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LIST OF REFERENCES 150 

APPENDIX A 15 9 

APPENDIX B 162 

APPENDIX C 168 

V 



LIST OF TABLES 

Table 

1 Major Duties of Staff Members Accord
ing to Positions 42 

2 Marital Status of Staff Members 54 

3 Sex and Race of Staff Members 56 

4 Religious Preference of Staff Members .... 56 

5 Length of Involvement with Campus 
Crusade Before Becoming a Staff Member ... 58 

6 Major Activities of Staff Members and 
Number of Hours Spent Per Week in Each 
Activity 70 

7 Sources of Infonration Most Frequently 
Utilized by Staff Members 77 

8 Most Enjoyed Activities of Campus 
Ministry Staff Members 130 

VI 



LIST OF FIGURES 

Figure 

Organizational Chart for the Adminis
trative Body of Campus Crusade Inter
national 37 

Hierarchical Structure for the Campus 
Ministry of Campus Crusade for Christ .... 40 

Action Group Structure 50 

VI1 



CHAPTER I 

HISTORICAL BACKGROUND OF CAMPUS CRUSADE 

FOR CHRIST INTERNATIONAL 

Introduction 

Our vision . . . it is clear. It is the hearts of men 
that need to be changed. The problems of evil that are 
threatening to engulf humanity can be solved only in 
Jesus Christ. Let us join together to help change the 
world—to take His life transforming message of love and 
forgiveness to every person in the world in our gener
ation.—Bill Bright (Anonymous, nd e:9) 

The words of Bill Bright, President and founder of 

Campus Crusade for Christ International, pinpoint the organ

izational objective centering around a revolutionary strat

egy to change the world (Haines, 1969). The plan proposes a 

world-wide Christian effort to promote "the claims of 

Christ" (Anonymous, nd e:ll). Already, its impact is evi

dent throughout the United States and 130 countries. 

The basic organizational operation touches hundreds 

of high school and college campuses, major military bases, 

religious institutions, and reaches special populations such 

as athletes, ethnic groups, and people of other nations. 

The message of Campus Crusade filters into the area of mass 

communication through television, radio, films, and 



publications. In addition to its central headquarters in 

Arrowhead Springs near San Bernadino, California, Crusade 

operates centers in Manila, London, Switzerland, and Mexico 

(Anonymous, 1974a). Each year, thousands of young people 

are trained and sent out to spread the philosophy of Campus 

Crusade for Christ and convert those interested (Haines, 

1969) . 

Origin 

Campus Crusade for Christ began as an interdenom

inational, student-led Christian movement with one major 

objective: "Win the campus for Christ today; win the world 

for Christ tomorrow" (Anonymous, 1974a:11-12). Its origin 

can be traced back to the Fall of 1951 on the campus of the 

University of California at Los Angeles (UCLA). Bill 

Bright, a businessman turned seminarian, was responsible for 

leading the effort, as he and his wife established residence 

near the campus of UCLA and began to tell students about 

Jesus Christ (Anonymous, nd e). 

From its personal and individual beginnings in the 

life of Bill Bright, the effort evolved into organizational 

entities. Teams composed of students were trained to carry 

the message, associated with Campus Crusade, into the organi 

zations and dormitories on the UCLA campus. The success was 

remarkable. Bright's efforts resulted in 250 students being 

led to acceptance of "the claims of Christ" (Anonymous, 



nd e:12). Based upon the successes realized on the UCLA 

campus. Crusade developed expansion programs in new areas 

(Haines, 1969) . 

Growth Aeross Other Institutions 

Accompanying its growth, individuals apart from Cru

sade personnel and college students became involved and sub

sequently dedicated to the Campus Crusade objective. Inter

national students, military personnel, ethnic groups, high 

school students, faculty members, athletes, and laymen from 

various religious denominations became target populations. 

The development of mass-media strategies led to the estab

lishment of audio-visual, radio-television, and literature 

departments with the organization. Campus Crusade's method 

of operation within these diversified areas varied, but the 

goal remained consistent. 

The division of laymen, called the Lay Ministry, 

accepted responsibility for training thousands of persons 

from local churches. Their purpose was to contact every 

home in every neighborhood of America. Similarly, the Mili

tary Ministry incorporated the same type of training pro

grams to teach enlisted personnel on U.S. military bases the 

techniques of winning people to Christ (Anonymous, 1974a). 

Athletically, Campus Crusade organized a division 

known as Athletes in Action. Its members were drawn primar

ily from graduates of the collegiate athletic system, with 



the expressed hope that athletes did indeed capture the 

"eyes and ears of the world" (Anonymous, 1973:66). Campus 

Crusade established teams for weight lifting, basketball, 

wrestling, and track which toured the United States each sea

son. These athletes engaged in competition against major 

collegiate teams , and simultaneously shared an evangelistic 

message with those gathered to watch the competition (Anony

mous , 1974a) . 

Spurred by the success in these areas, organiza

tional growth spread rapidly. The search therefore began 

for opportunities to spread the message of Crusade into 

other nations. 

International Growth 

Thus, the international branch of Campus Crusade 

known as the Agape movement was created. Continuing the for

mat adopted in the United States, Agape"s major objective 

was exposure of the people to the Christian gospel. Secon

darily, Crusade sought to contribute professional skills to 

further the development of these foreign nations through uti

lization of Christian teachers, doctors, nurses, agricul

tural experts, engineers, secretaries, and numerous others. 

The primary and secondary objectives were designed as "hand-

in-hand" components, and not separate and distinct missions. 

Preparation for those participating in the Agape ministry 

involved intensive training in the United States, including 



several weeks of linguistic and cultural instruction. Upon 

arrival in the designated country, Agape staff were exposed 

to several weeks of intensive language training and further 

cultural orientation, plus continuing staff development pro

grams (Anonymous, nd e). 

Summary 

The historical underpinnings of Campus Crusade 

reflect the organization's existence as a large-scale, multi-

faceted Christian body. Its dreams appear expansive, and 

its impact far-reaching. By virtue of the organization's 

size, complexity, and purpose, the presupposition exists 

that Campus Crusade's programs would mandate a numerically 

large and totally dedicated staff whose efforts are expended 

in a full-time capacity with the organization. In reality. 

Campus Crusade has thousands of full-time workers in the var

ious divisions and areas of their organizational structure. 

The Campus Ministry of Campus Crusade for Christ sub-

stantiates the premise cited above. These persons are dedi

cated full-time to their occupation as staff members. Their 

role as members of Campus Crusade is based upon the expecta

tions and objective of Crusade as stated throughout this 

brief history. 

Within this research study, the role of the Campus 

Ministry staff member is considered. Their activities and 

attitudes toward their work serve as focal points in 



examining their role. Hopefully, this study provides not

able information concerning a widespread religious group 

which has received little scholarly attention from social 

scientists. The following chapter presents a detailed dis 

cussion of this research problem. 



CHAPTER II 

STATEÎ 'iENT OF THE PROBLEM AND METHODOLOGY 

Statement of the Problem 

In this study, the overall principle is to delve 

deeply into an occupational group which has up until this 

time been ignored by sociologists. This study intends to 

give particular attention to: (1) a description of the 

activities of the Campus Crusade staff members involved in 

the Campus Ministry; (2) a description of the techniques and 

methods employed in carrying out tne duties of a Campus Cru

sade staff member; and (3) a description of the various atti

tudes of the staff members toward their work, utilizing vari

ous statistical and other data relevant to the staff mem

bers' attitudes and opinions. 

There are a number of methods by which work relation

ships can be studied as various writers in the field of occu

pational sociology note. Edward Gross (1958:41-45) offers a 

framework by which an occupation may be studied. The cate

gories which he proposes provide the basis for data collec

tion and analysis in this research endeavor. 

Basically, Gross delineates four major categories of 

work relationships: the institutional system, the status 
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and authority system, the career, and the work group. For 

example, within the occupation of the staff member, how are 

work duties divided up? What are the methods by which staff 

members fulfill work expectations? What is the nature of 

the relationship between the occupation and the community? 

What are the territorial boundaries of the occupation? 

Other questions which may be posed according to the 

framework of Gross include inquiries as to the system of sta

tus and authority. Specifically, what positions of author

ity are present within the Campus Ministry of Campus Cru

sade? What instances within the work routine constitute an 

authority relationship? What are the systems of control? 

What qualifies one to be a leader within the occupation of a 

Campus Crusade staff member? 

The aforementioned questions are examples of the 

types of questions explored in this research. The descrip

tion of the occupational role of the Campus Crusade staff 

member focuses not only on the work structure itself . but on 

the staff members' relationship to the work structure. Spe

cifically, work attitudes of the staff members are dis

cussed, including aspects of job satisfaction and occupa

tional stresses. Also, perceived images of the staff member 

in the public and religious realms are discussed. 

Basically, the issues delineated above constitute 

the questions covered by this research. The data, generated 
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by the research, are explained by means of "role behavior" 

which is discussed in a later chapter. The research, thus, 

attempts to describe what the staff member does, how he does 

it, and how he feels about doing it. 

The particular area of research is chosen first as a 

means of adding to the present study of religious occupa

tions and religious groups. It is also chosen to shed light 

upon a religious phenomenon which has merited considerable 

attention in popular religious journals , and yet has escaped 

the professional journals. Lastly, it is selected in order 

to provide a stimulus for future research. 

Methodology 

Overview 

The setting for this study was a college campus 

located in the Northwestern section of Texas. The Campus 

Crusade for Christ organization constituted the overlying 

structure wherein lay the focus of this research, the staff 

members in the Campus Ministry. The research covered a time 

span of two college semesters (eight months). The research 

was carried out by one researcher solely responsible for 

obtaining the data, data analysis and/or description, and 

interpretation . 
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Sample 

The data included in this study were obtained from a 

sample of nine staff members. This sample constituted the 

entire universe of full-time staff members in the Campus Min

istry, stationed on the present college campus. The 

sample of nine staff members consisted of two Campus Direc

tors, two Senior Women, one Senior Man, and four field staff 

members. For purposes of simplification and in considera

tion of the similarity of work responsibilities, the entire 

sample (N=9) were termed staff members throughout the bulk 

of the presentation of the data. 

Instruments of Data Co1lection 

Data were collected for purposes of this research 

through the utilization of seven different research tech

niques. One technique involved the development of a quasi-

structured interview schedule by the researcher (see appen

dix A). A second technique involved use of a self-adminis

tered questionnaire which was left with five of the respon

dents and mailed in a self-addressed stamped envelope to 

four of the respondents. The questionnaires left with the 

Excluded from the sample are the wives of two of 
the full-time staff members. The wives are considered as 
staff members also, but are considered inactive due to their 
responsibilities of wives and mothers. The two wives are 
primarily excluded from the research sample due to their 
unavailability. 
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2 
five respondents were given back in person to the 
researcher within two days. A third technique involved the 

use of a tape recorder used to record the interviews. If 

the tape recorder proved to hamper the interview sessions 

such that the respondent was inhibited and reluctant to 

talk, the interview was written out in long hand. Also, 

notes were recorded of conversations, meetings, and other 

relevant data when the use of a tape recorder was inappropri

ate in a particular setting. A fourth research technique 

utilized was in the form of an index card which was handed 

out to each of the respondents at the conclusion of the 

interview sessions. The purpose of the card was for the 

respondent to clarify one of the major role activities by 

means of writing a definition. The fifth method employed 

was direct observation which included observation of the 

staff members in all aspects of their work. Approximately 

ninety hours of direct observation was recorded by the 

researcher. Along with direct observation, participant 

observation constituted a sixth research technique utilized 

in this study to gather data. Participant observation was 

utilized during this research upon necessity. In effect, it 

2 
Four of the nine respondents' questionnaires were 

mailed due to their unavailability at the time the question
naires were administered. The questionnaire was added as a 
supplemental method of data collection during the second 
semester of the research project. Thus, due to staff turn
over, four respondents were unavailable. 
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was utilized when direct observation was not convenient. 

Approximately fifteen hours of participant observation were 

recorded. In selecting staff members to be observed in both 

direct and participant observational settings, ease of acces

sibility and willingness of the staff members were the cri

teria upon which decisions were made. Approximately 175 

hours were spent in observation and in formal and informal 

conversations with staff members. As a seventh and final 

method of data collection, various Crusade manuals and mater

ials were used to explain and further clarify various 

aspects of the role of the staff member (see later chapters 

for names of specific materials and manuals used). In addi

tion to the seven listed techniques of data collection, data 

were collected through telephone conversations and unsched

uled meetings on campus. In instances such as these, perti

nent information was committed to memory and later trans

ferred into writing by the researcher. So, both survey 

(quantitative) and observation (qualitative) methods are 

used conjunctively to provide a more comprehensive means of 

data collection. 

3 
Participant observation is primarily utilized in 

the observation of bible studies and some evangelistic meet
ings. During these activities, the researcher was usually 
called on to participate by the staff member present. 
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Summary 

This chapter discusses the basic research problems 

to be covered by the present research as well as techniques 

employed for purposes of data collection. The research 

problem to be explored in the present research endeavor 

includes: (1) the role performance of the staff members, 

(2) the techniques employed by the staff members in carrying 

out their work responsibilities, (3) the attitudes of the 

staff members concerning their work, with particular atten

tion given to a discussion of job satisfaction, and (4) the 

occupational stresses present within the occupational role 

of the Campus Crusade staff member. 

The methodology utilized in the present study 

involved both quantitative and qualitative methods of data 

collection. These techniques included: (1) in-depth inter

viewing based on a quasi-structured interview schedule, 

(2) a self-administered questionnaire, (3) tape recorded for

mal and informal conversations, (4) an index card given to 

staff members for explication of a major concept, (5) direct 

observation of the activities of various staff members, 

(6) participant observation of certain activities; and 

(7) review of relevant literature utilized by the staff mem

bers . 

Before revealing data obtained by means of the afore

mentioned methodological procedures, various aspects of 
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literature are included in the next chapter to set the stage 

for presentation of the data. Specific literature to be 

reviewed includes material concerning religious groups, and 

the concept of role upon which the present analysis is 

based. The literature review also embraces a look at the 

utilization of the concept of role in the study of religious 

occupations and a description of role-related concepts. 



CHAPTER III 

REVIEW OF LITERATURE 

Introduction 

Religion has always been and continues to be one of 

the most prominent institutions in American society. (k)vern-

ment maintains basically a neutral position in regard to 

religion and seemingly endorses the philosophy supporting 

any religious faith (Chalfant, Beckley and Palmer, 1981). 

In response to this endorsement, Americans express their 

religious faith through a number of different means. For 

some people, it is the central focus of their lives to which 

they are totally committed and expend their life energies 

fulfilling. Religion continues to be a pervasive influence 

upon society as religious beliefs, expressions, and struc

tures influence and are influenced by other societal institu 

tions (Chalfant, Beckley and Palmer, 1981). Due to its posi 

tion of prominence and influence within society, sociolo

gists and other social scientists increasingly turn their 

attention to the study of religion. As a result, an increas 

ing number of religious studies appear in books and jour

nals, adding to the existing body of sociological inquiry. 

15 
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Literature on Contemporary 
Religious Expressions 

In reviewing professional and popular literature 

alike, one finds that much empirical, as well as non-scien

tific, data are available concerning religious groups (i.e., 

cults, sects) and religious movements. This vastness of lit

erature may be attributed to a number of factors identified 

by authors seeking to understand the causes surrounding the 

upsurge of new and often radical religious expressions. 

Wesley (1978:35) capsulizes some of the predominant causa

tion themes in existing literature as reflecting "a depar

ture from the dominant ethos of American culture through a 

renewed emphasis on the spiritual, the communal, and the 

affective . " 

The yourh "counterculture" is mentioned as a contrib

utor to the exploration and experimentation occurring among 

the youth , particularly in the sixties and early seventies 

(Daner, 1976:1-71; Shepherd, 1971). The counterculture is 

seen as representative of mostly educated, and socio-economi-

cally privileged children who are disillusioned with soci

ety. Clock (1976) and Stone (1978) use the term "conscious

ness" to describe the changes in religious expressions dur

ing the sixties and seventies. Other authors cite various 

social, psychological, political, and economic conditions 

(often referred to as deprivation) as facilitators of 
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the new religious expressions (Ellwood, 1973; Enroth, 1972; 

Clock, 1974; Hargrove, 1976; Robbins, Anthony and Richard

son, 1978; Singer, 1979; Slade, 1979; Wuthnow, 1976a and 

1976b). 

A large body of sociological literature deals with 

the analysis of various religious movements. Robertson 

(1979) groups the study of religious movements into three 

modes of analyses. The earliest mode of analysis utilized 

in the study of religious collectivities is dominated by the 

church-sect theory (Nieburhr, 1929; Redekop, 1974; Robbins, 

Anthony and Richardson, 1978; Wilson, 1959). This group of 

studies focuses on the rise of religious movements, with par

ticular attention given to the "internal and external social-

structural factors which constrain them" (Robertson, 1979: 

303). The second group of studies focuses on types of reli

gious movements, namely cults (Balch and Taylor, 1977; 

Eister, 1972; Ellwood, 1973; Nelson, 1969). This particular 

analysis focuses upon the significance of different types of 

movements in society. The third group of studies basically 

seems to reject the church-sect theory; rather it focuses 

upon understanding the "meaning of new religiosity as a soci-

ocultural trend" (Robertson, 1979:304). As previous modes 

of analyses are criticized (Beckford, 1977; Robbins, Anthony 

and Richardson, 1978), new conceptual schemes are suggested 

and utilized in the study of religious movements. Robertson 

(1979:313) proposes a "problem-centered" analysis, one which 
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"facilitates the comprehension of their historical-sociologi

cal significance." Other conceptual themes such as "MO" (a 

mode of analysis which focuses upon a movement's organiza

tional structure) (Beckford, 1977), and social network, exem

plified in Gerlach and Hines' (1970) study of the Neo-Pente-

costal movement are also included. All of these analyses 

prove valuable in their own right toward conceptualizing and 

understanding contemporary religious phenomenon. 

Utilizing the various analytical modes, social scien

tists focus upon a number of different religious groups 

and/or movements. One of the most frequently studied 

religious groups is the "Jesus People." This group is 

described by Balswick (1974:359) as "one of the most dynamic 

forces in the youth counterculture." The Jesus People are 

recognized by several different names such as "street Chris

tians," "God's forever family," and "Jesus freaks." The 

group is considered to be a social movement in an unorgan

ized sense (Enroth, 1972), although another conception sees 

it as not qualifying for a social movement due to its disun

ity (Balswick, 1974). The significant characteristics of 

the Jesus People include a fundamentalist view of religion, 

an apocalyptic view of the world as coming to an end, an 

emphasis upon subjective religious experience, consideration 

of the Bible as the ultimate authority, and the use of coun

terculture symbols and methods as indicative of their 
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philosophies and ideals (Balswick, 1974; Enroth, 1972). The 

Children of God, originally known as "Teens for Christ," is 

considered by two writers as the most organized group of the 

Jesus movement. The group features total commitment and a 

"communitarian" style of life. The ministry of the Children 

of God, while once "street witnessing" through music, is now 

primarily literature distribution. The Children of God are 

described as having a democratic, non-authoritarian struc

ture and are becoming a "fairly rational bureaucracy" (Davis 

and Richardson, 1976:339). 

The Jehovah Witnesses represent another religious 

group mentioned in the sociological literature. It is a sec

tarian movement which is characterized by its "chiliastic" 

philosophy and "millennial" views (Zygmunt, 1970). Zygmunt 

analyzes the growth of the movement from the standpoint of 

its prophetic failures. He discusses the various organiza

tional and identity changes brought about as a means of adap

tation to the prophetic failures. He attributes the success 

of the Jehovah Witnesses to the development of a symbolic-

interaction system which provides self-confirmation and 

social isolation, thereby providing protection for their 

beliefs and philosophies. 

Other new forms of religious expressions are dis

cussed to some extent in the sociological literature, includ

ing the Hare Krishna (Daner, 1976), Unification Church (the 
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"Moonies") (Robbins, Anthony and Richardson, 1976), and to a 

lesser extent, Scientology, Divine Light Mission, and Trans

cendental Meditation (Chalfant, Beckley and Palmer, 1981:290-

312). Such new forms of religious expressions represent new 

groups and organizations emerging in the recent past. In 

fact. Stark (1979) reports the existence of 501 cults in 

America, based on the Encyclopedia of American Religions 

(1978) by J. G. Melton. Californiar New York, Illinois, and 

Florida, top the list of states with the greatest prevalence 

of cults . 

A final impetus in the sociological, as well as psy

chological, literature to be discussed concerns the social 

and psychological characteristics and ramifications of reli

gious groups/movements. One of the most prevalent research 

themes includes conversion theories. One of the most not

able is the "world saver model" presented by Lofland and 

Stark (1965). The theory centers around the presence of 

background or pre-disposing characteristics (i.e., percep

tion of long-term tension, strain, frustration, etc.; posses

sion of a religious perspective; rejection of traditional 

religion) and situational factors arising as a result of con

tact with cult members (i.e., turning point reached, develop

ment of affective bonds with cult members; encouragement 

from other seekers; intensive interaction with cult 
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members). Lofland (1977) in his updated version of the 

conversion process places a greater emphasis on the role of 

the convert in the conversion process. 

