Kingdom-Minded >
Collaboration

Why referring candidates to other @

organizations is the hallmark of

top-performing mission agencies.

Insights drawn from the 2025 Launch Survey (2,400+ respondents)
and performance metrics across 77 mission organizations.
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The Tension Between Institutional Pipelines and Kingdom Stewardship

Kingdom Faithfulness

Organizational Pressures |
® Pipeline quotas - O Matthew 28: God owns the harvest

@ Institutional loyalty .
@ Success measured solely by : @ Assigning the right worker to
internal deployment the right field
S _
Result: The Hoarding Instinct Result: The Collaborative Instinct

“A poorly placed missionary is far more expensive, financially and in terms

of human cost, than a candidate I referred to a better-fit organization.”
— Mid-Sized Agency Mobilizer

‘u’!| N

¢ Stewardship over candidates
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The Hoarding Model is Breaking

68% The Generational Shift

The majority of candidates arriving at your
door are already shopping around.
Attempting to establish exclusive
relationships before earning trust backfires
with a generation highly sensitive to
Institutional sales dynamics.

Organizations must shift from
acting as gatekeepers to
serving as helpful guides.

Candidates contacting multiple organizations

—_— _

Gen Z

A1 NotebookLM



The Mindset Shift: Recruiter vs. Mobilizer

- The Recruiter The Mobilizer

Primary How do | get them to join How do | help them faithfully
Question our organization? respond to God'’s call?
View of A resource to capture for A steward to guide toward
Candidate organizational growth. maximum kingdom impact.
View of A lost opportunity or A legitimate kingdom success
Referrals pipeline failure. and strategic investment.
Posture Exclusivity and competition. Trust, open expioration, and

collaboration.
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The Counterintuitive ROI of Referring Away

Kingdom collaboration is not just self-sacrificial; it is strategically advantageous.
Reciprocal Referrals

" Peer agencies return the

A favor over time.

Reputation & Trust

Candidates praise honest
guidance over sales pitches.

Advocacy Networks

Placed missionaries become
your external advocates.

Return Candidates % Higher Applicant Quality
Changing circumstances bring ) Ending force-fitting improves
well-treated candidates back. . application-to-deployment ratios.
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The ‘Seed-Planting’ Effect of Candidate Care

The Risk:
Gatekeeping

The Pivot;:

Gracious Redirection

“Extremely unhelpful... required
knowing the specific people group
before they would even talk to me.”

— Result: Lasting negative
impression.

The Placement:
Warm Referral

“The first organization wasn't a
fit... but they were gracious and
pointed me to better-aligned
agencies.”

— Result: Builds ecosystem trust.

“A staff member from another
organization ultimately connected
me with my current ministry.”
— Result: Placement and lifelong
advocacy.

Every conversation is an act of kingdom service. Formative seeds of clarity are planted long before a candidate joins an agenty
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Spotting Misalignment Early

Accurate assessment prevents the costly error of force-fitting.

1]

Theological
Convictions

Deep, substantive
differences in doctrine.

Do not paper over
differences; point toward
agencies with shared
theological DNA.

e,
!

Geographic & Field
Access
A specific calling to a region

where you lack
infrastructure.

Refer to organizations with
deep, established roots in
that specific context.

% °

Ministry
Approach

Clashes in philosophy (e.g.,
pioneer vs. established).

Surface this via discovery
questions about daily work
vision and team structure.
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The Three-Pathway Conceptual Model

Normalizing referral as a deliberate organizational success, not a failure.

Candidate
Pool

Path 1: Primary Deployment

geography.
Outcome: Internal deployment.

Path 2: Partnership Deployment
Profile: Good value fit, but requires a partner for specific field —)O
access.

Outcome: Deployed via a Sending Collective.

Path 3: Kingdom Referral

Profile: Strong overall fit in calling, theology, skills, and —)O

Profile: Misaligned with primary or partnership tracks.
Outcome: Actively connected to a better organizational home.

This is a legitimate organizational success.
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The Anatomy of a Warm Handofl

A referral should feel like care, not rejection.

-

1. Affirm

"I've been encouraged
by what I've seen in
you. You have a clear
sense of calling and

genuine gifts.”

Org A

Inter

N

il s

2. Specify
Misalignment

"However, our
geographic focus
doesn't match your

4 =
3. Offer Specifics

"I want to personally
introduce you to
Sarah at Send Intl,
who | think is a great

calling to Japan...”

fit.”

4. Active Handoff

Send the introduction
email yourself,
including

candidate context,
rather than just
giving a website.

/‘
5. Follow-Up

"How did your
conversation with
Sarah go?”

Inter

Org B
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Building the Network Infrastructure

Referrals require a deep knowledge of the mission landscape.

Center Layer: Informal Relationships

> Personal trust between individual mobilizers built at
conferences (e.g., Missio Nexus) and campus visits. The
majority of effective referrals emerge from this layer.

Middle Layer: Formal Collectives

> Structured partnerships like Sending Collectives that
enable deployment when an originating agency lacks
specific field presence.

Outer Layer: Third-Party Connectors

> Intermediary organizations that help early-stage
candidates navigate the complex agency landscape
before they commit.
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Creating Organizational Permission

Mobilizers cannot practice collaboration without leadership cover.

e — — — =

Redesign
Metrics

Track and celebrate

candidates served

in the discernment

process, including
referrals,

alongside standard

deployment
numbers.

Kingdom Collaboration

Shift
Culture

Leadership must
publicly celebrate
kingdom wins and
healthy off-ramps.

Only kingdom

growth counts, not

just internal growth. scripts before using

Intentional
Training

Conduct agency
tours for new staff
to learn the
broader landscape,
and role-play
specific referral

them.
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Leadership Assessment: Are You Built to Collaborate?

Metrics & Incentives

Do we actively track our referral rate
to other agencies?

Do our metrics penalize or reward
mobilizers for referring away?

O
O

Network Knowledge

Do our mobilizers know peer
agencies well enough to make
specific handoffs, or do they offer
generic redirections?

=

Generational Posture

Does our response to Gen Z's multi-
agency exploration communicate
welcome guidance or territorial
resistance?

O

Cultural Messaging

Do we publicly celebrate when a
referred candidate flourishes on the
field with a different agency?

O
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~ Extending the Time Horizon /

Over a 3-5 year span, organizations that practice consistent
kingdom collaboration build the reputations, reciprocal
networks, and trust required to generate more and better-fit
candidates than competitive hoarding ever could.

We are mobilizers, not recruiters. We help
people discern what God is doing in their lives,
even if that means they serve elsewhere.
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