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How can you do it better? Thousands of ministries turn to 
Evangelical Christian Credit Union (ECCU) for banking resources 
like our free webinar recordings, including:

To learn more, visit:
www.eccu.org/resources/webinars

Managing ministry money 
isn’t getting any easier.
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Christian Leadership aLLianCe  equips and unites leaders to transform 

the world for Jesus Christ. We seek to build the body of Christ by building the people 
Christ calls to leadership. We do that by providing transformative, biblically-based, 
higher thinking that helps leaders to grow personally and professionally.

Equipping leaders is the focus of this edition of Outcomes. You will hear from 
frontline leaders from organizations like Focus on the Family, The Gideons Interna-
tional, Prison Fellowship Ministries, Joni and Friends, RBC Ministries, and more. We 
explore critical topics like bridging the workplace generational divide, planning for 
your next CEO, embracing mentoring, saying “I do” to workplace conflict, using HR 
metrics to transform your ministry, leading in a new digitally-rich world, retaining 
your rising stars, and more!

As I reflect on my own professional journey, I’m deeply thankful for those who 
have intentionally invested time, talent, and wisdom to equip me for leadership. I 

think of my mentor who serves with The Navigators. We’ve been meet-
ing for meaningful weekly breakfasts for more than a decade. I recall 

supervisors in government and nonprofits who took the time to en-
courage me to recognize, grow, and utilize my God-given skills and 
talents. I appreciate employers who invested in advanced testing to 
help me understand my unique design while embracing vocational 
strengths. And I’m blessed today to be part of CLA, an organiza-
tion recognized as a Best Christian Workplace. 

It is our dream here at CLA that all employees in Christian or-
ganizations will likewise be fully equipped for a lifetime of 

service as the leaders God designed them to be. 
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REAL PLANNING, REAL SOLUTIONS. THAT’S OUR CALLING.

IS YOUR CHURCH SEARCHING FOR 

AFFORDABLE BENEFITS?
Then this is a BOOK OF REVELATION.

Here’s something every Christian employer should know: off ering 
retirement benefi ts for your employees is well within your reach. 

In fact, it’s quite aff ordable.
Including social security benefi ts, career members can retire with as 

much as 86%* of their pre-retirement income. And others can retire handsomely, too.
To learn more, send for our free guide, “Faith in Numbers,” or download it now at: MMBB.org/learn.  

Or call 1-800-986-6222.

Including social security benefi ts, career members can retire with as 
much as 86%* of their pre-retirement income. And others can retire handsomely, too.

*Source: 2010 Retirement Income Study. Based on 15+ years of participation.
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TALKiNg LEADERShiP

CLa president and CeO tami heim recently interviewed 
Billy Burnett, Executive Vice President and Chief Financial Officer 
of Joni and Friends.

Burnett has contributed significantly to both the financial suc-
cess and workplace environment of Joni and Friends. His lead-
ership helped to result in Joni and Friends being ranked as the 
number one “Best Christian Workplace” in organizations having 
less than 120 staff. They also rank in the top six percent of best 
fiscally managed nonprofits in the country.

As a member of Christian Leadership Alliance’s (CLA) national 
Advisory Council, Burnett serves in the Financial Management 
track. He has also received designation as a CLA Credentialed 
Christian Nonprofit Leader (CCNL).

During his career, Burnett has held significant engineering and 
management positions in the aerospace industry. He made meaning-
ful contributions to a number of military and commercial programs 
such as Skylab, B1 Bomber, Apache Helicopters, F15, NASA Shuttles, 

and numerous commercial aircraft.
Burnett graduated with a B.S. from Califor-
nia State University and a MBA from Pep-

perdine University. He is also a licensed 
pastor. He and his wife Shirley have two 
adult children and three grandchildren.

Joni and friends has been 
amazingly consistent as a Best 

Christian Workplace. What three 
key things have helped your 

leadership team build this 
vibrant culture?

The Best Christian Workplaces 
Institute has been instrumental in 
helping us become better leaders 

and therefore have a better organi-
zation. Doug Mazza (our president) 
and I have partnered for 14 years, but 

the past eight to ten years have had the 
most impact. We have worked inten-
tionally in three key areas: leadership, 
communication, and environment.

We understand that “authentic lead-
ership” (CLA’s 2013 conference theme) 

is one of the most important things 
a staff seeks. They look for lead-
ers who are caring and com-
passionate. We’re not leading 
widgets or mechanical pro-
cesses. We’re leading people.

They want us to communicate vision. It is vital to 
be authentic leaders who bring emotional intelligence 
to workforce communication. One thing that has really 
helped us is connecting the dots between our mission, 
our vision, and our values. We show team members, 
on a continual basis, how important their roles are to 
ensuring that our mission, vision, and values are con-
nected. We remind ourselves why we wake up every 
morning to serve God and one another.

We also want an environment that is a platform for 
success. People want to be successful, to grow, and to 
feel valued. So we’ve created a platform for internal 
recognition. We’ve got something called “Standing 
Ovation” that our folks love. We’ve introduced new 
staff training. We offer recognition and mobility. Our 
team knows that this is a place where they can achieve 
success. They can move from one level to another. As 
the ministry grows they grow as well.

how are you building and equipping  
your leaders?

Through the Best Christian Workplaces assessment 
(we have been a “Best Christian Workplace” since 
2006) we know how we are really doing, as opposed 
to how we think we’re doing. That’s helpful.

Actually, I can’t laud CLA enough. Our leaders at 
Joni and Friends love Outcomes magazine. A number of 
millennial generation people work with us now. They 
love Outcomes and CLA’s discussion about generational 
leadership. It really has an impact. So we’re getting 
them to CLA classes, to the conference. We enlarged 
our CLA membership to get more staff involved. We’re 
very intentional about training our people.

What are keys to equipping the next gen-
eration to take the mantle of leadership?

We baby boomers struggle with how to take wisdom 
imparted to us and pass that on to up-and-coming 
leaders. I just celebrated my 67th birthday, so I’m as 
“boomerized” as can be. One struggle is that their per-
spective and leadership methodology are different from 
ours. We don’t see us in them.

Their time and season are different from ours. I’m 
learning to model leadership, but to trust them to lead, 
just as others trusted us. That means not focusing 
on methodology. Methods change. They’re dynamic. 
Our goal should be imparting ongoing leadership 
imperatives like keeping the mission the mission, 
and maintaining alignment. Those concepts work 
across the centuries.

As a leader I’m learning to stop criticizing, and to 
pay attention to who these younger leaders coming up 
are. They see the world differently, but their passion 
for serving is the same as mine. So what do I have 
to give them? I offer things that remain: enduring 
biblical principles — the legacy pieces of our lives. 

Interview by Tami Heim

They can take that and shape methods meaningful 
to their generation.

We are very intentional about succession planning 
here at Joni and Friends.

As a Cfo you’re passionate about  
fiscal stewardship, right?

Yes. My passions are leadership and sound fiscal 
stewardship. I actually have two roles at Joni and 
Friends. As executive vice president I’m concerned 
with a 360-degree perspective on all organizational 
leadership areas. As CFO, I’m dedicated to sound 
fiscal stewardship. It’s one of the most important 
things for every organization.

There are three things I need to lead an organization 
in a sound fiscal manner: a Bible, a budget, and a barom-
eter. The Bible says we live by faith. Habakkuk 2:4 and 
Hebrews 10:38 talk about being people of faith. Prov-
erbs talks about making and being diligent with plans. 
So having a budget is important. In Luke 12:56, Jesus 
talks about discerning the time. We need a barometer. 
Look around you. Notice what’s happening. Discern 
the times. How are your donors doing? What is the 
economic outlook? What are the issues they’re facing? 
Look at Congress. What is it talking about? Our part-
nership with ECFA is also extraordinarily important.

My abiding philosophy is: be people of faith, plan 
well, and discern the time. Often leaders think simple 
faith will make everything happen. That takes God for 
granted. Not having a strong fiscal policy is a recipe for 
ruin. Having a good fiscal policy is not a lack of faith; it 
is a hedge against failure. The Bible talks about store-
houses. Joseph was a planner and administrator. God 
gave him a vision for a storehouse for weathering storms.

I’m passionate about good stewardship. Sound fiscal 
policy is one of its most vibrant forms. Over the past 
12 years at Joni and Friends, we have not had a single 
negative year of income over expenses. That’s because 
we plan, execute, and trust God. We submit the plan to 
God. We submit it to our board. Oversight is important. 
An organization can’t have enough sound fiscal policy.

What has becoming a CLA Credentialed 
Christian Nonprofit Leader (CCNL)  
meant for you?

Here’s what it does for me, and for anyone seri-
ous about lifelong learning. I call them the four C’s: 
capacity, confirmation, connection, and convenience. 
I’m intentional about finding themes like that; it’s my 
industrial engineering background coming through.

It increased my capacity to lead. It’s not enough to 
be compassionate and desire to be a good leader. Being 
equipped to lead effectively is critical. That requires 
practical tools. Through CLA I build capacity. One 
of the most powerful and impacting courses I have 
taken, in any educational platform, is Dr. Randal Dick’s 

Equipping Leaders
Joni and Friends’ Billy Burnett on creating 
a lifelong learning culture
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They want us to communicate vision. It is vital to 
be authentic leaders who bring emotional intelligence 
to workforce communication. One thing that has really 
helped us is connecting the dots between our mission, 
our vision, and our values. We show team members, 
on a continual basis, how important their roles are to 
ensuring that our mission, vision, and values are con-
nected. We remind ourselves why we wake up every 
morning to serve God and one another.

We also want an environment that is a platform for 
success. People want to be successful, to grow, and to 
feel valued. So we’ve created a platform for internal 
recognition. We’ve got something called “Standing 
Ovation” that our folks love. We’ve introduced new 
staff training. We offer recognition and mobility. Our 
team knows that this is a place where they can achieve 
success. They can move from one level to another. As 
the ministry grows they grow as well.

how are you building and equipping  
your leaders?

Through the Best Christian Workplaces assessment 
(we have been a “Best Christian Workplace” since 
2006) we know how we are really doing, as opposed 
to how we think we’re doing. That’s helpful.

Actually, I can’t laud CLA enough. Our leaders at 
Joni and Friends love Outcomes magazine. A number of 
millennial generation people work with us now. They 
love Outcomes and CLA’s discussion about generational 
leadership. It really has an impact. So we’re getting 
them to CLA classes, to the conference. We enlarged 
our CLA membership to get more staff involved. We’re 
very intentional about training our people.

What are keys to equipping the next gen-
eration to take the mantle of leadership?

We baby boomers struggle with how to take wisdom 
imparted to us and pass that on to up-and-coming 
leaders. I just celebrated my 67th birthday, so I’m as 
“boomerized” as can be. One struggle is that their per-
spective and leadership methodology are different from 
ours. We don’t see us in them.

Their time and season are different from ours. I’m 
learning to model leadership, but to trust them to lead, 
just as others trusted us. That means not focusing 
on methodology. Methods change. They’re dynamic. 
Our goal should be imparting ongoing leadership 
imperatives like keeping the mission the mission, 
and maintaining alignment. Those concepts work 
across the centuries.

As a leader I’m learning to stop criticizing, and to 
pay attention to who these younger leaders coming up 
are. They see the world differently, but their passion 
for serving is the same as mine. So what do I have 
to give them? I offer things that remain: enduring 
biblical principles — the legacy pieces of our lives. 

They can take that and shape methods meaningful 
to their generation.

We are very intentional about succession planning 
here at Joni and Friends.

As a Cfo you’re passionate about  
fiscal stewardship, right?

Yes. My passions are leadership and sound fiscal 
stewardship. I actually have two roles at Joni and 
Friends. As executive vice president I’m concerned 
with a 360-degree perspective on all organizational 
leadership areas. As CFO, I’m dedicated to sound 
fiscal stewardship. It’s one of the most important 
things for every organization.

There are three things I need to lead an organization 
in a sound fiscal manner: a Bible, a budget, and a barom-
eter. The Bible says we live by faith. Habakkuk 2:4 and 
Hebrews 10:38 talk about being people of faith. Prov-
erbs talks about making and being diligent with plans. 
So having a budget is important. In Luke 12:56, Jesus 
talks about discerning the time. We need a barometer. 
Look around you. Notice what’s happening. Discern 
the times. How are your donors doing? What is the 
economic outlook? What are the issues they’re facing? 
Look at Congress. What is it talking about? Our part-
nership with ECFA is also extraordinarily important.

My abiding philosophy is: be people of faith, plan 
well, and discern the time. Often leaders think simple 
faith will make everything happen. That takes God for 
granted. Not having a strong fiscal policy is a recipe for 
ruin. Having a good fiscal policy is not a lack of faith; it 
is a hedge against failure. The Bible talks about store-
houses. Joseph was a planner and administrator. God 
gave him a vision for a storehouse for weathering storms.

I’m passionate about good stewardship. Sound fiscal 
policy is one of its most vibrant forms. Over the past 
12 years at Joni and Friends, we have not had a single 
negative year of income over expenses. That’s because 
we plan, execute, and trust God. We submit the plan to 
God. We submit it to our board. Oversight is important. 
An organization can’t have enough sound fiscal policy.

What has becoming a CLA Credentialed 
Christian Nonprofit Leader (CCNL)  
meant for you?

Here’s what it does for me, and for anyone seri-
ous about lifelong learning. I call them the four C’s: 
capacity, confirmation, connection, and convenience. 
I’m intentional about finding themes like that; it’s my 
industrial engineering background coming through.

It increased my capacity to lead. It’s not enough to 
be compassionate and desire to be a good leader. Being 
equipped to lead effectively is critical. That requires 
practical tools. Through CLA I build capacity. One 
of the most powerful and impacting courses I have 
taken, in any educational platform, is Dr. Randal Dick’s 

CLA Online Academy module on governance. I use it every day. 
It taught about aligning mission, vision, and values with what 
you’re doing. That is critical for good leadership.

The next is confirmation. CLA classes have confirmed for me 
that Joni and Friends is utilizing best practices in leading across 
generations, in engaging donors, and in teaching our staff at each 
stage of their leadership.

And then there’s connection. Through CLA I’ve developed a 
lifelong network of friendships with other learners. I’ve been 
able to help friends gained through CCNL. I’ve gone back to my 
office, and shared processes we’ve learned, in order to assist them. 
That’s what we should be doing. That networking has helped us.

And then, finally there is convenience. We live busy lives as lead-
ers. For me the convenience that CLA’s Online Academy offered 
was awesome. I was able to have a busy life, yet complete courses 
to reach my credential. At CLA we’re providing great ways for 
people to learn to lead for today and tomorrow.

What message on leadership would you hope to 
transmit to the next generation?

A few years ago during a contemplative period, I noted abid-
ing principles that shape my leadership perspective: faith, focus, 
fortitude, and flexibility.

First, the Lord expects us to be people of faith — in God, in 
ourselves, and in others. Just look at the standard Jesus set. He 
had faith in his Father. He knew what he was called to do, and 
had faith that he would accomplish his mission. He had faith in 
himself. He knew who he was, how he was made. He understood 
himself. He had faith in others. His mission on earth began with 
“follow me, and I will make,” and it ended as he gave them the 
mission: “you go, and you make.” Faith in others is extraordinarily 
important. Being able to delegate and trust.

The next is focus. Keep the mission the mission. One of the 
secrets to Joni and Friends’ success is that in spite of many other 
meaningful opportunities we stay focused on our unique calling.

We must also have fortitude. Things change quickly in this 
world. What you expect might not happen, or become delayed. 
God tells us to be strong and of good courage. We can’t be moved 
by every wind, or new doctrine, that comes along. We’ve got to 
be certain that we’re where God wants us, and have fortitude.

And then finally, we need flexibility. Things don’t always happen 
the way you want. God may bring you new opportunities. That’s 
why good fiscal management is vital. As God brings new oppor-
tunities, you’re able to launch them. At Joni and Friends, through 
the leadership of our founder Joni Eareckson Tada, our president 
Doug Mazza, and our board, we remain flexible.

Those are the things I would say to young leaders, and to sea-
soned leaders like me. 

Learn more at (joniandfriends.org)
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by Holly Moore

sSeveral weekS ago, I watched our young staff at Grow-
ing Leaders — the nonprofit organization I help lead — host a large 
event for educators. It was rewarding to see them embody our core 
values, serving with excellence. I smiled inside as I reflected on 
learning to lead them and modeling the way. It’s been one of my great 
joys to invest in the college interns and twenty-somethings on our 
team. It has also been one of my most significant challenges. They’ve 
forced me to rethink how I communicate, coach, and lead.

Generation Y (young people born between 1984 and 2002) is 
a growing part of today’s workforce. To position your ministry or 
nonprofit for continued success you must recruit, hire, train, and 
mentor these emerging leaders. But you can’t do it the way you’ve 
always done it.

They grew up in a culture that exposed them to a lot of infor-
mation and experiences, yet allowed them to be relationally lazy. 
They’re eager to discover their life purpose and do meaningful 
work aligned with their strengths and passions, but struggle with 
discipline and tenacity for job success. However, this emerging 
generation can add great value to our teams if we engage them and 
become leaders they can trust.

Here are a few Gen Y leadership lessons I’ve learned along 
the way:
1. Be honest and authentic. Generation Y wants 

honesty. We aren’t doing them a favor if we only offer praise, 
but don’t give specific feedback on how they can improve. 
It’s important to offer continuous feedback. If we wait or 
overlook things short of our standard of excellence, it causes 
frustration in us and underperformance in our young staff. 
My team knows I will point out where they need to improve. 
Praise then holds more weight, because they know I only say 
it if I mean it.

2. explain why. In our organization, the youngest team 
members are responsible for some pretty un-glamorous tasks. 
They ship resources, stock inventory, do data entry, and other 
administrative tasks. So I work hard to make sure they see how 
shipping a resource to a school impacts the development of 
hundreds of children. If I slow down and explain the “why,” I 
get much better buy-in from the team.

3. help them discover their strengths. The next 
generation is hungry to use their skills and passions in a 
career. One of the most significant things I do as a leader is 
help our young staff discover and exercise their strengths and 
gifts. Too often, veteran leaders don’t want to give up control 
of projects and tasks. But we’re only hurting ourselves in the 
long run. Gen Y won’t stay in situations where they aren’t 
allowed to grow and expand their wings. This past year, I 

made a decision to let two young team members 
be the primary leaders on an important project. 
Did they make mistakes? Yes. Did it take longer 
to complete? Yes. Would I do it again? Yes. They 
learned valuable lessons about their strengths 
and weaknesses and are stronger for the process.

4. let them feel the weight and conse-
quences of poor decisions. Several years 
ago, I began to notice an intern’s bad work habits. 
This was his first post-college work experience. 
I talked with him, giving specific examples of 
behavior that needed to change, and casting vi-
sion for how he could contribute to the team. But 
he didn’t take my words to heart, and refused to 
make changes. So, I fired him. He was stunned. 
I don’t think he thought that could ever happen. 
Years later, he reached out to the president of 
our organization and said that experience was 
extremely valuable. He learned a lesson about 
work ethic that stuck with him, and he is more 
prepared for ministry.

5. Be intentional aBout providing learn-
ing opportunities. We put a high value on 
personal growth, and I think that is especially ap-
preciated by our youngest team members. Every 
Monday, we meet over lunch discussing topics 
to build a strong, educated, and equipped team. 
Our interns are expected to read specific books. 
We set times for them to meet individually with 
board members or other leaders in the communi-
ty. They take trips with our team to expose them 
to new experiences and people. Every minute we 
invest in their personal growth is time well spent.

This emerging generation is full of passion and pos-
sibility. Let’s learn to lead them well. 

Holly Moore is the vice president of Growing Leaders, a 

nonprofit organization providing leadership training for the next 

generation. The Growing Leaders team serves over 6,000 

schools, universities, churches, nonprofit organizations, and 

businesses around the U.S. and 

the world. She is responsible 

for all operations, 

marketing, sales, and 

development initiatives. 

(GrowingLeaders.com)

Leading  
Generation Y
Lessons I’ve learned along the way
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“Our membership in ECFA is indispensable
to our ministry. It keeps our leadership mindful 
of maintaining the highest fi nancial and ethical 
standards. It assures our donors that we as 
an organization are credible and accountable. 
And it puts us in a high caliber network of 
like-minded ministries. With the recession, 
we’ve had to cut many costs, but we cannot 
dispense with our ECFA membership.”

Wayne Pederson, President and CEO 
HCJB Global
Colorado Springs, CO

Become a member
ECFA.org

“Our Membership Assures Accountability!”

Enhancing Trust
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NEWNOW&NExT

FOr the past 10 years, aL LOpus, as 
president and cofounder of the Best Chris-
tian Workplaces Institute (BCWI), has been 
conducting the Best Christian Workplaces 
Survey. This 58-question, broad-
based human resources survey 
compiles data on people practices 
and the way they’re experienced 
in Christian workplaces. Lopus and his or-
ganization have surveyed over 500 differ-
ent Christian organizations in that period of 
time, administering over 120,000 individual 
surveys to measure the health of Christian 
workplaces. Outcomes spoke with Lopus 
to get his take on how the best Christian 
workplaces can recruit, develop, and engage 
emerging leaders.

What is keeping ministries 
from being the best Christian 
workplaces they could be?

The biggest challenge I see is that they 
are one-dimensional. The good news is 
they are serving the people their mission 
says they should serve. Yet they’re burning 
their people out in the process. I believe it’s 
scriptural that the people will grow in their 
faith when they are serving for a Christian 
purpose. That means leaders need to be 
shepherds or stewards of their talent. Be-
ing stewards of their staff first allows for 
them to then be effective in ministry. I see 
leaders who are just completely missing the 
point, and not spending any effort in devel-
oping, building up, or being a good steward 
of their talent, so that they can then serve 
those whom they are called to serve.

What are the best practices of or-
ganizations that rise to the top as 
Best Christian workplaces?

First, they discover the level of health in 
their culture as a ministry. Our survey de-
fines four levels of health: toxic, critical mo-
ment, healthy, and flourishing. Our research 
says there is a model for healthy, flourishing 
workplaces. Here are some key factors: (1) 
People clearly have a personal call and pas-
sion for serving the organization; (2) There 
is a trustworthy, transparent culture; (3) Tal-
ent management and review is a big part of 
the process; (4) There is a high impact strat-
egy, executed effectively; (5) Staff involve-
ment in innovation is part of the culture; (6) 
Authentic Christian leadership is present; 
(7) There is meaningful job development; (8) 
The organization provides for the financial 
well-being for all of their staff; and (9) The 
organization has cohesive teams.

how can a workplace nurture 
a culture of lifelong learning?

It needs to become an intentional 
priority in the organization. But more impor-
tantly, organizations have to identify their 
high-potential, high-performing emerging 
leaders and create a customized develop-
ment plan for each of them. Many Christian 
organizations are realizing the importance 
of performance management and having 
regular reviews. And that is becoming more 
important for emerging leaders than it is for 
baby-boom leaders because emerging lead-
ers, due to social media, are used to feedback 
on a regular basis. They desire more feed-
back than boomers might have wanted. An 
annual performance review is hardly effec-
tive for emerging leaders; they want feed-
back on a regular basis.

What qualities are emerging lead-
ers looking for in ministries?

They want to see an authentic ministry — 
a ministry that is truly living out their calling 
and purpose. They want to do that in a trans-
parent, trustworthy culture, where they are 
walking the talk. They also want the minis-
try to have a high-impact strategy for meet-
ing the needs of those they serve —they need 
to know they are working together to make a 
big difference in the area in which that min-
istry is called to serve.

scorecard

Headlines:    The latest ministry news and trends
• Social Media posts — CLA is active 

on Facebook, Twitter, LinkedIn, Google+ and 

Pinterest. Link up with us there.

Study Shows Child 
Sponsorship works

An independent, peer-reviewed, study 

led by University of San Francisco eco-

nomics and international-studies professor 

Bruce Wydick, published in the University of 

Chicago’s Journal of Political Economy, ex-

plored child sponsorship and the impact it 

has through the course of a sponsored child’s 

life. Researchers looked at 10,144 adults in 

six countries sponsored through Compassion 

International between 1980 and 1992 and 

found that compared to their peers, spon-

sored children were more likely to graduate 

both secondary school and college, have 

salaried employment, and become leaders in 

their communities and churches.

The reports showed that sponsorship also 

helps equalize opportunities for boys and 

girls: “In countries where baseline schooling 

is higher for boys, child sponsorship tends to 

have a bigger impact on girls; where it is high-

er for girls, it has a bigger impact on boys.”

Cla Offers great ways to Con-
nect with Christian leaders

Christian Leadership Alliance offers to-

day’s Christian leaders numerous ways to 

connect with other leaders and provides 

continued assistance in building their com-

petency as Christian nonprofit leaders.

• CLA Website – Check out CLA’s new 

and improved Website! It is our premier digi-

tal footprint, and is our primary source for up-

to-date information and upcoming events. 

(www.ChristianLeadershipAlliance.org) 

• CLA Blog – CLA’s new Blog (Sponsored 

by ECFA and BCWI) offers another way that 

we can be an insightful Christian leadership 

presence in the daily lives of members and 

the world at large. We want this to be a tool 

to daily coach, inspire, and challenge Chris-

tian leaders on their journey. (Sign up at: blog.

christianleadershipalliance.org) 

• Christian Leadership Alliance Daily 

Electronic Paper — This digital paper 

aggregates CLA-identified Twitter and RSS 

feeds. Published daily, it has the potential 

to reach hundreds of thousands of people 

in a 24-hour period. (Sign up at: www.

ChristianLeadershipAlliance.org/paper)

APPOiNTED JiM MELLADO, as President/

CEO of Compassion International. Mellado spent 

the past 20 years as president of the Willow Creek 

Association. Mellado replaces Dr. Wess Stafford, 

who is retiring after 35 years with the organization.

