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Summit Crossing Community Church [5777] 
April 18, 2022 

 
Congratulations on your Best Workplace Certification! 

 
BCWI Senior Consultant    Dr. Doug Waldo, CNC, SPHR, SHRM-SCP 
 
Debrief Participants 
 
Matthew Wilson, Director of Operations  matthew@summitcrossing.org 
Patrick Johnson, Worship Pastor, Elder   patrick@summitcrossing.org 
Paul Whaley, Pastor for Preaching & Vision, Elder paul@summitcrossing.org 
Adam Aberle, Elder     Adam.aberle@summitcrossing.org 
Steve Hill, Volunteer     shill@summitcrossing.org 
 
Summary 
 
Welcome to the BCWI community! Based on the results of 27 surveys, with an overall average 
score of 4.34, we are pleased to certify SCCC as a Best Christian Workplace. With 82% of 
participants fully engaged in a healthy workplace culture, SCCC is well-positioned to “see the 
Kingdom of Christ advance from our neighborhoods to the nations for the glory of God.”     
 
As we take a deeper dive into engagement, we recognize that it is shaped primarily by eight 
factors, reflected in BCWI’s “flourish” model. This same model provides the basis for your 4.34 
overall score. During our debrief, we will explore the model and its factors, while recognizing 
strengths and opportunities for continued growth. In the case of SCCC, our focus will be on 
maintaining the flourishing status. A snapshot of your factor scores is shown below. 
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Engagement 
 
BCWI’s model measures four facets of “state” engagement: passion (Q51), enthusiasm (Q52), 
commitment (Q53), and energy (Q54). Based on these measures, SCCC’s engagement level is 
4.67 on a 5-point scale, .40 above the sector average of 4.27 Of particular importance, 
approximately 4% of employees showed a potential inclination toward near-term voluntary 
turnover (well below the sector average). As mentioned above, 82% of employees are engaged, 
while 4% are disengaged and 15% are neutral. Whereas the typical sector organization may 
observe 57% engagement, SCCC experiences significantly more discretionary effort among its 
employees – positively impacting productivity and strategic performance. 
 
Strengths 
 
Respondents were asked to provide a 1-5 rating, indicating their level of agreement with 56 
positively worded survey items. These item ratings were averaged for all survey responses. The 
average ratings were then compared to the average ratings reported by similar organizations 
(indicated as the church sector). There were several strengths reported on the survey, 
including: 
 
Outstanding Talent. This factor involves engaging highly qualified people with the necessary 
calling, character, competence, chemistry, and contribution to achieve the organization’s vision. 
Organizations scoring high in this factor recruit outstanding talent and then reward, retain, and 
promote it. With an average score of 4.44, this factor was significantly above the sector average 
(+.73). Four of the highest scoring items came from this factor: 
 

Q13. SCCC effectively rewards top performers. (+.90) 
Q12. SCCC retains highly capable staff/employees. (+.80) 
Q11. SCCC recruits and hires highly capable staff/employees. (+.62) 
Q14. SCCC promotes highly capable staff/employees. (+.60) 

 
Rewarding Compensation. This factor involves providing significant, tangible renumeration and 
benefits for employees’ service. Organizations scoring high in this factor provide employees 
with peace of mind that their personal and family financial needs are being met and that their 
employer values their contributions. With an average score of 4.56, this factor was significantly 
above the sector average (+.51). Three of the highest scoring items came from this factor: 
 
 Q25. I am satisfied with my retirement plan. (+.59) 
 Q24. I am satisfied with my paid time off. (+.57) 
 Q22. I feel I am paid fairly. (+.55) 
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Two additional items indicated strengths that were significantly higher than the sector average 
(factor names in parentheses): 
  
 Q50. At SCCC we strive to help one another maintain life balance. (+.79) (Healthy 

Communication) 
 Q29. There is a high level of trust between leaders and staff/employees at SCCC. (+.56) 

(Inspirational Leadership) 
 
Opportunities 
 
While every organization has opportunities for growth, these may vary in their implications for 
engagement. Within the survey, five items indicated growth opportunities due to their negative 
score compared to the sector average (factor names in parentheses): 
 

Q52. SCCC has an effective process to respond to unethical behavior, including 
harassment. (-1.41) (Healthy Communication) 
Q43. Diversity is clearly valued by people at SCCC. (-.15) (Healthy Communication) 
Q51. At SCC, people are responsible and held accountable for doing what they say they 
will do. (-.11) (Healthy Communication) 
Q28. Summit Crossing Community Church is well-managed. (-.21) (Inspirational 
Leadership) 
Q40. Overall the quality of the programs/services which SCCC offers meets the needs of 
those we serve. (-.12) (Sustainable Strategy) 

 
Among these, 3 of the 5 items came from the Healthy Communication factor. 
 