The social and psychological ramifications of the 

conversion process is also present in the literature. Cults 

and other religious groups are blamed for brainwashing and 

programming converts by "bizarre techniques" (Chalfant, 

Beckley and Palmer, 1981:312). Conway and Siegelman (1979: 

13) term the sudden personality change found to exist in 

cult converts as "snapping." Snapping is also described as 

bringing about "a much deeper and more comprehensive change 

in individual awareness and personality" (1979:13). Conway 

and Siegelman (1979), in referring to the "Jonestown mas

sacre," give an example of the results of this process. 

Singer (1979) points out tne emotional problems which 

ex-cult members experience as a result of cult experiences. 

She cites such problems as depression, loneliness, indeci-

siveness, altered states, and fear of the cult as common emo

tional difficulties. Legal battles are described which 

developed as a result of the cult experiences and the 

claimed social and psychological damages (Robbins and 

Anthony, 1978; Slade, 1979; Conway and Siegelman, 1979). 

Although social science literature contains analyses 

of a great number of religious expressions, particularly 

groups and movements, little information or investigation 
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focuses on the internationally known group/movement. Campus 

Crusade for Christ. It is a group which receives a great 

deal of publicity, primarily in popular literature and 

through the media news. Journals such as 'lime and News

week , and popular religious journals such as Christianity 

Today, Church Century and Church Today contain articles 

describing Campus Crusade's activities and criticizing vari

ous aspects of the movement. However, little scientific 

research of Campus Crusade appears to exist in professional 

literature, and there is no known in-depth analysis of the 

group/movement. A search of occupational, religious, socio

logical, and psychological literature reveals no in-depth 

study involving Campus Crusade for Christ. 

Campus Crusade for Christ is mentioned in two spe

cific research projects contained in the literature. One 

such project is described by Wuthnow (1976a:30-42; 1976b:267-

93). As part of a "Religious Consciousness Project," 

Wuthnow reports the results of "intensive studies" of some 

of the new religious movements which focus upon public 

response of Bay Area residents to the movements. All of the 

movements are described as "highly publicized." The data 

are based on a sample of one thousand persons, ages sixteen 

A search was made of major journals from each of 
the professional disciplines mentioned. Although not every 
relevant journal or book was searched, it is the opinion of 
the writer that the literature searched is representative of 
major studies done. 
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and over, residing in the San Francisco Bay area. Wuthnow 

categorizes the new movements under three headings: 

(1) Countercultural; (2) Personal Growth; and (3) Neo-Chris-

tian. The findings on the Neo-Christian groups reveal vari

ous characteristics of Campus Crusade for Christ. These 

include: (1) Campus Crusade is among the leaders attracting 

the greater number of participants, although none of the 

groups attract more than a very small population of the pub

lic; (2) Campus Crusade ranks third of those groups studied 

regarding public familiarity; (3) Campus Crusade is found to 

receive the most favorable reaction from the public, 

although most of the sample feel nothing either way; (4) Cam

pus Crusade ranks among the lowest in its reaction to and 

participation in radical political activity; and (5) Campus 

Crusade is among the Neo-Christian groups who generally do 

not support alternative living styles and do not use drugs. 

Wuthnow (1976b:283-84) also suggests that the Neo-Christian 

groups, among them Campus Crusade, seem to be strongly com

mitted to Christian beliefs and values "as ways of possibly 

revitalizing Christianity," as the data reveal their strong 

belief in God and their adherence to following God's will. 

The Neo-Christian groups also appear to favor traditional 

religious commitments (i.e., participation in church). 

Secondly, Conway and Siegelman (1979:44) speak of 

the rise of "sophisticated technology and mass-marketing 
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strategies" as a fairly new Evangelical trend. They cite 

Campus Crusade for Christ as exemplary of this new trend, as 

Crusade is the force behind the "I Found It" campaign. 

Through the campaign. Campus Crusade reports the number of 

recruits for Jesus at 600,000 in two hundred cities, dona

tions of $29 million, and literature sales of $3 million. 

Conway and Siegelman point out the similarity of Campus Cru

sade's appeals to the public (i.e., the surrendering of a 

person's total being in becoming a Christian) to the appeals 

of other cults. The authors discuss the danger of future 

mind control which is possible from such highly technologi

cal methods. 

Considering the aforementioned widespread nature of 

the Campus Crusade movement and its reportedly growing tech

nological status, it seems questionable that there is 

absence of an in-depth analysis of the movement within any 

of the scientific disciplines. Also, in examining the pro

fessional literature, there appears to be relatively few 

studies and/or analyses done utilizing an occupational per

spective, although a growing number of people are involved 

in religious work on a full-time basis. However, there are 

some studies done concerning some religious occupations, 

namely the minister. These studies focus upon analyses of 

various occupational roles. A sample of studies of this 

nature are addressed in a later section of this chapter. 
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However, before turning to such studies, literature concern

ing the concept of role is examined. It is felt that this 

type of theoretical departure provides a useful base from 

which to examine the role of another religious occupation, 

namely that of a Campus Crusade for Christ staff member. 

Review of Literature on the 
Concept of Role 

During the past two decades, the concept of role has 

received increasing attention in social psychology, sociol

ogy, and anthropology literature. Levinson (1959) links 

this increase in popularity to the concept's dual capacity 

of dealing with the individual and his surrounding, collec

tive matrix. Subsequently, "role" has been viewed by numer

ous writers as a crucial concept in the bonding of psychol

ogy, sociology, and anthropology, since it provides an 

explanatory tool for each. 

According to Banton (1965), role furnishes the basis 

for analysis of any type of conscious behavior. Banton 

(1965:48) cites: "The analysis of social relations in terms 

of parties' roles brings some sort of order into the contem

plation of the bewildering complexity of human activities. 

It separates and identifies different spheres of investiga

tion." Newcomb (1950) and Sarbin (1954) likewise imply the 

significance of "role" in the analysis of social systems. 

In his discussion of society, Newcomb (1950:277-83) illus

trates the importance of positions in society as a means of 
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identifying societal functions and the system of norms to 

which these functions are linked. Concurrently, Sarbin 

(1954:224) testifies to the centrality of role: 

In sum, all societies are organized around positions and 
the persons who occupy these positions perform special
ized actions or roles. These roles are linked with the 
position and not with the person who is temporarily occu
pying the position. 

Even with widespread use of the term "role" and role 

terminology, a consensus regarding role cannot be described 

or found (Biddle and Thomas, 1966:3-19). Apparently, the 

inconsistency evolves from the use of the terms "position" 

and "status" in relation to "role." Linton (1936:113-14) 

introduces the term "status" in his classic definition: 

A status as distinct from the individual who may occupy 
it, is simply a collection rights and duties . . . A 
role represents the dynamic aspect of a status . . . 
When an individual puts the rights and duties in effect, 
he is performing a role . . . Role and status are quite 
inseparable . 

Although offering variations of the correlation between role 

and status. Parsons (1951) and Neiman and Hughes (1951) simi

larly link the two terms. 

Alternatively, some writers utilize the term "posi

tion," rather than status, in their definitions of role. 

Newcomb (1950) suggests each member in society occupies a 

position; each position serves a function in the life of the 

group and has a set of rules which determine how each member 

behaves toward one another. In like manner, Gross (1958), 

Sarbin (1954) and Bates (1962) equate position and role. 
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Despite the variances in the use of role terminology 

cited above, the literature offers notable consistencies con 

cerning the meaning of role and its usefulness in the study 

of human behavior. Levinson (1959) presents a consolidation 

of theoretical viewpoints concerning role. He notes three 

major uses of the term "role" (1959:172): 

a. Role may be defined as structurally given demands 
(norms, expectations, taboos, responsibilities, and 
the like) associated with a given social position. 
Role is, in this sense, something outside the given 
individual, a set of pressures and facilitations 
that channel, guide, impede, and support his func
tioning in the organization. 

b. Role may be defined as the member's orientation or 
conception of the part he is to play in the organi
zation. It is, so tc say, his inner definition of 
what someone in his social position is supposed to 
think and do about it . . . . 

c. Role is commonly defined as the actions of the 
individual members . . . . In this sense, role 
refers tc ways in which members of a position act 
with or without conscious intention in accord with 
or in violation of a given set of organizational 
norms . . . (emphasis in original). 

Three central elements of role are apparent--norms, behav

ior, and individual perceptions. Levinson notes that role 

is most often used to simultaneously incorporate ail three 

meanings . 

Gross, Mason and McEachern (1958:17) present what 

they consider to be the most common elements of role concep

tualization and role definition found in the literature. 

They state that "individuals: (1) in social locations (2) 

behave (3) with reference to expectations" (emphasis in 

original). The emphasis given to one or a combination of 
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the three elements by a role theorist, classifies his 

approach as normative, behavioral, socio-psychological (cog

nitive), or other specified approaches to the study of role. 

Aside from the literature concerning conceptual and 

definitional considerations, an equally prominent extension 

of role literature deals principally with the analysis of 

roles. A central issue of this literature is the study of 

role conflict. 

In general, role-conflict is exemplified by a situa

tion in which an individual, as an incumbent of a specified 

position, may find himself exposed to conflicting expecta

tions. Different people expect him to behave in different 

ways, thereby resulting in incompatible expectations (Gross, 

Mason and McEachern, 1966:282). Some social scientists view-

role conflict as incompatible expectations which an individ

ual encounters, whether he is aware of a conflict or not 

(Seeman, 1953). Others use "role-conflict" to denote situa

tions in which an individual perceives incompatible expec

tations (emphasis in original) (Nix and Bates, 1962; Bates, 

1962; Kahn, 1964). A third use focuses upon role-conflict 

resulting from an actor occupying two or more positions 

simultaneously, subjecting him to conflicting expectations 

(Getzels and Guba, 1954; Zucher, Sonenschien and Metzner, 

1966). Similarly, others center on those contradictory 

expectations that arise from an individual's occupancy of a 
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single position. Lastly, some writers limit role conflict 

to include only those situations in which an actor is 

exposed to conflicting legitimate expectations, whereas 

others do not make this stipulation (emphasis in original) 

(Gullahorn and Gullahorn, 1963). 

Various types of role conflict are also found in the 

literature. Morris (1971:398-99) identifies the four types 

of role conflicts which appear most frequently in the 

literature: 

a. Inter-role conflict. Refers to Sarbin's (1954) 

notion that role conflict occurs when a person 

occupies two or more positions simultaneously 

and when role expectations of one are incompat

ible with the role expectations of the other. 

b. Intra-sender conflict. Based on Kahn's (1965) 

proposal that this concept be restricted to 

those conflicts which are derived from the con

tradictory expectations of a single member of 

the role set. 

c. Intra-role conflict. Refers to conflicting, 

incompatible role expectations engendered by a 

role-set (pattern of role relationships and the 

accompanying expectations which an individual 

has by virtue of occupying a single position) 

which exert role strain upon the incumbent. 
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d. Self-role conflicts. Discrepancies between pat

terns of expectations attaching to a role, and 

the patterns of needs-dispositions characteris

tic of the incumbents of the role result in self-

role conflict. 

Moreover, numerous studies investigate role conflict 

within an occupational role. For example, Simmons (1968) 

considers role conflicts within a complex organization, 

focusing on the position of the first line-supervisor. 

Badawy (1973) focuses upon the conflicts perceived to exist 

between individual scientists and the bureaucratic organiza

tion employing them. Grusky (1959) explores role-conflicts 

within a prison, specifically involving prison camp offi

cials. Corwir (1961) in his study of role conflict in nurs

ing roles, offers what may be an explanation of the presence 

of role-conflict within so many occupations. He notes 

(1961:614) that "conflict in roles is an inherent character

istic of the structure of work." However, the individual 

can and usually does make necessary adjustments which modify 

its impact on him. 

Other role characteristics appear in the literature. 

A number of these characteristics seemingly have trinitar-

ian qualities such as: predecessors to role conflict, con

tingent factors in the explanation of this concept, and suc

cessors to role conflict. Kahn (1964:20) discusses the 
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possibility that role conflict results in "role overload," 

which he defines as legitimate expectations being placed on 

a person to perform a virtually impossible variety of tasks 

within a limited time span, and "role ambiguity." Nix and 

Bates (1962:7-17) in their study of role stresses within the 

occupation of a vocational agricultural teacher, identifies 

"role inadequacy," "role frustration" and "role superfluity" 

(i.e., a condition created by excessive, yet non-conflicting 

expectations). It may also be noted that the average voca

tional-agricultural teacher exhibits an above average level 

of role satisfaction—a condition which is explained by cer

tain rewards and structural mechanisms present within the 

occupation which alleviate the stress. Levitin (1964) iden

tifies an additional characteristic of role in his examina

tion of the "puller," as he discusses "role distance." 

Additional studies pertaining to the analysis of spe

cific roles and role characteristics also abound in the lit

erature, many of which deal with the analysis of various 

occupations. Mention of these studies is beyond the scope 

of this paper. However, one group of studies is found which 

provides a useful analysis for the study of religious occupa

tions—an area of study which is addressed in the next sec

tion of this paper. 
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Review of Literature Utilizing the 
Concept of Role in the Study of 

Religious Occupations 

A review of existent literature concerning religious 

occupations reveals a primary focus upon the occupation of 

the minister/priest. The literature contains studies which 

describe role, role performance, and various role problems 

(i.e., role conflict, role ambiguity). Several studies 

focus upon the role behaviors of ministers, including their 

participation in various forms of social action. Campbell 

and Pettigrew (1959) investigate the social involvement of 

ministers in Little Rock, Arkansas. Campbell and Pettigrew 

discuss the conflict between the minister's own personal 

beliefs and those of his profession as influential in social 

activism.. Blume (1970), Hadden and Rymph (1966), and Neisen 

(1973) discuss variables involving the ministers' social 

action behavior. 

Additional research focuses upon an analysis of the 

content and characteristics of the minister's role. 

Blizzard (1956; 1958) identifies several types of roles of 

the minister and their functions, while Harshbarger (1959) 

discusses the roles of the professional religious worker. 

Reilly (1975) focuses upon the changes taking place in the 

ministers' conceptions of various aspects of their roles. 

Bonn and Doyle (1974) discuss one of these changes in terms 

of "role recomposition." Cryns (1970) focuses on "role 
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perseverance." Central to his study is what he terms an 

"organizational selection process" which insures "ideologi

cal and attitudinal homogeneity" and provides a form of 

internal control (1970:241). Kelly (1971) investigates the 

characteristics of role satisfaction within the occupation 

of the Catholic priest. 

A final group of studies centers around role con

flict present within the occupation of the minister. 

Gustafson (1954) identifies the source of role conflict as 

resulting from the minister's problem in developing an appro

priate professional identity. Wilson (1959) cites contradic

tions in role expectations and status of the Pentecostal 

minister. In a similar vein. Blizzard (]956a) points to the 

ambiguities within the church structure itself, which filter 

into the role expectations of tne parish clergymen. He 

terms this problem the "minister's dilemma." Blizzard 

(1956b) notes the roles of the urban minister as conflicting 

with one another due to the differing expectations of the 

roles. Burchard (1954) explores the conflict inherent in 

the roles of the military chaplain and the problems incurred 

in balancing two of the roles. In a different direction. 

Mills (1968) classifies the role conflicts of ministers into 

several groups, focusing upon conflicting role expectations, 

norms, and motives. Finally, Potvin (1976) notes the pres

ence of role ambiguity among clergymen and its relation to 

role commitment. 
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A final group of studies to be mentioned concerning 

the role of the minister centers upon the mental drain asso

ciated with the role. Hadden (1969) discusses various 

crises within the churches which the ministers internalize. 

Blain (1958) identifies various sources of mental stress 

within the occupation of the minister including sacrifices 

inherent in the role, denial of "normal" emotional expres

sion, denial of self to cover deficiencies, and relation

ships to superiors. Kildahl (1961:41) emphasizes the hazard 

incurred by the minister's belief in his vocation as the 

"most important in the world." Hulme (1963) also focuses on 

certain hazards of the ministry. Finally, Whitcomb (1951) 

and Southard (1958) focus on anxiety and problem producing 

conditions present within the ministry. 

Summary 

This chapter reviews literature in three general 

areas: (1) literature pertaining to contemporary religious 

expressions, (2) literature on the concept of "role," and 

(3) literature utilizing the concept of role in the study of 

religious occupations. Although the literature pertaining 

to religious expressions is generally plentiful, there seems 

to exist a notable gap in the study of religious occupa

tions. Aside from research pertaining to the minister/ 

priest, there appears to be a very limited amount of litera

ture regarding other religious occupations. Major 
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perspectives from which religious phenomena are studied 

center around analyses of religious organizations, move

ments, and some occupations. 

A secondary objective in this study is to investi

gate similarities between those religious characteristics 

presented in the literature and those typified by Campus Cru 

sade for Christ staff members. Specifically, are any of the 

findings regarding conversion to a religious group parallel 

to the conversion experience exemplified by the experiences 

of Campus Crusade staff members? Are Wuthnow's (1976) pres

entation of characteristics of various new religious move

ments found to be present among Campus Crusade staff mem

bers? In addition, attention is given to the discussion of 

various role characteristics (i.e., role strain, role frus

tration, role overload) present in the literature and their 

presence within the occupational role of the Campus Crusade 

staff member. In these ways, the comparison to existing 

religious theories and data are made. However, it is neces

sary to determine first, what the staff members actually 

do, and how they feel about doing it. 



CHAPTER IV 

ORGANIZATIONAL STRUCTURE OF THE CAMPUS CRUSADE 

FOR CHRIST CAMPUS MINISTRY AND BACKGROUND 

CHARACTERISTICS OF CAMPUS CRUSADE 

STAFF MEMBERS 

Introduction 

Vital to the understanding of any organization is 

the organizational structure itself. The purposes of this 

Chapter are to: (1) provide a description of the organiza

tional structure of the Campus Ministry of Campus Crusade 

for Christ; and (2) give a brief profile of the present 

sample of Campus Crusade for Christ staff members. 

Organizational Structure 

Administrative Hierarchy 

The organizational structure of Campus Crusade for 

Christ is multi-faceted. It is referred to in the Policy 

Manual (1974b:5) for Campus Crusade as a "multi-national 

organization" and one which "reflects a continental organiza 

tional structure." The various phases of the world-wide 

organization are led by the founder/president. Bill Bright 

(see figure 1). The president is in turn directly respon

sible to an International Board of Directors. Directly 

36 
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beneath the president, are various directors on the national 

and regional levels, assistants, and coordinators, all of 

whom represent the ministeries and special divisions of Cam

pus Crusade. 

There are three advisory bodies within Campus Cru

sade for Christ, as described in the Policy Manual (1974b), 

whose primary responsibilities include decision-making and 

implementation of all decisions and established policies. 

The International Advisory Congress is one such advisory 

body which meets approximately every four years. This meet

ing is called by the president and is attended by all direc

tors of affairs, national directors and/or representatives, 

international representatives, and other designated person

nel. The time and duration of the meeting is determined by 

the president. 

The International Advisory Council is a second advis

ory body which functions as the primary advisory body to the 

president regarding all international matters. This advis

ory body serves during the period between meetings of the 

International Advisory Congress. 

The President's Cabinet is the third advisory body 

in the Campus Crusade for Christ organizational structure. 

It is a body "composed of all ministry heads in the U.S. and 

other designated personnel and will meet at least monthly" 

(Anonymous, 1974b:8). The duties of the President's Cabinet 

are as follows: 
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1) Advise the president on policy matters; 
2) Be responsible for implemienting policies within the 

U.S. Ministry of Campus Crusade for Christ; 
3) Be responsible for coordinating activities relevant 

to the entire Campus Crusade for Christ Ministry in 
the U.S. ; 

4) Research assigned projects, from which to make recom
mendations to the president (Anonymous, 1974b:8). 

The Campus Ministry of Campus Crusade for Christ 

represents one phase of the worldwide organization of Campus 

Crusade. Due to its central relevance to this study, its 

specific organizational structure will be examined in close 

detail. 

Campus Ministry Hierarchy 

The organizational structure of the Campus Ministry 

of Campus Crusade is hierarchical in nature. The Campus Min

istry, as shown in figure 2, features four major positions 

including the Campus Director, Senior Man, Senior Woman, and 

Field Staff. 

The position of Campus Director is represented at 

the head of the Campus Ministry. His duties center around 

direction and coordination of the Campus Ministry including 

the direction or supervision of the staff members. The Cam

pus Director is specifically responsible for such duties as 

reporting to the Campus Crusade headquarters regarding minis

try as well as staff activities, training male staff mem

bers, conducting staff meetings, leading the Central Action 

Group (see description in later chapter), attending 
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conferences and out-of-town meetings, and other miscellane

ous duties (see table 1). He also works "in the field" meet

ing with students on an individual, as well as group, basis. 

For the most part, the Campus Director assumes many of the 

same responsibilities as the rest of the staff members, with 

responsibilities differing primarily in regard to the vari

ous administrative duties performed by the Campus Director. 

The Campus Director reports directly to the Area Director 

regarding work-related, as well as personal, matters. 

The Senior Woman is one of two positions directly 

beneath the Campus Director in terms of responsibility and 

authority. The Senior Woman, for the most part, directs the 

female staff members' work activities. Her additional 

responsibilities include training new female staff members, 

meeting with students in groups, as well as individually, 

attending all Campus Crusade functions, and other duties sim

ilar to the Field Staff (see table 1). The Senior Woman 

also is reported to function as the "right hand man" of the 

9 . . . . 

Campus Director. Overall, her position assim̂ ilates that 

of the Campus Director in that she similarly directs the 

The Area Director is not depicted in the organiza
tional structure of the Campus Ministry since he does not 
play an active role in the Ministry. He monitors various 
Campus Directors in his geographical area of responsibility 
through their reports and other communications. 