APPOiNTED JiM Oh, as Executive Director/

CEO of the Lausanne Movement. He replaces 

Rev. S. Douglas Birdsall, who accepted the posi-

tion of president of the American Bible Society. 

Oh previously served as president and founder of 

Christ Bible Seminary in Nagoya, Japan. He will 

remain in Japan.

DiED MARguERiTE BONNEMA, the last living 

cofounder of Bethany Christian Services (BCS), 

in February, just days before her 100th birthday. 

BCS, America’s largest adoption agency, provides 

family preservation, counseling, and adoption 

services in more than 30 states across the U.S.

Emerging Talent
How the best Christian 
workplaces engage 
emerging leaders

FaiTH-Based giving rises in 2012
The Charitable Giving Report, which combines findings from The Blackbaud Index of Charitable 
Giving and The Blackbaud Index of Online Giving, analyzes 24 months of overall giving data from 
3,144 nonprofit organizations representing $7.9 billion in total fundraising. Giving to faith-based 
nonprofits is on the rise, more than any other sector, and the 6.1 percent increase helped lift 
overall giving by a total of 1.7 percent over 2011. In 2012, online giving accounted for 7 percent 
of all charitable giving, and was up 10.7 percent over 2011 totals. Online giving was not calcu-
lated for faith-based organizations because this group is not considered representative of the full 
spectrum of faith-based organizations raising funds online at this time.

For more information on this study, go to https://www.blackbaud.com/files/resources/downloads/2012.
CharitableGivingReport.pdfiNTErviEw  

wiTH 
al lOPUS

Sector overall Giving 
trend

online Giving 
trend (percent)

International Affairs  -4.7 +1.1

Healthcare  -3.4 +6.6

Human Services  -1.2 +15.7

Public/Society Benefit -.5 +17.1

Arts/Culture +1.5 +10.9

Environment/Animal Welfare +1.6 +5.3

Education +1.9  +17.9

Faith Based +6. n/a

religious aFFiliaTion 
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produced by Laura Leonard, Christianity Today International

Headlines:    The latest ministry news and trends
• Social Media posts — CLA is active 

on Facebook, Twitter, LinkedIn, Google+ and 

Pinterest. Link up with us there.

Study Shows Child 
Sponsorship works

An independent, peer-reviewed, study 

led by University of San Francisco eco-

nomics and international-studies professor 

Bruce Wydick, published in the University of 

Chicago’s Journal of Political Economy, ex-

plored child sponsorship and the impact it 

has through the course of a sponsored child’s 

life. Researchers looked at 10,144 adults in 

six countries sponsored through Compassion 

International between 1980 and 1992 and 

found that compared to their peers, spon-

sored children were more likely to graduate 

both secondary school and college, have 

salaried employment, and become leaders in 

their communities and churches.

The reports showed that sponsorship also 

helps equalize opportunities for boys and 

girls: “In countries where baseline schooling 

is higher for boys, child sponsorship tends to 

have a bigger impact on girls; where it is high-

er for girls, it has a bigger impact on boys.”

 The Compassion model, in which a for-

eign sponsor sends $38 per month to help 

cover the food, housing, and education costs 

for a child in a developing country, currently 

reaches 1.4 million children in 26 countries 

across the globe. While other organizations, 

including World Vision, Plan USA, and Save 

the Children, also operate child sponsor-

ship programs, they were not included in the 

study because they “use funding given in the 

name of a sponsored child more broadly to 

create village-level public goods” and as a 

result are “less-targeted nature” and “more 

difficult to assess.”

New face in the white House
The Obama administration appointed 

Melissa Rogers as director of the Office of 

Faith-based and Neighborhood Partnerships 

to replace outgoing director Joshua DuBois, 

who held the post during the president’s first 

term and resigned in February. Rogers is a 

senior fellow at the Brookings Institution (a 

D.C. think tank), and director of the Center 

for Religion and Public Affairs at Wake Forest 

University Divinity School. Prior to that she di-

rected the Pew Forum on Religion and Public 

Life. The Office of Faith-based and Neighbor-

hood Partnerships “works to form partner-

ships between the Federal Government and 

faith-based and neighborhood organizations 

to more effectively serve Americans in need.”

Leaders of many faith-based organiza-

tions lauded the selection of Rogers, praising 

her professional track record as well as her 

strong personal faith. Institutional Religious 

Freedom Alliance (IRFA) president Stanley 

Carlson-Thies also praised Rogers, but not-

ed that faith-based organizations might be 

concerned about her “view that their right 

to hire on a religious basis should be limited 

in any program they operate using govern-

ment funds. Such a universal limit would be 

unprecedented and would cause many of the 

government’s current and most-valued ser-

vice partners to have to walk away.”

Outgoing director DuBois said of the 

appointment, “Under the leadership of 

President Obama and Melissa Rogers, faith-

based and nonprofit organizations around 

the country will have stalwart allies in the 

White House, and will be able to expand 

their partnership with government on behalf 

of people in need.”

Cla Offers great ways to Con-
nect with Christian leaders

Christian Leadership Alliance offers to-

day’s Christian leaders numerous ways to 

connect with other leaders and provides 

continued assistance in building their com-

petency as Christian nonprofit leaders.

• CLA Website – Check out CLA’s new 

and improved Website! It is our premier digi-

tal footprint, and is our primary source for up-

to-date information and upcoming events. 

(www.ChristianLeadershipAlliance.org) 

• CLA Blog – CLA’s new Blog (Sponsored 

by ECFA and BCWI) offers another way that 

we can be an insightful Christian leadership 

presence in the daily lives of members and 

the world at large. We want this to be a tool 

to daily coach, inspire, and challenge Chris-

tian leaders on their journey. (Sign up at: blog.

christianleadershipalliance.org) 

• Christian Leadership Alliance Daily 

Electronic Paper — This digital paper 

aggregates CLA-identified Twitter and RSS 

feeds. Published daily, it has the potential 

to reach hundreds of thousands of people 

in a 24-hour period. (Sign up at: www.

ChristianLeadershipAlliance.org/paper)

APPOiNTED JiM MELLADO, as President/

CEO of Compassion International. Mellado spent 

the past 20 years as president of the Willow Creek 

Association. Mellado replaces Dr. Wess Stafford, 

who is retiring after 35 years with the organization.

APPOiNTED JiM Oh, as Executive Director/

CEO of the Lausanne Movement. He replaces 

Rev. S. Douglas Birdsall, who accepted the posi-

tion of president of the American Bible Society. 

Oh previously served as president and founder of 

Christ Bible Seminary in Nagoya, Japan. He will 

remain in Japan.

DiED MARguERiTE BONNEMA, the last living 

cofounder of Bethany Christian Services (BCS), 

in February, just days before her 100th birthday. 

BCS, America’s largest adoption agency, provides 

family preservation, counseling, and adoption 

services in more than 30 states across the U.S.

A man who 
wants to lead the 

orchestra must 
turn his back on 

the crowd.
M a x  l U C a d O

FaiTH-Based giving rises in 2012
The Charitable Giving Report, which combines findings from The Blackbaud Index of Charitable 
Giving and The Blackbaud Index of Online Giving, analyzes 24 months of overall giving data from 
3,144 nonprofit organizations representing $7.9 billion in total fundraising. Giving to faith-based 
nonprofits is on the rise, more than any other sector, and the 6.1 percent increase helped lift 
overall giving by a total of 1.7 percent over 2011. In 2012, online giving accounted for 7 percent 
of all charitable giving, and was up 10.7 percent over 2011 totals. Online giving was not calcu-
lated for faith-based organizations because this group is not considered representative of the full 
spectrum of faith-based organizations raising funds online at this time.

For more information on this study, go to https://www.blackbaud.com/files/resources/downloads/2012.
CharitableGivingReport.pdf

Sector overall Giving 
trend

online Giving 
trend (percent)

International Affairs  -4.7 +1.1

Healthcare  -3.4 +6.6

Human Services  -1.2 +15.7

Public/Society Benefit -.5 +17.1

Arts/Culture +1.5 +10.9

Environment/Animal Welfare +1.6 +5.3

Education +1.9  +17.9

Faith Based +6. n/a

religious aFFiliaTion 
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P
perhaps nO event in an OrganizatiOn’s LiFe cycle is 

filled with a greater sense of both expectation, as well as angst, 
than the transition of senior leadership. The departure of the 
chief executive officer presents unique opportunities and chal-
lenges: opportunities to evaluate and re-engineer the vision 
of the institution, and challenges of ensuring continuity and 
viability of current operations and future services. There is a 
heightened level of uncertainty about the future when a CEO 
leaves, even under the best of circumstances.

This particularly is true for faith-based organizations that 
depend heavily on senior leadership for vision, direction, op-
erations, communications, and fundraising. The CEO usually is 
the face of the organization as well as the catalyst for fulfilling 
its mission. These organizations can take on the personality of 
the senior leader in a way that is more defining than in most 
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Your Next
CEO Managing a ministry’s 

most important 
leadership transition
By David J. Gyertson
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PPerhaPs no event in an organization’s life cycle is 
filled with a greater sense of both expectation, as well as angst, 
than the transition of senior leadership. The departure of the 
chief executive officer presents unique opportunities and chal-
lenges: opportunities to evaluate and re-engineer the vision 
of the institution, and challenges of ensuring continuity and 
viability of current operations and future services. There is a 
heightened level of uncertainty about the future when a CEO 
leaves, even under the best of circumstances.

This particularly is true for faith-based organizations that 
depend heavily on senior leadership for vision, direction, op-
erations, communications, and fundraising. The CEO usually is 
the face of the organization as well as the catalyst for fulfilling 
its mission. These organizations can take on the personality of 
the senior leader in a way that is more defining than in most 

other settings. Perhaps it is the need for a “divine call,” or the 
realities that such organizations usually require leaders of con-
viction, commitment, and sacrifice that makes the CEO role of 
a faith-based nonprofit so pivotal.

TransiTion realiTies
Rapidly changing demographics, demands for enhanced 

accountability, and the uncertain economy make finding ef-
fective leaders difficult. The tenure of nonprofit CEOs ap-
pears to be shortening due to the unrelenting demands of 
fundraising and budget management, the complexity of regu-
lations governing charities, and increasing litigation initiated 
by employees and clientele.

The imminent retirement of perhaps as many as 60 percent 
of senior leadership within the next three to five years adds to 
the challenge. While some may stay on, most should be encour-
aged to retire in order to make a place for potentially better-
equipped specialists. All of these factors mean that faith-based 
organizations must be engaged more intentionally in succes-
sion planning and transition management.

succession Planning versus 
TransiTion ManageMenT

While most industries employ succession-planning strate-
gies, faith-based organizations are limited in this area. Many 
are hampered in their ability to groom the next generation 
due to budget cutbacks that have reduced middle management 
ranks — the place from which senior executives usually rise. 
Also, most leaders are consumed with multiple demands leav-
ing little time or energy to invest in mentoring successors. And 
governing boards may be hesitant to push for succession plan-
ning, concerned that it sends a lack of confidence message to 
their current leadership. Finally, for faith-based organizations, 
succession planning can seem too secular when most believe 
that ultimately God calls and equips the leadership that their 
organization needs.

TransiTion ManageMenT – a unique 
and ProvidenTial oPPorTuniTy

Despite the challenges to formal succession planning, inten-
tionally orchestrating the leadership transition can re-energize 
vision, refine mission, assess current conditions, re-engineer 
structures, strategically reallocate resources and deploy the 
best people needed for the next season of ministry effective-
ness. While formal succession planning should be encouraged, 
we focus here on the concept of transition management. The 
senior leadership change provides a unique opportunity to as-
sess the organization’s current viability and enhance its future 
impact. Well-managed transitions focus on the “fit” between 
the organization’s current needs and future opportunities with 
the skill sets, experiences, and dispositions of the next leader.

The cenTral role of governing Boards
One of the important factors in transition management is 

the role of the governing board. Transitions provide an oppor-
tunity to refine governance and define the relationship with 
the CEO. Accountability is critical for effective leadership. 
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Your Next
Managing a ministry’s 
most important 
leadership transition
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When mission-drift, operational dysfunction, or other crises 
occur, the causes often can be traced to the unclear relation-
ships between the governing board’s expectations and its CEO’s 
implementations. The governing board is legally, morally and 
functionally responsible for superintending the organization’s 
mission and programs, as well as the personnel and procedures 
needed to achieve them.

Boards are recognizing that they must be more pro-active 
legally, morally, ethically, and operationally. While CEOs carry 
the primary responsibilities for implementing the mission, 
boards must strengthen their explicit duties — as defined by ac-
crediting, certifying, best practices, and governmental require-
ments — as well as their implicit promise to hold in trust the 
mission and integrity of the organization on behalf of its stake-
holders. Serving as “stewards of the calling,” is the highest re-
sponsibility of a faith-based, nonprofit board.

However, there is a tendency of faith-based boards not to 
closely manage their CEOs. In some cases there is a theologi-
cal resistance to “touching God’s anointed” feeling that the 
leader was brought to the organization by a “divine call,” so 
close supervision is not appropriate. In some faith-based or-
ganizations, the boards consist of the personal confidants of 
the CEO making it difficult to exercise the oversight required. 
Boards also recognize that their leaders are serving sacrificial-
ly so tend to make allowances for leadership idiosyncrasies. 
And board members only are able to donate limited time to 
the challenging tasks of oversight.  Finally, many CEO’s dis-
courage such oversight making it difficult for their boards to 
govern responsibly.

Unfortunately, boards sometimes do not know their insti-
tutions well enough to select and guide the next leader. In a 
managed transition, among the first questions a board should 
ask are: “Do we have a clear and viable vision we need a CEO to 
fulfill?” or “Do we need a CEO to help us find a clear and viable 
vision?” The next should be; “Do we fully understand the cur-
rent conditions and future opportunities we need our new leader 
to address?” Often boards prematurely initiate search processes 
before fully answering these questions.

Boards must assume a greater role in the direction of their or-
ganizations. Rather than “reviewing and commenting,” and then 
either “approving or rejecting,” boards must “guide, govern, and 
monitor” in order to fulfill their stewardship obligations. What 
follows are four key questions that, when answered, can assist a 
faith-based organization to effect a well-managed transition.

HOw EffECTivE iS THE bOard’S lEadErSHiP?
In a transition, faith-based boards need to pay special atten-

tion to those elements that speak specifically to mission, orga-
nizational core values, fiscal viability, program effectiveness, 
and executive limitations — all of which influence leadership 
success. Before launching a search, boards should discuss sev-
eral governance essentials including:

•		Statements	of	organizational	vision	and	institutional	mission
•		Core	values	that	guide	the	organization	in	fulfillment	of	its	

stated mission and implied promises
•		Clarification	of	 the	moral	owners	 to	whom	 the	organiza-

tion is accountable and a description of the organization’s 
beneficiaries

•		Major	 functions	as	well	as	 the	primary	strategies	used	 to	
serve its beneficiaries

•		A	summary	of	short	and	long-term	goals	to	achieve	objec-
tives and the monitoring tools to measure success

•		A	clear	policy	 to	guide	 the	process	of	CEO	search,	 selec-
tion, and transition — whenever and however the need for 
a new CEO occurs

Since most crises occur because of a lack of clarity about expec-
tations for, and agreed upon objectives with, the CEO, the thought-
ful delineation of executive leadership expectations, limitations, 
and operating parameters should be a major component of assess-
ing governing effectiveness in preparation for a new leader.

wHaT iS OUr CUrrENT rEaliTy?
Faith-based organizations often have a limited understand-

ing of the health of their enterprise. It is essential to understand 
and monitor the key performance indicators that measure the 
current condition of the organization before beginning the 
CEO search. Too many new leaders are surprised when critical 
threats to organizational viability unexpectedly surface. Fre-
quently the desire to paint the best picture in recruiting can-
didates results in an inaccurate assessment of the organization 
and its leadership needs.

Elements of a thorough analysis should include: (1) a com-
prehensive review of the past three years of audits to identify 
critical trends; (2) a review of professional practice bench-
marks — particularly those related to quality, marketability, and 
sustainability; and (3) an accurate assessment of how effective 
the organization is in delivering on its missional promises.

wHO dO wE NEEd TO lEad US?
Based on the answer to the question, “Do we need someone 

to fulfill our vision or someone to help clarify and refine our vi-
sion?” the organization next can define the qualities and skill 
sets needed in the next leader. Since broad ownership of the 
selection process is helpful for the new leader’s success, it is ad-
visable for key constituents to participate in recommending the 
qualifications they feel are necessary for the next CEO. Some 
qualities to be considered include:

•	Strategic	resource	management
•	Openness	to	accountability
•	Entrepreneurship
•	Collaboration	and	team	development

•	Change	management	expertise
•	Effective	communications
•	Cross-cultural	awareness
•	Strong	Board	partnerships
•		A	passion	for	the	core	values	and	stated	mission	of	 

the organization
•		Servant-leadership	orientation	that	puts	the	organization’s	

mission above personal desires, needs, and preferences

Using these as a baseline, an organization can create a list 
of the specific skill sets, corporate culture distinctions, leader-
ship style, and executive experiences required of its next leader. 
Every organization has a distinctive culture that new leader-
ship must embrace. Whether it is a theological underpinning, 
operational style, or specialized service niche, the organization 
must understand these factors in the development of the “ideal 
leader profile” to ensure the best fit.

wHErE iS OUr NExT lEadEr?
The organization now makes the decision to either deploy a 

self-directed search process or employ an external firm to con-
duct the search. If done by an external search firm, the average 
CEO search for faith-based nonprofits can cost between 50 per-
cent and 100 percent of the CEO’s first-year salary. However, 
self-directed searches can be equal in cost when board and staff 
time is fully factored.

Self-directed searches require board members willing 
to volunteer substantial time to the process. Self-directed 
searches usually require a full time staff person and half 
time for the search committee chair along with substan-
tial institutional support. In light of the actual costs, more 
faith-based organizations are choosing to outsource 
the search to a reliable agency in order to get 
the breadth of potential candidates needed to 
meet the established profile in a reasonable 
period of time.

Sometimes there are internal candidates in-
terested in becoming the CEO. While promotion 
from inside is sometimes perceived as less risky, a 
full search should be implemented as a means to 
validate the results. The selected candidate needs 
this affirmation to confirm that they are the best 
qualified among those considered.

It may be advisable to appoint an interim CEO 
to help resolve outstanding weaknesses and issues, 
so the next CEO can move the organization forward. 

Pullout quote 3: Well-managed 
transitions focus on the “fit” 
between the organization’s cur-
rent needs and future opportu-
nities with the skill sets, expe-
riences, and dispositions of the 
next leader.

Alternate Title: Managing Leadership Transition
Alternate Deck: How faith-based nonprofits can plan for their next CEO.

faith-based 
organizations often 

have a limited 
understanding of 

the health of their 
enterprise.
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HOw EffECTivE iS THE bOard’S lEadErSHiP?
In a transition, faith-based boards need to pay special atten-

tion to those elements that speak specifically to mission, orga-
nizational core values, fiscal viability, program effectiveness, 
and executive limitations — all of which influence leadership 
success. Before launching a search, boards should discuss sev-
eral governance essentials including:

•		Statements	of	organizational	vision	and	institutional	mission
•		Core	values	that	guide	the	organization	in	fulfillment	of	its	

stated mission and implied promises
•		Clarification	of	 the	moral	owners	 to	whom	 the	organiza-

tion is accountable and a description of the organization’s 
beneficiaries

•		Major	 functions	as	well	as	 the	primary	strategies	used	 to	
serve its beneficiaries

•		A	summary	of	short	and	long-term	goals	to	achieve	objec-
tives and the monitoring tools to measure success

•		A	clear	policy	 to	guide	 the	process	of	CEO	search,	 selec-
tion, and transition — whenever and however the need for 
a new CEO occurs

Since most crises occur because of a lack of clarity about expec-
tations for, and agreed upon objectives with, the CEO, the thought-
ful delineation of executive leadership expectations, limitations, 
and operating parameters should be a major component of assess-
ing governing effectiveness in preparation for a new leader.

wHaT iS OUr CUrrENT rEaliTy?
Faith-based organizations often have a limited understand-

ing of the health of their enterprise. It is essential to understand 
and monitor the key performance indicators that measure the 
current condition of the organization before beginning the 
CEO search. Too many new leaders are surprised when critical 
threats to organizational viability unexpectedly surface. Fre-
quently the desire to paint the best picture in recruiting can-
didates results in an inaccurate assessment of the organization 
and its leadership needs.

Elements of a thorough analysis should include: (1) a com-
prehensive review of the past three years of audits to identify 
critical trends; (2) a review of professional practice bench-
marks — particularly those related to quality, marketability, and 
sustainability; and (3) an accurate assessment of how effective 
the organization is in delivering on its missional promises.

wHO dO wE NEEd TO lEad US?
Based on the answer to the question, “Do we need someone 

to fulfill our vision or someone to help clarify and refine our vi-
sion?” the organization next can define the qualities and skill 
sets needed in the next leader. Since broad ownership of the 
selection process is helpful for the new leader’s success, it is ad-
visable for key constituents to participate in recommending the 
qualifications they feel are necessary for the next CEO. Some 
qualities to be considered include:

•	Strategic	resource	management
•	Openness	to	accountability
•	Entrepreneurship
•	Collaboration	and	team	development

•	Change	management	expertise
•	Effective	communications
•	Cross-cultural	awareness
•	Strong	Board	partnerships
•		A	passion	for	the	core	values	and	stated	mission	of	 

the organization
•		Servant-leadership	orientation	that	puts	the	organization’s	

mission above personal desires, needs, and preferences

Using these as a baseline, an organization can create a list 
of the specific skill sets, corporate culture distinctions, leader-
ship style, and executive experiences required of its next leader. 
Every organization has a distinctive culture that new leader-
ship must embrace. Whether it is a theological underpinning, 
operational style, or specialized service niche, the organization 
must understand these factors in the development of the “ideal 
leader profile” to ensure the best fit.

wHErE iS OUr NExT lEadEr?
The organization now makes the decision to either deploy a 

self-directed search process or employ an external firm to con-
duct the search. If done by an external search firm, the average 
CEO search for faith-based nonprofits can cost between 50 per-
cent and 100 percent of the CEO’s first-year salary. However, 
self-directed searches can be equal in cost when board and staff 
time is fully factored.

Self-directed searches require board members willing 
to volunteer substantial time to the process. Self-directed 
searches usually require a full time staff person and half 
time for the search committee chair along with substan-
tial institutional support. In light of the actual costs, more 
faith-based organizations are choosing to outsource 
the search to a reliable agency in order to get 
the breadth of potential candidates needed to 
meet the established profile in a reasonable 
period of time.

Sometimes there are internal candidates in-
terested in becoming the CEO. While promotion 
from inside is sometimes perceived as less risky, a 
full search should be implemented as a means to 
validate the results. The selected candidate needs 
this affirmation to confirm that they are the best 
qualified among those considered.

It may be advisable to appoint an interim CEO 
to help resolve outstanding weaknesses and issues, 
so the next CEO can move the organization forward. 

An interim may also be helpful when replacing a long term, be-
loved. and “heroic” leader — particularly a founder. Sometimes a 
little distance between the “hero” and the next long-term leader 
allows sufficient time for the organization to adjust. Interims 
also are helpful when replacing a fallen leader — particularly if 
the failure was ethical or moral in nature.

These policies facilitate a proactive rather (than a) reactive 
response to CEO departures. Whether due to untimely resigna-
tions, performance shortfalls, debilitating health, or death, it may 
be advisable to employ an interim rather than rush the replace-
ment process. As noted, it is important to have board policies 
in place well in advance to guide how CEO transitions will be 
handled. These policies facilitate a proactive rather reactive re-
sponse to CEO departures, no matter when and how they occur.

a fUTUrE Of PrOMiSE
Perhaps at no other time has the effectiveness of faith-based 

institutions been more needed. Key to that effectiveness is the 
quality, performance, and commitments of the next generation 
of leaders. Given the accelerated rate of turnover, as well as the 
limited pool of qualified candidates, proactively preparing for 
and managing leadership transitions must become a higher 
priority for these organizations. Without a vision the people 
perish, but without the visionary there is no compelling vision. 
May the Lord, who raises up and equips leaders, guide as you 
seek that CEO whom he is calling to your organization for such 
important times as these. 

dr. david gyertsOn is headmaster of Maranatha High School 

in Pasadena, California. He has been president of three Christian 

Universities. Previously he was Distinguished Professor of Leadership 

Formation and Renewal at Regent University. Gyertson holds the Ph.D. 

in Higher Education from Michigan State University. David also serves 

as a transition consultant for the Dingman Company, a retained execu-

tive search firm specializing in faith-based nonprofit organizations. Learn 

more at (dingman.com).
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One of the 
important factors 

in transition 
management is  
the role of the 

governing board.
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II  have had the prIvIlege of servIng in Focus on 
the Family’s Human Resources department for more than 12 years 
now (and counting!), and during that time our team has made 
significant strides in the art of recruiting, identifying, and equip-
ping future leaders for the ministry. At a time when many Chris-
tian organizations are facing a “leadership gap” as the baby boom 
generation nears retirement, I believe Focus on the Family is well-
positioned and equipped to avoid that pitfall. We continue to be 
proactive in the development of future leaders.

Last year, after a period of intense research, reflection, and 
prayer, Focus launched a pilot program to mentor new employ-
ees. This program was designed to offer a full range of benefits 
to the ministry such as increased loyalty/commitment, decreased 
turnover, and accelerated staff development. Even beyond that, 
mentoring partners experienced increased job satisfaction, great-
er professional competence, and networking opportunities. And 

mentors experienced satisfaction, fulfillment, increased produc-
tivity, enhanced creativity, and the joy of developing others.

The response to the pilot program was overwhelmingly posi-
tive. In a follow-up survey, a full 85 percent of participants were 
either “very satisfied” or “extremely satisfied” with their experi-
ence in the mentoring program. In addition, 94 percent of our 
staff mentors indicated that they would be interested in mentoring 
again in the future.

