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K T had a missing camper. T was
seconds’away from sending
my staff to search the dark lake

on a moonless night when I received the
news that wed found him. I made my way
headlong toward the child. Thankfully, T
was stopped by the head counselor before [
could mess up one of the best pieces of camp
counseling T had ever witnessed, coming
from Carlos, a 16-year-old, first-year
counselor-in-training.

“I'm sorry that I wasn't able to make this
week better for you, said Carlos.

“It's not your fault,” Jacob, the missing
camper, mumbled.

“But it’s my job."

After a long, sad, cricket-filled pause,
Jacob, who had indeed experienced a
rough week at camp, started talking to
Carlos through the shadows. They talked
for almost an hour. I believe they're still in
contact to this day.

For years, I've wondered how Carlos
knew to turn what I saw as a discipline issue
intoamoment of connection with a troubled
camper. And how did that head counselor
know to stop me in my tracks, allowing for
this moment to unfold? Was the wisdom
they exhibited that night something that
could have only come naturally, from their

WHILE WE CANNOT MAGICALLY
PROCURE YEARS OF EXPERIENCE
FOR OUR STAFF, WE CAN CREATE
AN ENVIRONMENT THAT SUP-
PORTS GATHERING KNOWLEDGE.

gut, orisit possible to create an environment
at camp that supports the intentional
development of wisdom? Interesting work
in practical wisdom may provide a blueprint
for how camps can do just that.

dom

Practical W
In contrast to general wisdom on personal or
spiritual matters, practical wisdom considers
how individuals respond thoughtfully and
effectively in times of uncertainty (Baltes
& Smith, 2008; Schwartz & Sharpe, 2006).
A practical approach to wisdom suggests
that camp staff may be able to develop skills
supporting wise action

Wisdom, distinct from intellectual
knowledge, requires a balancing of skills,
experiences, perspectives, goals, and sit-
uational qualities (Ardelt, 2008; Small
& Kupisk, 2016). Having knowledge,

therefore, is not enough to make wise
choices. Rather, training, experience, and
individual character strengths may all
contribute to the application of practical
wisdom in real-life situations

Compon ical Wisdom
Practical wisdom involves seeking ethical,
positive solutions for the common good in
response to uncertain situations (Schwartz,
2011; Sternberg, 1998). Small and Kupisk
(2015) highlight six components that are
Tikely to contribute to practical wisdom:

o reflection

o knowledge

e perspective taking

o problem framing

* purpose setting

* balance

Thus, practical wisdom is a skill distinct
from intellect, which exists in varying
degrees from person to person, and reflects
individual qualities and life experiences
(Kupisk, 2016). Intentional attention to
practical wisdom as a framework for staff
development can create a feedback loop
whereby staff members, in reflecting on
both their successes and missteps, can
more accurately inform the ways they
develop their skills over time (Roholt &
Rana, 2011), thus youth workers often
enter the field with diverse backgrounds
and varying levels of experience working
with youth. Drawing on mounting evidence
that quality youth service requires skilled
staff, professional-development oppor-
tunities have received increasing support
by agencies and funders. Typically, youth
work professional development supports
propositional theory.

REFLECTION

Reflection is a process by which staff
members give themselves time and space
to examine their beliefs and abilities in the
context of their roles as camp staff (Small
& Kupisk, 2015). This is not distancing to
avoid an emotional response to a dilemma,
but rather a time to look at one’s personal
philosophy, both in advance of, and after a
problem. When Iwas a young staffmember,
the logical next step after breaking up a
disagreement was to immediately resolve
the conflict. T knew better than to go into a
situation angry, or if the kids were too upset;
the idea of “cooling off” made perfect sense.
But beyond cooling off, I rarely reflected on
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Ifyou meet individuals who you suspect
are Latino, do not ask whether they
are indeed Hispanic. Rather, question
them about their personal experiences
with camps and their typical concerns
(sleeping away from home, length of time
away, values, importance of culturally
diverse campers and staff), as well as
the reasons behind those concerns. If
you can deliver your pitch or materials in
Spanish, ask about their preferences for
receiving written and oral information.
Some US-born Hispanics may prefer to
talk in Spanish but are not as proficient
with reading. Some low-income Latinos
may prefer a bilingual brochure rather
than visiting a website.