This depiction of the Senior Woman was made by a 
staff member who later became a Campus Director. 
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TABLE 1 

Major Duties of Staff Members According 
to Positions 

Positions Duties 

Campus Director Directs and 
try; respon 
evaluations 
conducts St 
Central Act 
ies; attend 
town meetin 
ings (as sc 
and supervi 
reports to 

coordinates Campus Minis-
sible for ministry and staff 
; trains new staff (male); 
aff meetings; directs the 
ion Group; leads bible stud-
s conferences and out-of-
gs; attends required meet-
hedule permits); counsels 
ses students and staff; 
Area Director; 

Senior Woman Directs females' ministry; trains new 
staff (female); leads own action group; 
leads bible studies; attends required 
meetings; trains students; counsels 
with female staff and students; super
vises female staff; fills out required 
reports; reports to Campus Director and 
Area Woman; 

Senior Man Trains new staff (male); leads own 
action group; leads bible studies; 
attends required meeting; counsels with 
male staff and students; fills out 
required reports; trains students; 
reports to Campus Director; 

Field Staff Directs own action group; leads bible 
studies; attends required meetings; 
counsels students; trains students; 
reports to trainer (usually a Senior 
staff person) and Campus Director. 
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female staff members' work activities, as the Campus Direc

tor directs the male members' work activities. She regu

larly advises the Campus Director of all aspects of the 

female staff ministries. She also reports to the Area Woman 

at specified intervals regarding personal, as well as work-

related, matters. 

It is interesting to note that although the Senior 

Woman shares many of the same authoritative responsibilities 

as the Campus Director, women do not ascend to the position 

of Campus Director. This fact is discussed by two of the 

staff members: 

There are no women in the Campus Director positions. Up 
the chain of command for the male staff members are all 
men. 

Women are in positions of respect, not authority. Women 
have their own chain of command. Each woman has no 
direct authority, only an input. They have some unoffi
cial authority. Men are generally in authority over all 
women. 

A girl can only go so far in Campus Crusade . . . either 
Senior Woman, Area Woman, or National Traveling team. 
When men are involved in a team such as the Campus Minis
try, they are the authority, but when there are just 
women involved, a woman can have the authority. Campus 
Crusade likes men in certain positions and women in cer
tain positions. 

When questioned as to the reason men are in authority over 

women, one staff member responded: "They (Campus Crusade 

for Christ) don't want women to lead over men. It is easier 

for men to take authority from other men." A woman within 

Campus Crusade is not given authority over men, due to 
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Campus Crusade's conception of the woman's role. This dis

tinction specifically relates to the Campus Ministry's divi

sion into women's and men's sides. 

The Senior Man is the other position falling 

directly beneath the Campus Director. He is responsible for 

training the new male staff members. He also performs simi

lar duties to the Field Staff (see table 1). Because his 

duties are so similar to the other male staff mem.bers in the 

Field Staff, one staff member even describes the Senior Man 

as "just a fancy title given to the more experienced staff 

members . " 

The Field Staff comprise the remainder of the Campus 

Ministry members. Its two subdivisions are: (a) New Staff 

and (b) Senior Staff. A New Staff member is one with less 

than two years experience. After two years of accumulated 

experience, the term Senior Staff member is applicable. 

Although the Senior Man or Woman on campus definitely has 

two or more years experience and is a Senior Staff member by 

definition, it should not be assumed every Senior Staff per

son possesses the title and responsibility of Senior Man or 

Woman. On those campuses where two or more male (or female) 

Senior Staff members co-exist, only one has the title of Sen

ior Man (or Senior Woman). Nevertheless, all Senior Staff 

generally participate in the training of new staff. Outside 
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of the New Staff's subordination to the Senior Staff for 

training and development, their duties/activities are compar

able (see table 1) . 

Within all hierarchical levels of the Campus Minis

try, one finds common denominators in the staffs' responsi

bilities (excluding the administrative duties). Therefore, 

for the purposes of this paper, the term "staff members" cat

egorically refers to all campus positions delineated above 

(Campus Director, Senior Women, Senior Man, Senior Staff, 

and New Staff). When differences do exist, these normally 

relate to the number of hours spent on campus or "in the 

field." 

The various positions depicted in the organizational 

structure of the Campus Ministry may vary from campus to cam

pus. According to a staff member, the number of staff mem

bers on a given college campus varies anywhere from four to 

twelve staff members, depending upon "size, openness, and 

other characteristics of the college campus." There are 

reportedly rare exceptions to these numbers, with an excep

tion being one college campus which has only one staff 

couple. However, this instance is described by a staff mem

ber as rare and not in keeping with the philosophy of a 
3 

"team" concept advocated by Campus Crusade. Work 

3 
Several of the staff members emphasized the idea 

of working together as a "team." This concept fits with the 
staff members' emphasis placed on group support, staff close
ness, and working together as important elements in the 
achievement of Campus Crusade goals. 

/ 
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responsibilities are also described by staff members as stan

dard throughout all of the Campus Ministries. One staff mem

ber refers to this standardization of work activities as 

"the distinctiveness of the Campus Crusade movement as the 

same across the country." 

Status and Authority 

A unique part of the organizational structure within 

the Campus Ministry is status and authority. In Campus Cru

sade, status and authority revolve around what the staff mem

bers term "the chain of command." Basically, as described 

above, the chain of command begins with the Campus Director, 

goes to the Senior Woman and Senior Man, and then to the 

Field Staff. Staff members describe the chain of command as 

a "very structured" thing. According to all of the staff 

members sampled, all occupational problems are taken up the 

chain of command as far as needed. Conceptually, the degree 

of authority within this organization is correlated with the 

positional level in the hierarchical structure, with the Cam

pus Director assuming the greatest degree. However, in talk

ing with the staff members, it appears the Campus Director 

alone has true decision-making authority. 

The exercise of authority within the Campus Ministry 

entails "direction" rather than order-giving. As one staff 

member stated, "We try to direct the students under us 

rather than deal with them in an authoritarian manner." One 
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of the Campus Directors also supported this style of author

ity: "I try to give direction to the staff rather than sim

ply ordering them to do things." Another Campus Director 

spoke in a similar vein: "We use authority on a much more 

casual basis than most businesses because we love each 

other. We use authority as direction." 

In examining the status of each position, an inter

esting discovery is made. Through interviewing and observ

ing the staff members, it appears that there are no distinc

tions made on the basis of high or low status. No position 

appears to be of any higher or lower status ranking than any 

other. For example, one staff meiriber made reference to this 

finding: "The only thing you get when you advance up the 

chain of command is more responsibility." Another staff mem

ber related a similar view: "No position is considered to 

be any higher than another. Some just have more responsibil

ities than others." Thus, a higher position appears to indi

cate a person's ability to handle greater responsibility, 

rather than the position assuming greater importance or sta

tus within the hierarchical structure. 

Leadership 

All of the staff members consider themselves as lead

ers, regardless of their position within the hierarchical 

structure of the Campus Ministry. This leadership is inher

ent in their positions as Campus Crusade staff members. One 
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staff member commented: "Every position is a leadership 

position. New staff members lead and train students . . . 

The Senior Man leads and trains new staff . . . Students sub 

mit themselves to the leadership and guidance." Thus, every 

staff member is seen as leading and directing someone else. 

Some of the staff members refered to the students as "forc

ing" the staff members into a position of leadership. One 

staff member mentioned the "responsibility" which a staff 

member feels for leading the students. All in all, author

ity and leadership appear to be common denominators in all 

positions of the Campus Ministry. 

Advancement 

To advance up the hierarchical structure, it appears 

individual performance, experience, and various personal 

characteristics are required. For example, one staff member 

discussed the importance of performance and other personal 

characteristics: "Demonstrate that you can lead. If you do 

a good job, take initiative, and demonstrate a solid rela

tionship with God, then you will advance. Demonstrate what 

you can do and they give you the opportunity to do it." 

Other personal characteristics indicated by the staff mem

bers besides initiative and a good relationship with God are 

trustworthiness and faithfulness in doing one's job. In 

terms of performance, experience as a staff member and con

sistency in doing one's job well are also seen as important. 
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As the aforementioned performance and individual 

characteristics are demonstrated by the staff members, they 

are considered by the Personnel Division of Campus Crusade 

for a position of greater responsibility. Recommendations 

for these promotions come from a staff member's immediate 

supervisor and the Campus Director. 

Organizational Growth 

A final aspect of the organizational structure of 

the Campus Ministry to be discussed deals with organiza

tional growth. As shown in figure 3, the organizational 

structure generally features the shape of a pyramid. This 

pyramidal shape grows and becomes more outwardly expansive 

as more students become committed to the philosophies and 

ideals of Camipus Crusade and participate on a regular basis 

in Crusade activities. Officially, the students, though 

part of the Crusade movement, are not recognized by Crusade 

staff members as part of the organization. However, there 

are various students who do become involved with Campus Cru

sade on a regular basis. These students become part of the 

action group structure and help train other students in 

Campus Crusade methods and philosophies. The action group 

concept is discussed in the next chapter which deals with 

role behavior. These students, who are referred to by staff 

members as "regulars," frequently become staff members of 

Campus Crusade for Christ upon graduation from college. 
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This expanding pyramidal feature of growth with Cam

pus Crusade for Christ is explained for the most part by the 

concept of "multiplication," which depicts the overall goal 

of Campus Crusade for Christ. Multiplication describes the 

efforts by Campus Crusade staff members to "spread the gos

pel to every person on campus." As Campus Crusade staff mem

bers enlist students to help them achieve Crusade objectives 

and spread the gospel, these students in turn enlist other 

students, and so on. The ultimate goal of the overall organ

ization of Campus Crusade is to "win the world over tc the 

4 
philosophy and teachings of Christ." One staff member 

made the comment that "All we need is to get to 3 percent of 

the total population in order to take it over, so that's 

4 
Campus Crusade for Christ set a goal back in the 

1970s to reach the world for Christ by 1980. Worldwide 
efforts were made by all divisions of Campus Crusade to 
reach this goal. In talking with a former staff member of 
the Campus Ministry in 1981, who is included in the present 
research sample, this goal was not reached. However, rather 
than judging the success or failure of the goal set for 
1980, the goal was considered by the staff member as signifi 
cant in that it served to "stretch the imagination and cre
ativity of Campus Crusade." Namely, "to set a goal and 
strive for it is important." The current overall goal for 
Campus Crusade for Christ may be seen as a stepping stone to 
reaching the ultimate goal, the world. It is a goal enti
tled the "Billion Soul, Billion Dollar" campaign. The 
object of this particular campaign is to talk to one thou
sand businessmen who will pledge a sum of $1 million each 
over the next ten years. The major strategy will be the 
sponsorship of weekend conferences by Campus Crusade, to 
which wealthy businessmen will be invited to view Campus Cru 
sade activities and the results of these activities. At 
these weekend conferences. Campus Crusade for Christ will 
"challenge these businessmen to become a million dollar 
giver . " 



52 

what we're striving for." For purposes of the Campus Minis

try, the ultimate goal is narrowed to that of "winning over 

the entire campus and making Christ known to all the stu

dents." This goal is achieved in a large part by multiplica

tion . 

As demonstrated above, the Campus Crusade organiza

tional structure of the Campus Ministry is clear cut, well-

defined, and expansive in nature. Within the organizational 

structure, the Campus Crusade staff members perform many 

duties and assume a multiplicity of roles. Each staff mem

ber fits into the organizational scheme in terms of these 

duties/roles which are clearly defined in every position. 

In fact, it can be said that the organizational structure of 

Campus Crusade is rigid, and as pointed out by one staff mem

ber, "highly organized." This rigidity and organization is 

further elaborated upon in the next chapter of this study, 

which deals with role behavior. Prior to such a discussion, 

this research next explores various background characteris

tics of the Campus Crusade staff members. 

Background Characteristics of the 
Staff Members 

As part of the interview format utilized by this 

researcher, various background questions were asked of all 

the staff members. Questions concerning age, education, mar

ital status, religion, length of time in Campus Crusade, and 
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other relevant background questions, yield significant demo

graphic data and provide a revealing profile of the staff 

members. 

Age 

The age range of the Campus Crusade staff members 

included in this sample, ranges from 23-28. In conversa

tions with various staff members, it was indicated that the 

Campus Crusade organization attaches a great deal of impor

tance to the staff members' ability to relate well to the 

college students. Therefore, it may be taken that the 

closer in age to the college students the staff members are, 

the better they can relate. 

The average age of the staff members upon selection 

by the Campus Crusade Campus Ministry is twenty-two. This 

age corresponds with various social and psychological charac

teristics found to be common among the staff members, which 

is discussed in a later section of this chapter. 

Marital Status 

As depicted in table 2, out of the nine staff mem

bers included in this sample, five are single and four are 

married. None of the staff members are previously married. 

According to the staff members. Campus Crusade for Christ 

policy requires that both husband and wife both be on staff 

with Crusade. In the case of a married couple, both spouses 
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TABLE 2 

Marital Status of Staff Members 

Marital Status Frequency 

Single 5 

Married 4 

Previously married 0 
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must apply and be accepted for staff positions in Crusade in 

order for either of them to become staff members. If a cou

ple later has children, the wife is allowed to become inac

tive in Crusade in order to care for the children. 

Sex and Race 

Data concerning sex and race are included in table 

3. As illustrated, five out of nine staff members are Cauca

sian males. Four of the staff members are Caucasian 

females. When queried as to the representation of other 

races within Crusade staff positions, the staff members indi

cate the presence of Blacks, Mexican-Americans, and other 

races, though not specifically identified. 

Religion 

5 
Six out of eight staff members profess belonging 

to a Protestant church. Three report themselves as Bap

tists, two are Presbyterians, and one is Methodist. These 

data are presented in table 4. Three of the staff members 

indicate belonging to a Bible church. Campus Crusade also 

requires that all staff members be Christians for at least 

one year prior to acceptance for a staff position. Each of 

One staff member's answer to this question could 
not be found by the researcher. Therefore, the sample size 
is eight staff members regarding this variable. 
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TABLE 3 

Sex and Race of Staff Members 

Sex, Race Frequency 

Male, Caucasian 5 

Female, Caucasian 4 

TABLE 4 

Religious Preference of Staff Members 

Religion Preferred Frequency 

Baptist 3 

Presbyterian 2 

Methodist 1 

Bible Church (non-denominational) 3 
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the staff members profess to be a Christian for five years 

or more, with four of the staff members professing to be 

Christians for over ten years. 

Length of Involvement with Campus Crusade 
Before Becoming a Staff Member 

The staff members' length of involvement in Campus 

Crusade ranges from one to four years as depicted in table 

5. Three staff members report involvement of three years or 

more, with six staff members reporting two years or less. 

Education 

All of the staff members included in the present 

sample are college graduates. In fact, this is a stipulation 

of Campus Crusade that each staff member possess a college 

degree, if they are working within the Campus Ministry. 

According to all staff members, this is required to ensure a 

staff member has more in common with the students with whom 

they work. 

As revealed above, the staff members included in the 

present sample possess similar background characteristics. 

The reason for these similarities appears inherent within 

the various qualifications and requirements which all pros

pective staff members must meet before being accepted for a 

staff position. Therefore, it may be said that Campus Cru

sade for Christ attracts individuals with similar back

grounds as a result of their various personnel requirements. 
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TABLE 5 

Length of Involvement with Campus Crusade 
Before Becoming a Staff Member 

Length of Involvement Frequency 

One to two years 6 

Three to four years 3 
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Not only are the staff members similar in regard to various 

background characteristics, but in analyzing the decisions 

of the staff members to join Campus Crusade staff, certain 

commonalities exist which seemed to predispose them to 

choose a career in Campus Crusade for Christ. These common

alities are identified as social and psychological factors. 

Psychological and Social Factors Involved 
in Becoming a Staff Member 

Through means of the interview and informal conversa

tions with staff members, it was found that various psycho

logical and social factors are involved in the decision to 

become a staff member. These factors are specifically 

referred to (by the researcher) as "push" and "pull" fac

tors. The answers to the questions, "At what point in your 

life did you make the decision to go on staff?" and "What 

influenced your decision to go on staff?" reveal these psy

chological and social factors. 

One push factor found to be common among several of 

the staff members is frustration. This factor is revealed 

through the following comments: 

I always had questions that nobody could answer. In 
church, I became aware of all the hypocrites there 
were—everybody was immoral. The pastor's daughter was 
pregnant and having to get married, this deacon was run
ning around with that deacon's wife, et cetera. I was 
also living, at the time, with a beer drinking guy who 
had to be about the most immoral guy I knew . . . I was 
a Christian and I needed answers which nobody could give 

I guess you could say I had a frustrated past. 
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Another staff member related a somewhat similar story: 

My years in college were spent partying and having fun, 
for the most part. I studied when I had to and partied 
the rest of the time—called a different girl every 
night. One day there was a bomb threat and we all (fra
ternity guys) had to go to a bomb shelter. While in 
that little room, I began to think bout my life and it 
really began to hit me that I didn't know where my life 
was going. I really was frustrated and confused and 
became very depressed." 

Another staff member described an experience in which frus

tration is present, though of a different source: 

I was a Christian for most of my life, although a good 
deal of that time I really didn't know what being a 
Christian was really all about . . . I taught a few art 
classes as an undergraduate and got to work closely with 
little kids. I saw the need to really minister to these 
kids and tell them about Christ, and I was really frus
trated because I couldn't minister to them full time as 
I wanted to do. It was really a goal of mine tc be able 
to carry on a full time ministry, but my present career 
wouldn't allow it. 

Prevalent throughout these comments is a feeling of frustra

tion—frustration which seemingly caused the above staff mem

bers a great deal of tension. This particular finding paral

lels the finding of Lofland and Stark (1965) in which the 

presence of tension and frustration constitutes a predispos

ing factor toward conversion into a cult. 

Another possible push factor mentioned by seven of 

nine staff members is what may be termed career indecision 

which appears to have created pressure upon the staff mem

bers to make a career choice. Seven out of nine staff mem

bers indicated that the decision to apply for a staff posi

tion in Campus Crusade was made during their college 
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years. In fact, four out of the seven staff members 

reported having made the decision to pursue a staff position 

during their Senior year in college. Since all of the staff 

members included in this sample reported their involvement 

in Campus Crusade at the time of their graduation from col

lege, it appears possible that when faced with the decision 

to do something with their lives, the possibility of gaining 

a staff position could have been very appealing to them.. 

Again, this factor proves to be similar to Lofland and 

Stark's (1965) discovery that the presence of a turning 

point in life increases the subjects' desires to seek new 

solutions to their problems. 

In conjunction with the above-mentioned push fac

tors, a significant pull factor in choosing to become a 

staff member with Campus Crusade for Christ may result from 

continual involvement in Campus Crusade activities. The fol

lowing comments made by five of the nine staff members offer 

examples of this identified pull factor: 

I never knew exactly what it was to be a Christian . . . 
On the inside I was as immoral as everyone else. Then, 
I met some guys in Campus Crusade whose lives were very 
different . . . These guys answered all my necessary 
questions that nobody else could answer . . . I began to 
see a need for communication and assurance which these 
guys seemed to have. I began to see the freedom of 
Christ . . . So my roommate and I began to consider 
going on staff. 

I started going to Campus Crusade for Christ meetings. 
I went to a Christmas conference and caught a picture of 
what the spirit-filled life was. I wanted the life they 
had, so I began to think about going on staff. 
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I was impressed more and more as I went to Crusade 
stuff. I began really thinking seriously of going on 
staff. 

I think one of the big things that influenced my deci
sion to go on staff was because of my involvement with 
Crusade. I also had a personal conviction of wanting to 
help students. 

One staff member made the comment that she was a "good girl" 

in college and that the "standards of other people just 

weren't the same." As a result, she admitted being drawn tc 

Campus Crusade because it happened to have been the "natural 

choice for people I wanted to be around." Repeatedly, staff 

members cite the influence of their Campus Crusade involve

ment as a factor in their decision to become a staff member. 

In conjunction with the aforementioned pull factor, 

it appears that the camaraderie and friendliness of the 

staff members serves to further attract prospective recruits 

for staff positions. For example, it was observed by the 

researcher that at various Campus Crusade functions, it 

appears to be common practice for the staff members to greet 

everyone and carry on brief conversations with them. The 

following recorded notes, obtained during one of the Crusade 

meetings, illustrate this practice: 

During the meeting, mention was made by one of the staff 
member's wives that "it is important to make an effort 
and talk to someone you don't know." She goes on to 
tell of her own experience on staff at a previous col
lege where all the staff members were required to 
"divide and conquer," and she adds that "we were never 
supposed to even be seen talking to another of the staff 
after a meeting . . . Consequently, we all made sure 
that we talked to a newcomer or someone we didn't know 



63 

very well." After this comment was made, the staff mem
bers consistently emphasized talking to the newcomers at 
the Crusade functions, making them want to come back, 
and making them want to participate. 

So, it seems that the camaraderie and friendliness 

of the staff members at Campus Crusade functions constitutes 

a definite pull toward further involvement and possibly 

future recruitment into Campus Crusade as a staff member. 

A final factor which may be identified as constitut

ing a pull toward becoming a staff member is the "follow-up" 

process which the staff members carry out as part of their 

work activities. Basically, follow-up is a process whereby 

a staff member stays in continual contact with interested 

students and involves them in Campus Crusade activities. 