Our mentoring partners gave their mentors high marks for lis-
tening; for serving as a source of wisdom, ministry insights, and 
resources; for offering a personal and caring connection; for being 
encouraging; and for sharing freely from their own experiences. 
The survey was an uplifting sign that we’re “on the right track” 
when it comes to developing future leaders, and as a result, we’re 
working to further refine and expand the mentoring program in 
the months and years ahead.

Leaders as Learners
The Roman philosopher Seneca once wrote, “People learn 

while they teach.” In other words, those who are charged with 
leadership and mentoring must never forget that they still have 
more to learn. My husband Mick, and I saw this principle in action 
during our years on the mission field.

At one point, we arrived in a small German village with very lim-
ited knowledge of the German language. Our young son and daugh-
ter were placed in German schools and had to pick up language skills 
as they went along. While it was tough for a while as we endeavored 
to comprehend and apprehend the German language, this arrange-
ment leveled the playing field considerably when it came to our re-
lationships with the German-speaking people around us. With our 
need to speak German facing us daily, we intentionally put ourselves 
in a learner role — asking for help from our neighbors and trying out 
our newly learned German vocabulary, while asking for correction. 
A humbling experience for sure. As our relationships grew, so did 
our opportunity for ministry. We earned the right to be heard only 
after we were willing to learn from those we came to serve.

At Focus on the Family, we have made every effort to incorpo-
rate this same perspective into our mentoring program. Even as our 
mentors endeavor to educate and inspire their mentoring partners, 
they know that there is much they can learn in return. This attitude 
of being a learner is vital to the relationship. This helps newer em-
ployees feel empowered and valued as members of the team. And 
this approach is not limited only to our mentoring program.

Throughout the ministry, we’re committed to a cross-func-
tional team model in which each team member feels heard and 
respected. One practical expression of this might be a standard 
meeting set-up in which all participants sit in a semi-circle, rath-
er than having the “leader” behind the podium talking down to 
everyone else. Our leadership team is committed to the free ex-
change of ideas and input, rather than the strict imposition of ideas 
and dictums from the top down. This makes every member of the 
team feel respected.

BuiLding a Learning CuLture
In order to maintain this dynamic, we’re aware of the need to 

identify committed, invested individuals during the hiring process. 
Creating an organizational culture of lifelong learning will be im-
possible if team members are not committed to the mission. That 
is why our Recruitment Department created a list of “6 C’s” — six 
attributes that we look for in each new hire or prospective team 
member. If any of these areas is lacking during the interview pro-
cess, we seriously reconsider whether the potential employee is 
compatible with Focus on the Family’s mission and culture. Here, 
in a nutshell, are our “6 C’s”:

1.  Calling — Does the team member have a strong Christian 
walk? Do potential managers and executive team members have 
an awareness of their personal purpose and a sense of their calling 
specifically to Focus on the Family? (Eph. 2:10)

2. Character — Will the team member sign our statement of 
faith, and does his or her references and background check re-
flect strong character? Do management and executive candidates 
demonstrate personal and spiritual maturity? (Gal. 5:22)
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   A LifeLong 
LeArning CuLture
Focus on the Family shares insight 
on equipping Future leaders. By Michele Wilson

b i b l i c a l ly  s p e a k i n g
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mentors experienced satisfaction, fulfillment, increased produc-
tivity, enhanced creativity, and the joy of developing others.

The response to the pilot program was overwhelmingly posi-
tive. In a follow-up survey, a full 85 percent of participants were 
either “very satisfied” or “extremely satisfied” with their experi-
ence in the mentoring program. In addition, 94 percent of our 
staff mentors indicated that they would be interested in mentoring 
again in the future.

Our mentoring partners gave their mentors high marks for lis-
tening; for serving as a source of wisdom, ministry insights, and 
resources; for offering a personal and caring connection; for being 
encouraging; and for sharing freely from their own experiences. 
The survey was an uplifting sign that we’re “on the right track” 
when it comes to developing future leaders, and as a result, we’re 
working to further refine and expand the mentoring program in 
the months and years ahead.

lEadErS aS lEarNErS
The Roman philosopher Seneca once wrote, “People learn 

while they teach.” In other words, those who are charged with 
leadership and mentoring must never forget that they still have 
more to learn. My husband Mick, and I saw this principle in action 
during our years on the mission field.

At one point, we arrived in a small German village with very lim-
ited knowledge of the German language. Our young son and daugh-
ter were placed in German schools and had to pick up language skills 
as they went along. While it was tough for a while as we endeavored 
to comprehend and apprehend the German language, this arrange-
ment leveled the playing field considerably when it came to our re-
lationships with the German-speaking people around us. With our 
need to speak German facing us daily, we intentionally put ourselves 
in a learner role — asking for help from our neighbors and trying out 
our newly learned German vocabulary, while asking for correction. 
A humbling experience for sure. As our relationships grew, so did 
our opportunity for ministry. We earned the right to be heard only 
after we were willing to learn from those we came to serve.

At Focus on the Family, we have made every effort to incorpo-
rate this same perspective into our mentoring program. Even as our 
mentors endeavor to educate and inspire their mentoring partners, 
they know that there is much they can learn in return. This attitude 
of being a learner is vital to the relationship. This helps newer em-
ployees feel empowered and valued as members of the team. And 
this approach is not limited only to our mentoring program.

Throughout the ministry, we’re committed to a cross-func-
tional team model in which each team member feels heard and 
respected. One practical expression of this might be a standard 
meeting set-up in which all participants sit in a semi-circle, rath-
er than having the “leader” behind the podium talking down to 
everyone else. Our leadership team is committed to the free ex-
change of ideas and input, rather than the strict imposition of ideas 
and dictums from the top down. This makes every member of the 
team feel respected.

bUildiNg a lEarNiNg CUlTUrE
In order to maintain this dynamic, we’re aware of the need to 

identify committed, invested individuals during the hiring process. 
Creating an organizational culture of lifelong learning will be im-
possible if team members are not committed to the mission. That 
is why our Recruitment Department created a list of “6 C’s” — six 
attributes that we look for in each new hire or prospective team 
member. If any of these areas is lacking during the interview pro-
cess, we seriously reconsider whether the potential employee is 
compatible with Focus on the Family’s mission and culture. Here, 
in a nutshell, are our “6 C’s”:

1.  Calling — Does the team member have a strong Christian 
walk? Do potential managers and executive team members have 
an awareness of their personal purpose and a sense of their calling 
specifically to Focus on the Family? (Eph. 2:10)

2. Character — Will the team member sign our statement of 
faith, and does his or her references and background check re-
flect strong character? Do management and executive candidates 
demonstrate personal and spiritual maturity? (Gal. 5:22)

3. Competence — Is the candidate teachable, with adequate 
knowledge, skills, and experience? Do management and executive 
candidates display both demonstrated and proven levels of experi-
ence? (2 Cor. 3:5)

4. Compatibility — Will the candidate be a good fit for the 
team? Does he or she have a reasonable awareness of the organiza-
tion? Do management and executive candidates have knowledge, 
even intimate knowledge, of Focus? (1 Cor. 12:14, 18)

5. Convictions — Does the potential team member agree with 
a basic Christian worldview? Do management and executive can-
didates have a deeper knowledge of, and passion for, that same 
worldview? (Psalm 119:31)

6. Compensation — Are prospective team members in agree-
ment with the ministry’s compensation and benefits package?  
(1 Tim. 6:6-11, 17)

Candidates who rank high in each of these “6 C’s” stand the 
best chance of making excellent Focus on the Family team mem-
bers. And because the criteria for each category become more rig-
orous for management and executive-level positions, we feel con-
fident that team members who demonstrate the “6 C’s” will fit well 
with our organization’s commitment to lifelong learning in the 
professional and ministerial settings. Again, team members who 
are already invested in and committed to the mission and values 
of the organization are those who make the best mentors and the 
best learners.

When it comes to cultivating the next generation of leadership 
here at Focus on the Family, the future looks bright. I believe that 
God’s plan — his story — is often carried forward by strong leaders. 
We see this repeatedly in the Bible. We can learn from those ex-
amples, not only those found in Scripture but throughout history, 
and take inspiration from them.

My passion is to identify and help develop the next genera-
tion of leaders — the gifted men and women who will help lead 
Focus on the Family further into the 21st century with humility, 
vision, and character. It’s exciting and fulfilling to be a part of 
this process. 

miCheLe wiLsOn is the senior vice president of Human Resources for 

Focus on the Family. She has served with Focus since 2001. Previously, 

she spent six years at David C. Cook and 19 years as a missionary with 

her husband Mick. Wilson has a Masters in Biblical Counseling from 

Colorado Christian University, a SPHR certification, and serves on the 

Board of OC International. (focusonthefamily.com)
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Creating an organizational 
culture of lifelong learning 
will be impossible if team 
members are not committed 
to the mission.
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Mentoring
The secret to unleashing the talent 
on your team
By Liz Selzer

WhAT WORKS  MENTOR LEADERShiP TEAM

Mentoring is a powerful tool for developing your staff and, ulti-
mately, your ministry. This is especially true when jobs are tight 
and people are being asked to take on more tasks and step into 
more roles. The organizations i have worked with on mentoring have 
seen dramatic improvements in their workforce, such as increased 
employee engagement, reduced turnover, better organizational com-
munication, increased motivation, and growth in the appreciation 
of peoples’ strengths that leads to higher organizational perfor-
mance. ///  Mentoring does not need to be a complicated process 
or program. in fact, within certain parameters and given good 
preparation, it is one of the most basic, organic forms of train-
ing available. Through the encouragement mentoring provides, 
your staff members are more engaged; they see that their efforts 
matter; and they are happy to be moving forward professionally. 
Mentoring allows their passion for their work to surface in power-
ful ways, opening up opportunities for creativity and innovation.///  

18  Outcomes  S u m m e r 2 0 1 3                                              www.OutcomesMagaz ine.com
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HEADquArtErS Arvada Colorado

MiSSion Empower people to maximize human impact.

KEy SErvICES 

Customized consulting for implementing leadership development, team 

building, employee engagement, mentoring initiatives

Customized courseware development and services for training

Onsite educational events (speaking and training) worldwide

Written resources 

Radio show

CLIEntS Compassion International, Network of International Christian 

Schools, MOPS International, Denver Seminary, Global Partners in Hope, 

NASA, ConocoPhillips, Good Samaritan Hospitals 

WEBSItE: (www.mentorleadershipteam.com)

Mentoring can be effective in any work context. It can 
be done across distance; with all generations, genders, 
and global cultures; and with all skill levels. Mentoring 
literally creates an exponential knowledge expansion and 
limitless skill development opportunities, expanding your 
ministry and God’s reach in critical ways.

THE bENEfiTS Of MENTOriNg
In a successful mentoring program, it is important 

for everyone involved to buy in to the program whole-
heartedly. To do this, everyone involved should under-
stand and believe in the benefits of participating. Some 
of these key benefits are listed below.

fOr THE MENTOr:
•	Reinforces	accomplishments
•	Expands	sphere	of	influence
•	Enhances	communication	and	people	skills
•	Provides	a	way	to	reciprocate	or	“give	back”
•	Promotes	leaving	a	legacy
•		Allows	 the	 opportunity	 to	 share	 learning	 and	

accrued wisdom
•		Creates	focused	investment	in	the	life	of	another	

and in ministry in general
•	Increases	personal	satisfaction	of	making	a	difference

fOr THE MENTEE:
•	Increases	confidence
•	Expands	sphere	of	influence
•	Enhances	communication	and	decision-making	skills
•	Improves	time	management	and	career	development
•		Reduces	burnout	by	helping	people	find	an	inte-

grated work and life balance
•		Helps	 work	 through	 ambiguity	 and	 constantly	

changing environments
•		Offers	quick	education	on	organizational	culture,	

skills, and attitudes
•	Promotes	visibility
•	Creates	feeling	of	being	valued

fOr yOUr MiNiSTry:
•		Gives	a	recruiting	edge	through	exposure	to	orga-

nizations and a sense of community
•	Increases	participation	and	engagement	of	staff
•		Manages	stress	and	change	while	promoting	higher	

productivity
•		Aligns	the	ministry’s	goals	with	personal	goals	of	the	

employees (which may also help garner support for 
new organizational initiatives and transitions)

•	Improves	motivation
•	Raises	productivity	through	specific	goal	setting
•	Reduces	turnover	and	enhances	satisfaction
•	Enhances	communication
•		Reduces	organizational	“silos”	(divisions	within	

an organization)

•	Provides	a	faster	and	more	robust	transfer	of	knowledge	and	skills
•	Provides	for	better	succession	planning
•	Promotes	organizational	mission	identity
•		Offers	inclusion	through	more	positive	relationships	within	a	

diverse organizational culture

MENTOriNg iMPaCT
A 2008 study by Noble Business Solutions reported that the 

internal challenges businesses experience had to do with human 
resources more than corporate systems — motivation, developing 

Mentoring
The secret to unleashing the talent 
on your team
By Liz Selzer

Mentoring is a powerful tool for developing your staff and, ulti-
mately, your ministry. This is especially true when jobs are tight 
and people are being asked to take on more tasks and step into 
more roles. The organizations i have worked with on mentoring have 
seen dramatic improvements in their workforce, such as increased 
employee engagement, reduced turnover, better organizational com-
munication, increased motivation, and growth in the appreciation 
of peoples’ strengths that leads to higher organizational perfor-
mance. ///  Mentoring does not need to be a complicated process 
or program. in fact, within certain parameters and given good 
preparation, it is one of the most basic, organic forms of train-
ing available. Through the encouragement mentoring provides, 
your staff members are more engaged; they see that their efforts 
matter; and they are happy to be moving forward professionally. 
Mentoring allows their passion for their work to surface in power-
ful ways, opening up opportunities for creativity and innovation.///  
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the next generation of leaders, the sense 
of team, and other human capital issues. 
They also assert that having a great, posi-
tive team is a huge competitive advantage 
since people issues so often get in the way 
of forward progress. (Business Challenges, 
2008 Survey, Noble Business Solutions)

And according to a 2008 doctoral 
study by Lily Benavides at the University 
of San Francisco, The Impact of Execu-
tive Coaching on the Organizational Per-
formance of Female Executives, training 
dollars were best spent in conjunction 
with mentoring, because the return on 
this investment in training was six times 
the actual dollars spent — well worth the 
effort because of the potential for impact 
on personal, professional, and ministry 
development.

It seems that mentoring is a critical tool 
for developing people in organizations. 
Knowing this, what exactly is mentor-
ing? There are a number of definitions out 
there. One that I have found helpful is this:

Mentoring is a reciprocal and collab-
orative learning relationship between two 
(or more) individuals who share mutual 
responsibility and accountability for help-
ing a mentee work toward achievement of 
spiritually integrated, clear, and mutually-
defined learning goals.

Spotlight: Network of iNterNatioNal 
ChriStiaN SChoolS (NiCS)

NICS came to me, concerned that 
they wanted their staff to feel valued 
on a deeper level, not only to reduce 
turnover but to encourage their staff to 
grow and develop to be all God envisions 
for them as participants in his ministry. 
Representing schools all across the globe 
(Kabul to La Paz, Seoul to Accra) they 
needed something simple but powerful 
that translated into many cultural envi-
ronments: mentoring. Because there 
were not enough “seasoned” mentors 
to cover all of the staff, we instituted a 
“reciprocal” mentoring initiative that 
allowed all to participate, each staff 
member mentoring and being mentored. 
The results have been very encouraging 
as their desire to stay, their increased 
professional and personal growth, and 
their deepened respect for people differ-
ent from them has impacted the schools 
in a measurable way.
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M e n t o r i n g

Gallagher Charitable International Insurance Services
1301 Gervais Street, Suite 400
Columbia, SC 29201
800.922.8438
www.GallagherCharitable.com

Gallagher Charitable International Insurance Services provides peace of mind for 
travelers around the world by offering complete insurance services for missionaries 
and mission-sending organizations.

 y Short- & Long-term Volunteer Travel
 y International Group & Individual Medical
 y Evacuation & Assistance Service
 y Travel Accident within the U.S.
 y Life, Accidental Death & Disability
 y Personal Property
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the next generation of leaders, the sense 
of team, and other human capital issues. 
They also assert that having a great, posi-
tive team is a huge competitive advantage 
since people issues so often get in the way 
of forward progress. (Business Challenges, 
2008 Survey, Noble Business Solutions)

And according to a 2008 doctoral 
study by Lily Benavides at the University 
of San Francisco, The Impact of Execu-
tive Coaching on the Organizational Per-
formance of Female Executives, training 
dollars were best spent in conjunction 
with mentoring, because the return on 
this investment in training was six times 
the actual dollars spent — well worth the 
effort because of the potential for impact 
on personal, professional, and ministry 
development.

It seems that mentoring is a critical tool 
for developing people in organizations. 
Knowing this, what exactly is mentor-
ing? There are a number of definitions out 
there. One that I have found helpful is this:

Mentoring is a reciprocal and collab-
orative learning relationship between two 
(or more) individuals who share mutual 
responsibility and accountability for help-
ing a mentee work toward achievement of 
spiritually integrated, clear, and mutually-
defined learning goals.

Spotlight: Network of iNterNatioNal 
ChriStiaN SChoolS (NiCS)

NICS came to me, concerned that 
they wanted their staff to feel valued 
on a deeper level, not only to reduce 
turnover but to encourage their staff to 
grow and develop to be all God envisions 
for them as participants in his ministry. 
Representing schools all across the globe 
(Kabul to La Paz, Seoul to Accra) they 
needed something simple but powerful 
that translated into many cultural envi-
ronments: mentoring. Because there 
were not enough “seasoned” mentors 
to cover all of the staff, we instituted a 
“reciprocal” mentoring initiative that 
allowed all to participate, each staff 
member mentoring and being mentored. 
The results have been very encouraging 
as their desire to stay, their increased 
professional and personal growth, and 
their deepened respect for people differ-
ent from them has impacted the schools 
in a measurable way.

M e n t o r i n g
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baSiC MENTOriNg SkillS
I have found that five basic skills, if 

practiced by both mentors and mentees, 
help the mentoring relationship operate 
much more smoothly. I have trained on five 
continents (soon to be six), and have found 
these five skills translate across all types 
of diversity. At the most basic level, these 
skills are about respect and appreciation 
for your mentoring partner. I will describe 
them briefly:
   1. liSTEN EffECTivEly

  The first skill is listening effectively. 
Listening — truly giving others our 
full attention — is one of the greatest 
things you can do for others. Mentors 
and mentees must both listen actively 
to form the basis of the relationship.

   2. bUild TrUST
  The second skill is building trust. 

Trust is the basis on which growth 
and learning occur. Without it, men-
toring relationships are crippled and 
will most likely be ineffective. You 
must establish a strong relationship 
first, and that will support the chal-
lenges that may surface later.

   3.  dEvElOP grOwTH PlaNS aNd SET 
STraTEgiC gOalS

  The third skill is strategic goal setting 
and well-thought-out growth plans. 
If goals are not set, it is difficult to 
ascertain whether the program was 
beneficial for the individuals and the 
organization beyond the positive evalu-
ation of a relationship that went well.

   4. givE fEEdbaCk
    The fourth skill is giving feedback, both 

encouraging and corrective. Without 
feedback, it is difficult to move for-
ward and make needed adjustments 
in our behavior.

   5. iNSPirE
    The final basic mentoring skill is 

“inspiring” your mentee. You can 
never underestimate the importance 
of inspiration for both the mentor 
and the mentee. Inspiring ignites pas-
sion, and passion is the fuel that pro-
pels people forward and binds them 
together in ministry.

wOrkiNg wiTH divErSE STaff
“What we see depends on what we look 

for.” —John Lubbock
How differences are handled in your 

ministry sends a clear message to your 

staff regarding how they are valued for 
their unique contributions. Mentoring is 
the strongest way to work through the 
differences that may be causing problems, 
distracting from ministry.

Mentoring builds bridges. The connec-
tions fostered through mentoring rela-
tionships promote mutual tolerance and 
appreciation. Other people are no longer 
just strangers, but rather people into whom 
you have invested time and effort. You 
come to know them on a personal level, 
and have begun to build mutual respect, 
short-circuiting divisiveness. The result 
is that your ministry can benefit from the 
diversity in staff members, using the dif-
ferences to work synergistically, promot-
ing a safe place for creative thought and 
spurring innovation as varied perspectives 
are honored, listened to, and acted upon.

SO What? wHy MENTOriNg will MakE 
a diffErENCE fOr yOUr OrgaNizaTiON.

Mentoring is a key strategy for staff 
development. It is simple, uses current 
resources, and most people can be trained 
in it very easily. Mentoring is a wise way 
to develop people when funds are tight. 
The benefits for supporting a mentoring 
program are numerous, affecting employee 
engagement, productivity, knowledge 
transfer and growth, communication, 
recruiting, retention, succession, brand 
identity, and appreciation of diversity.

Mentoring can bridge differences 
between people by developing respect 
and understanding through relationship. 
It promotes a learning culture where dif-
ferences are seen as an avenue for expo-
nential learning, resulting in creativity 
and growth that appreciating differences 
fosters. When diversity is celebrated, 
destructive conflict is discouraged and 
positive appreciation of God’s creative 
work in individuals is encouraged. Dif-
ferent perspectives can create synergies 
that are not possible with homogeneous 
“group think.” The resulting increase in 
creativity and practical innovation is a 
strong path to effective ministry in today’s 
rapidly changing world. 

Dr. Liz Selzer is the president and CEO of Men-

tor Leadership team (mentorleadershipteam.

com) and the author of 3G Mentoring. She 

writes, speaks and trains on mentoring in the 

nonprofit and for-profit sectors.

The  
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Brain

Tim Jennings, one of America’s 

leading psychiatrists, reveals how 

our brains and bodies thrive when 

we have a healthy understanding  

of who God is. Exposing how  

different God concepts affect the 

brain differently, Dr. Jennings 

forges surprising new connections  

between health and right belief.

T h e  g o d - S h a p e d  B r a i n 

“I don’t know of another 
book that so beautifully 
describes how our mind  
can be restored back to  
the way God originally 

designed it to be.”
—Brad Cole, M.d., director of 
neuroscience education, Loma Linda 

University School of Medicine

liTTle-known faCT:  

We experience God’s love in  
the brain’s prefrontal cortex.
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RreCentLy, i jOined severaL COLLeagues for lunch at 
Chipotle. While waiting in line, I noticed we were the oldest 
people there. After sitting down, I commented about this ob-
servation and someone in our group quickly responded, “The 
20-somethings are taking over!”

My intention is to respond to several tensions pulling at 
various generational perspectives, as highlighted by that com-
ment. As a boomer myself, I invite you to wrestle with my 
opinions as we improve our interactions with generational 
tension in the workplace.

aTTEMPTiNg TO Try OUT lifE: 
The 85 Million 20-Something Millennials (Ages 12–31)

There will always be stories about someone’s kid sleeping 
on the basement couch till 2 p.m., but for the most part, my 
observation has been that millennials are attempting to try out 
life for the first time — and we need to let them.

My 21-year-old son is a great example. He’s a restaurant 
kitchen manager who started as a busboy. He came back home 
briefly but is eagerly independent, wanting to be on his own 
for the first time. All his friends have entry-level jobs, sharing 
apartments, and figuring out how to pay bills on time. Hon-
estly, many of us had the same story and we tend to forget our 
modest beginnings.

This tendency to forget most often occurs when boomers 
describe the flaws of 20-somethings by putting the “entitled” 
label on this generation. I candidly say, “Boomers, get-over-
it!” If boomers are to assist in leadership development of the 
next generation, then creating barriers by labeling won’t help. 
Actually, the real issue is “teach-ability” not “entitlement.”

Go back and remember your early 20s … eager … independent 
… maybe not so teachable. My guess is you thought you had better 
insight than older generations. You were eager to be heard, enthu-
siastic about change, maybe even impatient with your approach.

It would be miserable to be 20-something and not have ex-
pectations; having no hope you could make any difference in 
the world. Would it have helped you to be labeled “entitled?” 
No, what helps young people is an older person finding the 
best in them and guiding them to achieve more.

aTTEMPTiNg TO fiNd THEir PlaCE: 
The 65.1 Million 30/40-Something Gen Xers (Ages 32–48)

Generally stated, members of Generation X (Gen Xers) are 
more established in life … maybe married with kids or single 
parents and a mortgage or significant rent. Professionally, they 
may have their Master’s degree with eight, 10, or 12 years of 
experience in their field. They’re eager to use their knowledge 
and skill to influence top causes of organizations. They’ve 
been promoted to mid-management levels and boomer lead-
ers see them as “keepers.”

From a Human Resources standpoint, does well-educated, 
enthusiastic, and eight years of experience demonstrate trust-
worthiness and consistency? Yes. Nevertheless, Gen Xer/
boomer tensions still exist!

The tension is great and the solutions are far from being re-
solved. Gen Xers everywhere are attempting to find their place 
in life and they’re finding it very difficult. Many generational 

bridgiNg 
gENEraTiONS

Spanning the 
workplace 
generational 
divide
By Mark Siegrist
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opinions as we improve our interactions with generational 
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There will always be stories about someone’s kid sleeping 
on the basement couch till 2 p.m., but for the most part, my 
observation has been that millennials are attempting to try out 
life for the first time — and we need to let them.

My 21-year-old son is a great example. He’s a restaurant 
kitchen manager who started as a busboy. He came back home 
briefly but is eagerly independent, wanting to be on his own 
for the first time. All his friends have entry-level jobs, sharing 
apartments, and figuring out how to pay bills on time. Hon-
estly, many of us had the same story and we tend to forget our 
modest beginnings.

