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About NCM
USA/Canada
Nazarene Compassionate
Ministries seeks to live and act
compassionately in the world
following Christ's own life and
ministry. We seek to be
incarnations of the same gospel
that Christ lived and preached
and to be witnesses to the same
love and compassion God has for
our world.
In the United States and
Canada, NCM works closely
with Compassionate Ministry
Centers (CMCs) to bring
compassion and healing to
communities that need the
love and presence of Christ.

Mission

Nazarene Compassionate
Ministries USA/Canada partners
with Nazarene interests to
facilitate ministries which address
the temporal as well as the
spiritual needs of the
economically disadvantaged.

Churches

Local churches are the primary
avenue for Nazarenes to reach
out to those in their communities.
Nazarene Compassionate
Ministries seeks to support
churches in starting and

Jesus spent his entire time in ministry
with a true band of brothers. They
were all an eclectic group of followers
who all struggled with many ups and
downs. I am sure at times Christ
wondered if they even heard anything
He said.
But, leadership development doesn't just happen - it
is purposeful and direct. Jesus modeled this well for us.
Together we can do more to be intentional leaders! We
each must help disciple the next generation of leaders. It
matters, not only for today, but also for eternity.
Lead well,

Jay Height
jheight@nazarene.org

Coordinator, Nazarene Compassionate Ministries USA/Canada

Current Funding Opportunities
Safeway Foundation supports nonprofit organizations doing work
in four priority areas: hunger relief, education, health and human
services, and assisting people with disabilities. More information
Application Deadline: December 19
Amount: $10,000 - 25,000

maintaining ministry to the underserved and marginalized. We
believe every church, no matter
size or budget, can find ways to
meet needs in their community
with compassion, creative, and
the firm foundation and lifechanging power of the Gospel
message.

CMCs- Compassionate
Ministry Centers
A Compassionate Ministry Center
is a non-profit organization
dedicated to meeting the needs
of the under-resourced in the
community. While these
organizations are often affiliated
with a specific local church, they
are in a strategic position to unite
others in their community around
a high-needs cause.

NDR- Nazarene Disaster
Response
Nazarene Disaster Response is
Nazarenes mobilizing for disaster
through Readiness, Response,
and Recovery. Local Nazarenes
are in a unique position to
understand, serve, and remain
with disaster victims in their own
neighborhoods. In large-scale
events the denomination can
come alongside local efforts with
the support of volunteers and
donors from across the country
and through our strong
partnerships with other disaster
relief agencies. NDR serves
victims regardless of race, creed,
or economic status by
concentrating on assistance to
the poor, elderly, and
handicapped.

W&W- Work & Witness
Work & Witness provides
opportunities for Nazarenes to
serve together in support of
existing ministries such as
churches, CMCs, and Nazarene
Disaster Response. Work &
Witness can be any type of
project, from construction to
evangelism to compassionate
outreach.

Contact
Toll Free Number: 1-800-3069950

Needmor Fund offers core operating support for community
organizing efforts
in Alabama, Louisiana, Mississippi, Arizona, New Mexico, and
southern California and Texas through the Southeast and
Southwest Cluster Grant Program. Learn more
Application Deadline: January 9, 2015
Award Amount: $30,000
Build Health Challenge is seeking proposals for projects that
address health disparities in urban communities and address the
Build Health pillars: bold, upstream, integrated, local, data driven.
Apply
Application Deadline: January 16, 2015
Award Amount: $75,000 (one-year planning grant)
$250,000 (two-year implementation grants)
Match: 1:1 match from partnering health system
Christopher Columbus Fellowship Foundation invites
submissions from teams of three to four middle school students
with an adult coach that identify a problem in their community and
apply the scientific method to create a solution for that problem.
Competition information
Application Deadline: February 2, 2015
Award Amount: $25,00

Leadership and Human
Resource Development
Practical Tools for Common Non-Profit Functions
Leadership Development[1] aims to:
Increase Leadership Capacity or the ability for all
organizational leaders to create and sustain the vision,
inspire, model, prioritize, make decisions, provide direction
and innovate to achieve the organization's mission. This
requires self-reflection and an understanding of self-driving
factors.
Effective leadership development requires intentional cultivation of
internal talent and ongoing, proactive investments to build a
pipeline of leaders within an organization. Additionally, strong staff
functioning is achieved through training, coordinated job
descriptions, mentoring, and the Executive Director's leadership.
[2]
Assessing, grooming, and placing the right internal talent in key
leadership positions:
Saves money and time
Increases retention of the organization's best employees
Motivates employees

