negative response to the variable at 54.3% compared to those who agreed with that at 45.7%. 
But when the respondents from the evangelical churches in Børkop Municipal-Denmark were tested on the same the findings showed at 95.6% agreed with the concept of human resources viewed as productive force. This implies that there was the big difference between the churches in Shinyanga and those in Denmark how they view the cencept of human resource as the productive forces and on how the understand the concept and the meaning of human resource to the development of any organization.

The study also tested to see the importance of human resource in any organization. The data findings in the evangelical churches in Shinyanga Municipal Council showed that the importance of human resource is greatly viewed in producing income only at 39.5% while those who view the importance of human resource by building the congregation were at 30.9% and those who view human resource by empowering the believers were at 23.5% while those who accepted all the factors were at 6.2%. This implies that the importance of human resource in the churches in Shinyanga Municipal Council was viewed greatly on the area of being the source of producing the income only or as the productive forces.
On the side of the evangelical churches in Børkop Municipal in Denmark, the findings revealed that the importance of human resource was viewed on the area of building the congregation and empowering the believers at 42.3% and 40.6% respectively. This shows how the churches in Denmark perceive the importance of human resource in the organization. 

The study also revealed that the concept of human resource is not used appropriately in the churches’ activities since that the findings showed the very small extent were at 53.09% while those who agreed at the great extent were at 24.69% and those who rejected completely the factor were at 22.22%.  The findings imply that though the concept of human resource was not applied in the appropriate way in the evangelical churches in Shinyanga Municipal as the data has revealed in this study. On the other hand the respondents of the evangelical churches in Børkop Municipal in Denmark said that at 100.0% the human resource in used appropriately in their churches.

Likewise the study tested how human resource means in the evangelical churches in Shinyanga Municipal. The findings showed that at 39.5% were those who view that human resource does not mean anything as well as those who were at the neutral point respectively while to whom human reource means worthy were at 21.0%. This implies that the factor has got the relationship but is weak.

But the study when tested the respondents from the evangelical churches in Børkop Municipal in Denmark, the findings showed that to the very large extent human resource means worthy at 100.0%. This implies that to the great extent human resource has got the strong relationship with the problem posed in this factor which is quite different from the view of evangelical churches in Shinyanga Municipal Council.

The study tested to see the three important actions how they work for the proper utilization and promoting the human resource in the evangelical churches in Shinyanga Municipal Council. The data findings  showed that teaching with skills was at 20.99% accountability was at 19.75% while education was at 16.05% and those who agreed to that all factors to be applicable were at 43.21%. This imples that all factorshas the strong relationship to the promotion of human reource concept in evangelical churches in Shinyanga Municipal Council. Such findings were very closely related to the findings obtained in evangelical churches in Børkop Municipal-Denmark whereby the data showed that all factors had the direct relationship to the problem posed in this variable.

[bookmark: _Toc397503669][bookmark: _Toc401591612]5.3	The Comparison Between: Evangelical Churches in Shinyanga Municipal and Børkop Municipal in Denmark 
From the findings noted in this study in the most cases there is a big difference on how human resource as a capital investment is perceived between evangelical churches in Shinyanga Municipal and of those of their fellows of Børkop Municipal in Denmark.

In evangelical churches in Denmark it is perceived as the potential and resources for the development of the organization while in evangelical churches in Shinyanga was viewed as the productive force which is being manipulated by the leaders. It was viewed that in Denmark the human resource was utilized well contrary to the churches in Shinyanga whereas they are not utilized as required as the capital investment Likewise, the issue of having educated people especially for the workers in the churches is not the big deal to the churches in Shinyanga while for the churches in Denmark they have well informed people.

Not only that the importance of human resource as a capital investment is high in Denmark while in Shinyanga is unworthy. This has made even the development of these churches to lag behind compared to their fellows in Denmark.














[bookmark: _Toc401591613]CHAPTER SIX
[bookmark: _Toc401591614]6.0 CONCLUSIONS, RECOMMENDATIONS AND AREAS FOR FURTHER STUDIES

[bookmark: _Toc401591615]6.1 Conclusion and Recommendations
[bookmark: _Toc401591616]6.1.1 General Information of the Respondents
Several factors on general information of the respondents were tested to see if they had some effects to the Utilization of Human Resource. The factors tested include the followings sex of respondents, age, the level of education and working position. The findings showed that on sex of respondents the leading factor was male compared to female who were at only 24.9% compared to men who were at 74.1%.This implies that the issue of gender is not considered in these churches. Therefore, it is recommended that the churches must change its policies and put the focus on promoting the gender issues in their churches in order to bring the equality since that all are co- workers in the ministry of God.