Seven: Leverage the Power

of Relationships

Hispanics don't live in a silo, so chances
are your current campers have friends
and classmates of various cultural back-
grounds. Discuss the value of diversity
as part of your summer programs, and
encourage your alumni to invite a friend
who has never been to camp to visit an
off-season reunion.

Plus, make new friends yourselves
among organizations that cater to Hispanics.
If you want to engage the affluent, partici-
pate with professional groups (see sidebar
for examples). To reach the less-affluent,
partner with organizations that funnel
Tesources to affiliates that serve the Hispanic
community (see sidebar for examples).
Talk to their leaders about how the skills
and/or relationships built through camp
can contribute to setting up their members’
children for further success, and pick their
brains on howthe people they serve can take
full advantage of that opportunity.

Eight: Set Up a Formal Process
to Test and Learn

Many organizations abandon their Hispanic
outreach too early in the game because “it
did not work.” What they really mean is that
Latinos did not come to them in droves in
the first six months. That is an unreason-
able expectation; it has taken your camp
years to build credibility and trust among
your current customer base. Instead, focus
on establishing interim funnel metrics
that can help you gauge whether you are
making progress in driving awareness
of your offering among Hispanics and
gaining small commitments from them (e

Photo on pages 48-49 caurtesy of Widerness
Adventures, Jackson Hole, Wyoming,

searching for your camp, clicking on your
website, visiting a camp fair, or attending
an informational meeting).

The secret to a successful and cost-
effective initiative to engage Hispanics
lies in clarifying your reason for focusing
on Latinos, learning as much as you
can about the type of Hispanics you
want to attract, finding ways to speak to
their unique concerns wherever you may
encounter them, and measuring your
progress in educating them on the value
of your offering,

Enjoyj

Sandra Diaz, MBA, is a multicultural market
expert. She runs DIAZ&CO,, a consulting
firm that delivers strategic work sessions
and planning and execution services that
allow clients to capitalize on the growing
US Hispanic market, Sandra has more
than 15 years of experience as a corporate
executive at LOréal, Sears, Sara Lee, and
Colgate Palmolive, She can be reached at
diazandco corm or 646,580 5842

Outdoors

...and keep It clean

Commercial
quality receptacles
that are designed
for outdoor use.

Choose the size, shape,
material, lid and color
to fit your landscape.

Collect trash,
recyclables,
smoking ash,

even pet waste.

Clean Up. Recycle. Beautify.
Do it all with Pilot Rock.

P'llot Roc : PARK - STREET - CAMP

SITE PRODUCTS
RJThomas Mfg. Co., Inc. ® Cherokee, IA 51012

P: 800-762-5002 ® 712-225-5115
pilotrock@rjthomas.com * www:.pilotrock.com

0]
&

SEPTEMBEROCTOBER 2017 CAMPING MAGAZINE 51






OEBPS/image/17-5_Sept-Oct_2017_epub28.jpg
This past February, many
of us were able to partici-
pate in a new educational
track at our ACA National
Conference in Albuquerque,
New Mexico — Camp
Includes Me. It was a
phenomenal and timely
experience as camp pro-
fessionals from across the
country, and the world,
came together to focus
on diversity, inclusion, and

cross-cultural agility.

- W

Session topics included a plethora of
subjects — all under the umbrella of
inclusion. Sessions on autism, mindful-
cultural conditioning, proficiency,
humility, awareness, racial inclusivity,

refugees, transgender, and at-risk youth
(just to name a few) were led by camp
directors and counselors, educators, and
other industry professionals. The sessions
identified both big picture and on-the-
ground actionable pathways for application
through participant reflection, discussion,
and active engagement.