This tendency to forget most often occurs when boomers 
describe the flaws of 20-somethings by putting the “entitled” 
label on this generation. I candidly say, “Boomers, get-over-
it!” If boomers are to assist in leadership development of the 
next generation, then creating barriers by labeling won’t help. 
Actually, the real issue is “teach-ability” not “entitlement.”

Go back and remember your early 20s … eager … independent 
… maybe not so teachable. My guess is you thought you had better 
insight than older generations. You were eager to be heard, enthu-
siastic about change, maybe even impatient with your approach.

It would be miserable to be 20-something and not have ex-
pectations; having no hope you could make any difference in 
the world. Would it have helped you to be labeled “entitled?” 
No, what helps young people is an older person finding the 
best in them and guiding them to achieve more.

aTTEMPTiNg TO fiNd THEir PlaCE: 
The 65.1 Million 30/40-Something Gen Xers (Ages 32–48)

Generally stated, members of Generation X (Gen Xers) are 
more established in life … maybe married with kids or single 
parents and a mortgage or significant rent. Professionally, they 
may have their Master’s degree with eight, 10, or 12 years of 
experience in their field. They’re eager to use their knowledge 
and skill to influence top causes of organizations. They’ve 
been promoted to mid-management levels and boomer lead-
ers see them as “keepers.”

From a Human Resources standpoint, does well-educated, 
enthusiastic, and eight years of experience demonstrate trust-
worthiness and consistency? Yes. Nevertheless, Gen Xer/
boomer tensions still exist!

The tension is great and the solutions are far from being re-
solved. Gen Xers everywhere are attempting to find their place 
in life and they’re finding it very difficult. Many generational 

thought-leaders talk of Gen Xers as being sandwiched be-
tween the two larger generations (boomers/millennials).

ObSErvaTiONS Of gENEraTiONal TENSiON
This tension may be best demonstrated in a candid interview with 
a Gen Xer:

“There are some people who are lifers at the organiza-
tion, and some who come and go within a couple of years. 
There’s the old generation that’s been there since the or-
ganization was founded, and there’s the new generation 
that comes in, stays a couple of years and then leaves. 
Personally I’m questioning how much longer I’m going to 
be involved … not because of my commitment to the com-
munity [cause], but is there really an opportunity for me 
to make change there if the older generation isn’t willing 
to give up some of that power; give us a real voice?” Work-
ing Across Generations, by Frances Kunreuther, Helen 
Kim, and Bobby Rodriguez (Jossey-Bass, 2009)

Every time I’ve presented this talk, a Gen Xer will say, 
“This is describing me!”

The tension is built around the fact that boomers are show-
ing longevity in their positions of organizational power. Again 
from the same book, the authors describe the situation:

“Boomers are less interested in the traditional idea of 
retirement. They want to keep doing, making a contribu-
tion, and having a role. This is especially true for those 
in nonprofits, where the work coincides with deeply held 
values of service and change.” Working Across Genera-
tions, (Jossey-Bass, 2009)

By no means am I indicating that boomers should leave; 
everyone has a place and calling. However, the tension is cen-
tered on middle management Gen Xers with eight years of ex-
perience who are looking for senior organizational influence 
but then realize it may be another 10 years before boomer 
leaders transition out. The Gen Xers, wanting to be influential 
in their work now, consider moving on to other opportunities. 
This tension becomes more apparent when boomers are sur-
prised to hear that a “keeper” Gen Xer has resigned.

Organizations that promote younger leadership from with-
in have experienced this tension. With the Gen Xer gone, in-
stead of looking to “keepers” with eight to ten years of experi-
ence, now there’s only a pool of younger “keepers” with five 
years with the organization. Most likely millennials will think, 
“If leadership wasn’t ready to share top power with Gen Xers, 
then they certainly won’t give me a chance.” And with that, 
there’s another departure of young “keeper” millennials.

The irony is that in many organizations, boomer leaders 
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Organizations that promote 
younger leadership from within 
have experienced this tension.
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pride themselves in developing next 
generation leaders. Regardless, boomers 
convince themselves that it’s their time 
for leadership and that the next genera-
tion will need to show patience.

CONTrOl THE POwEr … CONTrOl  
THE SOlUTiON:
The 81.5 Million 50/60-Something Boomers 
(Ages 49–68)

The erratic come-and-go pattern of 
the 20-somethings absolutely drives 
boomers nuts! They see this as lacking 
commitment and maybe even disrespect-
ful to the organization’s leadership. The 
Gen Xers are looking for opportunities 
to make organizational change; however, 
the older generation isn’t willing to give 
up that power. Boomers spontaneously 
respond, “Change things? We didn’t hire 
you to change anything … we’ve spent 15 
years setting direction. We’ve hired you 
to carry out what we’ve set up.”

Boomers control the power. If they’re 
not in power, they’re figuring out 
ways to get into power. Once in power, 
they’re keeping it as long as they can. 

By controlling the power, boomers also 
control the solution. Let’s be clear, every 
generation wants to make change for the 
good, and boomers must provide a col-
laborative opportunity to release young-
er leaders to lead.

The solution is very simple. Invite 
core-loyal, committed employees — 
boomers, Gen Xers and older millennials 
— to the table of ongoing, shared organi-
zational power. Empower each of them 
with an equal voice of influence … an 
equal vote of decision … an equal respon-
sibility for the job to be done.

This is called “collaborative leader-
ship.” Collaboration is nothing new to 
boomers; in the 90s it was called “empow-
erment.” It sounds simple, however col-
laboration may be confused with compli-
ance by thinking, “If people are compliant, 
then they’re collaborating.” Nonetheless, 
it’s at the core of the tension. That is to 
say, moving an organization from tradi-
tional “boss-centered leadership” (I’m 
the boss and you’re not) to “collaborative 
leadership” is very challenging.

I think this quote captures the 
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imagination of collaboration for boomers 
and is a fitting way of challenging them 
to do it.

“Sure, being the Chief of An-
swers is fun. But being the conduc-
tor of co-creators is even more fun. 
Somewhat like jazz, collaborative 
leadership is a structured yet impro-
visational performance.” The New 
How, by Nilofer Merchant (O’Reilly 
Media, 2010) 

Younger leaders are expecting shared 
collaborative power. It’s the most signifi-
cant shift for 21st century thought-lead-
ers and the key factor for recruiting and 
retaining the next generation of leaders.

Consider two stages in the process of 
developing young leaders:

1.    Recognize that tension exists by 
having candid discussions leading 
to a response-plan.

  Invite core-loyal, committed employ-
ees — boomers, Gen-Xers and older 
millennials — to discuss the organiza-
tion’s commitment to respond to gen-
erational tension in the workplace.

2.  Look for ways to create a culture of 
“collaborative leadership” rather 
than a “boss-centered” model.

  Boomers are responsible for carry-
ing out a plan-of-action that builds a 
case for collaborative approaches to 
leadership where “teach-ability” is 
at the center —  having the younger 
learning from the older, and the old-
er learning from the younger.

If your organization isn’t fully com-
mitted to rethinking who holds and 
shares the power of the decision struc-
ture, then your organization isn’t genu-
inely committed to developing the next 
generations of leaders. It would be bet-
ter not to state your commitment to 
young leaders than to say so and then, 
not do so! 

mark siegrist is a public speaker and 

serves as the Director of Education for the 

Denver Rescue Mission.  He’s a certified facili-

tator with Franklin Covey content. He’s taught 

various workshops for Christian Leadership 

Alliance conferences.  Mark holds a Master’s 

of Divinity degree and a Master of Arts in Busi-

ness Management.
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EearLy in his ministry,  faced with increased ques-
tioning by religious leaders, Jesus tells a parable that likely 
resonated with some workers of his day: “No one tears a piece 
out of a new garment to patch an old one. Otherwise, they will 
have torn the new garment, and the patch from the new will not 
match the old. And no one pours new wine into old wineskins. 
Otherwise, the new wine will burst the skins; the wine will run 
out and the wineskins will be ruined. No, new wine must be 
poured into new wineskins. And no one after drinking old wine 
wants the new, for they say, ‘The old is better’” (Luke 5:36-39).

After 25 years working in Human Resources (HR) man-
agement, exclusively with not-for-profit ministries, I can very 
much relate to a message conveyed through this parable: 
“Change is difficult!” It’s true both in our personal lives, and 
in the corporate life of our ministry organizations. How often 
have you and I heard words to the effect, “The old is better,” 
when presenting the need for change? And how often have I 
witnessed, and personally succumbed, to staying in a comfort 
zone, holding tight to the status quo, rather than electing to 
go through the difficult process of change?

RBC Ministries, where I serve as the Vice President of 
Work Culture and People Development, is in the midst of sig-
nificant change. Founded in 1938, RBC faces the need to be-
come increasingly digital in the distribution of its various print, 
audio, and video resources, requiring our veteran staff to be 
more innovative and agile through the adaptation of new tech-
nologies. RBC is also a growing global ministry, with more than 
half of its 1,400 employees and volunteers currently serving 
outside the United States. This requires our global staff to be 
more culturally intelligent and collaborative when communi-
cating both with each other and with our constituents.

wHaT rOlE dO Hr MaNagErS Play iN SUPPOrTiNg 
OrgaNizaTiONal CHaNgE?

Within RBC, as my job title suggests, I am called to help devel-
op — transform — work culture and people in order that the min-
istry might effectively carry out its stated mission: “To make the life 
changing wisdom of the Bible understandable and accessible to all.” 
Through recruiting, hiring, equipping, training, developing, engag-
ing, supporting, and rewarding, a Human Resources manager is 
charged with guiding staff through systemic change and the chal-
lenges that go with it. Remaining static is not an option for us as 
Christians, nor is it for our ministry as we seek to be obedient to 
the command of the Great Commission.

wHErE TO STarT? 
For me, a weirdly wired HR guy who enjoys working with peo-

ple — as well as one who values and enjoys working with numbers 
— it starts with measurements, often referred to as metrics. Lord 
Kelvin (William Thompson), founder of the absolute zero tem-
perature scale in the 1800s, said it this 
way, “If you cannot measure it, you can-
not improve it.” Another engineer, Dr. H. 
James Harrington, a pioneer of process 
improvement in the 1950s, explained this 
concept further, “Measurement is the 
first step that leads to control and even-
tually to improvement. If you can’t mea-
sure something you can’t understand 
it. If you can’t understand it, you can’t 
control it. If you can’t control it, you can’t improve it.” Likely both 
men were aware of a phrase often quoted by carpenters: “Measure 
twice, cut once.” Clearly if you can’t measure what you are doing, 
you won’t know the outcomes and stewardship of your success.

“The Hawthorne Effect,” coined by Henry Landsberger in 1955, 
describes people improving a behavior being measured simply in 
response to the fact that it is being measured. This truth leads to 
another well-known quote attributed to Peter Drucker, “What gets 
measured, gets done.” Indeed sound metrics help hold us account-
able both as individuals and as ministry organizations.

A good example of this is the REVEAL MAP developed through 
the Willow Creek Association. The REVEAL MAP is helping min-
istries to: Measure their spiritual reality, take Action on top min-
istry priorities, and track Progress in the lives of people. Reports 
indicate that churches and other ministries engaged in the MAP 
study have had positive results developing the effectiveness of 
their reach and work. The same can be said for the work of the 
Best Christian Workplaces Institute, a research-based organiza-
tion providing staff assessment and ministry consulting services to 
help transform the health of Christian organizations.

wHaT TO MEaSUrE?
We use a variety of metrics at RBC Ministries to measure trans-

formative change in our work culture and in our ministry effective-
ness. Below are three in the HR arena that we are finding useful.

A good place to start is to begin with the end in mind. Ask first, 
“What outcomes do we want to achieve?” and then work back-
wards strategically to determine the metrics that will help drive 
and guide you to achieving these goals.
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earLy in his ministry,  faced with increased ques-
tioning by religious leaders, Jesus tells a parable that likely 
resonated with some workers of his day: “No one tears a piece 
out of a new garment to patch an old one. Otherwise, they will 
have torn the new garment, and the patch from the new will not 
match the old. And no one pours new wine into old wineskins. 
Otherwise, the new wine will burst the skins; the wine will run 
out and the wineskins will be ruined. No, new wine must be 
poured into new wineskins. And no one after drinking old wine 
wants the new, for they say, ‘The old is better’” (Luke 5:36-39).

After 25 years working in Human Resources (HR) man-
agement, exclusively with not-for-profit ministries, I can very 
much relate to a message conveyed through this parable: 
“Change is difficult!” It’s true both in our personal lives, and 
in the corporate life of our ministry organizations. How often 
have you and I heard words to the effect, “The old is better,” 
when presenting the need for change? And how often have I 
witnessed, and personally succumbed, to staying in a comfort 
zone, holding tight to the status quo, rather than electing to 
go through the difficult process of change?

RBC Ministries, where I serve as the Vice President of 
Work Culture and People Development, is in the midst of sig-
nificant change. Founded in 1938, RBC faces the need to be-
come increasingly digital in the distribution of its various print, 
audio, and video resources, requiring our veteran staff to be 
more innovative and agile through the adaptation of new tech-
nologies. RBC is also a growing global ministry, with more than 
half of its 1,400 employees and volunteers currently serving 
outside the United States. This requires our global staff to be 
more culturally intelligent and collaborative when communi-
cating both with each other and with our constituents.

wHaT rOlE dO Hr MaNagErS Play iN SUPPOrTiNg 
OrgaNizaTiONal CHaNgE?

Within RBC, as my job title suggests, I am called to help devel-
op — transform — work culture and people in order that the min-
istry might effectively carry out its stated mission: “To make the life 
changing wisdom of the Bible understandable and accessible to all.” 
Through recruiting, hiring, equipping, training, developing, engag-
ing, supporting, and rewarding, a Human Resources manager is 
charged with guiding staff through systemic change and the chal-
lenges that go with it. Remaining static is not an option for us as 
Christians, nor is it for our ministry as we seek to be obedient to 
the command of the Great Commission.

wHErE TO STarT? 
For me, a weirdly wired HR guy who enjoys working with peo-

ple — as well as one who values and enjoys working with numbers 
— it starts with measurements, often referred to as metrics. Lord 
Kelvin (William Thompson), founder of the absolute zero tem-
perature scale in the 1800s, said it this 
way, “If you cannot measure it, you can-
not improve it.” Another engineer, Dr. H. 
James Harrington, a pioneer of process 
improvement in the 1950s, explained this 
concept further, “Measurement is the 
first step that leads to control and even-
tually to improvement. If you can’t mea-
sure something you can’t understand 
it. If you can’t understand it, you can’t 
control it. If you can’t control it, you can’t improve it.” Likely both 
men were aware of a phrase often quoted by carpenters: “Measure 
twice, cut once.” Clearly if you can’t measure what you are doing, 
you won’t know the outcomes and stewardship of your success.

“The Hawthorne Effect,” coined by Henry Landsberger in 1955, 
describes people improving a behavior being measured simply in 
response to the fact that it is being measured. This truth leads to 
another well-known quote attributed to Peter Drucker, “What gets 
measured, gets done.” Indeed sound metrics help hold us account-
able both as individuals and as ministry organizations.

A good example of this is the REVEAL MAP developed through 
the Willow Creek Association. The REVEAL MAP is helping min-
istries to: Measure their spiritual reality, take Action on top min-
istry priorities, and track Progress in the lives of people. Reports 
indicate that churches and other ministries engaged in the MAP 
study have had positive results developing the effectiveness of 
their reach and work. The same can be said for the work of the 
Best Christian Workplaces Institute, a research-based organiza-
tion providing staff assessment and ministry consulting services to 
help transform the health of Christian organizations.

wHaT TO MEaSUrE?
We use a variety of metrics at RBC Ministries to measure trans-

formative change in our work culture and in our ministry effective-
ness. Below are three in the HR arena that we are finding useful.

A good place to start is to begin with the end in mind. Ask first, 
“What outcomes do we want to achieve?” and then work back-
wards strategically to determine the metrics that will help drive 
and guide you to achieving these goals.

1. We conduct production analysis, measuring the num-
ber of employees working in various functional areas of 
our ministry, seeking, as Jim Collins puts it, “To get the 
right people in the right seats on the bus.” In the past five 
years our overall staffing levels have declined in the United 
States, while we added key positions in several developing ar-
eas of the ministry, including: Web design, digital printing, on-
line ministries, and member services. This transition is being 
accomplished through strategically reducing staffing while 
bringing in new technology to enhance efficiencies in several 
areas of the ministry.

2. We measure the number and diversity of job appli-
cants in our candidate pool as we seek to recruit, devel-
op, and retain a diverse staff to enhance the thought, in-
novation, and cultural reach of our ministry. In the past 
two years we developed closer relationships with area col-
leges through a student internship program and have sub-
sequently hired 75 percent of the young people who served 

in this capacity. We also are conduct-
ing extensive hours of training in 
areas such as ministry ethos and val-
ues, leadership development, change 
management, behavioral styles, and 
cultural intelligence.

3. We measure the physical 
health of our staff through a volun-
tary incentive program that reduces 
health care premiums for employ-

ees who meet established health criteria — cholesterol, 
blood pressure, and Body Mass Index (BMI) levels. Through 
these incentives and measurements we are seeing good im-
provements in the health of our staff members, as we are pro-
moting the physical, emotional, and spiritual health of our 
staff through various resources.

I could mention others, but suffice it to say that at RBC Minis-
tries, we are on a journey toward continuous improvement for the 
sake of a mission far greater than ourselves. As we do so, the words 
of Jeremiah 29:11-14 go to the heart of our journey: “For I know the 
plans I have for you,” declares the Lord, “plans to prosper you and 
not to harm you, plans to give you hope and a future. Then you will 
call on me and come and pray to me, and I will listen to you. You will 
seek me and find me when you seek me with all your heart. I will be 
found by you,” declares the Lord.

In closing, I would be remiss if I did not cite my college friend 
and roommate; one who was not particularly fond of math. He en-
joyed quoting Albert Einstein (who apparently was also not a great 
student) to say, “Not everything that can be counted counts, and 
not everything that counts can be counted.” While I cannot ar-
gue his point, measurements and metrics are a good place to start 
when seeking transformative change both in your personal life and 
in the life of your ministries. 

Native to Grand Rapids, Michigan, dan wierenga has a Business 

degree from Calvin College and a Master’s degree from the University of 

Michigan. In 2006, Dan joined RBC Ministries as Vice President of Work 

Culture and People Development. (RBC.org)
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M
 4.  Review processes that lacked consistency across the 

organization, so the manager was unclear in what to 
measure or evaluate

 5.  Thinking all employees should be assessed in exactly 
the same way

6. Talking without listening
 7.  Not developing our people and therefore consistently 

creating an unhealthy culture
8.  Perpetuating the mindset in which, “The leader is the 

only one who is allowed to think.”
Since then, I’ve come to realize that these mistakes to man-

aging employee growth are common to many organizations, 
including ministries.

As Christian leaders, these common mistakes should chal-
lenge us, grieve us, and spur us on to change. We need an imme-
diate course correction! What if we viewed growing our people 
as an opportunity to build trust, to create commitment and en-
gagement? Then we could achieve results together. We would 
absolutely create a culture that fosters high performance and is 
ultimately transformational for our people and our organizations.

THE big qUESTiON
So, how do you create a framework that develops your 

people, grows your ministry, and honors God? This is the same 
question I asked over 10 years ago and it helped us identify a 
different pathway to a much healthier outcome. Discovering 
the answer has been a long, but spiritually rewarding, journey.

PErfOrMaNCE MaNagEMENT
A better way to grow and develop people
By Chad Carter
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my jOurney in grOwing empLOyees  took a sud-
den turn just over 10 years ago. I was part of an aggressive busi-
ness that was pulling together multiple businesses in the same 
industry, all in the name of “growth.” One of the companies we 
pursued turned the tables, and we found ourselves being ac-
quired. I was shocked and had no idea what was in store. How-
ever, the Lord knew this was to be one of the best things to ever 
happen in my corporate career.

We experienced a dramatic change in the leadership in our 
organization. I was now with some of the brightest, healthiest, 
and most authentic leaders I had ever worked with. While we 
were not formally organized as — or promoted as — a Chris-
tian organization, virtually all of the values and interactions 
we practiced were deeply rooted in Christian principles. It 
was amazing!

These new leaders questioned everything we did. They 
wanted us to be sure we knew why we were doing what we 
were doing.

Eventually I grew into the leadership of Human Resourc-
es, and we became a Fortune 100 corporation. As we were 
always looking for the healthiest pathways to improvement, 

I vividly recall us asking two key questions: “Should we even 
continue investing our energies into the annual performance 
review?” and “Are there better pathways to grow and devel-
op our people?”

We were seeing little to no fruit being borne out of the 
once-a-year performance review event. The employees we had 
brought together in the multiple acquisitions seemed to strong-
ly dislike this perfunctory annual administrative task. Everyone 
was simply going through the motions. However, before I uni-
laterally dismissed a review process that had been around lon-
ger than I had, I decided to identify what we were doing that 
seemed so unhealthy.

Here are some of the common mistakes I identified:

UNHEalTHy HabiTS:
 1.  Review processes that were often about fault-finding, 

catching mistakes, and casting blame
 2.  Review processes that left employees feeling caught 

off-guard
 3.  Review processes conducted by managers who were not 

trained in how to coach and conduct ongoing feedback
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 4.  Review processes that lacked consistency across the 
organization, so the manager was unclear in what to 
measure or evaluate

 5.  Thinking all employees should be assessed in exactly 
the same way

6. Talking without listening
 7.  Not developing our people and therefore consistently 

creating an unhealthy culture
8.  Perpetuating the mindset in which, “The leader is the 

only one who is allowed to think.”
Since then, I’ve come to realize that these mistakes to man-

aging employee growth are common to many organizations, 
including ministries.

As Christian leaders, these common mistakes should chal-
lenge us, grieve us, and spur us on to change. We need an imme-
diate course correction! What if we viewed growing our people 
as an opportunity to build trust, to create commitment and en-
gagement? Then we could achieve results together. We would 
absolutely create a culture that fosters high performance and is 
ultimately transformational for our people and our organizations.

THE big qUESTiON
So, how do you create a framework that develops your 

people, grows your ministry, and honors God? This is the same 
question I asked over 10 years ago and it helped us identify a 
different pathway to a much healthier outcome. Discovering 
the answer has been a long, but spiritually rewarding, journey.

Just a couple of years ago, that journey led me to answer 
the Lord’s call to leave the corporate world and enter into 
full-time ministry: leading human resources for the global 
headquarters of The Gideons International. Upon arrival, I 
discovered some of the same issues in regards to performance 
management that seem to riddle so many organizations today.

So, does Scripture have anything to say in regards to man-
aging the growth of people?  We can certainly find specific and 
intentional application in Matthew 25:14-30 (Parable of the 
Talents) regarding faithfulness to steward our gifts.

Just as the servants in the parable of the talents were en-
trusted with a portion of their master’s money, we are en-
trusted with gifts and talents that are to be used to grow the 
organizations God has entrusted to us. It is the responsibility 
of each one of us to steward our talents in the same manner 
as the wise servant stewarded his master’s money — he mul-
tiplied what was originally entrusted to him. This isn’t about 
perfectionism, but about a deep heart condition to honor God 
with an intentional determination of only giving our best.

Over the years, I have made it a practice to listen to Willow 
Creek’s Bill Hybels. His insights continually remind me that 
healthy leaders coach their employees and move people from 
“here to there.” They move people to a preferred future that 
includes both personal and professional growth. It’s a future 
that requires an intentional plan versus hoping and wishing for 
things to get better. It’s an inspiring plan that moves us out of 
our complacency and builds momentum, confidence and trust.  

PErfOrMaNCE MaNagEMENT
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I vividly recall us asking two key questions: “Should we even 
continue investing our energies into the annual performance 
review?” and “Are there better pathways to grow and devel-
op our people?”

We were seeing little to no fruit being borne out of the 
once-a-year performance review event. The employees we had 
brought together in the multiple acquisitions seemed to strong-
ly dislike this perfunctory annual administrative task. Everyone 
was simply going through the motions. However, before I uni-
laterally dismissed a review process that had been around lon-
ger than I had, I decided to identify what we were doing that 
seemed so unhealthy.

Here are some of the common mistakes I identified:

UNHEalTHy HabiTS:
 1.  Review processes that were often about fault-finding, 

catching mistakes, and casting blame
 2.  Review processes that left employees feeling caught 

off-guard
 3.  Review processes conducted by managers who were not 

trained in how to coach and conduct ongoing feedback
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THE SHifT
To accomplish a task of this magnitude we need a mindset shift.
We need to shift from the performance-review only ap-

proach (backward looking, reflecting only on past accomplish-
ments/opportunities), to performance management (a holistic 
approach to managing and growth incorporating past, present, 
and future).

As our workforce evolves, we can already see an influx of 
the millennial generation and Gen Y. These younger workers 
expect daily, meaningful feedback and development strate-
gies. The continual desire for feedback and development is also 
prevalent in high-performing individuals who tend to seek reg-
ular feedback, regardless of their age.

THE liNk
To achieve this “preferred future,” I propose that perfor-

mance management becomes a vehicle to reinforce the values 
and the direction of our organizations.

According to the Best Christian Workplaces Institute, many 
“certified best” Christian workplaces use performance manage-
ment processes to help direct performance. This then elevates 
the level of ministry effectiveness and encourages practices that 
build healthy workplaces. These healthy workplaces are yet 
another indicator that there is a direct link between flourish-
ing cultures and effective performance management processes. 
That’s why it’s so important to have well-trained managers 
and employees with a structured process for regular, ongoing, 
healthy communication.

If you’re looking to achieve the greatest results from per-
formance management, the focus of leaders must be on the 
processes related to employee coaching and development. Ac-
cording to a study in the December 2007 edition of Talent Man-
agement, coaching generated a 150 percent greater return than 
the “performance-review only” approach. 