They help the student in any way they can and offer them 

guidance in various personal or religious areas. These spe

cific work activities are further discussed in the following 

chapter concerning role behavior. This continual contact 

seems to buttress the above-mentioned pull factors and 

parallel the finding of Lofland and Stark (1965) that pre-

converts display affective ties with one or more of the cult 

members with whom they are associating, before they join the 

cult. The presence of these affective ties seems to influ

ence their eventual decision in becoming a member of a par

ticular cult. 



64 

Summary 

The background characteristics of the staff members 

reveal a general profile of the staff member involved in the 

Campus Ministry of Campus Crusade as Caucasian, between the 

ages of twenty-three and twenty-eight, belonging to a Protes

tant church, having been involved in Campus Crusade movement 

one to four years before joining staff, and possessing a col

lege degree. Four of the staff are married; both husband 

and wife are staff members as required by Campus Crusade. 

In addition to background characteristics, various 

psychological and social factors are found to seemingly pre

dispose the staff members' decisions to join staff. These 

psychological and social factors, identified as push and 

pull factors, closely correspond to those mentioned by 

Lofland and Stark (1965) in their study concerning conver

sion to a religious cult. 

Having described the organizational structure of Cam

pus Crusade and the background characteristics of the staff 

members, this research next focuses attention upon the occu

pational role behavior of the staff member. Specifically, 

role activities and techniques for completing such roles are 

discussed in chapter V. 



CHAPTER V 

OCCUPATIONAL ROLE BEHAVIOR OF CAMPUS CRUSADE 

STAFF MEMBERS IN THE CAMPUS MINISTRY 

Introduction 

According to Gross, Mason and McEachern (1958:77), 

"individuals (1) in social locations, (2) behave, (3) with 

reference to expectations." In examining the occupational 

role of the Campus Crusade staff member within the Campus 

Ministry, it seems apparent that by virtue of their specific 

positions within the Campus Crusade hierarchical structure 

and as a staff member within Campus Crusade, there are 

certain expectations for work performance which guide their 

work behavior. These role expectations are generally stated 

in the Policy Manual (1974b). Specific suggestions and 

guidelines in carrying out work activities for the Campus 

Ministry staff are included in the Campus Ministry Manual 

(1974a) . 

The Policy Manual gives an overview of the Campus 

Crusade organization and presents its overriding policies 

and procedures. It is designed to answer questions concern

ing policies and established procedures. For example, it 

gives a brief description of the organization, including 

65 
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the purpose, structure, and advisory bodies. It also gives 

information regarding personnel matters such as recruiting, 

processing staff applications, qualifications, ministry 

transfers, leaves of absence, training, and the like. Other 

areas covered include training requirements, financial 

policy, staff benefits, mass media, and general staff 

policies (i.e., dating, marriage, staff attitudes, church 

membership, baptism of staff, and attendance of specific 

Campus Crusade functions). The Policy Manual, overall, 

describes general philosophies of Campus Crusade for Christ 

and the specific beliefs which are prescribed for all 

staff .-̂  

In addition to the Policy Manual, the staff mem

bers refer to a staff manual for the Campus Ministry which 

gives, in detail, procedures in carrying out daily work 

activities. For example, in the Campus Ministry Manual 

(1974a:36) is the following excerpt from section 6 entitled 

"How to Make Evangelistic Contacts": 

Make random contacts with strangers even if you do not 
have materials available. 
(1) Begin a conversation on .any appropriate subject and 

then turn the conversation to spiritual things. 
(a) Talk about current world problems and ask them̂  

if they may see any likely solutions. 

All prospective staff members, prior to being 
accepted as a staff member in Campus Crusade for Christ must 
accept and sign a "Statement of Faith." Specifically, "its 
contents are to be taught to all new staff as a prerequisite 
for staff membership" (Policy Manual, 1974b:3). It is 
signed on an annual basis, thereafter, by all staff members. 
It is a statement of Crusade beliefs concerning the Bible 
and other religious matters. 
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(b) Ask them about their major and future plans. 
They will ask you the same, and you can begin 
talking about what Christ means to you. 

(c) Ask if they have heard of Campus Crusade for 
Christ. 

(d) Ask if they attended a Campus Classic you had on 
campus. 

This presents an example of the detailed procedures outlined 

in the manual. Detailed procedures are given for every 

aspect of expected daily work activities. The voluminous 

nature of the manual makes it impossible for this researcher 

to present examples of all the procedures listed. This man

ual, in fact, features over six hundred pages of "how to" 

procedures . 

Not only does the Campus Ministry Manual present 

detailed information regarding carrying out work activities, 

but it also offers suggestions and guidelines for developing 

a good personal life. Included in these guidelines are the 

development of good interpersonal relationships, (i.e., "How-

to cultivate social courtesies. How to build a healthy Chris

tian home. How to maintain good staff relations"), planning 

your personal and ministry life, and reaching maximum poten

tial as a Christian (i.e., "How to develop character. How to 

handle depression. How to live a well-balanced life, et 

cetera). For example, in the Campus Ministry Manual 

(1974a:531) are recommendations for building a "healthy 

Christian home": 

a. Prepare for a family prayerfully. 
(1) allow time to adjust to one another before hav

ing children. 
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(2) Consider seriously the advisability of being 
together two or three years first, particularly 
when beginning a ministry together. 

(3) Proper body maintenance and diet should precede 
conception. 

(4) No matter on what methods of discipline you 
decide, be sure you talk a lot about and agree 
on child-rearing. 

(5) Have your finances in order—no large debts. 
(6) Have your wills drawn for protection. 
(7) Provide for additional life insurance needs. 

Other such detailed guidelines are given regarding social 

manners, using proper grammar, overcoming self-conscious

ness , etc. 

Thus, Campus Crusade for Christ staff members in the 

Campus Ministry, have clearly defined expectations for carry

ing out the role of a staff member. These expectations are 

presented in terms of the Policy Manual and the Campus 

Ministry Manual. Role expectations are also provided 

through a formal job description, but specific information 

regarding this description is not included in this research 

due to its unavailability to the researcher. Though tne var

ious manuals discussed previously, give expectations, des

criptions, and procedures in carrying out work activities, 

it is necessary to turn to a description of the actual role 

behavior of the staff members to gain a comprehensive pic

ture of what the staff members actually do, and how they go 

about doing it. 
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Role Behavior of the Staff Members 

The data presented in this section concerning role 

behavior are drawn from questionnaire and interview 

responses, written records of conversations, and direct 

observations. Data from all the sources are combined to 

give a more complete picture of the occupational role behav

ior of the staff member. 

Staff response to the questions, "What kind of activ

ities compose your work week?" and "How much time is spent 

in each activity?" are listed in table 6. An approximate 

number of hours per week per activity is recorded. Although 

staff members were specifically requested tc translate time 

spent per activity into a percentage rating, their response 

variance (i.e., some staff members answer in terms of hours, 

others relate percentages, and still others did not respond) 

did not permit presentation of percentages from this data. 

When asked the question, "What do you see as the 

main aspect of your job?", all of the staff members 

responded in terms of three main roles. These include "win

ning men" (evangelism) , "building men" (discipleship and 

follow-up), and "sending men." All of the work activities 

of the staff members center around these major roles. 

As indicated in table 6, the staff spend approxi

mately twelve to fourteen hours in evangelistic activities 

per week. Second in order of time spent are Bible studies 
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TABLE 6 

Major Activities of Staff Members and 
Number of Hours Spent Per Week 

in Each Activity 

Activities Number of Hours 
Per Week 

Evangelism (randoms, appointments) 

Discipleship—Bible studies, action groups 

Required meetings (staff meetings. College 
Life, Leadership Training Class, Central 
Action Group) 

Follow-up 

Staff quiet time 

Personal quiet time 

Training (formal, on-the-job) 

Desk Work 

Other activities ("support raising," 
retreats. Campus Classics) 

12-14 

12 

8-10 

4-5 

3 

3-5 

3-4 

2-3 

non-weekly 
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and action groups, which are classified as discipleship 

activities. These activities consume approximately twelve 

hours per week. Third mentioned is attendance of required 

meetings, which comprises approximately eight hours per 

week. Additional activities listed consume significantly 

less total hours per week. Follow-up activities consume 

four to five hours, personal quiet time consumes approxi

mately three to five hours, training activities consume 

three to four hours, and desk work consumes about two to 

three hours. The category of "other activities" consumes a 

varying number of hours based on the fact that these activi

ties are not a regular part of each week. Therefore, they 

are described as consuming the least amount of time. 

In examining the activities of the staff members, it 

can be seen that these activities are compatible with the 

staff members' conceptions of their main role as a staff mem

ber, which, as previously mentioned, is evangelism, disciple

ship, and follow-up. All of the work activities listed 

above combine to form a "master role" of evangelism, dis

cipleship, and follow-up, which encompass the ultimate goal 

of Campus Crusade for Christ—to multiply those reached in 

order to "win the world for Christ." These work activities 

are further described in terms of actual role behaviors and 

performance. 
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Evangelism 

Evangelism was described by the staff members as 

activities which involve "going and telling as many people 

as possible about Jesus Christ." These activities relate to 

the initial contact of a staff member with an individual. 

Evangelism is carried out primarily on the college campus 

and is directed toward "reaching" as many students as pos

sible. The staff members refer to the process of telling 

others about Christ as "sharing." 

The style of evangelism in Campus Crusade was des

cribed by staff members as "aggressive evangelism." It is 

termed "aggressive" because it involves "going to people" 

and talking to "anyone who will listen." For example, one 

staff member commented: "If someone sits down and starts 

talking to you, you start telling them about what you do." 

Other staff members related specific instances in which they 

talked or "witnessed" to the mailman, to a mover (while mov

ers were loading up the furniture), and to another passenger 

on an airplane. This style of evangelism, is also referred 

to as "way of life witnessing," which involves the taking of 

every opportunity to witness to someone by "turning a conver 

sation to Christ." 

For purposes of evangelism, each staff member is 

assigned territories to cover on campus. These territories 

generally consist of specified college dormitories. The 
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female staff members are generally assigned female dorms, 

while male staff members are assigned male dorms. According 

to the staff members, each generally works in their assigned 

dorm unless specified to do otherwise by the Campus Direc

tor. Also, each staff member is expected to make a speci

fied number of evangelistic contacts per week. These evange

listic goals are set up by the Campus Director. However, 

according to one of the staff members, these numbers are not 

strictly enforced in the sense that if they are not reached, 

a staff member is not reprimanded or terminated from staff. 

Rather, the suggested evangelistic numbers are viewed as 

guidelines to insure that the staff member is utilizing his 

time properly. 

In carrying out the role of evangelism, the staff 

members utilize various techniques or strategies and role 

equipment. These techniques and accompanying role equipment 

are discussed in detail below. 

Randoms 

One technique used in performing the role of evange

lism is the random. The random involves approaching people 

at random (i.e., strangers) and talking with them about 

Jesus Christ. In carrying out the random, the staff member 

2 
Number goals are also assigned to other Campus 

Crusade activities, such as discipleship and follow-up. How
ever, as with evangelism, these numbers serve as guidelines, 
rather than mandates for role performance. 
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generally sits around in the lobby of the dorm in which he 

is assigned to work, and "waits for somebody to come 

around." If nobody comes, he proceeds to go up to one of 

the floors and look for open doors. Only rooms with open 

doors can be approached due to the so-called "open door" pol

icy which forbids anyone who is soliciting in any way to 

knock on a closed door. In fact, it is the researcher's 

understanding that violation of the "open door" policy is 

considered to be an invasion of privacy. Therefore, the 

staff member approaches the first open door and gains 

entrance into the room by a statement such as "Hi, I'm 

and I'm conducting a religious survey and I'd 

like to get your opinion on it. Do you have a few minutes?" 

If the student agrees, the staff member goes in and liter

ally "makes himself at home," for it is generally empha

sized, by all of the staff members, that it is important to 

make the student feel comfortable. For example, he may prop 

up his feet, and the like. A common tactic, while issuing 

the survey, is to tell jokes for the purpose of "loosening 

up the student." 

Randoms are carried out not only in the staff mem

bers' assigned territories, but also in such places as cafe

terias, study areas, and other places on campus where the 

staff member happens to be. This is done less frequently, 

however, and only at opportune times. The following 
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observation is included in notes taken by the researcher 

which offers an example of the "random" approach. The inci

dent took place in one of the college cafeterias: 

One staff member went up to a table at which another per
son is sitting. The staff member asked permission to 
sit down at the table. The staff member then proceeded 
to ask the person his name, what dorm he is living in, 
and other general questions, seemingly to make casual 
conversation with the person. After a few minutes of 
conversation, the staff member told the person what he 
does and pulled out a Campus Crusade booklet. The staff 
member read the booklet to the person at the table and 
asked for comments from the individual during the presen
tation. The entire random situation lasted about fif
teen minutes. 

Randoms are utilized less frequently by the staff 

members, primarily due to the fact that they are not a very 

effective means of evangelism. The most effective and more 

utilized method of evangelism is the "appointment" which is 

discussed next. 

Appointments 

The appointment involves a pre-arranged meeting 

between the staff member and a student. The staff member 

generally has previous contact with the student. There are 

"casual appointments" which involve a staff member "dropping 

in" and talking to someone who has already been contacted. 

This type of appointment is used when a pre-arranged appoint 

ment has not been made. The staff members reported their 

preference for appointments, as they have something in com

mon with the appointee and can therefore feel relatively 
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positive about the outcome of the contact. During the 

appointment, the same procedure of presenting Campus Crusade 

materials and witnessing to an individual is utilized. 

Sources of Information 

In developing contacts for appointments, the staff 

members reported their use of several sources of informa

tion. These sources are listed in table 7 in order of their 
3 

ranked usefulness. The most useful source is lists of 

interested students obtained through various Campus Crusade 

functions (i.e.. Campus Classics, team meetings. College 

Life). To obtain this information, comment cards are passed 

out to students at the conclusion of certain functions. On 

the cards, students are asked to record personal information 

(i.e., name, address, telephone number) and their interest 

in obtaining additional information about topics discussed 

during a particular function. These cards are normally 

passed out during large group functions such as Campus 

Classics, team meetings, and other group functions which are 

later discussed in this chapter. 

The second most useful source of information is rela

tives. According to the staff members, relatives frequently 

give names of possible contacts such as friends, their sons' 

3 
This list of sources is obtained from six out of 

nine staff members. The three remaining staff members were 
not queried due to their unavailability. 
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TABLE 7 

Sources of Information Most Frequently 
Utilized by Staff Members 

Sources of Information 

(1) Student lists obtained through Campus Crusade functions 

(2) Relatives of staff members 

(3) Students 

(4) Teachers 

(5) Churches 

(6) Written sources (i.e., student catalogues, sorority and 
fraternity lists) 
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and daughters' friends, and other such contacts. Students 

are the third source of information listed. This source was 

described by staff members as given on a very limited basis 

by students involved in Campus Crusade. Teachers are listed 

as a fourth source of information. Two staff members 

reported that information given in this manner was usually 

given by the same teacher. Churches are listed fifth in 

terms of usefulness, while written sources such as student 

catalogues, sorority and fraternity lists, and other student 

listings, are listed sixth in order of usefulness. 

The sources of information described above are gener

ally volunteered, with the exception of the lists of stu

dents obtained through Campus Crusade functions and written 

sources which are sought out by the staff members. In terms 

of using the sources of information, all of the staff mem

bers downplayed their importance in carrying out the evange

listic role. However, the staff members did note that the 

sources can sometimes be fruitful in producing "good con

tacts." 

Team Meetings 

A team meeting is a third strategy used for evange

listic purposes. A team meeting is considered a "group meet

ing" by the staff members and generally involves going into 

a fraternity or sorority and giving an evangelistic message. 
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It is termed a "team" meeting in that a group of two or 

more staff members from Campus Crusade and one or two regu

lar Campus Crusade attenders team together and give brief 

talks about various "Christian" topics. 

The normal procedure of the team meeting is to go 

into a sorority or fraternity as the guest speakers or as 

the main program of the sorority or fraternity meeting. 

This is pre-arranged in advance by a Campus Crusade staff 

member who contacts the sorority or fraternity President and 

requests permission to appear as a guest speaker or to pre

sent a special presentation to the group. The male staff 

members speak only at fraternities, while the female staff 

mem.bers speak at sororities. As mentioned above, the team 

consists of at least two staff members, one of which is a 

senior staff member, and one or two students who are regu

larly involved in Campus Crusade activities. As intimated 

by one staff member, "Students are risky to use in a team 

meeting because a student may blow his cool." This is prob

ably why the staff members give the main presentations at 

the team meetings. 

At the conclusion of the team meeting, index cards 

are handed to those in attendance. These cards are used as 

previously explained, to develop future contacts for the 

staff members. 
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Classroom Evangelism 

Classroom evangelism is the last major strategy to 

be mentioned which is utilized in carrying out evangelistic 

purposes. Classroomi evangelism involves a staff member 

going into a classroom on campus as a guest lecturer to 

speak about a topic relating to that particular class. For 

example, one of the staff members related an experience uti

lizing this evangelistic technique, in which he went into a 

business class and spoke about the field of business from a 

"Christian perspective." In scheduling oneself as a guest 

speaker in a classroom, the staff member generally contacts 

a particular faculty member and expresses his interest in 

speaking to the class on a specific topic related to the 

course material. If the faculty member agrees, the staff 

member gives the lecture and then passes out comment cards 

at the conclusion of the lecture. These cards are again 

used, as mentioned in a previous section, to identify pos

sible future contacts. 

In utilizing the technique of classroom evangelism, 

the staff members not only offer themselves as guest lectur

ers, but they also utilize the services of an organization 

called "Probe Ministries." Probe Ministeries is a Dallas 

based company which is at least five years old. The major 

thrust of Probe, as related by one staff member, is "to pro

vide qualified lecturers to speak in college classrooms from 
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a Christian viewpoint." The lecturers from Probe generally 

possess advanced degrees in specific subjects on which they 

lecture. They are invited by student groups (i.e.. Campus 

Crusade) on college campuses and speak in as many classes as 

can be scheduled over a three day period. 

Role Equipment 

In accomplishing the above mentioned evangelistic 

strategies, the Campus Crusade staff members utilize various 

items, or "role equipment." The role equipment typically 

consists of a religious survey, several small booklets, a 

dorm roster, and a weekly schedule of activities. This 

equipment is standard among the staff members. 

The survey is called a "Collegiate Religious Sur

vey." This survey is presented in appendix A. It is com

posed of fifteen multiple answer questions. The questions 

seek information regarding personal (i.e., school classifica

tion, major area of study, religious preference, etc.), 

philosophical, and religious matters. At the conclusion of 

One of the staff members who later became Campus 
Director on the same campus wherein the present study took 
place, utilized the services of Probe during his years as a 
Campus Director. During the days Probe was on campus, there 
appeared in the daily campus newspaper a series of controver 
sial articles concerning the procedures used by Campus Cru
sade and the other sponsoring student organizations to get 
Probe on campus (McLaughlin, 1979; Reed, 1979; Robberson, 
1979a and 1979b). These articles particularly criticized 
Campus Crusade for using their name in registering lecture 
halls, rather than the name of Probe Ministeries (Robberson, 
1979b). 
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the survey is a question requesting a few more minutes of 

the respondent's time. This survey is utilized in randoms 

particularly, and in appointments to a lesser extent. 

The staff members also carry with them a series of 

small booklets, which they use for evangelistic purposes. 

The two booklets observed by the researcher as the most com

monly used, and also confirmed by the staff members, are 

entitled "The Four Spiritual Laws" and "Have you Made the 

Wonderful Discovery of the Spirit-Filled Life?" The staff 

members use these booklets by reading them aloud during ran

doms and appointments. The booklet selected for presenta

tion depends upon an individual's "Christian maturitv." A 

Bible is also carried by staff members. Other booklets such 

as the "Jewish Four Spiritual Laws" are carried but are not 

reported to be as commonly used. 

Additional role equipment utilized includes a daily 

schedule and a dorm roster. The staff members all emphasize 

the importance of maintaining a daily schedule of activities 

which they attempt to follow very closely. A very important 

function of this schedule is its prompting of judicious use 

of time so that goals can be achieved. It is also described 

as a vital element in their work, for without it, there 

would be a conflict between priorities; thus, with the aid 

of a schedule, work and personal priorities can be followed. 

The dorm roster divides students according to the floor 
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levels. This list enables the staff to keep a record of all 

the contacts they make, as well as keep up with the residen

tial location of various contacts. 

A final aspect of role equipment to be mentioned 

includes appropriate dress attire. According to one staff 

member, there is an unspoken rule that requires all staff 

members be neatly and appropriately dressed. Appropriate 

dress for the staff members in the Campus Ministry is des

cribed as casual attire. This type of attire is usually pre

ferred by the staff because they feel students would be 

"turned off" if they dressed up in more formal attire (i.e., 

suit, coat, tie). Moreover, casual attire provides them 

with a similar identity to students, which helps a student 

feel more comfortable around the staff member. 

"Sneakiness" 

Some of the evangelistic strategies of Campus Cru

sade contain certain elements of "sneakiness," as termed by 

the researcher. This sneakiness can be found in the staff 

members' use of the "Collegiate Religious Survey," the "Four 

Spiritual Laws" booklet, and in classroom evangelism. 

In using the religious survey, the staff members 

report that they generally begin their presentation by show

ing a person the survey and asking for their help in filling 
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it out. After the survey is completed, the reasons for 

doing the survey are given. Examples of such reasons were 

given by one staff member: 

The reasons we generally give are to get different peo
ples' opinions on these questions and to find out if the 
student is interested in knowing more about being a 
Christian. If the student answers yes to being inter
ested, we go on to say that we like to sometimes share a 
booklet with students called the Four Spiritual Laws. 