1, cried, danced,

We sang, laughed, shar
debated, questioned, listened, reasoned,
contemplated, meditated, learned, collab-
orated, and were challenged and inspired.
Many walked away with new connections,

Camp Includes Me

This feature article is the first of an
ongoing series of articles in Camping
Magazine that will focus on inclusion
diversity, and cross-cultural agility to
share in our individual communities
and out inthe world

ideas, and /or feelings of affirmation in their
ongoing work.

On the last day, I facilitated a closing
session for a good number of camp pro-
fessionals who had participated in many
of the other Camp Includes Me sessions
over the course of the conference. We sat
in an organic, oblong circle around our
makeshift campfire (a candle) blazing on
the floor in the middle of the circle. Sitting
in near darkness, each participant holding
an inactivated glow stick in his or her hand,
we took turns sharing with each other
what we had learned, how we felt, and
what new actions we were committed to
taking as we headed to our respective parts
of the world. After a person shared their
intentions, he or she would crack the outer
ng of the glow stick to activate its light.
As each person spoke, the room began to
glow brighter and brighter as we held up
our small fluorescent lights. It was a small
gesturethat symbolized
take all that we had learned about diversity,

c

r commitment to

inclusion, and cross-cultural agility and
share it in our individual communities and
out in the world.

It was an awesome beginning.

What Ilearned during the Camp Includes
Me track of sessions was that quite a
number of individuals and camps are doing
2 phenomenal job at creating intentional,
ss-cultural communities that celebrate

diversity and inclusion. They
ured out ways to navigate the demographic
dscape of camp as it continues to shift
and to transform to mest the ever-evolving
needs of our current and potential campers
and staff who may have different ethnic

rave also fig-

lan

backgrounds, world views, sexual or
tions, lifestyles, ages, physical and mental
capabilities, religious expressions, economic
and experiences

So how can we build on the momentum
that was created during our national
conference — that same momentum that
emanates from various pockets of camp
wnities around the country?

-

status, valu

com

Here are ten things that you can do
personally to help widen the circle and
increase your inclusion capability.

One: Be Willing to Change

Your Mind

Several studies have been conducted on the
mind, and scientists are finding that having
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BOB DITTER

Nimble Coaching

Dear Bob,

One of the challenges we've had working with staff is figuring out how to get them to
tone down or adjust their behavior when working with campers. We often hire staff who
seem to have great energy or a good sense of humor or who have other qualities that they
don't know how to regulate. For example, we had a young man who was very spirited and
energetic and great with the kids, but who would sometimes keep his boys up too late or
get them so excited that they were then hard to manage and get to bed. We've also had
counselors who were great listeners and very patient with the kids — to a fault! Sometimes
1, or other members of the leadership staff, would have to end their conversations or
‘meetings or their campers would never get to their activities.

How can we help these young staff members adjust themselves so we don't squash
their enthusiasm but get a more even experience for the campers?

Curious Camp Coach

Dear Curious,

The challenge you describe is one I have heard many times from camp professionals
around the country. Your question gives me an opportunity to share a few ideas that might
be helpful when trying to capitalize on counselors' strengths while helping them modify or
‘manage those strengths so they don't become a liability.

Create a Culture of Feedback and Reflection

In my work with staff at camps across the country, I have found that camp leaders —
directors, owners, unit directors, division leaders, and head counselors — simply don’t
have much training or practice in giving helpful feedback. First of all, when we talk about
feedback with staff, they often cringe as if the news they are about to receive will be hurtful
or upsetting. We perpetuate this less-than-receptive attitude about feedback by using
phrases like “constructive feedback,” “helpful feedback,” or “negative feedback.” I don’t
know about you, but if someone approached me and said they would like to give me some
“constructive feedback” about a talk or training I just did, I would be less than thrilled.

My suggestion is that you discuss the notion of feedback with your staff in a fresh way
by tying it to their aspirations as staff members. After all, most camp staff are at camp
with some desire to have a positive impact on children. Even ex-campers who are first-
time counselors, who often come back to camp to be with their friends and extend their
camp careers, can see how beneficial the camp experience has been to them. Indeed, one
of the characteristics that is often applied to millennials is their desire to do meaningful,
purposeful work. What I say about it is that all feedback is designed to make you even
better at what you say you want to do; namely, be a positive influence on the campers.
Some feedback is “warm,” which simply means it feels good; and other feedback is “cool,”
which means it doesn't feel that good. Yet, all feedback is designed to help you be the
effective counselor you say you want to be.