 “Authentic Christian Leadership” was the theme of the 
Spring 2013 edition of Outcomes. The correlation between the 
two issues couldn’t be any more direct. Our ministries are best 
served by our leaders and managers when we change our mind-
set and view the performance management process as regular, 
ongoing coaching opportunities, all the while trying to engage in 
each interaction with a “how can I help you succeed” approach.

When we personally develop the core competencies of au-
thenticity and attentiveness, we will actively listen, making ev-
ery interaction an opportunity to learn and connect with one 
another. Through this process we are able to intentionally de-
velop an authentic relationship and gain the privilege of speak-
ing into one another’s lives.

A well-done performance management process yields high-
er levels of engagement, retention, and organizational perfor-
mance. The key is to change the focus: Concentrate on estab-
lishing effective performance management behaviors first, and 
then make sure the performance management system rein-
forces and supports those behaviors. Performance management 
must be more than a formal appraisal system; it should be an 
everyday part of a high-performance culture.

Effective performance management requires regular and on-
going activity, including:

1. Communicating expectations on a regular basis
2.  Providing feedback in real time whenever exceptional or 

poor performance is observed
3.  Finding new opportunities to help employees develop 

expertise that will maximize his/her potential.
The best leaders avoid the common mistakes and exhibit the 

following positive attitudes and characteristics:
 

HEalTHy HabiTS:
•		Coach	(Communicate	and	influence	others	toward	a	posi-

tive outcome.)
•		Empower	your	team.	Stop	micromanaging,	and	be	

results-oriented.
•		Express	interest	in	team	members’	personal	success,	well-

being, and professional development.
•	Communicate	and	listen	to	your	team.
•		Express	a	clear	vision	and	strategy	for	the	team	with	op-

portunity for buy-in.
•		Demonstrate	that	you	have	technical	skills,	so	you	have	the	

credibility to help advise the team.

When you focus on these healthy habits you are able to con-
tinually upgrade the leadership capabilities of your organiza-
tion. And it gives every member of your leadership team some 
level of control over the outcome.

Ultimately, every team wants to win. However, success-
ful execution relies upon the commitment and plans of ca-
pable leadership. Fortunately, as Christians, divine assistance 
is available. While it’s not automatic, we can “Commit [our] 
works to the Lord, and [our] plans will be established” (Prov-
erbs 16:3 NRSV).

The difference between the unsuccessful and the success-
ful is their commitment to personally grow and develop their 
potential. I encourage you to make this commitment for your-
self and your organization. When properly executed, this daily 
investment will yield both personal and professional growth in 
your people and your ministry. 

Chad Carter’s 20-plus years in the marketplace includes leader-

ship of human resources and communications for the U.S. pet 

care division of M&M Mars, Sony/Provident Music Group and most 

recently a consulting practice for healthcare providers. With a heart for 

ministry, Chad made the change a little over a year ago to lead human 

resources for The Gideons International, a ministry that shares the 

Word of God in 190-plus nations (gideons.org). He also serves as a 

member of the CLA Advisory Council in the area of People Manage-

ment and Care.

SO, HOw dO yOU CrEaTE a 
fraMEwOrk THaT dEvElOPS 
yOUr PEOPlE, grOwS yOUr 

MiNiSTry, aNd HONOrS gOd?
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Sstanding tOgether beFOre gOd  and the witness of 
family and friends, couples intending to marry engage in vows to 
love, honor, cherish — and communicate effectively through crisis 
and conflict — until death do they part. After the honeymoon, they 
head back to their respective places of employment. Once back, 
engrossed in the day-to-day routine, they begin to recognize that 
quite a bit of time is spent with workmates (perhaps even more 
than with family).

Good leaders in the workplace are also expected to love, honor, 
cherish, and effectively communicate through crisis and conflict. 
It is no wonder conflict in organizations is so difficult to under-
stand. When it comes right down to it, we may feel that we’re 
asked to adhere to similar levels of respect and commitment with 
those who merely work with us (and who we may not even like all 
that much), as we are with those we love.

Reality tells us that the more time we spend with people the 
easier it is to identify how unique we are. Our differences provide 
opportunities to offend, hurt, or disappoint one another. In other 
words, conflict is inevitable. The question is how do we, as leaders, 
learn to embrace the task of conflict management as opposed to 
creeping toward it (or around it) in fear?

Knowledge of what conflict is, coupled with an understanding 
of its process, can help to shift our mindset. This adjustment will 
allow us to affirm conflict as a healthy process that will edify our 
organization and the relationships in our care.

In their book, Managing Conflict through Communication (Pear-
son, 4th ed., 2010), Dudley D. Cahn and Ruth Anna Abigail suggest 
that conflict occurs when there is a breakdown, or a perceived 
breakdown, of communication resulting in incompatible goals or 
means. An incompatible goal is defined as two or more individuals 
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Sstanding tOgether beFOre gOd  and the witness of 
family and friends, couples intending to marry engage in vows to 
love, honor, cherish — and communicate effectively through crisis 
and conflict — until death do they part. After the honeymoon, they 
head back to their respective places of employment. Once back, 
engrossed in the day-to-day routine, they begin to recognize that 
quite a bit of time is spent with workmates (perhaps even more 
than with family).

Good leaders in the workplace are also expected to love, honor, 
cherish, and effectively communicate through crisis and conflict. 
It is no wonder conflict in organizations is so difficult to under-
stand. When it comes right down to it, we may feel that we’re 
asked to adhere to similar levels of respect and commitment with 
those who merely work with us (and who we may not even like all 
that much), as we are with those we love.

Reality tells us that the more time we spend with people the 
easier it is to identify how unique we are. Our differences provide 
opportunities to offend, hurt, or disappoint one another. In other 
words, conflict is inevitable. The question is how do we, as leaders, 
learn to embrace the task of conflict management as opposed to 
creeping toward it (or around it) in fear?

Knowledge of what conflict is, coupled with an understanding 
of its process, can help to shift our mindset. This adjustment will 
allow us to affirm conflict as a healthy process that will edify our 
organization and the relationships in our care.

In their book, Managing Conflict through Communication (Pear-
son, 4th ed., 2010), Dudley D. Cahn and Ruth Anna Abigail suggest 
that conflict occurs when there is a breakdown, or a perceived 
breakdown, of communication resulting in incompatible goals or 
means. An incompatible goal is defined as two or more individuals 

simply seeking different outcomes. Incompatible means occur 
when we want to achieve the same goal but we may differ on how 
we should do so.

In organizations, two types of conflict are prevalent: tangible 
and intangible. Tangible conflicts generally involve physical or 
observable assets such as a division over resources or allocation 
of funds. This type of conflict can usually be resolved through a 
process called negotiation. In this article we will discuss conflict 
generated by intangible issues. Those cover a range of interper-
sonal and behavioral traits such as attitude, cooperation, respect, 
and trust.

As Christian leaders we may be inclined to “turn the other 
cheek” or choose avoidance altogether in the name of brotherly/
sisterly love. But is this the best way to edify and minister to those 
in our care? Biblically speaking, addressing the critical behavior 
demonstrates love, reveals truth, and provides opportunity for per-
sonal and organizational growth. Micah 6:8 asks, “What does the 
Lord require of you? To act justly and to love mercy and to walk 
humbly with God.” In Matthew 5:24 we’re instructed to go and 
reconcile with our brother before presenting our offering to the 
Lord, and in Luke 17:3, we are directed to reproach a fellow broth-
er or sister if they have committed an offense against us.

In a quest to confidently and lovingly address conflict in our 
work and ministry relationships, we will take a brief look at five 
steps toward P-E-A-C-E.

PrEParE.
This involves learning to respond and not react. In this primary 

step we take time to stop and think through the issue, asking our-
selves: “Is this conflict occurring because we do not have the same 

34  Outcomes   S u m m e r 2 0 1 3                              www.OutcomesMagaz ine.com

Saying ‘I do’ to workplace conflict By Wendi Dykes

©
 J

a
s

e
n

k
a

 |
 D

r
e

a
M

s
t

iM
e

 s
t

o
c

k
 

p
h

o
t

o
s

 &
 s

t
o

c
k

 F
r

e
e

 i
M

a
g

e
s

The

to

oc_summer2013.indb   35 5/15/2013   4:35:37 PM



36  Outcomes   S u m m e r 2 0 1 3                              www.OutcomesMagaz ine.com

end goal in mind, or are we striving for the same outcome but 
disagreeing on the way to achieve it?” The idea is to establish a 
parallel mindset.

Author Edward DeBono, in his book Six Thinking Hats (Bay 
Back Books, 1999), illustrates this step’s simple meaning through 
the image of a house. He suggests that we envision ourselves 
standing at the front door, another co-worker sitting on the back 
porch, a third peer on the west side, and yet a forth on the east. 
As they begin to talk, all are engaging in conversation about the 
house, yet (depending on where they are standing) all are shar-
ing from a different view of the house. DeBono proposes that the 
primary activity is to move everyone together on the same side 
of the house prior to beginning the dialogue. We may chuckle 
at this simplistic thought, yet how often do we see this scenar-
io playing out in our very own boardrooms or in performance 
coaching sessions?

As believers, we must not neglect the fact that we have a 
powerful tool in prayer. The Bible has left many examples for us 
to consider and follow. Nehemiah comes to mind, and the ex-
ample he led through his dedicated and fervent prayers. Nehe-
miah’s commitment and steadfast approach to prayer provided 
wisdom and perseverance as he completed the task of building 
the wall, and orchestrated the people in his care (Nehemiah 1: 
4-11, 2:4, 4:9, and 6:9).

ExPrESS THE NEEd TO Talk.
Here we signal the need to have a conversation with the 

other. Oftentimes as leaders, we are guilty of mulling over dif-
ficult conversations in our head, and when we set forth to de-
liver the words, we are disappointed by the reaction of the other 
(whether that be a lack of response or a defensive tone). What 
we need to remember is that we’ve had time to think about the 
conversation and the other party may not have even known the 
discussion was coming, so wasn’t prepared to appropriately re-
spond. One of the first places we’re taught to search the Bible for 
sound instruction concerning conflict is in the book of Matthew, 
chapter 18: “[G]o and point out their fault, just between the two 
of you …” (Matt. 18:15).

aCTivEly liSTEN.
Good listening shows care, interest, and respect for the other. 

James 1:19 tells us, “My dear brothers and sisters, take note of 
this: Everyone should be quick to listen, slow to speak…”

Use clarifying statements such as, “I hear you saying…” or, 
“Am I correct in understanding…?” to confirm that you are both 
standing on the same side of the house.

COMMUNiCaTE aNd
ESTabliSH a SOlUTiON.

Effective communication in conflict requires two important 
skills, (1) learning to ask the right questions, and (2) knowing 
how to craft and deliver an “I-statement,” which frames your re-
sponse in a first-person perspective.

As a leader, asking questions allows the other person to 
take ownership for his/her attitude or action, and reduces 
the perception of blame, therefore lessening the presence of 

defensiveness. Crafting questions that promote conversation 
versus condemnation, and using communication that provides 
space to see beyond the action or attitude in question, will often 
prove to be most beneficial. In many of these cases, individuals 
will come to see the error in their ways and self-select an appro-
priate action or response to the problematic situation.

In the Bible, we can read about Jesus providing example 
to this type of communication through his use of parables. 
He asks questions to guide the thought process of those with 
whom he is speaking. The parable of the Rich Young Ruler 
comes to mind (Mark 10:17-31). This young man self-selects his 
own consequence because he is not willing to take the steps 
necessary to adjust his perspective. Jesus then asks a question 
of the disciples, causing them to reflect and respond with a 
tangible act of commitment.

 When a particular behavior or attitude is not apparent to the 
individual needing correction, the leader must choose a phrase 
that will clearly communicate the problematic issue and its ef-
fects to the other. Using an “I-statement” can accomplish this 
goal. “I-statements” eliminate the “you” and reduce the risk of 
blame and shame.

An “I-statement” will include four parts: (1) a feeling state-
ment, (2) identifying the problematic behavior/attitude, (3) the 
consequence associated with that attitude/behavior, and (4) the 
expected change. An “I-statement” based on the hypothetical 
situation of an employee failing to respond to a donor in a timely 
manner may be: “I feel embarrassed when I hear from a donor 
that she feels unappreciated. I would be disappointed if I had to 
reassign the donor relationship to another. I expect all donors to 
receive a response to their inquiry within 24 hours.”

A tremendous amount of our leadership centers on the stew-
ardship and development of those entrusted to our care — our 
employees and/or volunteers. As leaders we have the privilege 
of modeling a process of conflict management that corrects in 
love, promotes dignity, and produces trust. So, will you com-
mit with me to share a healthy view of conflict, and to engage in  
P-E-A-C-E in an effort to produce a workplace environment 
that will marry conflict with godly wisdom and effective com-
munication? If so, then say: “I Do.”

wendi dykes is a professor of Organizational Communication and 

Leadership at Azusa Pacific University in Southern California (apu.

edu). She and John Baugus, Executive Director of Human Re-

sources at Azusa Pacific University, serve as content developers and 

co-facilitators for CLA’s online learning module, Biblical Foundations 

of People Care and Management.

Our differences provide 
opportunities to offend, 
hurt, or disappoint  
one another.
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No. The reason most commonly given for dissatisfaction is 
lack of leadership follow-through. Leaders say a program, 
project, or behavior is essential but then act in a way that 
belies their words.

Are all your leaders held accountable to the promises 
made in communications, to plans submitted to the board, 
and commitments made to their teams? Or does account-
ability only apply below the executive level?

The second key is that executives are daily seen holding 
themselves accountable. This fosters admiration in emerg-
ing leaders. No leadership development program, promo-
tional ladder, “next generation” benefit, nor flexible work-
place can overcome a lack of leadership accountability.

3. iNTENTiONaliTy iN CUlTivaTiNg lEadErS
During on-boarding a new employee, you’ve probably 

made a statement like, “Development is core to who we 
are.” But is that true? Because if “high-potentials” have no 
mentors, no coaches, no development plan, or if their skill 
gaps haven’t been identified, you may simply be hoping 
new leaders will develop.

Do you lean too heavily on your belief that your emerg-
ing leaders are smart and hardworking “stars” and push to 
promote them beyond their competencies? When encour-
aging managers to provide development activities for obvi-
ous skill gaps, their push back may be: “They’ll learn on the 
job.” Sadly, soon the “star” needs an improvement plan, or 
worse — your emerging talent jumps ship to search for an 
environment where development is truly core.

The third key then is taking time as leaders to build 
intentional development plans for emerging leaders.

CHECk UP TiME 
Before you expend effort recruiting emerging leaders, 

or spend thousands on consultants to build impressive 
leadership development programs, take the time today 
to ask how you are doing with these three questions: (1) 
What’s the health of your culture? If it’s great, you’ll attract 
and retain Christian leaders; (2) Do leaders hold them-
selves accountable? If so, emerging talent will admire your 
executive team and will aspire to become more invested; 
(3) Do your executives intentionally develop talent? Are 
employees given development plans and time to learn and 
grow? Are they assigned mentors and coaches and are their 
skill gaps identified along with a plan to remedy them?

If you become an organization that people want to 
join, grow in, and stay with, your leadership gaps will 

usually take care of themselves. 

giseLLe jenkins is the vice president of Human 

Resources and Training at Prison Fellowship Ministries 

and holds a Senior Professional in Human Resources 

(SPHR) certification. Giselle has been in human 

resources for over 20 years, coaching hundreds of 

employees and managers on talent management 

(prisonfellowship.org).

i
RAiSiNg ThE BAR

Retain Your 
Rising Stars
Three keys to creating a 
sticky organization

i ’m OFten asked by top executives about our leadership 
succession plans, talent development models, and how we attract and 
develop new leadership. Together, we strategize on competencies, 
qualities, and the calling of those whom we identify as emerging leaders.

These steps are important, and I would be the last to say there’s 
no need for systems to assure both leadership stability and effective 
planning for inevitable change. However, I can honestly say that none 
of our creative talent development systems or recruiting strategies — 
with “competencies linked to behavior-based questions” — is the key 
to attracting, growing, and retaining leaders. I believe the keys are 
actually simple, obvious, and don’t rely on HR systems. They are: your 
organization’s cultural health, your organization’s leadership account-
ability, and your organization’s intentionality in cultivating leaders.

1. CUlTUral HEalTH
A question on our employment application asks, “What are your 

expectations of working for a Christian ministry?” Some answers are 
inspiring; others are so naïve that I have to smile. But think about 
it, shouldn’t Christian leaders ask this question each day, all day?

Is our organization “branded” by grace, truth, justice, prayer, 
love, repentance, forgiveness, submission, kindness, patience and 
self-control? Do our leaders regularly submit personal agendas to 
the greater good of the mission and daily put others before them-
selves? Do employees affirm that our core values guide everyday 
decisions? When a Christ-like culture is the daily experience in an 
organization, emerging leaders will not only apply; they will flock 
to our organizations to soak it in.

The first key then is to examine our cultures to see what a new 
employee can “expect” in our Christian workplace.

2. lEadErSHiP aCCOUNTabiliTy
There are dozens of leadership models that are godly and accept-

able ways of running an organization. In fact, most 
best-practices for leadership, when executed 
with follow-through, will produce great results.

Ask yourself, “What is the greatest frustra-
tion optimistic new leaders will most often 
face?” Will they stop by HR in frustration 
and vent about lower-than-expected giving, 
or challenges in presenting the gospel in the 
21st century, or nonprofit pay rates? Do they 
disengage because prescription co-pays are 
too high or because there are no bonuses? 

By Giselle Jenkins
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four steps to a Strategic leadership  
development Culture

So, how does an organization move towards stra-
tegic leadership development? (Step by step.)
1. firmly establish an extraordinary leadership 

strategy.  — Begin by defining your leadership 
development strategy. Communicate your vision 
and define success. Do an honest inventory of 
your team’s leadership skills and deficits, and de-
velop a strategy that addresses the organization’s 
specific leadership needs. Pay attention to leaders 
at every level, not just senior leaders. Identify 
people who have leadership potential, who can 
work as part of your ministry team, and who are 
open to giving and receiving feedback.

2. build from a position of strength. — Leaders do 
best when they build on their gifts and strengths, 
rather than trying to compensate for weaknesses. 
Leaders should be given opportunities to lead in a 
safe environment where they can be supported by 
others who possess skills they lack. Look for what 
really excites and motivates your emerging lead-
ers and allow them to invest their energies there; 
they’ll be more successful and are more likely to 
stick with it when they encounter challenges.

3. Stretch, grow, and move up or out. —You’ll know 
your leadership team is moving toward step three 
when you see leaders stepping into new roles, 
accepting stretch assignments, and assuming new 
responsibilities. You’ll also know you’re making 
progress when your leadership team is able to deal 
with members whose leadership behaviors no lon-
ger fit — like being overly competitive rather than 
collaborating, acting out when they’ve been passed 
over, not dealing well with significant failure, or 
bad-mouthing the organization or team.

4. it’s in the bloodstream of the culture. — You’ve 
arrived at step four when senior leaders become 
models for leadership behavior, are willing and 
able to mentor others, and are constantly encour-
aging others to lead. Leadership development 
is seen as a piece of the larger picture, which 
includes: recruiting, hiring, on-boarding, member 
development, retention, and succession.

By embracing a culture of extraordinary leadership 
your organization will experience a lead-
ership bench that has the ability and 
tenacity to drive breakthrough results 
and kingdom impact. 

Chris ihrig is CEO at Fired-Up! 
Culture — a business management 
and human resource consulting firm 
with practitioners across North America. 
Fired-Up’s mission is to equip leaders with 
relevant and timely resources that ignite high 
performance to drive breakthrough results, 
community impact, and social change 
(firedupculture.com).

a
SEEDS Of gREATNESS

Extraordinary 
Leadership
A step-by-step guide to getting there

as ministry Leaders we strive each day to inspire our teams 
to catch a compelling vision, engage deeply, and drive the results 
necessary for success. We pray in earnest that we are able to deliver 
the impact God intended. But to achieve truly breakthrough 
results, we must embrace a culture that settles for nothing less 
than “extraordinary leadership.”

By definition, extraordinary leaders are remarkable. They are 
authentic — maximizing their leadership strengths and compensat-
ing for their leadership gaps. They maximize their impact — get-
ting extraordinary results through their teams. They know how 
to execute, influence, build relationships, and think strategically. 
They build and sustain “follower-ship” — because they understand 
followers’ needs: trust, compassion, stability, and hope. They share 
responsibility; they’ve learned how to transfer responsibility to 
others without abdicating or abandoning. They share decision-
making; they’ve learned how to choose the appropriate way to 
make decisions in each situation.

For today’s ministries, the path towards embracing an extraor-
dinary leadership culture is one that is full of potential bumps. 
Most often, failure boils down to one of two issues: lack of execu-
tive buy-in, or the absence of a strategic leadership development 
vision backed by operational execution.

The four levels of Organizational leadership development
In working with our clients, we’ve observed four levels of 

leadership development:
level #1: inconsistent leadership Training — The ministry lead-
ers are not involved. Instead, they either expect those serving 
under them to figure it out on their own, or to choose from a list 
of resources like books or external courses.
level #2: Structured leadership Training — There is a defined 
curriculum, training is required of a select few, and results are 
monitored. A core set of leadership competencies has been iden-
tified, and those attending leadership training are expected to 
exhibit those skills.
level #3: focused leadership development — There is a culture in 
which leaders are expected to inspire others to act with urgency. 
The entire leadership team is future-focused, and has identified the 
mileposts that indicate that the ministry is progressing. Emerging 
leaders are identified and coached to success.
level #4: Strategic leadership development — The senior lead-
ership team has taken ownership of leadership development. 
Continuous learning, particularly of leadership competencies 
has become an ingrained part of the culture. Current and future 
leaders are being continuously developed.

By Chris Ihrig
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I READ EMAILS  
WELL INTO THE 
NIGHT TO KEEP  
UP WITH MY 
WORK.

Terry Swenson   
Vice President, Communications

Young Life

csk + hanon mckendry
domoregood.com
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INTERIOR REMODEL By Bill Frisby

In our rapIdly changIng world the days of the 
heroic, lone-ranger CEO are over. Today, teamwork is the byword 
in executive leadership. It’s a necessity for any ministry serious 
about advancing the kingdom.

A few years ago, we at Strengthening Leaders, spoke with the 
board vice chairman of a well-known international ministry as he 
was revisiting the organization’s headquarters. He, and every staff 
member with whom we had spoken, had acknowledged years of 
toxicity and dysfunction at the leadership level of that organiza-
tion. It was keeping them from realizing their vision and mission. 

But a new executive director who valued teamwork was now in 
place, and the transition to a healthy leadership and organizational 
culture was underway. The vice chairman now said with amaze-
ment: “It’s like a fresh breeze has blown through this place.” He 
saw a ministry positioned for a breakthrough resulting in more 
people worldwide entering the kingdom of God.

People are waiting to hear the gospel, yet executive team dys-
function, toxicity in the workplace, and marginal performance 
in Christian ministries often keep them from hearing the Good 
News and experiencing the love of Christ. Working and perform-
ing well together as an executive leadership team is critical. As 
the leadership team goes, so goes the organization. The lead-
ership team informs, models, and shapes the essential compo-
nents of the organizational culture. The essential components of 
a healthy dynamic culture include everyday experiences, which 
foster shared beliefs, which in turn, influence healthy actions 
individually and collectively, and produce results that reflect the 
mission and vision of the organization.

As leaders, our job is to shape such a culture. We are called 
to create a compelling ministry work environment — to provide 
experiences that maximize the health and performance of every 
team member, and to mobilize people for a common purpose 
under a shared vision. That all begins with the executive team.

Every executive team and organization has a culture — by intent 
or by default. So what is your leadership culture like? It either works 
for you or against you. It makes the difference between success 
and failure of your organization and of your people. Developing a 
healthy, high performing leadership culture has become an essential 
role of leadership and a core management competency. Neglect it 
at your peril. As Roger Connors and Tom Smith encourage in their 
excellent book Change The Culture, Change The Game (Portfolio 
Trade, reprint edition, 2012), we should lead and manage to foster 
a culture of health and high performance.

So, what can executive teams do to create this positive lead-
ership culture? Great executive teams develop, adhere to, and 
hold each other accountable to specific principles, as well as the 

values and behaviors supporting them. Great leader-
ship teams are committed to a healthy peer culture 
and tend to:

•  Maintain an environment of openness and honesty.
 (Values/Behaviors: Tell the truth at work, with love.)
•  Strive to improve themselves as individuals and as 

a team. (Values/Behaviors: Commit to and pursue 
lifelong leadership learning.)

•  Manage themselves well. (Values/Behaviors: 
Grow in your emotional intelligence — be honest 
with yourself, about yourself — and build healthy 
relationships with others.)

•  Invite and accept constructive feedback and criticism.
  (Values/Behaviors: Ask questions, listen deeply to 

understand, take responsibility, and act on the feed-
back you receive.)

•  Place the organizational interest above self-interest.
  (Values/Behaviors: Set aside your functional leader-

ship hat and put on your organizational leadership 
hat for strategic decisions and action.)

•  Pursue and adopt the roles of both teacher and learner.
  (Values/Behaviors: Cultivate your people stewardship 

instincts and practices. Leverage coaching and empow-
erment through responsible delegation; develop fol-
lowers aggressively, intentionally, and practically.)

•  Stay close to stakeholders — those you serve, team 
members, board members, donors, ministry part-
ners, communities. (Values/Behaviors: Learn their 
needs, and seek to align them with your mission and 
vision. Build capacity for action.)

•  Hold themselves mutually accountable. (Values/
Behaviors: Create a culture of accountability, one of 
the most critical issues facing ministries and execu-
tive teams today.)

Imagine being a member of an executive team that 
practices these principles, modeling these values and 
behaviors in a way that enhances teamwork and trust 
throughout the organization. You can create that sort 
of environment in your ministry. Don’t wait. Start today 
to create a God-honoring executive teamwork culture, 
which gets great results! It’s “like a fresh breeze has blown 
through this place.” Indeed, Connors and Smith have it 
right, change your culture and you will change 
the game! 