Demographic Trends 
 
There were significant differences in scores based on certain demographic categories. This may 
warrant further exploration via Teams Reports and/or Discovery Groups. Among these, gender 
and role-based differences were observed in some factors and their respective items. 
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Open-ended Comments 
 
Specific things that make your organization a great workplace: 
 

• Sense of community, family, camaraderie 
• Work/life balance, health and well-being, spiritual growth 
• Christ-like leadership, humility, stakeholder-centric 

 
Improvements you would like to see in your organization: 
 

• Communication 
• Decision-making (input, feedback, transparency) 
• HR-related processes, reporting mechanisms 

 
Recommendations 
 

1. First, CELEBRATE! Your efforts to evaluate employee engagement at SCCC revealed a 
flourishing environment. Thank your employees for their openness and candor within 
the survey. We encourage you to fully communicate survey highlights in face-to-face 
meetings when possible, or video conferencing when necessary. Among our follow-up 
service offerings, BCWI can provide a proposal for facilitating an all-hands meeting with 
employees and/or providing a presentation of results to stakeholders. In addition, we 
recommend the following to encourage transparency and accountability: 
 
a.  Share the overall score as well as the most and least favorable item results. 
b.  Print a copy of the engagement report and let employees know where they can 

freely view it in person (do not share electronically). 
c.  Make it clear that comments will not be shared to protect anonymity. 
d.  Convey the following regarding survey outcomes: 
 

i. What are the key takeaways for leaders? What are our strengths? 
ii. What are our opportunities for improvement? Where did we not score so well 

compared to other churches? Where were we disappointed or hurt by the 
results? It is essential to be very open, humble and vulnerable in discussing 
survey outcomes. 

iii. What is our vision for the kind of workplace we want at SCCC? How was this 
confirmed or challenged by the survey outcomes? 

iv. How are we going to get from where we are today to where we want to be? 
After showing appreciation, and followed by prayerful confirmation and 
discernment, select (and announce) 2-3 major actions to address 
organizationally. Several suggestions are shown below. 
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2. Explore Team Snapshots. There were significant differences in several item ratings 

based on team affiliation. Consider reviewing Team Snapshot Reports and debrief those 
items where teams view strengths and growth opportunities from different 
perspectives. Explore whether such differences are shaped by perceptions, experiences, 
or alignment. For example, explore perceptions regarding communication, 
development, and accountability at the role and team levels. Equip members to focus 
on 2-3 actions to promote their engagement. 
 

3. Utilize Discovery Groups. Hold focus groups to clarify EES results using the Appreciative 
Inquiry technique. As noted above, there may be significant gaps between certain 
demographics. Such gaps may present significant risks for employee retention as well as 
for the overall quality of programs and services. We recommend that you facilitate 
group discussions around forward-thinking questions such as: 
 
a. A year from now, if you were able to strongly agree that employees were fully 

engaged in achieving the church’s strategic goals, what would this look like? What 
additions or changes would have been implemented to make sure that employees 
are on the same page? 

 
Additional opportunities to leverage Discovery Groups could focus on breaking down 
silos between departments. Appreciative Inquiry questions could be used within 
facilitated group discussions, such as: 

 
a. If you were able to strongly agree that SCCC experienced the most effective 

communication across its employees, leaders, and elders, what obstacles would 
have been removed and what connections created? What type of support and 
involvement from our leaders would be most helpful in improving cross-functional 
collaboration? 

b. Imagine that SCCC leaders embraced the survey results and worked to align your 
strengths to complement the strengths of others. If you were collaborating 
effectively with your coworkers in pursuing the church’s vision, what would you be 
seeing, hearing, and experiencing in the culture? 

 
There are some situations where Discovery Groups are better facilitated by a third 
party. BCWI would like to provide a proposal outlining our approach. 

  
4. Craft a Rallying Cry. Operating under a Sustainable Strategy is essential for 

organizational health and vitality. Consider a strategic focus (a “rallying cry”), including 
thematic goals to model, train, and coach team leaders with supervisory best practices. 
Train and coach leaders on emotional intelligence, recognizing progress and working 
through conflict. Identify opportunities to invest in employee growth. Establish  
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accountability systems for team leaders to report on progress for thematic goals. BCWI 
can support your efforts with training workshops and 1-on-1 coaching for leaders. 