When the tested age of the respondents in the evangelical churches in Shinyanga Municipal it was noted to be dominated by those of between 35 years and 45 years, followed by those of 25 and 35 and those of 45 and 55 at 23.5% years respectively whole those of above 55 years were at 13.6% and the last group were those of below 25 years at 3.7% only. The young adults or middle aged were many compared to other groups in the ministry. This implies that those of below 25 years as the youth in these churches were not considered a lot compared to other groups. Therefore it is highly recommended that since the young adults or middle aged people were many the churches has to work and find out some ways to make the youths to come because the church can be the very helpful place to them to nurture them ethically e.g. to establish youth weeks whereby they could meet with their fellows and play games, to arrange the tour for example to the national parks even once in a year. 

Also the church has to establish projects that could keep and attract them in the church. In this sense the church need to invest in young people who will indeed come to serve God in their life as pastors and other professions; this is the ultimate goal of this study. Additionally investing in groups in the church is vital, as suggested about the youth, the church has to think creatively about how can utilize different groups and professions is the church. Pastors have to come up with activities that would involve each profession in the church to perform something strategically which benefits the church out of skill, talent and profession God has loaned his people. 

On the issue of the level of education to the evangelical churches in Shinyanga Municipal,  the study noted that high learned people was not considered a lot compared to those of Denmark. This means that most of the evangelical churches in Shinyanga Municipal were led by the servants who were not educated enough which was contrary to their fellows in Børkop Municipal in Denmark. Due to the importance of good education it is highly recommended that the evangelical churches in Shinyanga must work hard to allot some of their income for educating its workers in the high learning institutions. This will help the churches not to hire people who are not their members. Such kind of people could not be concerned with the development of the churches since they are there to secure income. 
Having recommended the pastors, evangelist and other profession to go for further studies, this study expect anyone who aspires to the Gospel ministry and church work should seek some kind of formal, and further education. It is also known that laymen who have taken classes and completed certificates and other things because they realized how much they could stand to value from such further study. A friend of the researcher is beginning such a course of study. He never intends to earn a degree and is not planning on going into ordained ministry but he realizes that such study will benefit him and an opportunity has opened up so he is taking it. If those in such a position realize how beneficial a degree is, how can someone who is seeking pastoral ministry or in pastoral ministry not value it at least as much?

Pastors and leaders without formal education should be life-long learners and they should be willing to be pushed back on by good mentors and colleagues. They also shouldn’t let their lack of formal education become a source of discouragement or pride. Just because they do not have formal qualifications does not mean God can’t use them but just because they don’t have formal education doesn’t mean they’re somehow purer or closer to the early church, etc. it should be noted here that education is a key item to church developing and planning. This way, all can serve using the gifts God has given and the church can still maintain high standards for the Gospel ministry, development and for church leadership.

[bookmark: _Toc401591617]6.1.2 Factors Leading to the Utilization of Human Resource 
The study tested also to see how Human Resource is utilized as capital investment in the evangelical churches in Shinyanga Municipal. The data showed that those who agreed with this factor were many at 47.0% while those who disagreed were at 29.6%. Whereas the findings in evangelical churches in Børkop Municipal in Denmark to the very large extent the respondents agreed on how Human Resources is utilized as a capital investment at 96.7% compared to those who were at the neutral at 3.3% while no respondents who rejected. The issue of human resource is utilized well as the capital investment in Denmark compared to Shinyanga Municipal council churches. This implies that the factor has got the relationship though it was weak in evangelical churches in Shinyanga while in Denmark the factor had the strong relationship to the problem posed.

Therefore it is recommended that for the evangelical churches in Shinyanga Municipal should imitate how their fellow of Denmark the way they do on the issue of utilizing human resource. On the other hand it recommended that the churches in Shinyanga can send their leaders for study tour to their fellows in Denmark and learn on how they have managed on this area. Not  only that the evangelical churched in Shinyanga must send their workers for further studies in the related area in order to promote the awareness of human resource to its workers whom in turn will come back and help other believers to know about the importance of human resource in their churches. Also the churches have to run seminar on human resource and how this could be utilized for the development of the churches.