BIll FrIsBy helps leaders build healthy, 

high-performing executive teams and 

organizations through executive coaching and 

organizational consulting. He draws from 35 

years of international nonprofit and corporate 

leadership experience, working recently with 

leaders at OM, The Gideons International, 

WorldVenture, Columbia 

International University, and more. 

(StrengtheningLeaders.com)

God-Honoring 
Teamwork
Build a healthy ministry leadership culture
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ddennis bakke is a revOLutiOnary innOvatOr, 

successful entrepreneur, and dedicated Christian leader. Out-
comes editor W. Scott Brown interviewed Bakke on his newest 
book The Decision Maker: Unlock the potential of everyone in 
your organization one decision at a time (Pear Press, 2013). This 
book offers a fictional account of what it looks like when one ap-
plies the people empowering principles that Bakke outlined in his 
bestseller Joy at Work: A Revolutionary Approach to Fun on the Job 
(PVG, 2005).

When Bakke talks about empowering employees through the 
opportunity to make decisions, he does so from experience. He 
implemented the innovations in people leadership discussed in 
The Decision Maker, into AES — a Fortune 200 global power com-
pany that he co-founded, which had 27,000 employees across 27 
nations. He used these theories again when he created Imagine 
Schools, the largest nonprofit charter-school network across the 
United States.

A Harvard MBA and former deputy assistant director of the 
Federal Energy Agency (predecessor to the U.S. Department of 
Energy); an official in the U.S. Office of Management and Budget; 
and in the (former) U.S. Department of Health, Education, and 
Welfare, Bakke brings a wealth of business, nonprofit, and govern-
ment experience to bear in his writing. The Decision Maker tells 

the compelling story of a fictional company MedTec, and how a 
new approach to leading employees changes everything from job 
satisfaction to productivity and even profits.

how do you hope The Decision Maker impacts 
organizational leaders?

My whole journey has been to try to get leaders to recog-
nize that people are people, not machines. God made each of us 
uniquely with an ability to think, to reason, and make decisions. It 
is those things that are important. The essence of a human being is 
our ability to think and reason, and to hold ourselves accountable. 
We’re created in the image of God. And yet we treat people as if 
they’re either machines or subhuman. In the workplace, people 
are often treated like mere producers. Obviously we are gifted in 
producing. But it’s not the essence of who we are. We have been 
given ability to create, to make decisions, and to hold ourselves ac-
countable for those decisions.

What type of paradigm shift is required to apply the 
principles from The Decision Maker?

The big one is giving decision power to others. As bosses, we’re 
accustomed to making decisions, and some of us think we’re God’s 
gift to decision-making. That shift is impossible for many to over-
come. The essence of being human is our ability to think, reason, 
and make decisions. So if you’re a boss and you’ve been doing that 
for a while, and you’re good at it, why in the world do you want to 
give it up?

There’s nothing wrong with getting paid more to be a leader. 
But what I try to convince people of is that leaders are not the 
decision makers. Leaders are the servants. It’s biblical. A boss 
shouldn’t make all the decisions. They should lift others up so that 
they can make good decisions, advising them, loving them as a ser-
vant leader.

It’s like good parents who gradually allow their children to take 
that step, make that decision, to fall down and get back up again, 
and to be responsible for their actions and decisions. Good parents 
model, but don’t make all the decisions.

But at work, all big decisions are made by the bosses. That’s not 
the way God intended it. People with biblical knowledge should 
understand this very well. But it’s extremely hard to do. For Chris-
tians it should be second nature. Unfortunately it’s not.

So, how are Christian leaders in releasing  
decision-making power to employees?

Honestly, Christian leaders, including those working in Chris-
tian organizations, have not been very responsive to this approach. 
Now, I think they’ve changed a little bit over time. But for the most 
part, I think they’re behind the best companies.

It should be really easy for Christians to get this. But Christian 
businesspeople and a lot of pastors who lead big churches (actu-
ally maybe it’s even worse in small churches) operate more like a 
business executive than they do like Jesus.

Just look at Jesus. He didn’t make all the decisions, and yet 
— unbelievable effectiveness. He lifted people up and had them 
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make the decisions. So for believers there is no excuse. Follow 
Christ. He served the disciples. He lifted everybody up. And that’s 
where I got most of this, by studying how God created the world, 
and realizing this is the way God intended it to be: that we were all 
called to be decision makers.

We need to restrain our power over other people so that they 
can also be decision makers. This is easy from a biblical stand-
point. It’s much tougher to teach in the secular world. But from a 
biblical standpoint, it’s a home run.

the ideas in your books would radically change the 
way that organizations lead their people, right?

No question about it. They’re about radically different leader-
ship. We hear about servant leadership, but nobody really knows 
what it means. The servant part is giving up your own power, or 
better put, not using your power. It’s what parents do all the time. 
Really good parents gradually quit making decisions for their kids. 
They walk alongside them; become advisers. It’s a gradual process.

The object is to allow people to be the best they can be, not to 
create the highest productivity. They will be very productive, but 
that’s not the focus. Once it’s about productivity, it becomes a tech-
nique and everybody says, “Oh, you’re just letting me make the de-
cisions because you want to make more money.” So what happens 
when there’s a turndown in the economy? You clamp down. It 
gives a boss a good excuse to say, “Okay, I’m back in charge.”

This change in decision-making is very difficult. It’s easy to 
make excuses as to why you shouldn’t do it, but they’re not rel-
evant and they certainly aren’t biblical.

What inspired this new paradigm for decision 
making in the workplace?

It really started with my partner and me when we started AES. 
I started thinking about this stuff. I didn’t think about it too much 
when I was in the government. My first job 
out of Harvard was in the federal govern-
ment, and I was there in different places for 
about nine years.

I don’t think this really was part of my 
consciousness until a year or two after we 
started AES, when we started to have actual 
people and power plants. My role gradually 
shifted to being the COO; the person re-
sponsible for the people, the power plants, 
and their operation.

In the power plants I would spend a 
lot of time just visiting. Often I would go 
back at night when there would be fewer 
people, allowing me to talk one-on-one, 
walk around, and listen — especially to 
the stories.

And that’s where I started to really dis-
cover the mindset in our plants. I realized 
that though it was better than many places, 
all the budgetary decisions and the like, 

were made by someone other than the people inside the building. 
At home those same people made big budget decisions, and deci-
sions about the children. But they weren’t getting the chance to do 
that at work.

What do you say to those who ask whether all 
employees are equipped to make those big 
decisions at work?

That’s a very good question. I’ve gotten it a lot. But there’s one 
key rule in the decision process: you’ve got to get advice. You must 
educate yourself. Before you make that decision you need to get 
advice from people who’ve been through this before. From my 
perspective, your boss is a mandatory advisor.

For me, if you don’t get advice you’re fired; I don’t care how 
good the decision was. Well, maybe you get one break. But I had 
to make it very strong because in the early days we had a lot of 
go-getters who ran off and made decisions without ever talking to 
anyone. You must get educated on every issue you deal with. And 
so in the book we discuss making sure you get advice.

We’re all limited in our knowledge. So if you’re going to make 
a decision you’d better realize that. If you don’t have that humility, 
you shouldn’t be the decision maker. Sure, you’re closer to the ac-
tion. You may know more than everybody else. But you don’t know 
everything. And there are probably a lot of people who know quite 
a bit about things affecting that decision that you don’t know. So 
you need to get advice.

That was the first thing. The second is that the boss always 
has the opportunity to overturn an employee’s decision — for 
example if you think it’s going to ruin the whole company. But 
you’d better be careful using that power, because once you do, 
you’ve probably lost your effectiveness. I don’t remember any-
one having to overturn a decision at AES or anywhere else. But 
you had that option. And so people paid attention, and were 

careful about getting advice before they 
went forward.

Any final encouragements  
for leaders?

Even at home, think about how to be 
a servant — how to quit making decisions 
and be more of an adviser for children, for 
spouses. Let’s live in a way that God in-
tended, for the powerful to be servants. The 
more money or responsibility you have, the 
more you should exemplify humility and 
servant hood.

Very few leaders get this. The only peo-
ple who get it generally are moms. They’re 
better at this naturally than most of us are. 
They nurture to let their children get on the 
right track, but they don’t do it by making 
all the decisions. They lift them up and en-
courage them and advise them. I’m hopeful 
that I can be the same way.
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ACCOUNTING SERVICES
PLATINUM MEMBER
CAPIN CROUSE LLP
Certified Public Accountants Providing 
professional services and
strategic solutions since 1972.
bhaller@capincrouse.com
www.capincrouse.com

Atlanta, Georgia
Gregg Capin, Partner
Greg Griffin, Partner
Stan Reiff, Partner
Phone: (678) 518-5301

Brea, California
Rick LeBrun, Partner
Vonna Laue, Partner
Phone: (714)961-9300

Colorado Springs, Colorado 
Tim Sims, Partner
Phone: (719) 671-6225

Columbia, South Carolina
Dan Campbell, Partner
Phone: (803) 458-6225

Dallas, Texas
Gregg Capin, Partner
Phone: (817) 328-6510

Denver, Colorado
Dan Lindsey, Partner
Phone: (720)283-7326

Greenwood, Indiana
Nick Wallace, Partner
Mark Yoder, Partner
John Butler, Tax Counsel
Phone: (317) 885-2620

New York, New York
Bill Haller, Managing Partner 
James Oberle, Partner
Phone: (212) 653-0681

Orlando, Florida 
Dave Moja, Tax Partner
Phone: (407) 883-4671

Wheaton, Illinois
Sheree Brugmann, Partner
Doug McVey, Partner
Phone: (630) 682-9797

ASSOCIATION
PLATINUM MEMBER
AMERICAN BIBLE SOCIETY
Sharing God’s Word with the World
Janet Grell
New York, NY
Phone: (212) 408-1200
jgrell@americanbible.org
www.americanbible.org

ASSOCIATION OF CHRISTIAN SCHOOLS 
INTERNATIONAL
Tom J. Cathey, EdD, Chief of Staff
Colorado Springs, CO
Phone: (719) 528-6906
Tom_Cathey@acsi.org 
www.acsi.org

CHRISTIAN HERALD ASSOCIATION, INC.
Edward Morgan, President/CEO
New York, NY
Phone: (212) 684-2800
 emorgan@bowery.org
www.bowery.org

UPWARD UNLIMITED
Terry Smith, Senior Vice President
Spartanburg, SC
Phone: (864) 949-5700
tsmith@upward.org
www.upward.org

BROADCAST / MEDIA

PLATINUM MEMBER
CRISTA MINISTRIES
Loving God by Serving People
Robert J. Lonac, President/CEO
Seattle, WA
Phone: (206) 546-7200
rlonac@crista.net 
www.crista.org

CAMP /   
CONFERENCE CENTER
PLATINUM MEMBER
CRISTA MINISTRIES
Loving God by Serving People
Robert J. Lonac, President/CEO
Seattle, WA
Phone: (206) 546-7200
rlonac@crista.net 
www.crista.org

LIFEWAY RIDgECREST CONFERENCE CENTER
Premier Christian conference center
William Bowman, Managing Director
Ridgecrest, NC 
Phone: (828) 669-3591
bill.bowman@lifeway.com
www.ridgecrestconferencecenter.org. 

HUME LAKE CHRISTIAN CAMPS INC.
Greg Graham, Vice President
Hume Lake, CA
Phone: (559) 305-7770
ggraham@humelake.org
www.humelake.org

PINE COVE CHRISTIAN CAMPS
Mario Zandstra, President & CEO
Tyler, TX
Phone: (903) 561-0231
mzandstra@pinecove.com 
www.pinecove.com

CHILD & SENIOR CARE 
SERVICES
PLATINUM MEMBER
CRISTA MINISTRIES
Loving God by Serving People
Robert J. Lonac, President/CEO
Seattle, WA
Phone: (206) 546-7200
rlonac@crista.net 
www.crista.org

JILL’S HOUSE
Cameron Doolittle, President & CEO
McLean, VA
Phone: (703) 639-5660
cameron.doolittle@jillshouse.org
www.jillshouse.org

CHRISTIAN SCHOOL (K-12)

PLATINUM MEMBER
CRISTA MINISTRIES
Loving God by Serving People
Robert J. Lonac, President/CEO
Seattle, WA
Phone: (206) 546-7200
rlonac@crista.net 
www.crista.org

CHURCH
CALVARY CHAPEL OF FORT LAUDERDALE
Mike Schieffer, Executive Administrator 
Fort Lauderdale, FL
Phone: (954) 977-9673
mikes@calvaryftl.org 
www.calvaryftl.org

HROCK CHURCH
Angela DeForrest, CFO
Pasadena, CA
Phone: (626) 794-1199
adeforrest@hrockchurch.com
www.hrockchurch.com

INTERNATIONAL CHURCH    
OF FOURSQUARE gOSPEL
Ron Thigpenn, CFO
Los Angeles, CA
Phone: (213) 989-4431
rthigpenn@foursquare.org
www.foursquare.org

TRINITY FELLOWSHIP CHURCH
Scott Rosenbach, Executive Pastor   
of Administration
Amarillo, TX
Phone: (806) 355-8955
scottrosenback@tfchurch.org
www.trinityamarillo.org

CHURCH FINANCING
PLATINUM MEMBER
EVANgELICAL CHRISTIAN CREDIT UNION
Ministry Minded Banking for Churches, 
Ministries and Schools
Jeff Tanner, Vice President, Strategic 
Services
Brea, CA
Phone: (714) 671-5700 x 1735
jeff.tanner@eccu.org
www.eccu.org

AMERICA’S CHRISTIAN CREDIT UNION
Your Mission is our Business
Mendell Thompson, President & CEO
Glendora, CA
Phone: (800) 343-6328
mthompson@americasccu.com
www.americaschristiancu.com

CHURCH /   
MINISTRY MANAGEMENT
5ECOACHINg  
The Execution of Excellence 
Bert Ross, President
Woodstock, GA
Phone: (770) 361-7132
bertross@5ECoaching.com
www.5ECoaching.com

COLLEGE / UNIVERSITY / 
SEMINARY
PLATINUM MEMBER
AZUSA PACIFIC UNIVERSITY
John Reynolds, Chancellor and CEO
Azusa, CA
Phone: (626) 815-3887
jreynolds@apu.edu
www.apu.edu

MOODY BIBLE INSTITUTE
Paul Nyquist, President
Chicago, IL
Phone:  (312)329-4000
paul.nyquist@moody.edu
www.moody.edu

COMMUNICATIONS
PLATINUM MEMBERs
DOUgLAS SHAW & ASSOCIATES
Specializing in Donor-Focused 
Communications
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com

DUNHAM+COMPANY
Empowering ministry effectiveness 
through strategic multi-channel 
marketing+fundraising 
Joy Evans, Strategic Relationship Manager
Plano, TX
Phone:  (469) 454-0061
joy@dunhamandcompany.com
www.dunhamandcompany.com

PURSUANT KMA
A Full Service Fundraising Agency
Curt Swindoll, Executive Vice President
Dallas, TX
Phone: (214) 866-7700
curt.swindoll@pursuant.com
www.pursuant.com/kma

COMPUTER /  
TECHNOLOGY SERVICES 
PLATINUM MEMBER
THE A gROUP
Marketing & Technology   
that Powers Ministry
Shannon Litton, President
Brentwood, TN
Phone: (866) 258-4800
slitton@agroup.com
www.agroup.com

CONFERENCE CENTERS / 
MEETING FACILITIES
LIFEWAY RIDgECREST CONFERENCE CENTER
Premier Christian Conference Center
Bill Bowman, Managing Director
Ridgecrest, NC
Phone: (828) 669-3591
bill.bowman@lifeway.com
www.ridgecrestconferencecenter.org

CONSULTING SERVICES
PLATINUM MEMBERs
BEST CHRISTIAN WORKPLACES INSTITUTE
Creating Cultures of Excellence
Alfred Lopus, President
Mercer Island, WA
Phone: (206) 230-8111
alopus@bcwinstitute.org
www.bcwinstitute.org

CAPIN CROUSE LLP
Certified Public Accountants Providing 
Professional Services and Strategic 
Solutions Since 1972
James S. Oberle, CGMA
Greenwood, IN
Phone: (317) 881-8120
joberle@capincrouse.com
www.capincrouse.com

DOUgLAS SHAW & ASSOCIATES
Specializing in Donor-Focused 
Communications
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com

DUNHAM + COMPANY
Empowering ministry effectiveness 
through strategic multi-channel 
marketing+fundraising 
Joy Evans, Strategic Relationship Manager
Plano, TX
Phone:  (469) 454-0061
joy@dunhamandcompany.com
www.dunhamandcompany.com 

THE A gROUP
Marketing & Technology  
that Powers Ministry
Shannon Litton, President
Brentwood, TN
Phone: (866) 258-4800
slitton@agroup.com
www.agroup.com

DESIgN gROUP INTERNATIONAL, INC.
Organizational Develop. & Capacity Building
Mark L. Vincent, CEO/Senior Design Partner
Kohler, WI
Phone:  (877) 771-3330
marklv@designgroupintl.com
www.designgroupintl.com

JOHN PEARSON ASSOCIATES, INC.
Vision Implementation with Detailed 
Execution
John Pearson, President
San Clemente, CA
Phone: (949) 500-0334
john@johnpearsonassociates.com
www.JohnPearsonAssociates.com

MISSION INCREASE FOUNDATION
We Help Ministries Grow
Dan Davis, President
Tigard, OR
Phone: (503) 639-7364
ddavis@missionincrease.org
www.missionincrease.org
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ChuRCh /   
MiNiSTRY MANAgEMENT
5ECOaCHiNg  
The Execution of Excellence 
Bert Ross, President
Woodstock, GA
Phone: (770) 361-7132
bertross@5ECoaching.com
www.5ECoaching.com

COLLEgE / uNiVERSiTY / 
SEMiNARY
PLATINUM MEMBER
azUSa PaCifiC UNivErSiTy
John Reynolds, Chancellor and CEO
Azusa, CA
Phone: (626) 815-3887
jreynolds@apu.edu
www.apu.edu

MOOdy biblE iNSTiTUTE
Paul Nyquist, President
Chicago, IL
Phone:  (312)329-4000
paul.nyquist@moody.edu
www.moody.edu

COMMuNiCATiONS
PLATINUM MEMBERs
dOUglaS SHaw & aSSOCiaTES
Specializing in Donor-Focused 
Communications
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com

dUNHaM+COMPaNy
Empowering ministry effectiveness 
through strategic multi-channel 
marketing+fundraising 
Joy Evans, Strategic Relationship Manager
Plano, TX
Phone:  (469) 454-0061
joy@dunhamandcompany.com
www.dunhamandcompany.com

PUrSUaNT kMa
A Full Service Fundraising Agency
Curt Swindoll, Executive Vice President
Dallas, TX
Phone: (214) 866-7700
curt.swindoll@pursuant.com
www.pursuant.com/kma

COMPuTER /  
TEChNOLOgY SERViCES 
PLATINUM MEMBER
THE a grOUP
Marketing & Technology   
that Powers Ministry
Shannon Litton, President
Brentwood, TN
Phone: (866) 258-4800
slitton@agroup.com
www.agroup.com

CONfERENCE CENTERS / 
MEETiNg fACiLiTiES
lifEway ridgECrEST CONfErENCE CENTEr
Premier Christian Conference Center
Bill Bowman, Managing Director
Ridgecrest, NC
Phone: (828) 669-3591
bill.bowman@lifeway.com
www.ridgecrestconferencecenter.org

CONSuLTiNg SERViCES
PLATINUM MEMBERs
bEST CHriSTiaN wOrkPlaCES iNSTiTUTE
Creating Cultures of Excellence
Alfred Lopus, President
Mercer Island, WA
Phone: (206) 230-8111
alopus@bcwinstitute.org
www.bcwinstitute.org

CaPiN CrOUSE llP
Certified Public Accountants Providing 
Professional Services and Strategic 
Solutions Since 1972
James S. Oberle, CGMA
Greenwood, IN
Phone: (317) 881-8120
joberle@capincrouse.com
www.capincrouse.com

dOUglaS SHaw & aSSOCiaTES
Specializing in Donor-Focused 
Communications
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com

dUNHaM + COMPaNy
Empowering ministry effectiveness 
through strategic multi-channel 
marketing+fundraising 
Joy Evans, Strategic Relationship Manager
Plano, TX
Phone:  (469) 454-0061
joy@dunhamandcompany.com
www.dunhamandcompany.com 

THE a grOUP
Marketing & Technology  
that Powers Ministry
Shannon Litton, President
Brentwood, TN
Phone: (866) 258-4800
slitton@agroup.com
www.agroup.com

dESigN grOUP iNTErNaTiONal, iNC.
Organizational Develop. & Capacity Building
Mark L. Vincent, CEO/Senior Design Partner
Kohler, WI
Phone:  (877) 771-3330
marklv@designgroupintl.com
www.designgroupintl.com

jOHN PEarSON aSSOCiaTES, iNC.
Vision Implementation with Detailed 
Execution
John Pearson, President
San Clemente, CA
Phone: (949) 500-0334
john@johnpearsonassociates.com
www.JohnPearsonAssociates.com

MiSSiON iNCrEaSE fOUNdaTiON
We Help Ministries Grow
Dan Davis, President
Tigard, OR
Phone: (503) 639-7364
ddavis@missionincrease.org
www.missionincrease.org

CONTiNuiNg EDuCATiON
PLATINUM MEMBER
azUSa PaCifiC UNivErSiTy
John Reynolds, Chancellor and CEO
Azusa, CA
Phone: (626) 815-3887
jreynolds@apu.edu
www.apu.edu

MOOdy biblE iNSTiTUTE
Paul Nyquist, President
Chicago, IL
Phone:  (312)329-4000
paul.nyquist@moody.edu
www.moody.edu

COuNSELiNg / guiDANCE
bETHaNy CHriSTiaN SErviCES
Called to Care. Committed to Children
William Blacquiere, CEO/President
Grand Rapids, MI
Phone: (616) 224-7489
billb@bethany.org
www.bethany.org

CREDiT CARD /   
PAYMENT SYSTEMS
PLATINUM MEMBER
MiNiSTryliNq
Maximizing Stewardship with  
Electronic Processing
David Henke 
Spokane, WA
Phone: (509) 789-2274
info@cashlinq.com
www.ministrylinq.com 

DENOMiNATiON 
CHUrCH Of gOd Of PrOPHECy
Paul Holt
Cleveland, TN
Phone: (423) 559-5100
pholt@cogop.org
www.cogop.org

DEVELOPMENT / 
fuNDRAiSiNg / MAJOR gifTS
PLATINUM MEMBERs
dOUglaS SHaw & aSSOCiaTES
Specializing in Donor-Focused Comm.
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com

dUNHaM + COMPaNy
Empowering ministry effectiveness 
through strategic multi-channel 
marketing+fundraising 
Joy Evans, Strategic Relationship Manager
Plano, TX
Phone:  (469) 454-0061
joy@dunhamandcompany.com
www.dunhamandcompany.com 

MaSTErwOrkS
Full Service Direct Marketing Agency
Rory Starks, Sr. Vice President, Strategic 
Engagement
Poulsbo, WA
Phone: (360) 394-4300
rstarks@masterworks.com
www.masterworks.com

PUrSUaNT kMa
A Full Service Fundraising Agency
Curt Swindoll, Executive Vice President
Dallas, TX
Phone: (214) 866-7700
curt.swindoll@pursuant.com
www.pursuant.com/kma

MiSSiON iNCrEaSE fOUNdaTiON
We Help Ministries Grow 
Dan Davis, President
Tigard, OR
Phone:  (503) 639-7364
ddavis@missionincrease.org
www.missionincrease.org

STraTEgiC fUNdraiSiNg, iNC. 
More Donors. More Net. More Mission.
Eric Johnson, VP, Business Development
St. Paul, MN
Phone: (651) 233-5009
ejohnson@strategicfundraising.com
www.strategicfundraising.com 

fiNANCiAL SERViCES
PLATINUM MEMBERs
ENvOy fiNaNCial 
Trusted Advice Along The Way. 
Providing Retirement Planning, TPA and 
Recordkeeping Services since 1994
Bethany Palmer, President
Colorado Springs, CO
Phone: (888) 879-1376
bpalmer@envoyfinancial.com
www.envoyfinancial.com

EvaNgEliCal CHriSTiaN CrEdiT UNiON
Ministry Minded Banking for Churches, 
Ministries and Schools
Jeff Tanner, Vice President, Strategic 
Services
Brea, CA
Phone: (714) 671-5700 x 1735
jeff.tanner@eccu.org
www.eccu.org

EvaNgEliCal COUNCil fOr  
fiNaNCial aCCOUNTabiliTy
Dan Busby, President
Winchester, VA
Phone: (540) 535-0103
dan@ecfa.org
www.ecfa.org

MiNiSTryliNq
Maximizing Stewardship with  
Electronic Processing
David Henke
Spokane, WA
Phone: (509) 789-2274
info@cashlinq.com
www.ministrylinq.com 

aMEriCa’S CHriSTiaN CrEdiT UNiON
Your Mission is our Business
Mendell Thompson, President & CEO
Glendora, CA
Phone: (800) 343-6328
mthompson@americasccu.com
www.americaschristiancu.com

MMbb fiNaNCial SErviCES
Real Planning, Real Solutions. That’s our Calling.
James Cook
New York, NY
Phone:  (800) 683-2937
jim.cook@mmbb.org
www.mmbb.org

fOREigN MiSSiON /  
RELiEf ORgANiZATiON

PLATINUM MEMBER
wOrld viSiON, iNC.
The United States Arm of the International 
World Vision Partnership
Richard Stearns, President
Federal Way, WA
Phone: (253) 815-1000
rstearns@worldvision.org
www.worldvision.org

avaNT MiNiSTriES
Scott Holbrook, Chief Financial Officer
Kansas City, MO
Phone: (816) 734-8500
scott.holbrook@acssa.org
www.avantministries.org
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Accounting Services
Appraisals/Inventory Management
Architects/Construction
Association    
Broadcast/Media  
Bus/Van Services
Caging/Lockbox Services & fulfillment
Camp/Conference Center   
Child & Senior Care Services 
Christian School (K – 12)
Church
Church and School
Church financing
Church furnishings
Church Management
Church/Ministry Management
College/university/Seminary
Communications
Computer/Software
Computer/technology Services
Conference Centers/Meeting facilities
Conference/Event Planning
Consulting Services
Continuing Education
Conventions/Conference
Counseling/Guidance
Creative design/Photography
Credit Card/Payment Systems
denomination
development/fundraising/Major Gifts
Electronic funds transfer
financial Services
foreign Mission/relief organization
foundation
fund raising Products
Group Benefits
health Services
human resources/Coaching/Executive Search
Insurance
Internet Publishing Company
Internet Services
Investment Services
Leadership development
Legal Services
Mailing Lists/List Management
Management
Marketing/Advertising/Brand development
Media
Missions Agency
other
outreach
Pregnancy resource Center
Print/Mailing/design
Product Sales/Services
Public relations
Publishing
real Estate
rehabilitation/housing
relief & development
rescue Mission
residential facility
retirement Planning 
Social Service & family Agency
Social Support Service
teleconferencing/Webcasting
travel Services/tours

Directory 
Categories
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2013 Compensation Survey Report
for Christian Organizations
Each year, CLA and Compensation Resources team up to provide this in-depth report on the latest trends
in compensation in Christian organizations. Data includes salary and bonus data, benefits information,
organizational revenue, entity type and region. Participate in this year’s survey, and pre-order your copy,
so you’re up to date on the latest benchmarks on compensation and benefits trends. Survey closes July 1.
Visit www.christianleadershipalliance.org/resources/compensation-survey-report to learn more.