As is demonstrated through this staff member's account, the 

"Four Spiritual Laws" are sneaked in at the end of the sur

vey by means of two sentences included at the bottom which 

read: "This ends the survey. We would however, like your 

opinion on four more points. Do you have some more time?" 

(see appendix A). 

In classroom evangelism, the staff member goes into 

a classroom as a guest speaker and proceeds to "sneak in" 

various Campus Crusade philosophies. This tactic's use is 

demonstrated by a staff member's reference to a talk given 

in an undergraduate business class during which he utilized 

a Campus Crusade pamphlet as the frame of reference for his 

business presentation. So, once again. Campus Crusade mater 

ials are "subtly introduced," but this time through a busi

ness course. 

Discipleship 

Discipleship was mentioned by all nine of the staff 

members as comprising approximately eight to ten hours of 
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their work schedule per week. The basis of discipleship 

involves "building" and training people to "help spread the 

gospel." It is an aspect of the staff members' work which 

follows evangelism. The following are some of the defini

tions offered by five of the staff members which clarify 

this aspect of their work: 

Training people to train others to train others to train 
others . . . 

Building a Christian in his faith to the point where he 
has a firm foundation for that faith. He knows what he 
believes and why . . . He not only has information but 
shares Christ as a way of life and he begins to pour his 
life into the lives of those he's working with. 

Building people in their faith in Christ so that they 
will be fulfilled in their relationship with Christ so 
that their lives will overflow into a ministry to 
others. It's a giving of myself to them. As a result, 
they will in turn disciple others. 

Becoming committed to loving people and developing them 
spiritually into becoming committed multipliers for 
Jesus Christ. It mainly involves building relationships 
with them, becoming committed to them and them to me. 
It means helping them to develop as a person, and in 
their spiritual relationship with God as well as their 
ministry. 

Passing everything you are on to them. Thus, the role 
of discipleship basically involves leading and teaching 
individuals about Christian ideals and sharing their 
faith. 

The staff members are required by the Campus Crusade organi

zation to schedule a set number of discipleship hours per 

week. Specific discipleship activities include Bible stud

ies, action groups, and various "other" activities such as 

inviting students to dinner, and the like. 
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Bible Studies 

One of the main strategies involved in Campus Cru

sade is to channel interested people, after the initial evan

gelistic contact has been made, into Bible studies. All of 

the staff members conduct weekly Bible studies with small 

groups of students. Normally, the Bible studies are held in 

one of the student's dorm rooms and last about one hour in 

duration. 

The purpose of a Bible study is basically twofold. 

On the one hand, the Bible study is utilized as a time for 

interested persons to get together, study the Bible, and 

"share with one another." The staff member leads the Bible 

study and serves as an interpreter of Bible verses. On the 

other hand, the Bible study is utilized as a vehicle for 

future "multiplication." For example, the staff members use 

a "filter process" to move those students involved in a 

Bible study to a higher level of commitment. Those students 

interested in moving to a higher commitment level are fil

tered out from those who are not and become future multipli

ers by means of the action group (discussed in the following 

section). Also, the staff members encourage multiplication 

by Bible study members, through assigning them to "share" 

with "X" number of students various Campus Crusade booklets. 
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Action Groups 

A second aspect of the discipleship role involves 

action groups. Action groups are similar in content to the 

Bible study, with the exception that action group members 

are committed to have their own ministry of evangelism and 

discipleship; the Bible study members may or may not reach 

such a commitment. Leading action groups is viewed as an 

important aspect of discipleship because it focuses on 

active recruitment of "committed multipliers." In fact, 

more time is reportedly spent in working with action group 

members because of their commitment level. This is exempli

fied through the following comments: "If students aren't 

going to multiply and just want tc spend time looking at the 

Bible, we feel like it's a waste of time because we could be 

spending it with students that want to multiply. We move 

with the movers." 

The action group is an outgrowth of the Bible study 

as committed individuals are filtered from the Bible studies 

into action groups. Each staff member leads an action 

group. The action group members ideally start their own 

Bible studies and action groups as they become committed 

multipliers. This process repeats itself over and over 

5 
These statements suggest to the researcher that 

Campus Crusade is frequently thinking of their own interests 
in that those individuals who do not commit themselves to 
achievement of Campus Crusade goals (i.e., multiplication) 
do not warrant as much attention as those who do. 
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again as multiplication takes place, as depicted in figure 

3. The action group structure and purpose is summarized in 

the following manner: 

An action group is composed of a small group of men or 
women who have committed themselves to: 
(1) Meet together as a group for Bible study, fellow

ship, and prayer; 
(2) Action is where they meet together and plan how they 

can have an outreach ministry of evangelism in some 
way; 

(3) Action group is one link in a chain of a pyramid — it 
starts with one person who has five in his action 
group and multiplies as action group members start 
their own action groups (Anonymous, 1974a:316). 

Required Meetings 

The staff members mentioned required meetings as a 

third main aspect of their job. Required meetings comprise 

approximately eight to ten hours of a typical work week. 

These meetings are usually attended by all of the staff mem

bers. In fact, those staff members who did miss a required 

meeting during the course of this research, were reportedly 

ill. The required meetings include staff meetings. College 

Life, Leadership Training Class, and Central Action Group. 

These groups are briefly described in the following sec

tions . 

Staff Meetings 

Staff meetings are held twice a week and led by the 

Campus Director. The general purpose of the staff meeting 

was described by the staff members as a time for "sharing" 
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individual experiences and accomplishments, discussing the 

Campus Director's perspective of ministry accomplishments 

and upcoming events, and as a time for the staff to "be 

together and let their hair down." A second staff meeting 

during the week is utilized by the staff for report writing. 

All the staff expressed enjoyment of the staff meet

ings. Based on observation of one staff meeting attended by 

the researcher, the staff appear to have a good time and 

seem very relaxed during the meeting, as they joke with each 

other and laugh a great deal. This enjoyment is further 

exemplified through a Campus Director's description of one 

of the staff members as a "riot" and that he "almost 

couldn't control it." So, it seems that the staff meetings 

serve personal, as well as work-related, purposes. 

Leadership Training Class 

Leadership Training Class was identified by the 

staff members as comprising two hours of their work week. 

It is usually attended by all staff members and is open to 

those individuals desiring to learn how to "share their 

faith" with others. It is led by various staff members who 

are assigned responsibility by the Campus Director for cer

tain meetings. In Leadership Training Class (LTC), one of 

the staff members gives a presentation regarding methods uti 

lized by Campus Crusade in sharing the gospel with others 

and "how to grow in the Christian faith." During the 
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meetings attended by the researcher, the presentations 

addressed evangelism, discipleship, and follow-up via a 

chart, how to lead a Christian life, how to utilize the 

strategy of multiplication, how to use College Life (i.e., a 

required meeting) for one's own personal ministry, among 

other related topics. As suggested by the topics, all meet

ings center around the training of individuals in Campus Cru

sade strategies. 

College Life 

College Life, formerly referred to as King's Family, 

is another required meeting. It is primarily viewed by the 

staff members as an evangelistic type of meeting and a time 

for social interaction. It is attended by staff members and 

anyone else who is interested. These meetings are adver

tised via display posters at various sites on campus. 

The general format of the meeting includes an ini

tial procedure whereby the staff members hand out cards ask

ing those in attendance to sign. These cards are later 

used during the meeting for purposes of awarding a door 

prize—usually a "gag gift" of some type. During the course 

of the meeting, one of the staff members assigned to lead 

the meeting introduces a program featuring a guest speaker. 

This procedure is referred to in a previous sec
tion in this chapter entitled "Sources of Information." Ref 
erence is made to the actual functions of this procedure. 
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The guest speaker is usually a staff member or regular 

attender of Crusade functions. There is also a time of 

"sharing" in which staff members and other individuals 

attending (usually a regular attender) relate special experi

ences of converting someone, failures to convert someone, 

requests to "pray for someone" and other such matters. 

There is also singing and a time for prayer. A time of fel

lowship follows the meeting where the staff member attempts 

to meet and talk with those in attendance, especially first 

time attenders. Also at the conclusion of the meeting, one 

of the staff members (usually observed to be one of the Sen

ior Staff) talk with those persons expressing interest in 

hearing more about the information presented during the meet-

7 m g . 

Staff Quiet Time 

Staff quiet time is a meeting in which all of the 

staff members meet together somewhere on campus and study 

the Bible or pray together about any concerns or needs which 

they may have. This is a regularly scheduled activity des

cribed by one staff member as a time for the staff to get 

together and meet their "own personal needs." It also aids 

in "increasing the bonds" between the staff members. 

7 
Near the conclusion of the meeting, the staff mem

ber leading the meeting generally asks that anyone inter
ested in knowing more or having specific questions about any 
thing presented during the meeting, meet with him concerning 
such questions. 
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During one quiet time meeting attended by the 

researcher, the staff members worked on personal testimonies 

(i.e., brief story of how the staff member became a Chris

tian) and studied the Bible. One interesting incident 

observed during the meeting involved two staff members 

whereby one staff member was trying to talk to another staff 

member and was politely told by him to be quiet and get back 

to studying. This incident serves to indicate the serious

ness attached to the meeting. 

Personal Quiet Time 

Personal quiet time is a time that the staff members 

each spend alone for basically the same purposes as des

cribed above in "Staff Quiet Time." Some of the staff mem

bers also report utilizing this time in planning various job 

related activities or in making telephone calls regarding 

work matters. Quiet time consumes approximately three to 

five hours of the work week. 

Follow-Up 

Follow-up was reported by each of the staff members 

as a very important aspect of their work. It was described 

by one staff member as the activity that takes place after 

evangelism and before discipleship. It is an activity 
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geared toward "building relationships." Another staff 

member gave a similar description of follow-up, yet empha

sizes the purpose of helping an individual "grow in a close 

relationship with God." Other definitions include "building 

individuals" and "helping them grow." 

The specific activities considered as follow-up are 

varied. The activities mentioned most frequently were deliv

ering literature to interested individuals, involving them 

in "sharing," answering questions concerning Christianity, 

meeting with individuals on a one-to-one basis, inviting per

sons over for dinner, playing racquetball ball with individu

als (this is the most popular type of follow-up with three 

of the staff members), helping people with their testimon

ies, et cetera. 

Another type of follow-up activity mentioned by 

staff members occurs following a group meeting, such as Col

lege life, a Campus Classic (to be discussed in a later sec

tion of this paper), team meetings, or other group meetings 

which Campus Crusade sponsors. Follow-up after these meet

ings specifically involves the staff members calling those 

people who express interest in hearing more on the cards 

handed out. The staff members call the individuals and try 

to set up an evangelistic appointment. In the case of a 

The general roles of "discipleship" and 
"follow-up" are similar in intent, for each involves the 
"building of relationships." 
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large group meeting, the students who are regulars in the 

Campus Crusade movement are given the opportunity to help 

make follow-up contacts. Of course, this student follow-up 

is usually done under the supervision of a staff member. 

The appointments which the students set up themselves are 

usually carried out with a staff member accompanying the stu

dent. This is to ensure that the "proper things are said" 

just as the students' phone conversations are supervised for 

the same reasons. Thus, the follow-up role basically 

ensures that an interested person gets guidance and direc

tion from the staff, hopefully leading toward a higher Chris

tian commitment (i.e.. Campus Crusade). 

Training 

Training was mentioned by all staff members as a 

very important aspect of their work. As one staff member 

stated, "If we don't know how to do our work, we can't 

expect to train others to do it." Through the training pro

cess, the basic skills and methods utilized in attaining 

organizational goals are learned. This process involves 

training which takes place before the staff member is 

accepted for a staff position, before the staff member 

reports to an assigned campus, and during the time which the 

staff member actually works as a Campus Crusade staff 
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member. The training role actually entails both the giving 

and receiving of training as seen through the following dis

cussion of the training process. 

Non-Staff Training 

One aspect of the training process takes place 

before the staff member ever formally applies and is 

accepted for a staff position in Campus Crusade. Seven out 

of nine staff members mentioned this aspect of training as 

"very important." It involves training and putting into 

practice the methods used by Campus Crusade staff members. 

While students, prospective staff members are 

trained to utilize Crusade methods. This training includes 

learning how to share Crusade booklets (i.e., Four Spiritual 

Laws, Spirit Filled booklet, etc.), how to conduct Leader

ship Training Class, how to prepare a personal testimony, 

and the like. One staff member commented that through parti 

cipation in an action group, the prospective staff member is 

able to see staff members at work. Prospective staff mem

bers are also taken out with staff members to learn how to 

"share their faith." So, the staff members spend a great 

deal of time with the students (some of whom are future 

staff) and basically "disciples" them and "helps them grow 

in their faith." 
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Formal Training 

The second aspect of training takes place after the 

prospective staff member is formally accepted for a position 

on staff and may be termed formal training. Formal training 

is provided to the new staff member before he/she reports to 

their staff assignments. 

Formal training of new staff members takes place at 

the site of the headquarters for Campus Crusade for Christ, 

Arrowhead Springs, near San Bernadino, California. Formal 

training takes place in the summer during the month of June 

and continues over the course of three summers. This train

ing is referred to as "new staff" training. Senior staff 

members also receive formal training at the Crusade head

quarters as a form of "follow-up" training. This training 

generally lasts two weeks each summer. According to the 

staff members, the reason for continued formal training is 

given so that they will stay sharp on their skills. As one 

staff member stated, "They just check to see if you're still 

on your toes . " 

Formal training was described as a "very intensive 

program," one in which academic and lecture type teaching is 

utilized. The academic aspect of formal training entails 

twenty-four required hours of IBS (Institute of Biblical 

Studies) through the Campus Crusade headquarters. These 

twenty-four hours constitute about four courses per summer. 
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over a three year period. The courses are equivalent to sem

inary courses including intensive studies of Biblical doc

trine and other related material. The courses are primarily 

taught by seminary professors. 

The lecture aspect of formal training centers around 

the teaching of effective work skills, including effective 

ways of "sharing" faith, learning successful techniques in 

presenting religious surveys, leading a Bible study, and 

other related skills. A few staff members commented that 

Campus Crusade is highly organized in that they constantly 

test out their methods and evaluate them in terms of their 

effectiveness. These results constitute some of the lec

tures presented to primarily Senior staff mem.bers as part of 

their continued formal training. Also included are lectures 

which revolve around helping the staff members improve in 

their "walk with God." These lectures generally concern sub

jects such as marriage and the home, personal commitment to 

God, and other such topics. Summarily, Senior staff train

ing consists of training of a more evaluative nature, while 

new staff receive both academic and lecture type training on 

a much more intense level. 

All nine of the staff members voiced positive senti

ments concerning their formal training. They all expressed 

feelings that they learned a great deal through the lecture 

and book styles of teaching. They also expressed the 
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satisfaction they receive from seeing and visiting with fel

low staff members from all over the U.S. and other coun

tries . 

On-the-Job Training 

On-the-job training is the third aspect of training 

mentioned by all of the staff members. This aspect of train

ing, in fact, represents the greater portion of training, as 

it is a continual process extending over a period of two 

years. According to all nine of the staff members under 

study, on-the-job training is a never ending process, for in 

one staff member's words, "We are constantly learning—even 

the staff members who have been on staff as long as twenty 

years are continually learning new methods and new ideas 

which increase their effectiveness in their ministries." 

On-the-job training generally begins when the new 

staff member reports to his/her assigned campus. For the 

first two weeks, the new staff members merely follow the Sen 

ior staff members around and develop a "feel for the campus 

and what needs to be done." Usually, the new staff member 

remains with the Senior staff member who is assigned by the 

Campus Director as his trainer for the next two years. 

After the initial two weeks, the new staff member assumes 

more active responsibility. The usual procedure is for the 

new staff member to accompany his trainer several times a 

week to the dorm in which the trainer is working. The new 
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taff member watches his trainer and participates a little 

himself at opportune times. Immediately following the train

ing session, the trainer proceeds to discuss with the 

trainee various methods or tactics used. Often these discus

sions feature both the trainer and trainee's exchange of 

ideas and suggestions. The new staff member trainee also 

accompanies and observes the trainer and other Senior staff 

members as they carry out other work activities such as LTC 

(Leadership Training class). College Life, and other activi

ties . 

As part of their on-the-job training, new staff mem

bers are required to complete what is termed by one staff 

member as a "sequential training program." This sequential 

training program is outlined in written form and requires 

the new member to "check off" each item as completed. 

Listed items include memorizing the "Four Spiritual Laws" 

9 
effectively, learning "apologetics," and a number of 

other skills. The new staff member must complete all of the 

training items listed within the first two years on staff. 

The new staff member generally meets with the trainer once a 

week to review progress made on training items. 

9 
Apologetics was described by one staff member as 

"a defense of the Christian faith." It includes "talking to 
persons to correct misperceptions about Christian life." 
According to the staff member, this work technique is uti
lized primarily by staff members in the North, West, and 
Eastern parts of the U.S. 
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The new staff member learns his work techniques in 

on-the-job training through observation of Senior staff 

members, and also through the use of the Campus Ministry 

Manual. This manual, as discussed in a previous section of 

this paper, outlines how to carry out every aspect of the 

job of a Campus Crusade staff member in the Campus Ministry. 

Staff members refer to this manual as a helpful aid in 

learning how to perform the required training items. 

All nine of the staff members under study voiced 

very positive statements concerning on-the-job training, for 

they generally felt that it provided them with valuable 

knowledge whicn served tc increase their effectiveness in 

their work performances. This on-the-job training also 

serves a very important function, as mentioned by one of the 

staff members, through its provision of "a constant evalua

tion of Campus Crusade methods and changing them to make the 

ministry more effective." A further aspect of the training 

role, mentioned by one of the staff members, is its aiding 

the staff to reach a greater number of people; in other 

words, it helps in the process of multiplication, as the 

staff members train committed students to train others in 

evangelistic and discipleship skills. 

Office Work 

Office work comprises approximately two to three 

hours per week of the staff members' time. Office work is 
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required of all the staff members, but to differing degrees. 

It typically involves the completion of several reports and 

letter writing. 

The reports filled out by the staff members gener

ally consist of financial reimbursements (i.e., expenses 

above the base salary such as car maintenance, insurance, et 

cetera) and material sales (i.e., books, tapes, et cetera), 

results of student contacts, and progress relative to on-the-

job training items. The report concerning training progress 

is done primarily by new staff members. The Campus Director 

prepares other reports in addition to those mentioned above 

sucn as statistical reports, staff evaluations, ministry pro

gress, and other related matters. All reports are sent to 

either the Area or National Office of Campus Crusade for 

Christ. Basically, all of the reporting centers around 

financial and work performance matters. 

The staff members also send a "prayer letter" to 

those people providing financial support. These prayer let

ters are described by one staff member as containing an 

account of what the individual staff member is doing includ

ing specific work accomplishments and future work or per

sonal plans. The specific intent of the prayer letter is to 

keep the financial supporters appraised of what is happening 

and giving them an idea of how their money is being spent. 
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Other Activities 

The final aspect of role behavior to be mentioned 

entails those activities the staff members participate in at 

certain times during the year. These activities include sup

port raising, retreats, and Campus Classics. 

Support Raising 

All of the staff members engage in support raising 

at various times of the year. Support raising refers tc the 

process of going out into the community and finding individu

als interested in providing financial support to a staff mem

ber. The money raised from supporters goes to pay the sal

ary of the staff member and covers items claimed by the 

staff member for reimbursement, such as those mentioned pre

viously. The salary is set by the national headquarters and 

is based on family size. Single individuals receive less 

than those staff members married and with children. This 

support money is sent in by the individual supporters to the 

national headquarters and is placed into a staff member's 

personal account. One staff member describes the account as 

similar in principle to a checking account. Campus Crusade 

for Christ also claims a certain percentage of the staff mem

ber's total financial support to cover administrative and 

other miscellaneous expenses. 

The procedure involved in raising support is basic

ally standard among all staff members. The procedure begins 
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with the staff member contacting businessmen, family 

friends, and others referred to them. Once the staff member 

obtains a referral, he/she makes an appointment to visit the 

individual. During the appointment the staff member 

explains to the referral the purpose of the visit and "chal

lenges" him to become a part of the staff member's "team." 

The content of the staff member's approach varies with indi

vidual style. The following statements provide examples of 

the various approaches utilized by the staff members in con

vincing someone to provide support: 

I invite them to invest in my ministry as part of a 
Christian investment. 

I tell them that I am looking for a team and team mem
bers. I then show them a visual presentation of our 
work and then challenge them to get on my team. 

I tell them of my personal experiences involving Christ, 
tell them what accomplishments are needed to be made, 
and then give themi the opportunity to take part. 

The staff members take with them various literature and vis

ual presentations to aid in their task of convincing someone 

to support their ministry. 

Support is raised on a yearly basis by all staff mem

bers. However, if a staff member's account "goes into the 

hole" because of various payments never received, then the 

staff member may have to take one to three months off to 

raise more. Campus Crusade allows an account to go into the 

hole for three months before a staff member has to go and 
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raise more. Staff members are required to have all of 

their support raised before going on staff. If a staff 

member fails to raise the necessary support, he may not be 

allowed to report to his work assignment temporarily or per

manently . 

Retreats 

Staff members participate in various retreats as 

part of their work activities. One such retreat is a staff 

retreat which is attended by all staff members. Staff 

retreats are scheduled at least once a year and are designed 

for the staff members in a designated geographical area to 

get together and have a "tim.e of fellowship" with one 

another. Other types of retreats mentioned by staff include 

evangelistic types of retreats which are attended by staff 

members and students. During these types of retreats, the 

staff members have Bible studies with the students and take 

them out "sharing" or witnessing. 