Fax: (913) 577-0893
General Email:
ncmusacan@nazarene.org
Coordinator: Jay Height
Direct Line: (317) 281-6768
E-Mail:
jheight@nazarene.org

A 2010 Boys and Girls Club study demonstrated that implementing
a targeted training program that was designed to strengthen
specific leadership skills found to improve local performance
resulted in a four-fold return on training costs. Gains were five
times the average among the highest performers that focused on
aspirational projects, setting measurable goals, and teaching others
what they learned.
Monitoring Your "Leadership Health"
1. Leadership Development Diagnostic Survey
2. Leadership Development Scorecard (pages 52-54)
Understanding Future Leadership Needs of the Organization
Complete a future needs assessment to figure out what skills
and roles the organization will need to achieve its strategic goals
over the next three to five years. Ask:
How will the organization's strategy change?
Will there be new programs, locations, or methods?
How will the organization's day to day work change?
What skills will leaders need to do this new work well?
What percent of employees will leave in the next five years?
Identify competencies and create job descriptions for key roles.
What knowledge is necessary for the job?
What skills must an employee have to be effective?
What behaviors must the employee exhibit to be successful?
What key factors separate exceptional from average
employees within the organization and within specific roles?
Do successful employees have excellent analytical ability,
communication skills, alignment with the social mission, or
ability to establish strong relationships?
Interview current staff in the role and supervising the role to
identify the key skills and attributes of high performers
Clearly and specifically state key responsibilities, nature of
the work to be performed, and competencies required
Assess which key positions will be planned for
How critical is this role to organizational success?
Does the success or failure of this individual have a large
impact on ability to meet organizational goals?
Does this role oversee or interact with multiple key
stakeholders within the organization? Or does this role
operate primarily within an isolated department?
Identifying High Potential Employees
High Potential Employees have the ability, engagement, and
aspiration to rise and succeed in more senior, critical roles.
Ability______
Innate
characteristics
and learned
skills

What is the employee's ability to think
strategically?
What is the employee's ability to absorb
complex concepts and incorporate them into
work?
What is the employee's ability to read other
people and respond appropriately?

What is the employee's capacity for innovation?
Can the employee manage risk and resources?
What is the employee's ability to inspire others?
Aspiration___
Desires more
challenging
work

How important is it for you to rise to senior
roles?
How important is it for you to receive awards,
certificates, and recognition for doing great
work?
How important is it for you to make a lot of
money?

Engagement_
Committed to
the future
organization

I believe in my organization's mission and
vision.
The best way to advance my career is to stay.
I am willing to put in extra effort to get a job
done.

Place current staff on the matrix according to their performance
and potential to identify "high potential" succession candidates that
can be developed to fill key roles in the future.
Performance-Potential Matrix
Potential

High

Average

Low

Poor performance
Advanced
potential Try in
different role

Meets most
performance
expectations
and all
leadership
potential
criteria

Capability and
aspiration to
move into
senior
leadership
today

Poor performance
Some potential
Incomplete
leadership skills

Meets most
performance
expectations
and some
leadership
potential
criteria

Meets all
performance
expectations
and has some
senior
leadership
potential

Poor performance
Low potential
Cannot assess

Meets most
performance
expectations,
but lacks
potential for
senior
leadership

Meets all
performance
expectations,
but has low
potential for
leadership

Low

Average

Performance
Assess whether internal people can lead in the future
What roles will they be asked to fill?
Do they have the competencies for those roles?

High

Can those competencies be developed?
Developing Future Leaders
Evaluating and nurturing talent at all levels helps retain top
performers and meet long term leadership needs.
Development happens on the job, but not on its own. Talent
champions are need to facilitate performance planning and
management, a proactive, continuous process designed to produce
the best in all employees.
Set three to five SMART competency goals for each employee.
Integrate leadership development into day-to-day activities by
creating credible, achievable development plans that are taken
seriously by managers.
70/20/10 Leadership Development Plans
Skill:
What skill does the employee need to build?
On-The-Job
Learning (70%)

Coaching/Mentoring
(20%)

What are three job
experiences that
can help develop
this skill?

What are two ways to
leverage others in the
organization to develop
this skill?

What training
opportunities are
available for this
skill?