. Job classifications include:
• Broadcast / Media
• Church
• Mission Agency / Outreach
• Parachurch Organization
• Professional Service
• Rescue Mission
• Social Service
• Other

. 131 reporting organizations

. 119 positions

. Data includes organizational
revenue, employee size, entity
type, region, salary and bonus
data, benefits information

. Statistical measurements 
such as average, median, 
and percentile data

Highlights from 2012 Report:

cla Online Comp Survey Report DIrect Ad - Summer FINAL_Layout 1  5/9/13  12:26 PM  Page 1

fOREigN MiSSiON /  
RELiEf ORgANiZATiON CONT.

CENTEr fOr STUdENT MiSSiONS
Dan Reeve, President
Dana Point, CA
Phone: (949) 248-8200
dan@csm.org
www.csm.org 

E3 ParTNErS MiNiSTry
Marcia Suhling, Director of Finance
Plano, TX 
Phone: (214) 440-1101
marcia.suhling@e3partners.org
www.e3partners.org

flOrida baPTiST CHildrEN’S HOMES
Multi-Service International Childcare/Orphan 
Relief
Jerry Haag, President/CEO
Lakeland, FL
Phone:  (863) 687-8811
jerry.haag@fbchomes.org
www.fbchomes.org

iNTErvarSiTy CHriSTiaN fEllOwSHiP
Karon Black Morton, 
VP & Director of Operations
Madison, WI
Phone: (608) 443-3711
kmorton@intervarsity.org
www.intervarsity.org

PiONEErS
Johnny Fowler, VP, Finance
Orlando, FL
Phone: (407) 382-6000
jfowler@orlandoteam.com
www.pioneers.org

wOrld gOSPEl MiSSiON
Shelly McCollum, CFO/VP, Finance
Marion, IN
Phone: (765) 664-7331
shelly.mccollum@wgm.org
www.wgm.org

fOuNDATiON
barNabaS fOUNdaTiON
Karen Layland, 
Director of Communications
Tinley Park, IL
Phone: (708) 532-3444
klayl@barnabasfoundation.com
www.barnabasfoundation.com

hEALTh SERViCES
CHriSTiaN CarE MiNiSTry
Healthcare Sharing Ministry
Tony Meggs, President 
Melbourne, FL
Phone: (800) 772-5623
info@mychristiancare.org
www.MyChristianCare.org 

gROuP BENEfiTS
PLATINUM MEMBER
arTHUr j. gallagHEr & CO.
Serving the Religious Community Since 1927
Peter A. Persuitti, Managing Director, 
Religious Practice
Itasca, IL
Phone: (888) 285-5106
peter_persuitti@ajg.com
www.ajg.com

huMAN RESOuRCES / 
COAChiNg /   
ExECuTiVE SEARCh
PLATINUM MEMBER
bEST CHriSTiaN wOrkPlaCES iNSTiTUTE
Creating Cultures of Excellence
Alfred Lopus, President
Mercer Island, WA
Phone: (206) 230-8111
alopus@bcwinstitute.org
www.bcwinstitute.org

5ECOaCHiNg 
The Execution of Excellence 
Bert Ross, President
Woodstock, GA
Phone: (770) 361-7132
bertross@5ECoaching.com
www.5ECoaching.com

iNSuRANCE
PLATINUM MEMBER
arTHUr j. gallagHEr & CO.
Serving the Religious Community Since 1927
Peter A. Persuitti, Managing Director, 
Religious Practice
Itasca, IL
Phone: (888) 285-5106
peter_persuitti@ajg.com
www.ajg.com

iNTERNET SERViCES
PLATINUM MEMBER
MiNiSTryliNq
Maximizing Stewardship with  
Electronic Processing
David Henke
Spokane, WA
Phone: (509) 789-2274
info@cashlinq.com

iNVESTMENT SERViCES
PLATINUM MEMBER
ENvOy fiNaNCial 
Trusted Advice Along The Way.
Providing Retirement Planning, TPA and
Recordkeeping Services since 1994
Bethany Palmer, President
Colorado Springs, CO
Phone: (888) 879-1376
bpalmer@envoyfinancial.com
www.envoyfinancial.com

LEADERShiP DEVELOPMENT
PLATINUM MEMBER
bEST CHriSTiaN wOrkPlaCES iNSTiTUTE
Creating Cultures of Excellence
Alfred Lopus, President
Mercer Island, WA
Phone: (206) 230-8111
alopus@bcwinstitute.org
www.bcwinstitute.org

dESigN grOUP iNTErNaTiONal, iNC.
Organizational Development & Capacity 
Building
Mark L. Vincent, CEO/Senior Design 
Partner
Kohler, WI
Phone:  (877) 771-3330
marklv@designgroupintl.com
www.designgroupintl.com

lillESTraNd lEadErSHiP CONSUlTiNg
Sylvia Nash, Senior Consultant
Chino Hills, CA
Phone: (951) 805-9192
sylvia@lillestrand.com
www.lillestrand.com

MAiLiNg LiSTS /   
LiST MANAgEMENT
PLATINUM MEMBER
dOUglaS SHaw & aSSOCiaTES
Specializing in Donor-Focused 
Communications
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com

MARKETiNg / ADVERTiSiNg / 
BRAND DEVELOPMENT
PLATINUM MEMBERs
dOUglaS SHaw & aSSOCiaTES
Specializing in Donor-Focused 
Communications
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com

dUNHaM + COMPaNy
Empowering ministry effectiveness 
through strategic multi-channel 
marketing+fundraising 
Joy Evans, Strategic Relationship Manager
Plano, TX
Phone:  (469) 454-0061
joy@dunhamandcompany.com
www.dunhamandcompany.com

MaSTErwOrkS
Full Service Direct Marketing Agency
Rory Starks, Sr. Vice President, Strategic 
Engagement
Poulsbo, WA
Phone: (360) 394-4300
rstarks@masterworks.com
www.masterworks.com

THE a grOUP
Marketing & Technology   
that Powers Ministry
Shannon Litton, President
Brentwood, TN
Phone: (866) 258-4800
slitton@agroup.com
www.agroup.com

PUrSUaNT kMa
A Full Service Fundraising Agency
Curt Swindoll, Executive Vice President
Dallas, TX
Phone: (214) 866-7700
curt.swindoll@pursuant.com
www.pursuant.com/kma

MEDiA
TraNS wOrld radiO
Timothy Klingbeil, International Director 
Americas Region
Cary, NC
Phone: (919) 460-3700
tklingbe@twr.org
www.twr.org

MiSSiONS AgENCY
PLATINUM MEMBER
CaMPUS CrUSadE fOr CHriST
Helping Fulfill the Great Commission
in This Generation
Mark D. Tjernagel, CFO – US
Orlando, FL
Phone: (407) 826-2000
mark.tjernagel@ccci.org
www.ccci.org

aSiaN aCCESS
Elliott Snuggs, Vice President   
of Operations
San Dimas, CA 
Phone: (626) 914-8990
esnuggs@asianaccess.org
www.asianaccess.org

EaST wEST MiNiSTriES iNTErNaTiONal
Kurt Nelson, President/CEO
Plano, TX
Phone: (972) 672-9041
dkn@eastwest.org
www.eastwest.org

jEwiSH vOiCE MiNiSTriES iNTErNaTiONal
Tim Tiller, Chief Operating Officer
Phoenix, AZ
Phone:  (602) 288-9811
ttiller@jvmi.org
www.jvmi.org

MiSSiON aviaTiON fEllOwSHiP
John Boyd, President
Nampa, ID
Phone: (208) 498-0800
jboyd@maf.org
www.maf.org

rESCUE MiSSiON alliaNCE
Gary Gray, President
Oxnard, CA
Phone: (805) 487-1234
garyg@erescuemisison.org 
www.erescuemission.org

THE SalvaTiON arMy—   
TOrONTO CaNada & bUrMUda
Paul Goodyear, 
Territorial Financial Secretary
Toronto, ON
Phone: (416) 422-6145
paul_goodyear@can.salvationarmy.org
www.salvationarmy.ca

OuTREACh
PLATINUM MEMBERs
CaMPUS CrUSadE fOr CHriST
Helping Fulfill the Great Commission   
in This Generation
Mark D. Tjernagel, CFO – US
Orlando, FL
Phone: (407) 826-2000
mark.tjernagel@ccci.org
www.ccci.org

CriSTa MiNiSTriES
Loving God by Serving People
Robert J. Lonac, President/CEO
Seattle, WA
Phone: (206) 546-7200
rlonac@crista.net 
www.crista.org

THE NavigaTOrS
To Know Christ and to Make Him Known
Doug Nuenke, President
Colorado Springs, CO
Phone: (719) 598-1212
doug.nuenke@navigators.org
www.navigators.org

biblE lEagUE iNTErNaTiONal 
Mike Dalach, Associate Director   
of Administration
Crete, IL
Phone: (708) 367-8500
mdalach@bibleleague.org
www.bibleleague.org

COaliTiON fOr CHriSTiaN OUTrEaCH
Lee Scott, Director for Staff Services
Pittsburgh, PA
Phone: (412) 363-3303
cco@ccojubilee.org
www.ccojubilee.org

COMMUNiTy biblE STUdy
Transformed Lives Through   
the Word of God
Camilla Seabolt, CEO/Executive Director
Colorado Springs, CO
Phone: (800) 826-4181
camilla@communitybiblestudy.org
www.communitybiblestudy.org

ENgliSH laNgUagE iNSTiTUTE CHiNa
Gary Lausch, Vice President Human 
Resources
Fort Collins, CO
Phone: (970) 530-3800
gary.lausch@elic.org
www.elic.org

MiSSiON TO CHildrEN, iNC.
John Garmo, President & CEO
Escondido, CA
Phone: (760) 839-1600
skip@missiontochildren.org
www.missiontochildren.org

MOPS iNTErNaTiONal, iNC.
Relationships and Resources for Mothers 
of Preschoolers
Sherry Surratt, President & CEO
Denver, CO
Phone: (303) 733-5353
ssurratt@mops.org 
www.mops.org

rESCUE MiSSiON alliaNCE
Gary Gray, President
Oxnard, CA
Phone: (805) 487-1234
garyg@erescuemisison.org 
www.erescuemission.org

STONECrOfT MiNiSTriES
Sue Croy, VP, Human Resources
Kansas City, MO
Phone: (816) 763-7800
scroy@stonecroft.org
www.stonecroft.org

THE CHriSTiaN aNd MiSSiONary alliaNCE
Timothy Cummings, General Counsel 
Assistant Corp Secretary
Colorado Springs, CO
Phone: (719) 599-5999
cummingst@cmalliance.org
www.cmalliance.org

THE gidEONS iNTErNaTiONal
Gary Richardson, Chief Operations Officer
Nashville, TN
Phone: (615) 564-5000
grichardson@gideons.org
www.gideons.org

waSHiNgTON CiTy MiSSiON, iNC
Dean Gartland, President and CEO
Washington, PA
Phone: (724) 705-7121
dgartland@citymission.org
www.citymission.org

PRiNTiNg / MAiLiNg / 
DESigN
PLATINUM MEMBERs
dOUglaS SHaw & aSSOCiaTES
Specializing in Donor-Focused 
Communications
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com
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2013 Compensation Survey Report
for Christian Organizations
Each year, CLA and Compensation Resources team up to provide this in-depth report on the latest trends
in compensation in Christian organizations. Data includes salary and bonus data, benefits information,
organizational revenue, entity type and region. Participate in this year’s survey, and pre-order your copy,
so you’re up to date on the latest benchmarks on compensation and benefits trends. Survey closes July 1.
Visit www.christianleadershipalliance.org/resources/compensation-survey-report to learn more.

. Job classifications include:
• Broadcast / Media
• Church
• Mission Agency / Outreach
• Parachurch Organization
• Professional Service
• Rescue Mission
• Social Service
• Other

. 131 reporting organizations

. 119 positions

. Data includes organizational
revenue, employee size, entity
type, region, salary and bonus
data, benefits information

. Statistical measurements 
such as average, median, 
and percentile data

Highlights from 2012 Report:

cla Online Comp Survey Report DIrect Ad - Summer FINAL_Layout 1  5/9/13  12:26 PM  Page 1

CLA gold/Platinum Member Directory

rESCUE MiSSiON alliaNCE
Gary Gray, President
Oxnard, CA
Phone: (805) 487-1234
garyg@erescuemisison.org 
www.erescuemission.org

THE SalvaTiON arMy—   
TOrONTO CaNada & bUrMUda
Paul Goodyear, 
Territorial Financial Secretary
Toronto, ON
Phone: (416) 422-6145
paul_goodyear@can.salvationarmy.org
www.salvationarmy.ca

OuTREACh
PLATINUM MEMBERs
CaMPUS CrUSadE fOr CHriST
Helping Fulfill the Great Commission   
in This Generation
Mark D. Tjernagel, CFO – US
Orlando, FL
Phone: (407) 826-2000
mark.tjernagel@ccci.org
www.ccci.org

CriSTa MiNiSTriES
Loving God by Serving People
Robert J. Lonac, President/CEO
Seattle, WA
Phone: (206) 546-7200
rlonac@crista.net 
www.crista.org

THE NavigaTOrS
To Know Christ and to Make Him Known
Doug Nuenke, President
Colorado Springs, CO
Phone: (719) 598-1212
doug.nuenke@navigators.org
www.navigators.org

biblE lEagUE iNTErNaTiONal 
Mike Dalach, Associate Director   
of Administration
Crete, IL
Phone: (708) 367-8500
mdalach@bibleleague.org
www.bibleleague.org

COaliTiON fOr CHriSTiaN OUTrEaCH
Lee Scott, Director for Staff Services
Pittsburgh, PA
Phone: (412) 363-3303
cco@ccojubilee.org
www.ccojubilee.org

COMMUNiTy biblE STUdy
Transformed Lives Through   
the Word of God
Camilla Seabolt, CEO/Executive Director
Colorado Springs, CO
Phone: (800) 826-4181
camilla@communitybiblestudy.org
www.communitybiblestudy.org

ENgliSH laNgUagE iNSTiTUTE CHiNa
Gary Lausch, Vice President Human 
Resources
Fort Collins, CO
Phone: (970) 530-3800
gary.lausch@elic.org
www.elic.org

MiSSiON TO CHildrEN, iNC.
John Garmo, President & CEO
Escondido, CA
Phone: (760) 839-1600
skip@missiontochildren.org
www.missiontochildren.org

MOPS iNTErNaTiONal, iNC.
Relationships and Resources for Mothers 
of Preschoolers
Sherry Surratt, President & CEO
Denver, CO
Phone: (303) 733-5353
ssurratt@mops.org 
www.mops.org

rESCUE MiSSiON alliaNCE
Gary Gray, President
Oxnard, CA
Phone: (805) 487-1234
garyg@erescuemisison.org 
www.erescuemission.org

STONECrOfT MiNiSTriES
Sue Croy, VP, Human Resources
Kansas City, MO
Phone: (816) 763-7800
scroy@stonecroft.org
www.stonecroft.org

THE CHriSTiaN aNd MiSSiONary alliaNCE
Timothy Cummings, General Counsel 
Assistant Corp Secretary
Colorado Springs, CO
Phone: (719) 599-5999
cummingst@cmalliance.org
www.cmalliance.org

THE gidEONS iNTErNaTiONal
Gary Richardson, Chief Operations Officer
Nashville, TN
Phone: (615) 564-5000
grichardson@gideons.org
www.gideons.org

waSHiNgTON CiTy MiSSiON, iNC
Dean Gartland, President and CEO
Washington, PA
Phone: (724) 705-7121
dgartland@citymission.org
www.citymission.org

PRiNTiNg / MAiLiNg / 
DESigN
PLATINUM MEMBERs
dOUglaS SHaw & aSSOCiaTES
Specializing in Donor-Focused 
Communications
Michael Johnson, VP, Sales & Marketing
Naperville, IL
Phone: (630) 562-1321
mjohnson@douglasshaw.com 
www.douglasshaw.com

dUNHaM + COMPaNy
Empowering ministry effectiveness 
through strategic multi-channel 
marketing+fundraising 
Joy Evans, Strategic Relationship Manager
Plano, TX
Phone:  (469) 454-0061
joy@dunhamandcompany.com
www.dunhamandcompany.com

PRODuCT SALES / SERViCES
PLATINUM MEMBER
MiNiSTryliNq
Maximizing Stewardship with  
Electronic Processing
David Henke
Spokane, WA
Phone: (509) 789-2274
info@cashlinq.com

RELiEf & DEVELOPMENT
PLATINUM MEMBER
CriSTa MiNiSTriES
Loving God by Serving People
Robert J. Lonac, President/CEO
Seattle, WA
Phone: (206) 546-7200
rlonac@crista.net 
www.crista.org

RESCuE MiSSiON
CiTy rESCUE MiSSiON
David Bugher
Jacksonville, FL
Phone: (904) 421-5141
dbugher@crmjax.org
www.crmjax.org

kNOx arEa rESCUE MiNiSTriES, iNC.
Burt Rosen, President
Knoxville, TN
Phone:  (865)673-6561
brosen@karm.org
www.karm.org

SEaTTlE’S UNiON gOSPEl MiSSiON
Jeff Lilley, President
Seattle, WA
Phone: (206) 723-0767
jlilley@ugm.org
www.ugm.org

waTEr STrEET MiNiSTriES
Steve Brubaker, Interim Executive Director
and Chief Vision Officer
Lancaster, PA
Phone: (717)358-2022
steve.brubaker@waterstreetministries.org
www.waterstreetministries.org

SUNday brEakfaST MiSSiON 
Thomas Laymon, President/CEO
Wilmington, DE
Phone: (302) 652-8314
tlaymon@sundaybreakfastmission.org
www.sundaybreakfastmission.org

RESiDENTiAL fACiLiTY
baPTiST HOUSiNg
Howard Johnson, Chief Executive Officer
Delta, BC
Phone: (604) 940-1960
hmjohnson@baptisthousing.org
www.baptisthousing.org

dakOTa bOyS aNd girlS raNCH
Al Evon, COO Foundation
Minot, ND
Phone: (701) 839-7888
a.evon@dakotaranch.org
www.dakotaranch.org

RETiREMENT PLANNiNg
PLATINUM MEMBERs
arTHUr j. gallagHEr & CO.
Serving the Religious Community Since 1927
Robert Lipps, Senior Vice President, 
Religious Practice
San Francisco, CA 
Phone:  (415) 536-8451
bob_lipps@ajg.com
www.ajg.com

ENvOy fiNaNCial
Trusted Advice Along The Way Providing 
Retirement Plan, TPA and Recordkeeping 
Services since 1994
Bethany B. Palmer, President
Colorado Springs, CO
Phone: (888) 879-1376
trustedadvice@envoyfinancial.com 
www.envoyfinancial.com

SOCiAL SERViCE    
& fAMiLY AgENCY
PLATINUM MEMBER
vOlUNTEErS Of aMEriCa —  
NaTiONal OffiCE
There are No Limits to Caring
Harry Quiett, Vice President for Ministry 
Development
Alexandria, VA
Phone: (703) 341-5000
hquiett@voa.org
www.voa.org

bETHaNy CHriSTiaN SErviCES
Called to Care. Committed to Children
William Blacquiere, CEO/President
Grand Rapids, MI
Phone: (616) 224-7489
billb@bethany.org
www.bethany.org

SOCiAL SuPPORT SERViCE

PLATINUM MEMBER
COMPaSSiON iNTErNaTiONal
Releasing Children From Poverty   
in Jesus’s Name
Wess Stafford, President
Colorado Springs, CO
Phone: (719) 487-7000
wstafford@us.ci.org
www.us.ci.org

jONi aNd friENdS
The International Disability Center
Billy C. Burnett, Executive  
Vice President/CFO
Agoura Hills, CA
Phone: (818) 575-1719
bburnett@joniandfriends.org
www.joniandfriends.org

lakESidE EdUCaTiONal NETwOrk
Linda Franco, VP of Admin. & Finance
Fort Washington, PA
Phone: (215) 654-9414
lcapron@lakesidelink.com
www.lakesidelink.com

MOMS iN PrayEr iNTErNaTiONal
Praying for Children and Schools
Fern Nichols, President & Founder
Poway, CA
Phone:  (858) 486-4065
fnichols@momsinprayer.org
www.momsinprayer.org
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5ECOaCHiNg 
Bert Ross, President
Woodstock, GA
Phone: (770) 361-7132
bertross@5ECoaching.com
www.5ECoaching.com

aMEriCa’S CHriSTiaN CrEdiT UNiON
Mendell Thompson, President & CEO
Glendora, CA
Phone: (800) 343-6328
mthompson@americasccu.com
www.americaschristiancu.com

aSiaN aCCESS
Elliott Snuggs, Vice President of Operations
San Dimas, CA 
Phone: (626) 914-8990
esnuggs@asianaccess.org
www.asianaccess.org

aSSOCiaTiON Of CHriSTiaN SCHOOlS 
iNTErNaTiONal
Tom J. Cathey, EdD, Chief of Staff
Colorado Springs, CO
Phone: (719) 528-6906
Tom_Cathey@acsi.org 
www.acsi.org

avaNT MiNiSTriES
Scott Holbrook, Chief Financial Officer
Kansas City, MO
Phone: (816) 734-8500
scott.holbrook@acssa.org
www.avantministries.org

baPTiST HOUSiNg
Howard Johnson, Chief Executive Officer
Delta, BC
Phone: (604) 940-1960
hmjohnson@baptisthousing.org
www.baptisthousing.org

barNabaS fOUNdaTiON
Karen Layland, Director of Communications
Tinley Park, IL
Phone: (708) 532-3444
klayl@barnabasfoundation.com
www.barnabasfoundation.com

bETHaNy CHriSTiaN SErviCES
William Blacquiere, CEO/President
Grand Rapids, MI
Phone: (616) 224-7489
billb@bethany.org
www.bethany.org

biblE lEagUE iNTErNaTiONal
Mike Dalach, Associate Director   
of Administration
Crete, IL
Phone: (708) 367-8500
mdalach@bibleleague.org
www.bibleleague.org

Calvary CHaPEl Of fOrT laUdErdalE
Mike Schieffer, Executive Administrator
Fort Lauderdale, FL
Phone: (954) 977-9673
mikes@calvaryftl.org 
www.calvaryftl.org

CENTEr fOr STUdENT MiSSiONS
Dan Reeve, President
Dana Point, CA
Phone: (949) 248-8200
dan@csm.org
www.csm.org 

CHriSTiaN CarE MiNiSTry
Tony Meggs, President
Melbourne, FL
Phone: (800) 772-5623
info@mychristiancare.org
www.mychristiancare.org

CHriSTiaN HErald aSSOCiaTiON, iNC.
Edward Morgan, President/CEO
New York, NY
Phone: (212) 684-2800
emorgan@bowery.org
www.bowery.org

CHUrCH Of gOd Of PrOPHECy
Paul Holt
Cleveland, TN
Phone: (423) 559-5100
pholt@cogop.org
www.cogop.org

CLA gold MembersCLA Presents the 2013 Webcast Series
Transform your ministry’s effectiveness 

in just one hour each month!

Christian Leadership Alliance Webcasts are
designed with busy ministry professionals like you in mind!
Each Webcast provides the unique opportunity to learn from
leading ministry experts and gain practical tips that you can
implement immediately. No matter where you are, you can
simply dial and log-in for a one-hour Webcast presented by
a leading expert on the topic. During each session, a web-
based PowerPoint presentation allows you to conveniently
follow along with the presenter’s notes. Following the
Webcast there is a Q & A time in which some of your
questions can be answered.