Three of the staff members mentioned to the 
researcher problems encountered with supporters sending in 
money. None of the three had to go out and actually raise 
more but occasionally one of their supporters failed to send 
in their money. 

One staff member related an incident concerning 
another staff member who was accepted for a staff position 
but had difficulty raising support. After a certain length 
of time, the staff member was told by headquarters that per
haps this type of Christian work was not for him. Conse
quently, the staff member, for failing to raise enough sup
port, was never permitted to report to his work assignment. 
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One such retreat to be discussed is called Senior 

Panic. Senior Panic is a retreat specifically designated 

for recruitment of new staff. At this retreat, staff mem

bers from various areas give film presentations and schedule 

guest speakers in order to "challenge" those students in 

attendance to join staff. Although recruitment indirectly 

12 takes place all year long, this retreat is considered 

the primary recruitment effort. Usually those students in 

attendance are invited to attend by a staff member. 

Campus Classic 

Campus Classics are special events sponsored by Cam

pus Crusade staff members. They are an evangelistic type of 

event designed to reach a large number of people at one 

time. Campus Classics may feature well known Christian 

authors, speakers or other such types of entertainment. 

This type of special event may occur only once a year, or 

less frequently. 

Summary 

In retrospect, the occupational role behavior of the 

Campus Crusade staff members is basically standard among all 

the staff, with the exception of the position of Campus 

12 
This researcher observed the staff members to 

recruit all year long. In fact, this researcher was 
approached by one staff member, though in a somewhat light-
hearted manner, about applying for staff. 
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Director and to a lesser extent. Senior Woman (refer to pre

vious section under Organizational Structure). The role 

requirements of the staff members are clearly defined in the 

Policy Manual with suggested role behavior defined in the 

Campus Ministry Manual. The main aspects of the staff mem

bers' role center around evangelism, discipleship, 

follow-up, personal ministry, training, office work, and var

ious other role activities. Role behavior is similar am.ong 

the staff members with variations according to different per

sonality styles. 

Contributing greatly to the similarity in role behav

ior among all the staff members is the standardization of 

work expectations and techniques by the Campus Crusade for 

Christ organization. The organization provides training and 

guidance in work behavior by means of intensive training and 

a comprehensive training manual. This standardization of 

role behavior has a significant impact on the attitude of 

the staff members toward their work, which is discussed in 

detail in the following chapter. 



CHAPTER VI 

WORK ATTITUDES OF CAMPUS CRUSADE 

STAFF MEMBERS IN THE 

CAMPUS MINISTRY 

Introduction 

The main intent of this Chapter is to explore the 

work attitudes of the staff members, namely how they feel 

about their work. This exploration includes the analysis of 

data involving (1) job satisfaction, (2) staff members' per

ceptions of their public image, and (3) occupational role 

stresses . 

Job Satisfaction 

In obtaining information regarding job satisfaction 

among staff members, two measurement techniques were uti

lized. One technique involved asking the questions "Would 

you choose this occupation over again?" and "Why?" A second 

technique involved utilization of an eighteen item Index 

of Job Satisfaction (see Brayfield and Roth, 1951) adminis

tered to the staff members. 

The core items representing the Index of Job Sat
isfaction are interspersed throughout the General Job Satis
faction Survey presented in appendix C, with the exception 

107 
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Both measures of job satisfaction reveal a high 

degree of job satisfaction among the staff members in the 

Campus Ministry. In asking the question concerning choosing 

the same occupation over again, nine out of nine staff mem

bers answer "yes." The respondents cite various reasons why 

they would choose the same occupation over again, and these 

are discussed in a later section of this chapter. 

In analyzing the data obtained from the Index of Job 

2 

Satisfaction it was also found that the staff members 

appear highly satisfied with their chosen occupation. On a 

scale ranging from sixteen to eighty, the mean score is 

of two items. These items include the statements "I defi
nitely dislike my work" and "I am satisfied with my job for 
the time being. Failure to include the items represents an 
oversight by the researcher. However, in consideration of 
the uses of this data as a supplement to interview and obser
vational data and considering the high degree of job satis
faction found, it is the researcher's opinion that exclusion 
of the two items does not have any significant ramifica
tions . 

2 
The "Index" items include eighteen items, sixteen 

of which are used in this study to which the respondents 
choose whether they "Strongly Agree, Agree, Undecided, Dis
agree, Strongly Disagree." The answers are assigned to 
numerical values ranging from one to five, thereby providing 
a range of sixteen to eighty for total possible scores. The 
weighting values are assigned to each response category in 
accordance with the "direction" of the evaluative statement. 
For example, responses to a positive statement ("I consider 
my job rather pleasant.") would be assigned the following 
values: "Strongly Agree"=5, "Agree"=4, "Undecided"=3, "Dis-
agree"=2, "Strongly Disagree"=l. For a negative statement 
(i.e., "Each day of work seems like it will never end.") the 
responses are assigned weights of: "Strongly Agree"=l, 
"Agree"=2, "Undecided"=3, "Disagree"=4, and "Strongly Dis
agree "=5 . 
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3 
sixty-three. This score indicates a high level of job 

satisfaction. In view of this high job satisfaction, pos

sible correlates are discussed in the next section of this 

chapter to aid in explaining this occurrence. 

Possible Correlates of High Job 
Satisfaction Among Staff Members 

The fact that a high degree of job satisfaction 

exists among Campus Crusade staff members may be a result of 

several factors. For purposes of this research, the frame

work for examining job satisfaction posited by Mumford 

(1972:4-10; 64-69) is utilized to examine such factors. In 

his framework, Mumford identifies five sources of job satis

faction which he discusses in terms of "contracts" between 

an employee and employer. These contracts are (1) the knowl

edge contract, (2) the psychological contract, (3) the effi

ciency contract, (4) the ethical contract, and (5) the task 

structure contract. 

The Knowledge Contract 

Regarding the knowledge contract, Mumford (1972:7) 

states that the employee needs his skills and knowledge "to 

be used and developed" to ensure that he functions effi

ciently within his job. On the other hand, the employer 

3 
The total range of scores actually computed is 

fifty-eight to seventy-eight out of a possible sixteen to 
eighty, thus indicating a skewing of scores toward the high 
satisfaction end of the scale. 
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needs to recruit persons who possess the proper skills and 

knowledge or develop suitable individuals to meet the job 

expectations. In examining the application and training pro

cess involved in Campus Crusade, it seems that such contrac

tual needs are satisfied. 

First of all, the organization of Campus Crusade 

ensures that the individuals recruited for a staff position 

are "right for the job." The process of evaluating prospec

tive staff begins while the prospect is involved with Campus 

Crusade as an undergraduate. As the prospect's (student's) 

involvement intensifies, he/she becomes better known by the 

staff. Eventually, the present staff members may be respon

sible for recommending that individual as "right for the 

job." Exemplary of the significance of a staff member's 

recommendation is the reported instance of an applicant who 

was not accepted due to a staff member's negative evalua

tion. The application process itself appears to ensure that 

the "right person" is accepted for a staff position. 

Included in the application are a variety of questions per

taining to the applicant's personal vita (name, address, 

birthdate, social security number, and the like), parental 

background, church membership, marital status, family size, 

physical health, emotional stability, financial status 

(i.e., incurred debts), educational level, special skills 

(i.e., typing, etc.), personal habits (i.e., drug and 
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alcohol use, tobacco use), "spiritual attitude," and employ

ment history. Also included in the application is a series 

of five questions which, when answered, constitute a biblio

graphical history of the applicant. Furthermore, as part 

of the application process, the staff applicant is required 

to meet with an "interviewing team" and to take a psychologi

cal test to determine emotional stability. Therefore, Cam

pus Crusade evaluates the staff applicants by way of an 

application, interview, and objective test measure (i.e., 

psychological test) which provide a comprehensive assessment 

of the applicant. 

In examining the training process, it can be seen 

that staff members receive extensive training prior to and 

during their tenure as a staff member. Prior to acceptance 

on staff, prospective staff members, as undergraduates, 

spend a great deal of time with staff observing and partici

pating in Crusade activities. Once accepted on staff, the 

new staff members receive formal and on-the-job training, 

with formal training encompassing three summers of academic 

and practical training, and on-the-job training consisting 

of two years of skills training. Once the training process 

4 The five questions pertain to an individual's 
Christian growth. Christian experiences, "calling" to become 
a staff member, family relationship, and special honors 
received. 



112 

is completed, the staff members are expected to utilize 

their skills in achievement of Campus Crusade objectives 

(i.e., "winning, building, and sending men"). 

Therefore, the application and training process 

within Campus Crusade seemingly ensures that its employees 

possess the appropriate skills and knowledge and that these 

items are properly developed and utilized in the job. 

According to the job satisfaction framework, satisfaction of 

the employee's needs regarding knowledge and skills can pre

dict job satisfaction. 

The Psychological Contract 

According to Mumford, more emphasis is now being 

placed upon the importance of employee motivation in predict

ing job satisfaction. If an employee's motivational needs 

are met within the context of a job, he is more likely to be 

satisfied with the job. These motivational needs include 

achievement, recognition, and status. 

Achievement 

The achievement need appears to be satisfied within 

the occupational role of the staff member. For example, the 

primary goals of "winning, building, and sending men" can be 

visibly seen by the staff members as such goals are met. In 

evangelism, seeing an individual "pray to receive Christ" is 

visible achievement of "winning men." Achievement is also 
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seen when a student becomes more involved in Crusade and 

eventually reaches a high level of commitment (i.e., action 

group). So, the staff member can see and feel achievement 

by watching students grow, and eventually build and train 

other students to achieve Crusade goals. This process, as 

mentioned previously, is termed multiplication and provides 

the staff with visible evidence of success. 

Secondly, the achievement need is met due to certain 

values which staff members attach to their job. One such 

value is "eternal value" described as a residual of "invest

ing in people's lives," an investment which has lifelong sig

nificance. This conception of their job appears to act as a 

reward type of system for the staff member, seemingly elimi

nating significant stress or disappointment. Furthermore, 

the staff members value their work as "fulfilling (Sod's pur-

5 

pose in life." Such feeling of fulfillment seems to pro

vide adequate comfort and achievement. 

Evidence of the achievement need is also seen 

through consideration of responses given by staff members 

regarding achievement. When presented the statement "My 

work gives me a feeling of accomplishment," all of the staff 

members expressed agreement. Seven out of nine staff 

5 
All of the staff members constantly make mention 

of being "God led" in all of their activities. This empha
sis is also included throughout the policy and training manu 
als utilized in Campus Crusade. 
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members indicated "Strongly Agree," while two indicated 

"Agree." Thus, the staff members' need for achievement 

seems to be satisfied within their job. 

Recognition 

The Campus Crusade staff members appear to receive 

recognition from two primary sources: (1) other staff mem

bers and (2) the Campus Director. In the various Crusade 

meetings attended by the researcher in the course of this 

study, it was observed to be common practice for the staff 

members to recognize and give verbal praise to each other 

for their accomplishments. This was usually done through 

the "sharing" time, an activity previously discussed in 

chapter V. Also, during on-the-job training for new staff 

members, the Senior staff were often present to offer their 

approval, and sometimes disapproval, of a new staff member's 

work performance. Thus, their work is usually recognized by 

other staff members, particularly in the staff members' 

initial years . 

The Campus Director also appears to recognize the 

work of the other staff members. When given the statement 

"My boss adequately acknowledges the good work that I do," 

the staff members all expressed agreement. Five out of nine 

answered "Strongly Agree" while the remaining four expressed 

"Agree." The Campus Director was observed to specifically 

acknowledge the good work of the staff members during the 
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staff meetings. In one of the meetings attended by the 

researcher the Campus Director initially talked about the 

ministry in general and then turned to the individual accom

plishments of the week by all the staff members. The Campus 

Director also offered to the researcher, in casual conversa

tion, his assessment that his staff was "getting better and 

better trained" and cited this as a reason for the "increas

ing effectiveness" of the staff in their work activities. 

He also mentioned how pleasurable it was to work with the 

staff. 

The staff members are also recognized by Campus Cru

sade administration, as they are moved to different posi

tions in Crusade which entail increased responsibilities. 

This aspect will be further discussed in a later section of 

this chapter. 

Responsibility 

The responsibility need seems to be fulfilled for 

the Crusade staff members. The staff members are given 

responsibility for leading students and leading other staff 

members. As mentioned previously, they "witness" to the stu

dents through evangelistic contacts, build them into "disci

ples of Christ" through discipleship and follow-up activi

ties, and channel them into activities which will enable 

them to lead other students. This point was reiterated by 

all the staff members in their response to the question. 
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"What kinds of leadership positions are present in Campus 

Crusade?" for they consistently noted that every position 

involves leading someone else. Five of the staff members 

specifically mentioned their responsibility in guiding the 

students . 

In addition to leading students, the staff members 

also lead other staff members. Specifically the Senior 

staff leads the new or "rookie" staff. This leadership is 

maintained through the new staffs' training period. In 

fact, the Senior Staff trainers monitor very closely the 

training activities; similar to the trainee, they have to 

complete reports concerning their trainee's progress. It 

also may be noted that new staff members are ideally moved 

to increased responsibilities at a moderate pace. This 

apparently aids in ensuring the continued satisfaction of 

the staff member with his work, as his responsibilities are 

never so great as to foster any negativism or feeling of 

being overwhelmed by the work load. As one staff member 

stated, "They give you as much as you can handle." 

Status 

Status, within Campus Crusade, is viewed in terms of 

"increased responsibilities." Positions are viewed as hav

ing "more" or "less" responsibility rather than "high" or 

"low" status. The general consensus is that "one moves to a 

position of increased responsibilities" rather than "one 
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moves up." Moreover, the only "status" of significance 

results when the staff member is doing work which is "eter

nally significant" and "within God's will." All other 

rewards commonly associated with status (i.e., money, social 

prestige, et cetera) are never mentioned. 

Therefore, it can be seen that the psychological 

needs of achievement, recognition, responsibility, and sta

tus are satisfied within the role of the staff member. This 

factor seems to contribute to the staff members' satisfac

tion with their job according to the job satisfaction frame

work . 

The Efficiency Contract 

The efficiency contract is described by Mumford as 

constituting those needs of the individual for (1) satisfac

tory economic rewards relevant to effort, (2) reasonable 

work controls, and (3) acceptable supervisory controls. The 

staff members in Campus Crusade appear to be fulfilled rela

tive to the aforementioned efficiency needs. 

Exemplary of their satisfaction of efficiency needs 

is the staff members' conception of "support." As detailed 

previously, "support" is a method of payment obtained by the 

staff member through enlisting financial aid from individu

als outside of Campus Crusade. The staff members generally 

feel satisfied with this manner of payment. In fact, they 

mention such benefits as "ministering in the lives of 
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supporters" and having the opportunity to "trust in (Sod" for 

help in raising support. Also the staff feel satisfied with 

"support" for it allows all of Campus Crusade personnel to 

be paid on the same salary scale. As one staff member com

mented: "Even Bill Bright the President, is paid on the 

same salary scale as me. This is really a humbling experi

ence." The feeling that support provides them with satisfac

tory economic rewards is further exemplified through the 

staff members' responses to the statement "My job provides 

me with adequate economic security." Four staff members 

answered "Strongly Agree" while the remaining five answered 

"Agree." 

The staff members all appear satisfied with their 

"work controls" (Mumford, 1972) (i.e., rules and proce

dures). The major rules and guidelines are specified in the 

Policy Manual (1974b), while work procedures are detailed 

in the Campus Ministry Manual (1974a). All of the staff 

members reported their utilization of both sources; for, in 

the words of one staff member, the two manuals "tell us all 

we need to know about our job" and "they give very detailed 

information." Basically, the staff members view specific 

rules and procedures in their job as satisfactory, for they 

feel they are "God inspired." They also view the rules and 

procedures as "suggestions" and "guidelines" wherein they 

can integrate their own personality and style. In fact, one 

staff member specifically commented that everyone follows 
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basic methods and procedures but "personalizes" them accord

ing to individual personalities. It also is interesting tc 

note that Campus Crusade mandates agreement with policies 

and methods through the "Statement of Faith" which is signed 

by all staff prior to their acceptance. The "Statement of 

Faith" delineates various philosophies and ideals held by 

Campus Crusade. Also, the staff members are required to 

give verbal agreement to methods and philosophies explained 

to them during the interview aspect of the application 

process. If written and verbal agreement is not obtained, 

acceptance as a staff member is denied. 

Supervisory controls are also seen in a favorable 

light by staff members. When presented with the statement 

"My boss doesn't supervise enough" the staff members gener

ally disagreed. Two out of nine staff members answered 

"Strongly disagree," six answered "Disagree," and one 

answered "Undecided." In fact, the staff members expressed 

that they are not supervised that much. This can also be 

seen through their answers to the statement "For the most 

part I am left on my own," a statement with which the staff 

generally agreed. In observation of staff activities, staff 

members were usually observed to be on their own. Only at 

group meetings (i.e.. College Life, staff meetings) were two 

staff members ever seen together. A final aspect of super

vising controls to be mentioned concerns the "style" of 
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supervision utilized with Campus Crusade. Staff members 

stress that supervisors/superiors "direct," rather than 

"give" orders, a style of which the staff members speak fav

orably. This style of supervision is also "mandated" in the 

policy and staff manuals (i.e. Campus Ministry Manual) 

through constant written emphasis on approaching others in a 

"spirit of love," with "brotherly love," and with "love and 

concern." 

The Ethical or Social Value Contract 

The ethical or social value contract relates to the 

need of an individual to work for an employer "whose values 

do not contravene his own" (1972:8). Within Campus Crusade, 

the staff members voice values similar to the values of the 

organization. This appears to be a result of various pre

requisites or qualifications specified by Crusade which 

ensure a similarity in values. 

For example, in recruiting and processing prospec

tive staff members, it was mentioned by all of the staff mem 

bers, as well as being included in the Policy Manual 

(1974b), that a prospect must possess and maintain certain 

beliefs and personal characteristics. One such belief 

involves a conviction of having been "called" to become a 

staff member by God. The individual must state such a con

viction in the application. 
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Secondly, an individual must demonstrate the quality 

of "spiritual maturity" by reason of having been a Christian 

for at least one year, and by showing "trust and faith in 

God." All of the staff members report having been a Chris

tian for one year prior to application for a staff position. 

The staff's "trust and faith in God" is evidenced by their 

constant reference to "God's will" and "guidance" in their 

lives. Phrases such as "If God's willing," "Just ask God," 

and "If God wants you there he'll put you there" all point 

to this dependence on God. Along with this submission to 

God's will and guidance, comes faith in God. According to 

all of the staff, their needs are taken care of by God. To 

cite an illustration, the staff members voice their depen

dence on God for providing their "support" (financial method 

of payment). 

Thirdly, the staff members mentioned the personal 

characteristics of "a teachable spirit," "a willingness to 

serve," and "a heart for God" as prerequisites for staff 

acceptance. If these characteristics are not present, a 

staff applicant is reportedly turned down, or in the case of 

an active staff member, is asked to resign from staff. In 

examining the characteristics mentioned above, they seem to 

imply a strong belief in the Campus Crusade organization 

itself, as well as the Christian philosophy (belief in God). 
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The staff members, in fact, make specific references to 

their belief in their work, as related to the researcher 

through the following comments: 

I definitely feel that it is God's command to go and 
make disciples. I believe that it is absolutely neces
sary and I see a real need personally for students to 
know and understand how to lead a Christian life. 

I believe that Crusade is the only place where people 
can do their called thing—go into the world and prac
tice discipleship and evangelism. Everybody is called 
to win and disciple men . . . Crusade is the only place 
that I know of where I'd have a full time commitment to 
do those things. 

A final qualification for staff acceptance concerns 

"effective witnessing." All applicants must demonstrate 

their ability to witness effectively in the application 

(i.e., bibliography). After being accepted, this character

istic is monitored by the staff member's supervisors 

(Campus Director and trainer) through evaluation reports 

All new or "rookie" staff members are monitored 
by their trainers and the Campus Director. Essentially, the 
trainer accompanies the new staff member as he carries out 
all his job responsibilities. When the staff member wit
nesses or "shares" with someone, the trainer is present to 
make sure that everything goes smoothly and help the staff 
member out if needed. The trainer also gives suggestions tc 
the staff member regarding improvement of style, technique, 
and content of message shared. The trainer, after estab
lished periods of time, records and assesses the performance 
of the new staff member through reports which he submits to 
Campus Crusade headquarters. The Campus Director submits to 
headquarters monthly reports regarding the work performance 
of all of the staff members. In this way, monitoring is 
done. After the new staff member completes his formal and 
on-the-job training, monitoring essentially ends; in fact, 
it gradually decreases with the experience of the new staff 
member. 
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sent to headquarters. Not only is this quality required of 

staff members, but they also appear to have a personal 

belief in its importance. For example, the staff stressed 

"helping people to know God" and "helping them walk in the 

spirit of Christ." Also, in response to the statement "One 

thing I like about my work is the feeling that comes from 

helping people," six out of nine responded "Strongly Agree" 

while three answered "Agree." 

So, the staff members' values appear to fit well 

within the Campus Crusade organization. This seems to be 

due in large part to the stipulations, policies, and stan

dards set forth by Crusade which attract people with similar 

values and qualities, and assure that they are maintained 

and satisfied. 