Talking about feedback this way helps to create an environment in which everyone
is learning, not just the campers. It also puts the emphasis on effectiveness and growth
rather than on how feedback makes us feel. Another way to strengthen the message
about growth is to show the “ClassDojo” videos to your staff (see the Additional
Resources section at the end of my column). This series of short, animated video clips
helps put into words the challenges we all have in navigating the trial-and-error world of
learning a new skill.

The Red Balloon

Another way to dramatize the point you will be making about linking feedback with
personal growth and development is to perform the “Red Balloon” exercise that I created
a few years ago (see Resources section). I enact this role play in front of the entire staff

8 CAMPING MAGAZINE  SEPTEMBER= OCTORER 2017

by asking for a volunteer to come up
in front of everyone. I blow up a large,
12-inch, red, helium-quality balloon and
hand it to the volunteer, saying, “This red
balloon is a part of you, just like a nose

or ear or any other body part. No matter
what I do or say, hold on to this with

both hands.” I then place my hands over
their hands for a moment as they grab
onto the balloon.

“Let's suppose you are a counselor and
Tam your supervisor here at camp. One
day T happen upon you walking from one
activity to another, and I take the oppor-
tunity to chat with you about something
I noticed last night. ‘T went by your cabin
last night and, wow, it sounded like you
and your campers were having a great
time. I suspect it was a great bonding time
and it sounded like a lot of fun. My only
concern is that your kids were up pretty
late and they seem a bit tired this morn-
ing. T wonder, could we find a way for you
to bond with them and have that kind of
fun and still get them to bed on time?”

I then toss the volunteer a white
balloon that, I announce to the audience
watching, “is my perfectly well-intentioned
piece of warm and cool feedback.” But
because the counselor is holding that red
balloon, they can’t grab hold of this piece
of helpful feedback, so it bounces off.

1 go on. “A few days later I come across
you again and I say, ‘Hey, I happened to
see you with your campers down by the
Take yesterday, and I was so impressed
with how you had them all lined up on the
benches and were carefully going over all
the rules. You really had their attention.
Twonder, could you also have used that
time to get them into their personal
flotation devices just to save some time?™

1 then toss the volunteer the white
balloon again, my well-intentioned piece
of warm and cool feedback, and once
again it bounces off because the counselor
is holding on to that red balloon. I turn to
the audience and ask, “Can anyone tell me
what this is?” I point to the red balloon
that the counselor is holding.

CONTINUED ON PAGE 10
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something that has meaning. They are
looking for a place beyond their family
where their children fundamentally matter.
They want their children to find a special
place in a camp community.

Having worked with Jewish camps

across North America for nearly 20 years,
my experience reveals that there is some-
thing beneath the ubiquitous tagline
“friendships that last a lifetime.” Most
Jewish camp directors T know understand
that the job that camps are hired to do is
to make their campers into mensches. For
all of my non-Yiddish-speaking readers, a
mensch is a person of integrity and honor.
According to Leo Rosten, author of The
Joys of Yiddish, a mensch is “someone to
admire and emulate, someone of noble
character” (1968).

While schools do the job of developing
our students’ cognitive skills and mental
capacities, camps develop our campers’
and staff members’ affective skills and
social capacities. Due in alarge part to the
absence of tests and the proximity of ideal
role models (many of whom are close in age
to the campers), camp is the ideal place to
make mensches. The job of camp, Jewish
and non-Jewish alike, is to nurture our
campers and our staff members to become
exemplary citizens.

Even if camp’s job is clear, doing it well
is not so easy. More often than not, the
camp professionals with whom I have
been honored to work operate from a place
where they are committed to a sometimes
vague notion of camp tradition and rely on
a profound camp instinct. Although they’
know they were hired to make mensches,
many lack the sophistication, vocabulary,
or methodology to do this work as well as
they want. What would it take for camps to
make the shift to being intentional, explicit,
and consistently excellent?