Coach for both
performance and
development.
Leverage strengths.
Ask intentional, guiding
questions.
Be a career champion.
Observe performance
and deliver timely
feedback to recognize
positive behavior and
make suggestions for
improvement.

Communicates
values, definitions,
the big picture, and
what not to do.
Effective training
builds potential by
connecting
employees to
relevant networks
and organizational
strategy.

Stretch
assignments that
challenge potential
leaders to gain new
skills.
Providing the right
amount of stretch
and connect
experiences to
career
advancement.

Formal Training
(10%)

Building a Culture that Supports Development and
Improvement
Effective leadership development begins with commitment of senior
leaders who must actively dedicate time and resources to the
effort. Additionally, all workers must be equipped and held
accountable for developing themselves and those around them. It
is essential to create a culture that values open feedback and
professional development. The executive director can inspire this
culture through the following actions:
Identify and cite evidence demonstrating that leadership
development leads to stronger results
Set expectations and hold senior leaders accountable for

leadership development
Build and develop the executive team
Use available talent assessment and training resources
Engage the board regularly in leadership capacity building
Measuring Effectiveness of Leadership Development
Measurement increases credibility of the process internally for
potential leaders and their supervisors and also provides senior
leaders with data to make the case for development to funders.
Establish goals and regularly collect data to evaluate progress,
understand which leadership development practices are effective,
and learn their impact on employees and beneficiaries.
Confirm priority objectives and key actions
What are the organization's strategic priorities?
What are the desired outcomes for leadership development
efforts?
What are the critical actions needed to accomplish these goals?
What information do we need to know how we're doing?
Create checkpoints to ensure accountability
Are we complying with our leadership development plan?
Assess whether goals are being met
How are we progressing against our leadership goals?
Diagnose problems and adjust course
How effective have our actions been in meeting goals?
How do we need to adjust?
Are assignments developing the desired competencies?
What lessons have been learned over the past year?
What are the strengths and weaknesses of the process?
Does the process allow the organization to meet its goals?
Supporting a Total Rewards Strategy
Total rewards are the financial and non-financial return employees
receive in exchange for their time, talents, and results, which
includes everything the employee gets from the employer that is
rewarding. Since people are most motivated by autonomy (control
over their life and work), mastery (getting better at what they do),
and purpose (bring part of something larger than themselves),
these elements should be emphasized to increase employee
engagement, productivity and performance.
Define an optimistic, realistic, total rewards strategy based on
desired behaviors and employee values.
Define behaviors and results aligned with the mission,
goals, and human capital strategy of the organization.
Research market practices and compensation benchmarks.
Gain insight into what current employees value as the most
important rewards using surveys and focus group
discussions.

What things do you like to be recognized for?
Which forms of recognition are motivating for you?
Define an optimistic, realistic, total rewards strategy based
on desired behaviors and employee values.
What are the organization's strategies and goals?
What is the total rewards strategy?
Why, how, and when do you increase employee pay?
What level of pay should be offered relative to competitors?
What mix of base and variable pay should be offered?
Who is responsible for decisions on pay?
What information is shared with employees?
Prioritize total rewards offerings
Monetary Rewards - Compensation (Base and Variable)
Variable portion of salary is based on performance
Use good, dependable performance measures
Clearly define success, goals, results and behaviors,
guidelines, and connection to total rewards
Set expectations about pay out dates, how to participate,
who will calculate results, and audit
Review plan to ensure it is effectively helping achieve goals
Non-Monetary Rewards
Benefits (health insurance, time off, retirement program)
Work-Life Balance (workplace flexibility, creative use of paid
and unpaid time off, health and wellness, child care)
Recognition (formally and informally recognize employee
achievement and connect contribution to social mission)
Development and Career Opportunities (stretch
assignments, special projects, tuition reimbursement,
conferences, self-development tools, mentoring, exposure
to experts, promotion)

References and Resources
1. Bridgespan
Nonprofit Leadership Development Toolkit
Nonprofit Leadership Development Guide
2. Grameen Foundation Human Capital Hub
3. Corporate Executive Board How Growing Organization's
Develop Leaders
4. YMCA Developing Strong Leaders: Cause-Driven
Leadership Competency Development Guide
[1] Ripple Effect: Taking Nonprofit Capacity Building to the Next Level
[2] Results of an Inquiry into Capacity Building Programs for Nonprofit
Programs. Effective Communities Project
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