The Task Structure Contract 

The task structure contract essentially specifies 

that an individual, in order to be satisfied on a job, 

"needs a set of tasks which meets his requirements for vari

ety, interest, targets, feedback task identity and autonomy" 

(Mumford, 1972:8). Campus Crusade appears to provide these 

requirements by means of organizational goals which make up 

the staff members' work activities. 

Task variety is evidenced by the many and varied 

work activities in which the staff members engage during the 

course of their job. For example, evangelism entails such 
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activities as making contacts and talking with students, 

speaking in classrooms, speaking to "special groups (i.e., 

sororities or fraternities). Discipleship involves leading 

bible studies, action groups, individual meetings with stu

dents, and other activities listed in chapter V. Staff mem

bers are also engaged in a number of other activities which 

relate to other organizational goals (refer to chapter V). 

In fact, in posing the question, "What activities compose 

your work week?" the staff members generally prefaced their 

response with such comments as "Where do I begin?" or 

"There's so many." 

The work of a staff member also appears tc be inter

esting to them. For examples, the staff members collec

tively expressed interest with their jobs as evidenced 

through their responses to the following statements: "My 

job is usually interesting enough to keep me from getting 

bored." (Eight out of nine staff members answered "strongly 

agree" while one staff member answered "agree.") "It seems 

that my friends are more interested in their jobs." (Five 

out of nine responded "strongly disagree" while four 

responded "disagree.") "I am often bored with my job." 

(Six out of nine "strongly disagreed" while three indicated 

"agree.") "I feel that my job is no more interesting than 

others I could get." (Five out of nine answered "strongly 

disagree," three answered "disagree" and one answered 
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7 
"strongly agree.") A primary reason that appears to 

account for this interest in their jobs is the staff mem

bers' apparent dedication to their work. 

Throughout the course of this study, it was very evi

dent that the staff members were genuinely dedicated to 

their work. This fact was strongly reflected in their 

observed facial expressions, gestures, and in the amount of 

time they put into all of their work activities. For 

instance, one staff member made the following comment con

cerning experiences at a major Crusade retreat: 

We all really had a good time at Daytona Beach. The 
meetings were all a learning experience and all, but 
more importantly, I got to share Christ with a number of 
people as 1 laid out in the sun and went swimming. I 
really thanked God for the opportunity to meet and share 
with these total strangers that I had never met. 

Hence, this staff member's seeming dedication to his work 
g 

appears to extend into his leisure activities as well. 

Furthermore, staff dedication is evidenced through 

observational notes taken by the researcher during a Crusade 

meeting: 

7 
Due to the vast discrepancy between the eight 

staff members' responses of disagreement and the one staff 
member's response of agreement, and considering the implica 
tions of the one individual's other responses to somewhat 
similar questions, it is the researcher's opinion that the 
agreeing individual misread or misinterpreted this state
ment . 

8 
Other such examples of work and leisure time 

being combined are discussed in chapter V (i.e., "way of 
life witnessing"). 
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During the meeting, plans for a Feminar—described as a 
Christian seminar for women—were discussed. All the 
staff, particularly the men, seemed very excited about 
the upcoming event and all were eager to pitch in to 
help with the preparations. In fact the guys were even 
willing to give up their daily morning routine of play
ing racquetball to go and help the girls get everything 
set up. 

Their dedication is also seen in the amount of time spent in 

work activities. As commented by one staff member: 

We don't punch in and out with a time clock and have an 
eight hour day like people in other occupations do. 
Even though our work week is a set forty-five hours, we 
put in much more time, for our work is continual. We 
can never do enough for the Lord. 

Thus, dedication seems to be a common characteristic of the 

staff. 

Another possible reason for the staff members' inter

est in their work could be the similarity of their own per

sonal goals and those of the organization. For example, 

seven out of nine staff members indicated their use of Cam

pus Crusade as a "vehicle for carrying out their own per

sonal ministries." The staff members further emphasized the 

belief that while they were utilizing Crusade methods and 

strategies they each still had "their own personal minis

try." Thus, the staff members seem to satisfy their own per

sonal interests within the structure of Campus Crusade. 

The staff members also appear to identify with the 

target of their job responsibilities, the college students. 

An example of this identification was given by a staff mem

ber who related an incident in which she met with a student 
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regarding the establishment of priorities. Having experi

enced the problem of establishing priorities herself, the 

staff member admitted being able to assist the student. 

This identification may also be seen through the man

ner in which the staff members dress and the verbiage which 

they utilize. For example, the staff members dress in 

attire similar to students, with the exception of wearing 

blue jeans. The staff members also use verbiage typical of 

that used by college students. This is exem.plified through 

the following observational notes in regard to a staff mem

ber: 

was sitting in the lobby of a dorm waiting 
on an appointment to arrive. During this time, he was 
constantly greeting and speaking to students as they 
passed by utilizing such phrases as "Hey , what's 

happening?" and "Hi, how's it going?" 

Furthermore, Campus Crusade seems to prefer those 

individuals for the Campus Ministry who can best relate with 

the college population. Thus, the staff members all dress 

casually, similar to the campus population. They relate to 

the students and/or academic personnel in regard to campus 

matters, academic fields, and the like. Campus Crusade 

ensures this, as mentioned previously, through the require

ment of a college degree. Also, the staff members are rela

tively young and close in age to the college population. 

These factors appear to provide the basis for an identity 

with Crusade's targeted population. 
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Lastly, the task structure within Campus Crusade 

appears to provide job satisfaction through its provision 

for immediate and constant feedback. Working directly with 

the college population in group and one-to-one situations, 

gives the staff members an opportunity to see the growth and 

development of students on a daily basis. This factor is 

viewed by all of the staff members as a preferred aspect of 

their job. 

Thus, the variables of knowledge/skill, psychologi

cal motivators, efficiency, ethical values, and task struc

ture appear to be met and satisfied within the role of a Cam

pus Crusade staff memiber. This is due in large part to the 

policy stipulations and requirements of the Campus Crusade 

organization, along with the expectations of the work role. 

In addition to the job satisfaction characteristics docu

mented throughout the section, the Campus Crusade staff mem

bers also express satisfaction and enjoyment of their vari

ous activities. The research focuses at this time on a dis

cussion of these data and other factors relevant to the atti

tude of the staff members. 

Activities Enjoyed Most 

In order to ascertain the attitudes of the staff mem

bers toward certain aspects of their work, they were asked 

to indicate the three activities they enjoy the most, and 

the three they enjoy the least. The staff members chose 
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these activities from a list compiled by the researcher. 

The activities enjoyed most are presented in table 8. 

In reviewing the data concerning most enjoyable 

activities, it can be seen that the staff members enjoy 

activities which are representative of two major roles, 

namely evangelism (represented by appointments) and disciple

ship. Also, another activity most frequently mentioned is 

quiet time, a time of personal ministry for the staff mem

bers. As depicted in table 8, appointments, an aspect of 

evangelism and discipleship, are chosen by seven out of nine 

staff members as the most enjoyable activity, and quiet time 

is chosen by six staff members out of nine. Other activi

ties mentioned by only two staff members are training activi

ties (on-the-job and formal), and follow-up. Retreats are 

chosen by one staff member. 

Public Image 

The staff members generally perceive their public 

image in a negative light. In answer to the question, "Do 

you think the public adequately appreciates the work you 
9 

do?" five out of six staff members answered "no." One 

reason frequently given for the public's perceived failure 

9 
Only six staff members responded due to the fact 

that this question was added to the interview schedule dur
ing the second school semester of the following year. Thus, 
three staff members, having been transferred to another cam
pus, were unavailable. 
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TABLE 8 

Most Enjoyed Activities of Campus Ministry 
Staff Members 

Activity Frequency 

Appointments 7 

Discipleship 7 

Quiet Time 6 

Training (on-the-job) 2 

Training (formal) 2 

Follow-up 2 

Retreats _1 

27 
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to appreciate the staff's work is "apathy." In the opinion 

of the staff members: "Those people that know about Campus 

Crusade and its purpose appreciate it while those who do not 

know, do not appreciate it." The one staff member answering 

"yes" to the above question expressed a similar concern 

about apathy, but felt more of the public does know, than 

does not, and therefore more appreciate it. 

In regard to the perceived appreciation of Campus 

Crusade or the lack of it on campus, the staff members are 

basically split in terms of their opinions. Two of the 

staff who believe that the students appreciate their work 

gave as an explanation that the students appreciate their 

concern. The other staff memiber offered the following rea

sons : 

There are some that we run into tnat appreciate what we 
do but are busy doing other things, and do not want to 
get involved in some things we've been doing. There are 
others that appreciate that we didn't push anything on 
them, we weren't obnoxious in our presentation, and that 
it was helpful to them, even though they were not posi
tive in their response. 

Those staff members indicating a feeling that the college 

students do not adequately appreciate the work they do 

offered several explanations. One explanation relates to 

the students' lack of information. "They don't know of the 

work we do. They just see us floating around talking to dif

ferent students and don't see the work we do." Others 

pointed to the students' personal lives as another possible 

explanation: 



132 

A lot of students are spiritually blinded so they don't 
understand what we do. Christians in general are glad 
you're doing it, but they don't want to do it. 

The ones that are involved do appreciate the work we do. 
If they don't have an eternal perspective and their 
lives haven't been changed, they're not that interested. 

The staff members also generally feel that the stu

dents' attitude toward their work is growing more favorable. 

Some of the reasons given include the fact that students 

are "not as rebellious" and are "becoming more interested in 

spiritual things." 

Image of Other Religious Personnel 

Campus Crusade staff members generally view the 

churches as supportive, "with the exception of some who are 

not." A few of the responses given by staff members illus

trate their positions concerning the churches and why they 

are and are not supportive of Crusade activities: 

Churches as a whole are supportive of our activities. 
Here's Life, America helped a lot. Crusade works with 
churches to help them understand that we're not the 
enemy. Those who have evangelistic outreaches usually 
don't see us as anything different. It's the ones who 
are real liberal that are antagonistic. 

Most churches are generally supportive of Crusade activi
ties. Those few who don't like it don't agree with our 
philosophy of aggressive evangelism. 

Sometimes churches can't see the big picture. They 
don't like what we're doing here and don't like this and 
that. 

The majority of them are supportive. Those that don't 
know much about Crusade are threatened. At one time 
Bill Bright's book was attacked as revolutionary. They 
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thought it was a plan to overthrow the government. It 
is usually through the churches' ignorance if they criti
cize . 

The two (out of six) staff members who felt the churches 

were "definitely supportive" gave no reason for this sup

port. Basically, the staff perceives most churches as gen

erally supportive of their efforts. 

Campus Crusade appears to receive a great deal 
of adverse publicity in some of the popular religious jour
nals such as in Christianity Today and Christian Cen
tury . Some of the criticisms mentioned by various writers 
include: 

(1) Methods of proselytising are ethically questionable 
(White and Hallsten, 1972:549-51). 

(2) The rise of the Four Spiritual Laws entails the psy
chological manipulation of people (White and 
Hallsten, 1972:549-51). 

(3) Campus Crusade uses questionable methods such as tel
ephone calls, (i.e., done in the campaign, "Here's 
Life America") which are made under the pretext of a 
religious survey (White and Hallsten, 1972:549-51). 

(4) Crusade uses questionable selling techniques such as 
the procedure of evading the prospective convert's 
questions or concerns by acknowledging the worthi
ness of a statement and then quickly going back to 
the discussion of the Crusade booklet (White and 
Hallsten, 1972:549-51). 

(5) Four Spiritual Laws and College Life evangelism have 
precipitated severe psychological reactions among 
students (White and Hallsten, 1972:549-51). 

(6) Crusade makes the gospel a commodity to be sold and 
delivered door-to-door (Taylor, 1976:1030-32). 

(7) Crusade depends upon "gimmicks" (i.e., superior tech
nology) to get their message across. This may some
times involve a danger of manipulating people to 
make premature responses (Taylor, 1976:1030-32). 

(8) Crusade has a "rigid" attitude concerning the mean
ing of salvation and methods by which it is pre
sented (Taylor, 1976:1030-32). 

(9) Crusade has a canned approach for which no deviation 
is permitted (Christianity Today, 1972:52-55). 

(10) Takes away the attention of people from human, 
social, domestic, and international issues to more 
intimate, personal, and emotional aspects of Christi 
anity (Taylor, 1976:1030-32). 
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Role Stress 

There appears to be some evidence of role stress 

within the role of the staff member. For exaitple, the staff 

members mentioned various fears and problems in their work 

which appear to produce some strains, frustrations, and pres 

sures . 

Randoms are one source of fear for the staff mem

bers. They are considered one of the least enjoyable work 

activities and are described specifically as "scarey," 

"strange," and "uncomfortable." The sources of these fears 

reportedly lie in the idea that randoms require the staff 

member to approach people they do not know, carry on a con

versation with them, and share their faith. Moreover, dur

ing randoms, some of the individuals approached are 

reportedly uninterested and unwilling to talk, which makes 

the staff member feel uncomfortable. Also, the staff member 

is required to talk to someone they not only do not know but 

with whom they share nothing in common. Stated one staff 

member, "This makes it difficult to carry on conversation." 

One Campus Director even mentioned that he does not encour

age his staff members to do randoms because "they are 

harder "and are "stressful." 

Additional criticisms appear in other popular journals but 
identification of other such criticisms would become to cum
bersome and are beyond the scope of this research. One 
staff member was specifically asked by the researcher for a 
comment regarding such adverse publicity as mentioned above. 
His response generally centered around the belief that the 
critics are not adequately informed. 
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In addition to fear, role frustration appears to be 

present in the work of the staff members. Frustration 

results from what may be termed "role overload." Staff mem

bers perform a multiplicity of roles as part of their job. 

Incorporated into the various work roles are a large number 

of responsibilities given to the staff members at one time. 

One staff member commented about the constant prob

lem with carrying out priorities, for "The minute you get 

anything going, something else comes up." Role overload may 

also be evidenced through the statement that "I need and 

want to do so much in so little time." These statements cou

pled with the delineation of work roles in chapter V offer 

evidence which suggests that staff members are subjected to 

excessive role demands. 

Another positive contributor to role stress within 

the occupational role of the staff member appears to center 

around "role superfluity." This role condition is defined 

by Nix and Bates (1962:7-17) as occurring when certain per

sonal characteristics combine with situational attributes 

which, in combination, produce difficulties for the other in 

performing his role. Within the role of the staff member, 

role superfluity is characterized by internal and situa

tional pressures which combine to produce pressures felt by 

the staff members in carrying out their work roles. 

"Internal pressures" are referred to as those pres

sures existing inside the individual. One such internal 
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pressure mentioned by the staff concerns the personal motiva

tion to do a good job and be a "good" staff member. As one 

staff member stated, "Campus Crusade naturally attracts per

formance related people." Through examination of the 

staff members' definitions of a "good" staff member, it was 

apparent that the desire to please God was paramount. Sev

eral of the staff members commented on the importance of 

always "acting in a Christian manner for God" and "pleasing 

God by acting in a manner worthy of his love." Therefore, 

it appears that the dual objectives of maintaining a good 

standard of performance and acting in a way pleasing to God 

produces internal pressure. 

Situational pressures are identified by the 

researcher as those pressures resulting from the work respon

sibilities of the job. One such pressure which may be iden

tified as a situational pressure concerns the "rigid stan

dards" of Campus Crusade, as termed by one of the staff mem

bers. The working hours of the staff member ranges from 

forty-five to fifty-five hours per week. During these work

ing hours, the staff members are expected to uphold various 

performance standards such as effective presentation of the 

"Four Spiritual Laws," achievement of a set number of 

Several staff members emphasized the importance 
of an outgoing personality. One staff member specifically 
stated that a prospective staff member should be "able to 
relate well to people "and that quiet people would not be 
appropriate due to the "nature and demands of the job." 
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evangelistic contacts per week to demonstrate that time is 

being used wisely, and other related objectives. Also, 

staff members are expected to uphold certain personal stan

dards such as demonstrating a "teachable spirit," "a willing

ness to learn," avoiding a "critical" or negative attitude, 

maintaining loyalty to other staff members, and being sensi

tive to others' needs and concerns. Two of the staff mem

bers mentioned the pressures they feel from being a staff 

member and representing Campus Crusade—pressures to act in 

a certain way: 

To an extent, I am aware of being watched as a Campus 
Crusade staff member. Also, just being a Christian, I 
just know people will be watching as an example. 

When I first got on staff I went back to my hometown and 
felt I had to be Mr. Spiritual. After a while, I began 
to be more relaxed and began to concentrate on represent
ing God, rather than Campus Crusade. 

Thus, there appears to exist pressures to act in a 

manner appropriate for a staff member and in a manner to 

please God. This is also illustrated in another comment: 

There is a tendency to act a certain way . . . Being a 
Christian involves appropriate ways to act . . . You 
must please God. It centers around being a Christian. 

I feel that I must act a certain way, not necessarily 
for the sake of Campus Crusade for Christ, but for 
Christ, for the glory and honor of Him . . . For exam
ple, not to dress poorly, to maintain a proper positive 
attitude, not caustic or sarcastic. 

The staff members also appear to feel pressure related to 

their overall responsibilities for fulfilling the goals of 
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the organization. Inherent in these goals is a responsibil

ity to change people's lives to be "more in accordance with 

God's purposes." The staff members all mentioned the respon

sibility they feel for the lives of the campus population. 

They speak of the shortness of time in which to "reach the 

campus." They also mentioned the many disappointments they 

feel when students "stray away" and lose interest in Cru

sade. One staff member mentioned an experience in which he 

worked hard and spent a lot of time with an individual, only 

to have him "fizzle out" at the end. He mentioned these 

experiences as hard to accept and as being somewhat depress

ing. Lastly, the pressure of being in "Christian service" 

seems to constitute a pressure for the staff members. It is 

a pressure resulting from frequent criticism rendered by the 

public. As one staff member pointed out, "There are many 

people who do not like what you are doing." Another men

tioned the fact that "Christians are still persecuted in 

many ways today as they are criticized and shunned by some 

people." Christian work, was also described by one staff 

member as "lonely." The staff member related a reason for 

this loneliness: 

It's enough pressure to go into Christian work, because 
you have narrowed those people in the world interested 
in your work down to about one-fourth. Of the rest of 
those, only a few want to do what you are doing. Espe
cially regarding Campus Crusade, we go to people, we do 
not wait for them to come to us . . . So, we have to 
have people who are willing to do it and that like what 
they do. 



139 

Summarily, there appear to be various fears, frustra

tions, and pressures which constitute possible facilitators 

of stress within the role of a staff member. These stress 

facilitators are felt by the staff members in varying 

degrees seemingly dependent upon the personality and experi

ence of the individual. While the staff members do appear 

to feel various stresses within their occupational role, 

they simultaneously appear to possess an overall positive 

attitude or feeling concerning most aspects of Campus Cru

sade . 

Positive Attitude 

The staff members generally express positive senti

ments about all aspects of Campus Crusade. They appear to 

believe in their work, they appear dedicated to their work, 

and they appear motivated to carry out their tasks, as dis

cussed previously. Staff members have been observed through 

out this study to recognize positive components in every 

aspect of their job, even as they confront the negative fac

tors. Randoms, an evangelistic method, is an example of an 

aspect viewed by the staff in both a negative and positive 

light. 

As shown previously in chapters V and VI, randoms 

are one of the least enjoyed of all activities on staff. 

However, in talking with the staff members regarding 



140 

randoms, they also mentioned the fact that randoms do have 

certain positive benefits. These positive benefits are 

illustrated through the following comments: 

Sometimes randoms are good, though. They teach you to 
be open to God doing something, for you aren't always 
going to have personal appointments. 

We use randoms even though sometimes we feel a little 
scared, because it helps boldness. Even though we enjoy 
randoms the least, there's a place for them. They train 
people how to share their faith. 

Randoms make you think quick. They keep you on your 
toes because you never know how a guy is going to react. 

Randoms are good to do sometimes because they are stimu
lating and challenging. 

One staff member talked about support raising in terms of 

being difficult to initiate, yet good in that "it fosters a 

dependency on God" and "generates excitement in people over 

the work Campus Crusade is doing." Therefore, the staff mem

bers see positive benefits even in aspects of their work 

where they feel somewhat negative or apprehensive. 

The fact that the staff do appear dedicated, moti

vated and excited about their work, as demonstrated in this 

chapter, may be attributed to two major policies enforced by 

the Campus Crusade organization. These policies include 

requirements for maintaining a staff position on Campus Cru

sade and procedures for airing grievances. 

The policies of Campus Crusade, as pointed out by 

all of the staff members, emphasize the importance of main

taining a positive, rather than negative or "critical 
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spirit." If a staff member remains critical about Campus 

Crusade or other staff members, he is counseled by his imme

diate supervisor and then the Campus Director. If his atti

tude remains critical or negative, he is put on a "standard 

of performance" which entails giving him certain goals or 

specifying changes that he has to make within a certain time 

frame. If he fails to meet them, he is likely removed from 

staff. So, a critical attitude is not tolerated by Campus 

Crusade and is grounds for removal from staff. 