Early on in this work I realized that
“making mensches” is just too big of an
idea. It was necessary to break that big
idea into component parts to make it more
manageable and more teachable. It would
also help if we had a scheme to classify all
of these subordinate parts. I found this
much-needed taxonomy in the brilliant
work of psychologist and educator Martin
Seligman. He and fellow psychologist
Christopher Peterson created what they.
describe as a “positive counterpart to
the Diagnostic and Statistical Manual
of Mental Disorders (DSM)." While the
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advisory board as a way of identifying
potential isstes and come up with social
media policies that effectively encourage
prosocial communication online andin real
life. Like youth and young adults, parents
often look to camp administrators and
directors for guidance.

TIP: Send a letter to parents before the
summer begins outlining your camp social
media policy, and then a follow-up note at
the end of the summer as a reminder for
year-round use.

Encourage Staff and Counselors-
In-Training to Understand the
Ambassador Role
Camp directors often ask me about how to
address campers and counselors “friending”
one another on social media. Because so
many camps have campers who return
vear after year and later become counselors,
the lines of appropriateness become blurry.
This is especially true when counselors-in-
training are often under 18 years old but are
inaleadership position and treated similarly
to counselors and administrators (who are
often older than 18) at camp.

Here's where things become tricky: The
laws vary from state to state, but the over

age 13/under age 13 (COPPA) and age 18/
under age 18 issues can be complicated. I
encourage camp administrators to use an
approach wherein counselors-in-training
and counselors understand their role as
ambassadors for camp, and how their
postings can be seen as a reflection of that
role. For them to understand their role
effectively, of course, camps have to come up
with guidelines for appropriate use.

TIP: As a staff orientation activity, have
staff members collaboratively design acode
of conduct (sort of like a terms of service),
and encourage them to edit their social
media profiles appropriately.

Embrace Your Role as Educators

After spending nearly two decades working
on adolescent issues, and the last decade
studying social media and technology
use, T've come to realize we're having the
wrong conversations with our campers
(and counselors) around social media use.
Instead of coming from a place of fear, we
need to reframe our discussions and focus
on understanding the new language of
social media. Many campers, counselors,
and parents don't realize that their online
and real-life worlds are more intertwined

than they have been led to believe. We also
need to realize that parents, counselors,
and campers look to us for guidance, and
we shouldn’t be scared to take a stand,
set boundaries, create opportunities for
excellence, and encourage good decision
making. After all, these are the very same
things the camp communities have done
for decades in real life. Now we have the
opportunity — and responsibility — to
promote these same values online.

REFERENCES
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Landmark report: USS. teens use an average of
ine hours of media per day, tweens use six hours.
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Federal Trade Commission. (2013). Childrer
privacy protection rule (‘"COPPA’). Retrieved from
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reform-proceedings/childrens-online-privacy-
protection-rule
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frustrated with a camper asking question
after question all day long, that counselor
has an opportunity to frame this problem a
number of ways. Is this a character flaw of
the camper? Or perhaps the child is neglected
at home and craves adult attention at camp?
Is the child on the autism spectrum and
using aural input to process his world? By
framing the problem in several different
ways, the staff member is morelikely to come
up with a workable, long-term solution to the
problem (Kupisk, 2016).

Purpose setting is about clearly defining
the goals of dealing with a dilemma (Kupisk,
2016). Helping staff members define the
bounds of theirjobs during stafftraining isan
important part of purpose setting. However,
purpose setting is also about deciding
what's important and achievable, based on
our skills and our roles, when faced with a
dilemma. For example, one summer we had
a terminally ill camper who had been placed
in foster care. While she had a wonderful
week at camp, closing day was very difficult
for her. Complicating matters further, the
foster family had the wrong date for the end
of camp and did not arrive to take the child
home, requiring us to wait for a medical
transport vehicle. T watched her counselors
faced with a dilemma: what to do with this
child while the camp turned over and got
ready for a new batch of kids? What was
their purpose in this situation? While there
were many issues involved, including issues
with foster care, with her health, and with
the quick turnover of camp, it was beautiful
to witness the counselors decide to keep this
child happy and protected. They took her to
aspace away from the bustle of turnover and
sang her favorite song at the top of theirlungs
for an hour until her ride arrived.