[bookmark: _Toc401591618]6.2 Need for Further Studies 
This study was done purposely to assessment the utilization of human resources as a capital of investment: a comparison between: evangelical churches in Shinyanga Municipal and Børkop Municipal-Denmark. Since a single study cannot cover each and every variable regarding the posed problem, there are other variables not fully covered that need some other scholars and researchers to conduct further studies. 

[bookmark: _Toc401591619]6.2.1 Conclusion
All have been said in relation to the findings gathered after the examination, determination and suggestions based on the concept of human resource as capital of Investment in evangelical Church in Shinyanga municipal and Børkop municipal in Denmark. The comparison of these tow evangelical churches helped the researcher to conclude the utilization of human resources as a capital of investment is possible. Indeed human resource utilization takes a leadership role and provides services in support of Church Vision and Mission by promoting the concept that the Pastors and other professional workers are the most valuable and sacred resources and should be treated as such for the investment in the church. 

The Human Resources Department  should act as catalysts enabling all Church workers to contribute at optimum levels towards the success of the Church by, ensuring the Human Resources Department has the tools, training and motivation to operate in the most efficient and effective manner which key concert to utilization. Furthermore the Church through the Human Resource Department should  ensure promoting and recruiting the best qualified people, while recognizing and encouraging the value of diversity in the in the church, this will streamline the effectiveness of utilization. On the other hand the Church given its potential different groups of professions, the church can develop an attitude and expectation among its 
people to work in teamwork to enable quality performance in day to day operations. 
The main strategy in this concept is to encouraging all Church workers, groups and believers to respect their team member’s values which may be different from their own; this will enable the church to develop the full potential of our work force by providing training and development for career enhancement. Finally, it is the prayers of researcher that this study will benefit the church to grow numerical, and spiritually while utilizing its potential people and this make the words of Schumacher (1973) to be the last encouragement to the evangelical churches that, the reward is given to the steward entrusted with the talents, not because he has done so great a work, but because of his fidelity over a few things. God measures not according to the results, but according to the motives. If the steward is faithful he is successful, and is sure of the final reward, however small may have been his mission.
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[bookmark: _Toc218907005][bookmark: _Toc397503679][bookmark: _Toc401591622]RESEARCH QUESTIONNAIRE
Dear respondent,
This questionnaire aims at collecting information concerning the study which is conducted as a partial fulfilment for the award of the masters’ degree as according to the Open University of Tanzania prospectus. Note that all these information will be treated only for academic purposes and not otherwise, so you’re requested to feel free when you fill this questionnaire.

Instructions
1. Choose the correct answer from the provided multiple choice by filling the appropriate chosen answer in the provided brackets.
2. Other instructions are indicated as per requirement of the specific questions.
3. If you feel, you have something more to tell the Researcher about the problem, you may write in the plain paper attached at the end of this questionnaire.  

Section I: General Information of Respondents
1. Sex of respondents
a. Male
b. Female									(	 )   	
2. Which of the following categories best describes your age?
a. Below 25 years
b. Between 25 and 35 years
c. Between 35 and 45 years						(	)
d. Between 45 and 55 years
e. Above 55

3. What is your highest education level?
a. Primary school
b. Secondary/ High school
c. Certificate/Diploma						(	)
d. Bachelor/Advanced diploma
e. Master’s Degree
f. PhD

	4. Which of the following categories best describes your position at your Church?
	


a. Management 
b. Middle level
c. Lower level cadre						(	)
d. Supporting staff      
e. Normal Believer       

Section II: Factors on Human Resource Management Utilization
5. How human resources do are utilized as a capital of investment in your church?
.................................................................................................................................................................................................................................................................... What is the concept of Human Resource as a capital of investment in your Church?
.........................................................................................................................................................................................................................................................................................................................................................................................................
6. How important do you think is the concept of Human resource as capital of investment in your Church?
.........................................................................................................................................................................................................................................................................................................................................................................................................
7. In your view, is the Head/Authority of the Church use appropriate the concept of Human Resource as a capital of Investment?
...................................................................................................................................................................................................................................................................... What is the utilization of Human resource as capital of investment means in your Church?
...................................................................................................................................................................................................................................................................... What do you consider the three most important action need to promote Human Resource utilization
....................................................................................................................................................................................................................................................................
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