January 24 — Finance
6 Things Financially Healthy Ministries Do Right
Presenter: David Lee, ECCU Ministry Development Officer

February 28 — Internet and Technology
Digital Ministry in a Post-Website World
Presenter: David Bourgeois, Associate Professor 
of Information Systems at Biola University

March 28 — Tax and Legal
Need-to-Know Tax and Legal Trends and Updates
Presenter: Dave Moja, Partner and National Director 
of Not-for-Profit Tax Services at Capin Crouse, LLC  

April 25 — Marketing and Communications
Un-Marketing Leadership: Authentic Communication
for a Media-Weary Culture 
Presenter: Jedd Medefind, President of Christian 
Alliance for Orphans  

May 23 — Board Governance
Simplifying Effective Board Member Orientation
Presenter: Mike Batts, President and Managing Principal
of Batts, Morrison, Wales, and Lee

June 27 — Finance
How to Look Like a Healthy Borrower
Presenter: Mike Boblit, ECCU Regional Director 
and Randy Marsh, ECCU Ministry Development Officer 

July 25 — People Care and Management
The Five Languages of Appreciation in the Workplace
Presenter: Paul White, Psychologist, Author, Speaker, and
Consultant

August 29 — Executive Leadership
Ken Blanchard on Servant Leadership
Presenter: Ken Blanchard, Chief Spiritual Officer of the
Ken Blanchard Companies

September 26 — Resource Development 
Giving Trends: Impact on Fall Fundraising
Presenter: Rick Dunham, President and CEO of
Dunham+Company

October 31 — Resource Development 
The Art of the Ask
Presenter: Pat McLaughlin, President and Founder of the
Timothy Group

November 21 — Marketing and Communications 
Utilizing and Managing Ministry Spokespeople
Presenter: Jenny Lockwald, Executive Director of Events
& Broadcast at World Vision

December 19 — Executive Leadership 
Leadership Transition to the Next Generation
Presenter: Jeff Tanner, ECCU Vice President of Strategic
Services and Mark Holbrook, ECCU President/CEO

2013 CLA Webcasts

Learn more or register online
www.ChristianLeadershipAlliance.org/Webcasts  

Webcasts are free for CLA members and $29 for non-members.
Mp3 downloads and CDs of sessions available for purchase.

Email: webcasts@christianleadershipalliance.org       
Phone: (949) 487-0900, ext. 116

EXCLUSIVE 
WEBCAST 
SPONSOR:
2013 CLA 
Webcast Series 
is sponsored by: 

Live webcasts at 12 p.m. ET/ 11 a.m. CT/ 10 a.m. MT/ 9 a.m. PT)

cla Outcomes Summer 13 Webcasts Ad_Layout 1  5/9/13  11:14 AM  Page 1
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Directory of CLA founders Council Members

5ECOaCHiNg 
Bert Ross, President
Woodstock, GA
Phone: (770) 361-7132
bertross@5ECoaching.com
www.5ECoaching.com

aMEriCa’S CHriSTiaN CrEdiT UNiON
Mendell Thompson, President & CEO
Glendora, CA
Phone: (800) 343-6328
mthompson@americasccu.com
www.americaschristiancu.com

aSiaN aCCESS
Elliott Snuggs, Vice President of Operations
San Dimas, CA 
Phone: (626) 914-8990
esnuggs@asianaccess.org
www.asianaccess.org

aSSOCiaTiON Of CHriSTiaN SCHOOlS 
iNTErNaTiONal
Tom J. Cathey, EdD, Chief of Staff
Colorado Springs, CO
Phone: (719) 528-6906
Tom_Cathey@acsi.org 
www.acsi.org

avaNT MiNiSTriES
Scott Holbrook, Chief Financial Officer
Kansas City, MO
Phone: (816) 734-8500
scott.holbrook@acssa.org
www.avantministries.org

baPTiST HOUSiNg
Howard Johnson, Chief Executive Officer
Delta, BC
Phone: (604) 940-1960
hmjohnson@baptisthousing.org
www.baptisthousing.org

barNabaS fOUNdaTiON
Karen Layland, Director of Communications
Tinley Park, IL
Phone: (708) 532-3444
klayl@barnabasfoundation.com
www.barnabasfoundation.com

bETHaNy CHriSTiaN SErviCES
William Blacquiere, CEO/President
Grand Rapids, MI
Phone: (616) 224-7489
billb@bethany.org
www.bethany.org

biblE lEagUE iNTErNaTiONal
Mike Dalach, Associate Director   
of Administration
Crete, IL
Phone: (708) 367-8500
mdalach@bibleleague.org
www.bibleleague.org

Calvary CHaPEl Of fOrT laUdErdalE
Mike Schieffer, Executive Administrator
Fort Lauderdale, FL
Phone: (954) 977-9673
mikes@calvaryftl.org 
www.calvaryftl.org

CENTEr fOr STUdENT MiSSiONS
Dan Reeve, President
Dana Point, CA
Phone: (949) 248-8200
dan@csm.org
www.csm.org 

CHriSTiaN CarE MiNiSTry
Tony Meggs, President
Melbourne, FL
Phone: (800) 772-5623
info@mychristiancare.org
www.mychristiancare.org

CHriSTiaN HErald aSSOCiaTiON, iNC.
Edward Morgan, President/CEO
New York, NY
Phone: (212) 684-2800
emorgan@bowery.org
www.bowery.org

CHUrCH Of gOd Of PrOPHECy
Paul Holt
Cleveland, TN
Phone: (423) 559-5100
pholt@cogop.org
www.cogop.org

CiTy rESCUE MiSSiON
David Bugher
Jacksonville, FL
Phone: (904) 421-5141
dbugher@crmjax.org
www.crmjax.org

COaliTiON fOr CHriSTiaN OUTrEaCH
Lee Scott, Director for Staff Services
Pittsburgh, PA
Phone: (412) 363-3303
cco@ccojubilee.org
www.ccojubilee.org

COMMUNiTy biblE STUdy
Camilla Seabolt, CEO/Executive Director
Colorado Springs, CO
Phone: (800) 826-4181
camilla@communitybiblestudy.org
www.communitybiblestudy.org

dakOTa bOyS aNd girlS raNCH
Al Evon, COO Foundation
Minot, ND
Phone: (701) 839-7888
a.evon@dakotaranch.org
www.dakotaranch.org

dESigN grOUP iNTErNaTiONal, iNC.
Mark L. Vincent, CEO/Senior Design Partner
Kohler, WI
Phone:  (877) 771-3330
marklv@designgroupintl.com
www.designgroupintl.com 

E3 ParTNErS MiNiSTry
Marcia Suhling, Director of Finance
Plano, TX 
Phone: (214) 440-1101
marcia.suhling@e3partners.org
www.e3partners.org

EaST wEST MiNiSTriES iNTErNaTiONal
Kurt Nelson, President/CEO
Plano, TX
Phone: (972) 672-9041
dkn@eastwest.org
www.eastwest.org

ENgliSH laNgUagE iNSTiTUTE CHiNa
Gary Lausch, Vice President Human Resources
Fort Collins, CO
Phone: (970) 530-3800
gary.lausch@elic.org
www.elic.org

flOrida baPTiST CHildrEN’S HOMES
Jerry Haag, President/CEO
Lakeland, FL
Phone:  (863) 687-8811
jerry.haag@fbchomes.org
www.fbchomes.org

HrOCk CHUrCH
Angela DeForrest, CFO
Pasadena, CA
Phone: (626) 794-1199
adeforrest@hrockchurch.com
www.hrockchurch.com

HUME lakE CHriSTiaN CaMPS, iNC.
Greg Graham, Vice President
Hume Lake, CA 
Phone: (559) 305-7770
ggraham@humelake.org
www.humelake.org

iNTErNaTiONal CHUrCH    
Of THE fOUrSqUarE gOSPEl
Ron Thigpenn, CFO
Los Angeles, CA
Phone: (213) 989-4431
rthigpenn@foursquare.org
www.foursquare.org

iNTErvarSiTy CHriSTiaN fEllOwSHiP
Karon Black Morton, VP & Dir. of Operations
Madison, WI
Phone: (608) 443-3711
kmorton@intervarsity.org
www.intervarsity.org

jEwiSH vOiCE MiNiSTriES iNTErNaTiONal
Tim Tiller, Chief Operating Officer
Phoenix, AZ
Phone:  (602) 288-9811
ttiller@jvmi.org
www.jvmi.org

jill’S HOUSE
Cameron Doolittle, President & CEO
McLean, VA
Phone: (703) 639-5660
cameron.doolittle@jillshouse.org
www.jillshouse.org

jONi aNd friENdS
Billy C. Burnett, Executive Vice President/CFO
Agoura Hills, CA
Phone: (818) 575-1719
bburnett@joniandfriends.org
www.joniandfriends.org

kNOx arEa rESCUE MiNiSTriES, iNC.
Burt Rosen, President
Knoxville, TN
Phone:  (865)673-6561
brosen@karm.org
www.karm.org

PUrSUaNT kMa
Tom McCabe, CEO
Dallas, TX
Phone: (214) 866-7700
tmccabe@kma.com
www.pursuant.com/kma

lakESidE EdUCaTiONal NETwOrk
Linda Franco, VP of Administration & Finance
Fort Washington, PA
Phone: (215) 654-9414
lcapron@lakesidelink.com
www.lakesidelink.com

lifEway ridgECrEST CONfErENCE CENTEr
William Bowman, Managing Director
Ridgecrest, NC 
Phone: (828) 669-3591
bill.bowman@lifeway.com
www.ridgecrestconferencecenter.org.

MiSSiON aviaTiON fEllOwSHiP
John Boyd, President
Nampa, ID
Phone: (208) 498-0800
jboyd@maf.org
www.maf.org

MiSSiON iNCrEaSE fOUNdaTiON
Dan Davis, President
Tigard, OR
Phone: (503) 639-7364
ddavis@missionincrease.org
www.missionincrease.org

MiSSiON TO CHildrEN, iNC.
John Garmo, President & CEO
Escondido, CA
Phone: (760) 839-1600
skip@missiontochildren.org
www.missiontochildren.org

MMbb fiNaNCial SErviCES
James Cook
New York, NY
Phone:  (800) 683-2937
jim.cook@mmbb.org
www.mmbb.org

MOOdy biblE iNSTiTUTE
Paul Nyquist, President
Chicago, IL
Phone:  (312)329-4000
paul.nyquist@moody.edu
www.moody.edu

MOMS iN PrayEr iNTErNaTiONal
Fern Nichols, President & Founder
Poway, CA
Phone: (858) 486-4065
fnichols@momsinprayer.org
www.momsinprayer.org

MOPS iNTErNaTiONal, iNC.
Sherry Surratt, President & CEO
Denver, CO
Phone: (303) 733-5353
ssurratt@mops.org 
www.mops.org

PiNE COvE CHriSTiaN CaMPS
Mario Zandstra, President & CEO
Tyler, TX
Phone: (903) 561-0231
mzandstra@pinecove.com 
www.pinecove.com 

PiONEErS
Johnny Fowler, VP, Finance
Orlando, FL
Phone: (407) 382-6000
jfowler@orlandoteam.com
www.pioneers.org

rESCUE MiSSiON alliaNCE
Gary Gray, President
Oxnard, CA
Phone: (805) 487-1234
garyg@erescuemisison.org 
www.erescuemission.org

SEaTTlE’S UNiON gOSPEl MiSSiON
Jeff Lilley, President
Seattle, WA
Phone: (206) 723-0767
jlilley@ugm.org
www.ugm.org

STONECrOfT MiNiSTriES
Sue Croy, VP, Human Resources
Kansas City, MO
Phone: (816) 763-7800
scroy@stonecroft.org
www.stonecroft.org

STraTEgiC fUNdraiSiNg, iNC.
Eric Johnson, VP, Business Development
St. Paul, MN
Phone: (651) 233-5009
ejohnson@strategicfundraising.com
www.strategicfundraising.com

SUNday brEakfaST MiSSiON
Thomas Laymon, President/CEO
Wilmington, DE
Phone: (302) 652-8314
tlaymon@sundaybreakfastmission.org
www.sundaybreakfastmission.org

THE CHriSTiaN aNd MiSSiONary alliaNCE
Timothy Cummings, General Counsel Assistant 
Corp Secretary
Colorado Springs, CO
Phone: (719) 599-5999
cummingst@cmalliance.org
www.cmalliance.org

THE gidEONS iNTErNaTiONal
Gary Richardson, Chief Operations Officer
Nashville, TN
Phone: (615) 564-5000
grichardson@gideons.org
www.gideons.org

THE SalvaTiON arMy —   
TOrONTO CaNada & bErMUda
Paul Goodyear, Territorial Financial Secretary
Toronto, ON
Phone: (416) 422-6145
paul_goodyear@can.salvationarmy.org
www.salvationarmy.ca

TraNS wOrld radiO
Timothy Klingbeil, 
International Director Americas Region
Cary, NC
Phone: (919) 460-3700
tklingbe@twr.org
www.twr.org

UPward UNliMiTEd
Terry Smith, Senior Vice President
Spartanburg, SC
Phone: (864) 949-5700
tsmith@upward.org
www.upward.org

waSHiNgTON CiTy MiSSiON, iNC.
Dean Gartland, President and CEO
Washington, PA
Phone: (724) 705-7121
dgartland@citymission.org
www.citymission.org 

waTEr STrEET MiNiSTriES
Steve Brubaker, Interim Executive Director
and Chief Vision Officer
Lancaster, PA
Phone:   (717)358-2022
steve.brubaker@waterstreetministries.org
www.waterstreetministries.org

wOrld gOSPEl MiSSiON
Shelly McCollum, CFO/VP, Finance
Marion, IN
Phone: (765) 664-7331
shelly.mccollum@wgm.org
www.wgm.org

CLA gold Members
CLA Gold Level Member organizations represent a vital organizational connection to 
the vision and mission of CLA, and take an important leadership role within the Alliance.
Membership: Contact Holly Rosario, Director of Member Services (949) 487-0900, ext. 116 

Directory of CLA gold MembersCLA Presents the 2013 Webcast Series
Transform your ministry’s effectiveness 

in just one hour each month!

Christian Leadership Alliance Webcasts are
designed with busy ministry professionals like you in mind!
Each Webcast provides the unique opportunity to learn from
leading ministry experts and gain practical tips that you can
implement immediately. No matter where you are, you can
simply dial and log-in for a one-hour Webcast presented by
a leading expert on the topic. During each session, a web-
based PowerPoint presentation allows you to conveniently
follow along with the presenter’s notes. Following the
Webcast there is a Q & A time in which some of your
questions can be answered.

January 24 — Finance
6 Things Financially Healthy Ministries Do Right
Presenter: David Lee, ECCU Ministry Development Officer

February 28 — Internet and Technology
Digital Ministry in a Post-Website World
Presenter: David Bourgeois, Associate Professor 
of Information Systems at Biola University

March 28 — Tax and Legal
Need-to-Know Tax and Legal Trends and Updates
Presenter: Dave Moja, Partner and National Director 
of Not-for-Profit Tax Services at Capin Crouse, LLC  

April 25 — Marketing and Communications
Un-Marketing Leadership: Authentic Communication
for a Media-Weary Culture 
Presenter: Jedd Medefind, President of Christian 
Alliance for Orphans  

May 23 — Board Governance
Simplifying Effective Board Member Orientation
Presenter: Mike Batts, President and Managing Principal
of Batts, Morrison, Wales, and Lee

June 27 — Finance
How to Look Like a Healthy Borrower
Presenter: Mike Boblit, ECCU Regional Director 
and Randy Marsh, ECCU Ministry Development Officer 

July 25 — People Care and Management
The Five Languages of Appreciation in the Workplace
Presenter: Paul White, Psychologist, Author, Speaker, and
Consultant

August 29 — Executive Leadership
Ken Blanchard on Servant Leadership
Presenter: Ken Blanchard, Chief Spiritual Officer of the
Ken Blanchard Companies

September 26 — Resource Development 
Giving Trends: Impact on Fall Fundraising
Presenter: Rick Dunham, President and CEO of
Dunham+Company

October 31 — Resource Development 
The Art of the Ask
Presenter: Pat McLaughlin, President and Founder of the
Timothy Group

November 21 — Marketing and Communications 
Utilizing and Managing Ministry Spokespeople
Presenter: Jenny Lockwald, Executive Director of Events
& Broadcast at World Vision

December 19 — Executive Leadership 
Leadership Transition to the Next Generation
Presenter: Jeff Tanner, ECCU Vice President of Strategic
Services and Mark Holbrook, ECCU President/CEO

2013 CLA Webcasts

Learn more or register online
www.ChristianLeadershipAlliance.org/Webcasts  

Webcasts are free for CLA members and $29 for non-members.
Mp3 downloads and CDs of sessions available for purchase.

Email: webcasts@christianleadershipalliance.org       
Phone: (949) 487-0900, ext. 116

EXCLUSIVE 
WEBCAST 
SPONSOR:
2013 CLA 
Webcast Series 
is sponsored by: 

Live webcasts at 12 p.m. ET/ 11 a.m. CT/ 10 a.m. MT/ 9 a.m. PT)

cla Outcomes Summer 13 Webcasts Ad_Layout 1  5/9/13  11:14 AM  Page 1
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aMEriCaN biblE SOCiETy

Sharing God’s Word with the World
Janet Grell
New York, NY
Phone: (212) 408-1200
jgrell@americanbible.org
www.americanbible.org

arTHUr j. gallagHEr & CO.

Serving the Religious Community Since 1927
Peter A. Persuitti, Managing Director, 
Religious Practice
Itasca, IL
Phone: (888) 285-5106
peter_persuitti@ajg.com
www.ajg.com

azUSa PaCifiC UNivErSiTy

John Reynolds, Chancellor and CEO
Azusa, CA
Phone: (626) 815-3887
jreynolds@apu.edu
www.apu.edu

bEST CHriSTiaN wOrkPlaCES iNSTiTUTE

Creating Cultures of Excellence
Alfred Lopus, President
Mercer Island, WA
Phone: (206) 230-8111
alopus@bcwinstitute.org
www.bcwinstitute.org

CaMPUS CrUSadE fOr CHriST

Helping Fulfill the Great Commission   
in This Generation
Mark D. Tjernagel, CFO – US
Orlando, FL
Phone: (407) 826-2000
mark.tjernagel@ccci.org
www.ccci.org

CaPiN CrOUSE llP

Certified Public Accountants Providing 
Professional Services and Strategic 
Solutions Since 1972
Bill Haller, Managing Partner
Greenwood, IN
Phone: (317) 885-2620
bhaller@capincrouse.com
www.capincrouse.com

COMPaSSiON iNTErNaTiONal

Releasing Children From Poverty in 
Jesus’s Name
Wess Stafford, President
Colorado Springs, CO
Phone: (719) 487-7000
wstafford@us.ci.org
www.us.ci.org

CriSTa MiNiSTriES

Loving God by Serving People
Robert J. Lonac, President/CEO
Seattle, WA
Phone: (206) 546-7200
rlonac@crista.net 
www.crista.org

dOUglaS SHaw & aSSOCiaTES

Specializing in Donor-Focused 
Communications
Douglas K. Shaw, Chairman
Naperville, IL
Phone: (630) 562-1321
dshaw@douglasshaw.com
www.douglasshaw.com

dUNHaM + COMPaNy

Empowering ministry effectiveness 
through strategic multi-channel 
marketing+fundraising 
Joy Evans, Strategic Relationship Manager
Plano, TX
Phone:  (469) 454-0061
joy@dunhamandcompany.com
www.dunhamandcompany.com 

ENvOy fiNaNCial

Trusted Advice Along The Way.
Providing Retirement Planning, TPA and
Recordkeeping Services since 1994
Bethany Palmer, President
Colorado Springs, CO
Phone: (888) 879-1376
bpalmer@envoyfinancial.com
www.envoyfinancial.com

EvaNgEliCal CHriSTiaN CrEdiT UNiON

Ministry Minded Banking for Churches, 
Ministries and Schools
Jeff Tanner, Vice President, Strategic 
Services
Brea, CA
Phone: (714) 671-5700 x 1735
jeff.tanner@eccu.org
www.eccu.org

EvaNgEliCal COUNCil fOr   
fiNaNCial aCCOUNTabiliTy

Dan Busby, President
Winchester, VA
Phone: (540) 535-0103
dan@ecfa.org
www.ecfa.org

MaSTErwOrkS

Full Service Direct Marketing Agency
Rory Starks, Sr. Vice President, Strategic 
Engagement
Poulsbo, WA
Phone: (360) 394-4300
rstarks@masterworks.com
www.masterworks.com

MiNiSTryliNq

Maximizing Stewardship   
with Electronic Processing
Foster Chase, President
Spokane, WA
Phone: (509) 789-2274
info@cashlinq.com
www.cashlinq.com

THE a grOUP

Marketing & Technology   
that Powers Ministry
Shannon Litton, President
Brentwood, TN
Phone: (866) 258-4800
slitton@agroup.com
www.agroup.com

THE NavigaTOrS

To Know Christ and to Make Him Known
Doug Nuenke, President
Colorado Springs, CO
Phone: (719) 598-1212
doug.nuenke@navigators.org
www.navigators.org

vOlUNTEErS Of aMEriCa —  
NaTiONal OffiCE

There are No Limits to Caring
Harry Quiett, Vice President for Ministry 
Development
Alexandria, VA
Phone: (703) 341-5000
hquiett@voa.org
www.voa.org

wOrld viSiON, iNC.

The United States Arm of the International 
Word Vision Partnership
Richard Stearns, President
Federal Way, WA
Phone: (253) 815-1000
rstearns@worldvision.org
www.worldvision.org

Directory of CLA founders Council Members

CLA Platinum “founders Council” Members
CLA Platinum Level Member organizations serve as the most influential voices within the Alliance. CLA Platinum Level Members 
“founders Council” play a significant role in providing critical knowledge resources that support the vision and mission of CLA.

To join: Contact Tami Heim, President/CEO at (949) 487-0900, ext. 113 or by email at Tami.Heim@ChristianLeadershipAlliance.org 

Directory of CLA Platinum Members
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— players who might get their shot in the distant future. 
Instead, we need to have an active interplay of differently 
aged leaders working together — like Esther and Morde-
cai, for example. We need to call the next generation to 
greater courage and vision, but not just for some scarcely 
visible future. They’re called to lead now, alongside us.

Of course, that may mean we have different roles 
and responsibilities. But any viable process of leader-
ship development must now cultivate the flattened, all-
access, socially networked, always-on, peer-driven, and 
radically transparent culture in which millennials feel 
most comfortable. Christian organizations now need 
millennials more than they need us.

HOw CaN wE MakE THiS HaPPEN?
First, make sure you spend plenty of time with mil-

lennials on your team and even those not on your team. 
Nothing can replace the high value of time spent in shared 
experiences. Consider how to create a culture of appren-
ticeship in your organization — not merely transference 
of ideas and ideals, and best practices.

Second, as you spend time together, realize that this is 
going to change the way you think about your job, tech-
nology, culture, the gospel, and your calling. If spending 
time with younger leaders doesn’t change you in major 
ways, you’re doing it wrong.

Third, pay attention to the work environment, from 
space and computers, to policies and office culture. Get 
their input, but be willing to be direct. At Barna, we talk 
a lot about having a truth-plus-love culture.

Finally, you’ve got to come to appreciate the fact that 
“digital Babylon” is different than “mainstream” Jerusa-
lem — a culture of faith and homogeneity, perhaps like 
the “golden years” in which many of our ministries were 
inaugurated. Today, life is more complex, more acceler-
ated, more unpredictable. I have come to believe that, like 
the prophet Jeremiah, we have to have a proper under-
standing and acceptance, really, of our Babylon-like world 
(see for instance, Jeremiah 24, 28 and 29). It doesn’t do us 
any good to deny the realities of our current 
culture. Instead, we need the help of 
millennials to live faithfully in this 
new digitally-rich environment. 

david kinnaman is president 

and majority owner of Barna 

Group, a leading research organi-

zation focused on the intersection 

of faith and culture. He is the 

author of two bestsell-

ers, unChristian and 

YOU LOST ME.

ThOughT LEADER

oOur team at barna  continues to explore today’s genera-
tion of younger Christians, the vitality of churches and nonprofits, 
and the tsunami of cultural change happening around us. I am con-
vinced that we are facing an era of ministry that might be described 
as digital Babylon: an immersive, reality-redefining experience driven 
by ubiquitous access to interconnected screens and unprecedented 
volume of content.

 The rules of digital Babylon are different from those of the past. 
This is a generation that is rethinking its relationship to institutions 
and causes. They don’t need to go to a bank to do banking, nor to a 
record store to buy music. They can easily access much published 
content online. Do they need to go to a church building to find Jesus? 
Do they need our nonprofit or our infrastructure to engage their 
God-given cause?

Like the biblical stories of Babylon, what our organizations need 
are exiles. We need digital natives. Our team is advocating for more 
“reverse mentoring,” allowing the next generation to provide sig-
nificant input into the lives, visions, and operations of our efforts. 
The good news about millennials is that, unlike Gen X, they tend 
to see the value of institutions. They actually want to help reinvent 
and revitalize institutions. They can be naive and narcissistic, but 
their idealism, their comfort with complexity, and their digital — as 
well as visual — acuity can be incredible assets to our organizations 
and our efforts.

What does this mean? The old corporate model of hierarchical 
leadership development won’t cut it. We can’t simply think of the 
millennials (or the Gen Xers) on our teams as the minor leagues 

By David Kinnaman
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Leading in 
Digital Babylon
Living faithfully in a new digitally-rich world

More than half of all Christian teens and 
twenty-somethings leave active involve-
ment in church. In his new book YOU LOST 
ME (Baker Books, 2011), author David Kin-
naman trains his researcher’s eye on these 
young believers and reveals the factors 
that contribute to the dropout problem. 
YOU LOST ME shows why Christians ages 18 
to 29 are leaving the church and rethinking 
their commitment to the faith.

Based on new research conducted by 
the Barna Group, YOU LOST ME exposes 
ways the Christian community has failed 
to equip young adults to live “in, but not 

of,” the world, to follow Christ in the midst of 
profound cultural change.
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