Supporting Problem Framing
and Purpose Setting

Problem framing and purpose setting are
closely linked. Indeed, staff who are able to
see a problem from multiple angles have a
greater number of end goals they can try to
‘meet. It's at this point where skill, expertise,
and philosophy can intersect en route to the
most effective solutions. Research shows that
wise practitioners tend to frame problems as
learning opportunities (Larson & Walker,
2010; Kupisk, 2016). For example, the coun-
selor with an overly inquisitive camper may
more easily manage his or her frustration if
he or she sees the problem as an opportunity
to create a positive relationship with a child

who has experienced neglect at home. In
comparison to novice practitioners, those
with more experience demonstrate an ability
toidentify a greater number of potential solu-
tions to practice dilemmas (Larson, Gibbons
& Walker, 2009; Larson & Walker, 2010).
Sharing creative responses to dilemmas
during staff meetings is an excellent way for
staff to broaden their repertoire of effective

SEPTEMBER=OCTOBER 2017

problem-solving techniques. Between staff
meetings, consider using a bulletin board to
post examples of excellent problem framing,
from which everyone can learn

BALANCE

Balancing the components of practical

wisdom discussed so far is really a skill in
CONTINUED ON PAGE 62
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ummer camp is a sacred community

which, as a rule, has always been

willing to find common ground in
respecting and accommodating individual
values and needs. The values and needs of
campers with disabilities should not be an
exception. The 24/7, joyous environment of
summer camp builds identity, strengthens
the community, and fosters leadership.

Nearly 9 percent of children in North
America are defined as having significant
disabilities, not including learning dis-
abilities (National Center for Education
Statistics, 2016). However, in 2012, camp-
ers with such disabilities represented only
3 percent of overall overnight campers
(Mizrahi, 2012). Weenvision a future where
campers with disabilities experience camp
as fully and joyfully as their peers without
disabilities. Children with disabilities should
comprise at least 10 percent of the total
camper population across North America,
including serving children with complex
disabilities and behavioral disabilities.

The Foundation for Jewish Camp
(FJC) aimed to make it possible for camps
at different stages of readiness to become
involved in the inclusion enterprise. Their
three-year initiative focused on staffing and
training, paired with an advocacy awareness
campaign. They began work with a cohortof
six camps across the US falling under their
auspices. Each camp hired an inclusion
coordinator to be present at camp in the
summer on a full-time basis and part-time
during the year to work with staff, parents,
and campers. They provided training for
each camp's leadership team with a focus
on universal design, strategies to prevent
and manage camper behaviors, preparing
inclusive environments, and cooperative
learning strategies,

Animportant aspect of this initiative was
to assess the administrative and program-
matic processes used to create and sustain a
socially inclusive summer camp model. The
organization contracted with an evaluation
team (InFocus) to conduct a three-year
longitudinal study to examine inclusive
camp processes. With the support of this
research, camps were able to make course
corrections and develop best practices. The
ultimate goal of the research was to identify
best practices that can be used to create
successful and scalable inclusion models
across camps.

Quantitative and qualitative evaluation
data were collected through telephone

interviews with camp senior staff and
inclusion coordinators, surveys completed
by all camp staff, and a review of camper
data from all six camps. By focusing on
those camps that were performing at
statistically higher levels in a given area
(e.g.,all stafffeeling prepared for inclusion),
best practices could be depicted so that they
might be replicated across other camps.
This evaluation also enabled us to identify
components of camp where more attention
may be needed (e.g., staff over-dependence
on inclusion coordinator).

Findings

SERVING CAMPERS WITH DISABILITIES
ON THE RISE

Camps reported a significant increase in
the number of campers with disabilities
served in 2016 in comparison to 2015
(122 percent increase across camps), more
closely approximating natural proportions.
Natural proportions imply that the number
of individuals with disabilities in a setting is
nearly equivalent to the proportion living
in the overall community (i.e., 9 percent).
Camps also reported success regarding the
number of campers with disabilities who
were served in 2015 who chose to return
to camp. Numbers show 73 percent of
campers with disabilities supported through.
the initiative returned to camp in 2016.