 
5. Develop Strategic Leaders who Communicate Strategically. Employees know that 

leaders care about their well-being, and this contributes to a supportive atmosphere. At 
the same time, employees are seeking improved communication and collaboration. 
Consider developing a plan for communication within and across teams. It is easy to 
overlook the need for communication when making incremental decisions or designing 
an initiative. Identify key stakeholders and team leaders, clarify the information they will 
need, and plan how and when to provide the information to them. Understand how 
information cascades through the organization and use that to your advantage to 
effectively disseminate information. Identify specific mechanisms to ensure timely 
communication is taking place between teams. BCWI is available to support you with 
communication style and emotional intelligence training. 

 
6. Implement An Open Strategy Process for Talent Optimization. Leveraging an open 

strategy concept, engage employees in a process for developing strategic objectives and 
key results (OKRs). Align OKRs with performance management and provide timely 
progress reports to stakeholders that recognize contributions and feedback. Conduct a 
formal review of the church’s mission, vision, and core values. Involve employees in 
performing a SWOT analysis, gaining both input and buy-in for the strategy process. 
Identify mechanisms for gaining employee input to support decision-making. Consider 
ongoing, structured conversations to align the goals with the mission, vision, and values 
of the church. Reinforce this effort via one-on-one conversations with team and 
department sessions as well as “all hands” meetings to develop consistency, confidence, 
and courage in pursuing SCCC’s vision together.  

 
7. Diversity. Consider a plan for recognizing and pursuing diversity among employees. 

Define a Biblical understanding of diversity and develop goals that align with SCCC’s core 
values. Articulate how the church’s mission and vision are carried out via the diversity 
philosophy. Share this with employees and seek accountability from stakeholders to 
pursue goals.  

 
8. BCWI Resources. Take advantage of our many free and highly discounted resources to 

assist with topical action for the survey.  Your custom code is 15140 and the site to visit 
is https://www.bcwinstitute.org/bcw-resources/ 

 
Why Generous Listening is a Great Strategy for Your Organization 
https://www.bcwinstitute.org/flourish-factor/inspirational-leadership/whygenerous-
listening-is-a-great-strategy-for-your-workplace/ 
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Understand and Leverage Healthy Communication 
https://www.bcwinstitute.org/flourish-factor/healthycommunication/understand-and-
leverage-healthy-communication-skills-in-theworkplace/ 

 
Setting Your Strategy  
https://www.bcwinstitute.org/flourish-factor/sustainable-strategy/setting-yourstrategy-2/ 

 
BCWI Podcast: Spiritual Growth as a Component of Sustainable Strategy 
https://www.bcwinstitute.org/bcwi-resource/podcast/s4e30-kevin-enders/ 

 
How Strategic is Your Communication Assessment? 
https://www.bcwinstitute.org/flourish-factor/fantastic-teams/how-strategic-isyour-
internal-communication/ 

 
BCWI Article: Collaboration - Let’s do this together! 
https://www.bcwinstitute.org/flourish-factor/fantastic-teams/collaboration/ 

 
The Table Group Podcast: “Thematic Goal” by Patrick Lencioni 
https://www.youtube.com/watch?v=V2ZjswLJCXI 

 
9. Seek and Apply Ongoing Feedback. Research shows that annual surveying increases the 

rate of improvement in employee engagement. We recommend that you commit to 
your stakeholders to survey on an annual basis. Consider 360-degree feedback as well as 
1-on-1 coaching for team leaders. BCWI is available to accelerate the improvement of 
your workplace culture by providing these services, as well as action planning support 
and ongoing consulting. 

 
10. Action Planning. Implement an effective action planning process that identifies staff 

engagement champions in each organizational area (i.e., department, division, etc.).  
BCWI Action Planning instructions and tools are available for download by clicking this 
link. Please note, you may need to check your downloads folder to find the zip file.   

 
BCWI-action-planning-guide-and-worksheets.zip 

 
BCWI is available to accelerate the improvement of your staff culture by providing 
action planning support, consulting services, 360-degree feedback and 1-on-1 leadership 
coaching. Please contact us if you are interested. 

 
 

We will send you a short Debriefing Evaluation Survey.  
Thank you for helping us improve our effectiveness by giving your candid feedback. 

 