Also, it is stipulated that problems or concerns rel

ative to the policies of Campus Crusade or of a personal 

nature must be discussed with someone in Campus Crusade, 

never an outsider. In airing a grievance, the staff member 

is expected to initially approach the source (whomever) of 

the problem. The staff members commonly refer to this as 

going to the person "in a spirit of love." If the problem 

is not solved, the next step is to go to the immediate super 

visor, and then to the Campus Director. If a staff member 

is "rebellious" and does not follow the grievance procedure, 

he may be put on a "standard of performance" and eventually 

asked to leave. As one staff member mentioned, "Campus Cru

sade emphasizes telling someone who can do something about 

it." It is interesting to note that during the course of 

the research, no comments were made by any of the staff mem

bers which specifically downgraded the Campus Crusade 
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organization, any staff members, or the job in any way. The 

staff members all displayed general enthusiasm and pleasure 

with their work, and were readily available to talk with the 

researcher at all times. However, Campus Crusade policy 

requires the staff to be friendly and helpful, and espe

cially not share problems or concerns with outsiders. This 

may account for the absence of negative comments which indi

cate a strong dislike or a disagreement with Campus Crusade. 

Summary 

The staff members in the Campus Ministry exhibit a 

high degree of job satisfaction based on an Index of Job Sat

isfaction (Brayfield and Roth, 1951) and direct observation 

and interview data. This high degree of job satisfaction 

may be attributed, in most part, to the qualifications 

required for acceptance as a staff member in Campus Crusade 

and to various policies for attitude and behavior required 

to remain on staff. Although a high degree of satisfaction 

appears to exist within the occupational role of the staff 

member, there do appear to be some sources of stress felt by 

the staff member in relation to their work. The staff mem

bers also generally see most aspects of their work as posi

tive, even those aspects which seem to be a source of some 

stress. This attitudinal characteristic appears to be sanc

tioned within the organization of Campus Crusade in the form 

of policy stipulations requiring such characteristics. 



CHAPTER VII 

SUMMARY AND IMPLICATIONS 

Summary 

Campus Crusade for Christ International is a reli

gious organization/movement whose worldwide strategy entails 

changing the world through the promotion of the "claims of 

Christ." From its beginnings on the UCLA campus as a stu

dent ministry, its growth presently includes international 

students, mdlitary personnel, ethnic groups, high school stu

dents, faculty members, athletes, and laymen from estab

lished churches. In keeping with its size, complexity, and 

purpose. Campus Crusade has thousands of full-time staff mem

bers who dedicate themselves to the goals and objectives of 

the organization. These staff members are the subject of 

this research study which explores a religious occupation 

virtually ignored by social scientists. 

This study utilizes seven techniques for data collec

tion: (1) a quasi-structured interview schedule; (2) a self-

administered questionnaire; (3) tape recorded informal and 

formal conversations; (4) an index card given to respondents 

to provide further explanation of key concepts; (5) direct 

observation; (6) participant observation; and (7) Crusade 
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literature. The study occurs over a time span of approxi

mately two school semesters (about eight months) and 

includes a sample of nine staff members of Campus Crusade 

for Christ. The focus of the analysis is to explore the 

occupational role of the Campus Crusade staff member. 

The "typical" Campus Crusade staff member, upon exam

ination of background characteristics, is under thirty 

years, Caucasian, college educated, Protestant, and has been 

involved with Campus Crusade before joining staff. Various 

psychological and social factors involved in the staff mem

bers' recruitment into the organization closely parallel 

Lofland and Stark's (1965) findings concerning conversion 

into a religious cult. 

In exploring the role of the Campus Crusade staff 

member, it is found that the staff member performs a multi

plicity of roles which center upon: (1) evangelism; (2) dis

cipleship; (3) follow-up; (4) personal ministry; (5) train

ing; and (6) office work. Evangelism techniques involve an 

element of "sneakiness." Basically, the evangelism, dis

cipleship, and follow-up roles of the staff member entail 

leading people to Christ, getting them involved in Bible 

studies or action groups, being a friend to them, and help

ing them move toward a higher commitment leading others to 

Christ. Personal ministry, training, and office work accen

tuate the staff member's effectiveness in his job. Expected 
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role behavior is clearly defined in the policy and staff man

uals and provides for the similarity in technique and meth

ods utilized by staff members in carrying out their roles. 

The intensive training whereby the staff members learn their 

work roles also contributes to the standardization of work 

behavior. 

Staff members indicate a high level of job satisfac

tion. Possible factors in this elevated job satisfaction 

rating are explored within a theoretical scheme posited by 

Mumford (1972:4-10; 64-69). The scheme considers five con

tracts between an employer and employee: the knowledge con

tract, the psychological contract, the efficiency contract, 

the ethical contract, and the task structure contract. The 

Crusade staff members are provided the appropriate skills 

and knowledge through the application and training process. 

Achievement, recognition, responsibility, and status are 

realized within the structure of the organization. Satisfac

tory economic rewards, work controls, and supervisory con

trols exist. A significant finding is that supervisory con

trols are in the form of "giving direction" rather than "giv

ing orders." Direction is given in a "spirit of love" and 

"concern" as mandated by Campus Crusade policy. Concurrence 

of value systems between employee and employer is assured 

largely by Campus Crusade's stipulations, policies, and 
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standards. Subsequently, the personal interests, needs, and 

dedication of the individual staff members are typically com

patible with Crusade philosophies. 

Regarding work attitudes, the staff report enjoyment 

concerning two major roles--evangelism and discipleship, 

with personal ministry ranking third. They generally per

ceive Campus Crusade as possessing a negative public image 

due to the public's ignorance of what they do. Staff mem

bers view the majority of churches as supportive. Those who 

are not supportive are perceived so due to their disagree

ment with the philosophy of aggressive evangelism. 

Role stress is found to exist within the role of the 

staff member. One source of the role stress is a fear of 

"randoms," an evangelistic technique. Frustration also 

appears to stem from "role superfluity" (Nix and Bates, 

1962:7-17), which exists due to the large number of responsi

bilities simultaneously assigned to the staff members. Vari

ous "internal" and "situational" pressures also seem to be 

associated with the role of the staff member. Internal pres 

sures result from personal motivation to do a good job and 

be a good Christian. Situational pressures relate to the 

"rigid" standards of Campus Crusade, work pressure to uphold 

a Christian image, disappointment resulting from individuals 

"staying away" and loneliness of being involved in work 

which is not always appreciated. 
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A positive attitude is present among the staff. 

This type of attitude is insured, for the most part, through 

Campus Crusade policy. Termination of a staff member may 

result from a "critical spirit" or rebellious nature. 

In conclusion, while the role of the Campus Crusade 

staff member seemingly involves some role stresses, overall, 

the role features a great deal of work satisfaction. The 

presence of role stress does not seem to affect signifi

cantly the job satisfaction rate. The policies and guide

lines of Campus Crusade appear to provide an equitable frame

work for role performance and role satisfaction. 

Implications 

Ihe analysis of the role of the Campus Crussde for 

Christ staff member seems to provide support for previous 

findings in other research endeavors in the sociology of 

religion. As demonstrated in an earlier section of the pres

ent research, the similarity between the "conversion" pro

cess characteristic of Campus Crusade and the Lofland and 

Stark (1965) conversion theory appear to lend support to the 

validity of such theoretical schemes. Gerlach and Hines 

(1965) posit a conversion process comparable to the "situa

tional factors" of Lofland and Stark's model, which also 

appears to be supported in part by the Campus Crusade find

ings. Also, the present analysis provides support for the 

Wuthnow (1976a; 1976b) study of new religious movements. 
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Namely, the characteristics mentioned by Wuthnow (public 

familiarity, favorable public image, movement participation, 

non-involvement in radical political activity, non-support 

of alternative living styles, commitment to traditional 

Christian beliefs and values) as descriptive of the Neo-

Christian groups, among them Campus Crusade, are reflected 

in the background and attitudinal data presented in this 

study . 

The incidence of high job satisfaction found to be 

present among Campus Crusade staff members appears to lend 

credence to Mumford's (1972) job satisfaction model. This 

job satisfaction model appears useful for future occupa

tional analyses, with possible focal areas to include person

nel recruitment, personnel selection process, internal work 

controls, and worker efficiency. Also, the presence of high 

job satisfaction seems to lend support to a functional type 

of system in keeping with Parsons' (1951) view of the social 

system. The high rate of job satisfaction seems to suggest 

a systemi where conflict is minimized and equilibrium is main

tained. Such a theoretical perspective provides future 

research possibilities for the study of Campus Crusade for 

Christ. 

The present study also contains implications for 

future research endeavors of this nature. For example, more 

attention could be given to Campus Crusade's public image. 
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Information could be obtained from the public regarding 

their familiarity with Campus Crusade including their opin

ion of, and involvement with, the organization/movement. 

Such data could be useful in predicting the future success 

of Campus Crusade for Christ in capturing souls and could 

provide insight into the present staff members' attitudes of 

their public image. Regarding future analyses, greater 

focus could be placed upon the comparison of a contemporary 

religious organization/movement, to the existing theories of 

religious organizations and movement. Particular emphasis 

could be given to the analysis of a religious movement/organ

ization, as both a movement and an organization, and the 

problems inherent in such an analysis (i.e., locating arti

cles which pertain tc organization/movement as one entity 

and deciding which theoretic base to pursue). 

In conclusion, the present research endeavor 

attempts to provide a description of the role of the Campus 

Crusade staff member, concentrating on what the staff member 

does, how he does it, and how he feels about doing it. Its 

intent is provision of insight into a religious occupation 

which has, heretofore, been virtually ignored. 
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COLLEGIATE RELIGIOUS SURVEY 

Two reasons for this survey: 
1. We are interested in finding the religious trends on cam

pus . 
2. We would like to find the students who are interested in 

a personal relationship with Christ. 

University or School 

1. Sex Male Female 

Class 
senior 

freshman 
grad 

sophomore junior 

What is your major 
Liberal Arts 
Education 
Law 
Fine Arts 
Medicine 
Math 
Other 

Engineering 
Business 
Agriculture 
Social Science 
Science 
Nursing 
Undecided 

Are you now, or have you ever been a member of any reli 
gious group or church? yes no 

used to be in process of joining 

Would you care to give the name of this group, denomina 
tion or church? 

not a member 
Assembly of God 
Baptist 
Buddist 
Christian 
Presbyterian 
Reformed 
Christian Science 
Jewish 
LDS 
Methodist 
Other 

Church of Christ 
Congregational 
Episcopal 
Hindu 
Independent Christian 
Islam 
Roman Catholic 
Seventh Day Adventist 
Lutheran 
Morman 
Nazarene 

If asked to explain your philosophy of life, would your 
answer be? definite vague none 

To what extent could you honestly say you live accord
ing to your philosophy of life? 

all of the time most of the time 
some of the time seldom 
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8. What, in your opinion, is the basic problem of man 
(humanity)? 

intolerance lack of education 
racism religion 
poverty environment 
war self-centeredness 
economics politics 
sin other 

9. Does your philosophy of life include a solution for the 
basic problem of man? yes no 

10. Do you believe in a God who is both infinite and per
sonal? yes no 

11. Have you ever seriously read through the New Testament? 
yes no more than half 
less than half 

12. Who, in your opinion, is Jesus Christ? 
philosopher Son of God, God-Man 
teacher founder of church 
prophet myth 
other not sure 
don't know philosophical idea 

13. How have you come to this understanding? 
Bible religious education 
personal study secular education 
friends pastor 
books 

14. In your opinion, how does one become a Christian? 
believe in Christ as personal savior 
understand and follow teachings of Christ 
hold personal convictions 
join a church 
live a good life 
believe in Bible 
baptism 
reared or born one 

15. If you could know (Sod personally, would you be inter
ested? 

yes no unsure 

This ends the survey. We would, however, like your opinion 
on four more points. Do you have some more time? 
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INTERVIEW SCHEDULE—CAMPUS CRUSADE FOR CHRIST 

I. General Background 

1. What is your birthdate? 
2. What is your hometown? 
3. What is your marital status? 
4. Have you ever been previously married? 
5. What is your highest educational achievement? 
6. If you attended college, what was your major 

field of study? 
7. What religious preference do you have? 
8. How long have you been a Christian? 
9. How long have you been in Campus Crusade? How 

long have you been on staff? 
10. What is your staff title? 
11. Is Lubbock your first staff placement? If not, 

where were your previous placements? Why did 
you leave? 

II. The Work Structure 

1. How is the work divided up? Who makes assign
ments? 

2. Do you have any particular things to accomplish 
in your work? 

3. What kinds of activities compose your work week? 
How much time is spent in each activity? 

4. In terms of the content (activities, etc.) of 
your work, how does your work compare to that of 
the other staff members? To other staff members 
on other campuses? 

5. How do your work techniques compare to those of 
the other staff members? To other staff members 
on other campuses? 

III. Work Complex 

1. In what way are your activities affiliated with 
churches in the Lubbock area? 

2. What, if any, political issues do you get 
involved with in the community? On campus? 

3. What community functions do you participate in 
as part of your job? What campus functions? 

4. Is there a particular area or territory that you 
are required to cover in your job? Are you 
restricted to a certain area? 
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5. I understand that in the course of your job, you 
may move from one place to another. What proce
dure is involved in this move? Who makes the 
decision? Do you have a choice? Is there a 
standard time to be spent in one place? 

IV. The Economic Complex 

1. It is my understanding that your living expenses 
are provided for through support from various 
people. How do you go about getting this sup
port? How often must support be obtained? 

2. Is there a desired amount of support? 
3. What happens if an adequate amount of support is 

not obtained? 
4. Are there other than monetary rewards involved 

in your work? 
5. How do you feel about this manner of payment? 
6. Are there any services supplied free to you? 

V. Status and Authority System 

1. What instances in the course of your job place 
you in an authority relationsnip with someone 
else? 

2. What kinds of leadership positions are there in 
Campus Crusade? How do you get to be a leader? 

3. Who makes the decision as to who goes on staff? 
4. Whom do you go to when you are confronted with 

an occupational problem? Whom do you go to with 
a personal problem? 

5. What is the official title of your immediate 
superior? 

VI. Teaching and Learning 

1. How did you learn the skills required in your 
job? 

2. Who taught you the necessary skills? In what 
way was he qualified to teach you? 

3. If you were training a new staff member, what 
things would you show or tell him that you have 
learned through experience which would enable 
him to do his job better? 

4. How does your immediate superior communicate 
with you? 

5. How do you feel about the supervision? 
6. How do you feel about the method of training? 
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VII. Systems of Control 

1. Are there any attitudes of right and wrong which 
are associated with your job? 

2. How is unacceptable behavior dealt with? 
3. Are there any evangelistic skills which are used 

by all the staff? 

VIII. The Career 

1. At what point in your life did you make the deci
sion to go on staff? 

2. What influenced your decision to go on staff? 
3. Was your decision to go on staff your first 

choice in regard to an occupational career? 
4. Would you choose this occupation again if you 

had it to do over? Why? 
5. If you had to interview a person who wanted to 

go on staff, what qualities would you look for 
in the applicant? 

6. If you interview a prospective staff member, 
what aspects of your job would you emphasize? 

7. What do you see as being the main aspect of your 
job? 

8. How does a person go about getting on staff? 

Mobility 

9. Since you have been on staff, have you ever 
thought about leaving? Why? 

10. How does a person earn a higher position within 
Campus Crusade? What factors can assist him? 

11. Is there any way one can be taken off staff? 
How? 

IX. Work and the Self 

1. What qualifications must be met in order to get 
on staff? 

2. What kind of personality do you feel is neces
sary for your job? 

3. Does Campus Crusade select persons of a specific 
personality type for a position on staff? What 
type? 

4. Does Campus Crusade try to mold new staff mem
bers into a certain personality type? 

5. Have you ever hidden the fact that you are a mem
ber of Crusade staff? If so, for what reasons? 

6. Do you feel you must always act in a certain way 
to keep up your job image? 
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X. Miscellaneous 

1. Do you think the public is adequately informed 
in regard to the work you do? 

2. To what extent is there a feeling of brotherhood 
among the staff? 

3. How long do you plan to remain in your present 
occupation? 

4. Is there anything else you would like to mention 
about being on staff or the problems you face? 

5. Have I left out anything in the questions which 
you think would be beneficial to my study? 

6. What does discipleship mean? (The researcher 
hands each of the staff an index card and asks 
them to explain this term.) 

7. Do people give you information about possible 
contacts tc make? 
a. How essential is this information to you in 

carrying out your work? Very important; 
important; don't know; not so important; use
less . 

b. How is this information from other people 
obtained? (Do you make a point to asK, or 
is it voluntarily given?) 

c. Are there any specific people who generally 
provide information? 

8. Are there any other ways in which people help 
you in your job? 

9. Are there any ways other than through people, 
that you get your information? 

10. How do you use the information that you obtain? 
11. To what extent do the other staff mem.bers aid 

you in the performance of your work? 
12. Do you think the public adequately appreciates 

the work you do? (Probe) 
13. Do you think college students adequately appreci 

ate the work you do? 
14. Do you think the students are adequately or inad 

equately informed of the work you do? 
a. If inadequate, what suggestions do you have 

for improvement of student knowledge? 
15. Do you think that students look on the work you 

do as favorable, unfavorably, or disinterested? 
a. Do you think this attitude has changed any 

from the past? Explain. 
16. Are the churches supportive of your activities. 

Explain. 
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XII. Evangelism, Discipleship, and Follow-up 
1. What methods are used in order to carry out the 

evangelistic aspect of your work? 
a. Are these methods utilized by all staff mem

bers or are they unique to you? 
b. Do you use some methods more than others? 
c. Which method or methods do you prefer? What 

method(s) do you enjoy the least? Explain. 
2. How is discipleship carried out? 
3. Just what is follow-up? 

a. What activities are involved in this aspect 
of your work? 
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CAMPUS CRUSADE FOR CHRIST STUDY 

Instructions 

As an additional part of this study, there are a num

ber of short questions requiring no more than a check (v/) or 

circle. Please be as straightforward as possible in answer

ing these questions. There are no right or wrong answers to 

the questions. Instead, I am simply asking for your opin

ion . 

Be assured that all answers will be kept in strict

est confidence and that your answers will be combined with 

the answers of the other staff members in order to get a 

more overall picture. 

Thank you for your time and cooperation. 
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GENERAL JOB SATISFACTION 

Some jobs are more interesting and satisfying than others. I wan^ *o know 
how you feel about your job. Please read the statements found be low and 
circle either "Strongly Agree," "Agree," Undecided," "Disagree," etc., 
depending on how you feel about your present job. There are no right 
answers. I would simply like your hohest opinion on each one of the state
ments. 

Strongly Strongly 
Agree Agree Undecided Disajr ••- Disagree 

1. My job is like a hobby to 
me. SA A U 0 SD 

2. My job is usually inter
esting enough to keep me 
from getting bored. SA A U D SD 

3. It seems that my friends 
are more interested in 
their jobs. SA A U D SD 

4. I consider my job rather 
pleasant. SA A U D SD 

5. I enjoy ray %*ork more than 
my leisure time. SA A U f' SD 

6. I am often bored with my 
job. SA A U D SD 

7. I feel fairly satisfied 
with my job. SA A U V SD 

8. Most of the time I have to 
force myself to go to campus. SA A U D SD 

9. Some of the ti»e I have to 
force myself to go to campus. SA A U i: SD 

10. 1 feel that my job is no 
more interesting than others 
I could get. SA 

11. 1 have to force myself to 
approach people at random 
and "share" with them. SA 

12. I feel that I am happier in 
my work than most other 
people. S* 

SD 

SD 

SD 
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Strongly Strongly 
Agree Agree Undecided Disagree Disagree 

13. Most days I am enthusiastic 
about my work. SA A u D SD 

14. Each day of **ork seems like 
it will never end. SA A u L; SD 

15. I like my job better than 
the average worker does. SA A U D SD 

16. My job is pretty uninterest
ing. SA A U D SD 

17. 1 find enjoyment in my work. SA A u 0 SD 

18. 1 am disappointed that 1 
ever took this job. SA A U D SD 

19. My job provides me with an 
adequate economic security. SA A u D SD 

20. My work gives me a sense of 
accomplishment. SA A U 0 SD 

21. I feel that my opportunities 
for advancement in this job 
are somewhat limited. SA A U D SD 

22. My boss doesn't supervise 
enough. SA A U r) SD 

23. My boss adequately acknowl
edges the good v»ork that I 
do. SA A U D SD 

24. For the most part, I cim left 
on my cnm. SA A U D SD 

25. Being a staff nenber inter
feres with my personal life 
(marriage, dating). SA A U D SD 

26. The other staff members do 
their share of the work. SA A U D SD 

27. The other staff members are 
easy to get along with. SA A U D SD 

28. I feel that I am as capable 
as anyone to do this work. SA A U D SD 

29. I am satisfied with the work 
habits of my fellow staff 
members. SA SD 
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strongly Strongly 
Agree Agree Undecided Disagree Disagree 

30. One thing 1 like about my 
work is the feeling that 
comes from helping people. SA A u r. SD 

31. I enjoy "sharing" with people 
I don't luiow. SA A U D SD 

32. I sun frequently apprehensive 
about "sharing" with people. SA A u D SD 

33. 1 feel my formal training 
has been adequate to perform 
the duties of my job. SA A U D SD 

34. I feel my on-the-job training 
has been adequate to perform 
the duties of my job. SA A U D SD 

35. I feel like a failure when 
someone I "share" with does 
not pray to receive Christ. SA A U D SD 

Based on a year's working period, would you indicate the percentaqe of time 
you are engaged in each of the following categories of your job. 

Mandatory meetings 

Appointments 

Desk work (filing reports, other paper work) 

Training activities (on-the-job) 

Training activities (formal) 

"Sharing" randomly 

Discipleship 

Follow-up 

Quiet time 

Retreats 

Other (please specify) 

Total - 100% 