WITHIN A “DECENTRALIZED" MODEL
Modifications and improvements in staffing
patterns made a significant difference
in the facilitation of inclusion in 2016. A
major theme was the impact of the adopted
*decentralized model” by many camps,
where additional staff members helped
promote inclusion throughout camp, rather
than relying on the inclusion coordinator
(IC) only. In a decentralized model, many
staff members are prepared to take on the
responsibility of welcoming and supporting.
all campers, rather than depending on those
with expertise in disability services. While
one-on-one staff were hired to support
campers with more significant disabilities,
extra staff members in the role of “floaters”
were found to be helpful with all campers
needing extra support, including those
without labels.

IMPROVEMENTS IN
STAFF TRAINING
The 2015 evaluation
revealed leadership

and staff concerns about the quantity and
quality of training. With this in mind, there

‘was a concerted effort to plan for additional

training material and strategies to best
convey helpful information to staff. Unlike

the reported 2015 focus on diagnostic labels,
there was a shift in focus to addressing

specific behavioral scenarios applicableto a

wide range of campers. While the plan was

to increase training for all staff, activity spe-
cialists as a group were specifically targeted

by each camp, because these personnel felt

the least prepared for inclusion. In 2016,
‘most camps fulfilled their goal of expanding

and improving staff training on inclusion.

ROLES OF THE INCLUSION
COORDINATOR

ICs reported having more time to prepare
for camp in 2016 and overall greater access
to campers and their families prior to camp.
As is the case in many camps that are
supporting inclusion, in 2015 the IC was
hired before the first camp session. Now,
most ICs are working for camp year-round,
atleast five to 15 hours per week off-season,
with the bulk of their work beginning in
January. Overall, the early involvement of
the ICled to increased communication with
theleadershipteam and improved inclusion
supports, as well as a more inclusive culture
as the IC’s perspective was woven into all
camp preparations. Knowledge of campers
and staff enabled ICs to prepare camp
environments and staff prior to the summer.
With known campers returning to camp
year-to-year, the IC was able to anticipate
cabin dynamics with the addition of a new
camper when she had access to camper
applications prior to camp. Knowledge of
support needs of all campers gave the IC
an advantage in creating environments
with a higher probability of a successful and
socially inclusive camp experience.

CHALLENGING BEHAVIORS
Even before the beginning of the inclu-
sion initiative, camp leadership reported
addressing behaviors emitted by campers
who had not been diagnosed or labeled with
a disability at growing rates. Challenging
behaviors exhibited by campers with and
without disabilities will likely continue
to be an issue that needs
addressing for successful
inclusive camp experi-
ences. In a decentralized
model, camp leadership
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“Can I touch your

“That’s so gay.”

“Idon’t see race.”

“You are so

Summer camp is supposed to be a place
where kids make lifelong friendships,
explore new ideas, and build up their
self-confidence in a supportive environment
removed from the pressures of everyday life.
Every child should feel supported, appreci-
ated, and inspired by

In reality, howev
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In the Trenches CONTINUED FROM PAGE &

Eventually someone says, “Pride.” (I
also hear things like, “ego”; “they think
they know more about their campers
than you,” “stubbornness,” etc.) I ask the
audience another question. “How many
people here, including me, have one of
these (red balloons)?” I then raise my
hand, and usually everyone else does too.
I wait a moment and say, “Well, 1 hope
S0, because that's why we hired you. Your
pride is what makes you invest yourself
in your work. It is what makes you want
todoa good job. It's what makes what
anyone does great.”

After letting that settle in, I ask, "So
how many people here either know
someone whose pride is so big that it
prevents them from taking advice or from
learning from others; or whose own pride
got in the way of you asking for help or
learning?” Again, as I raise my hand, so
does most everyone else. “How many of
you know someone who you wish had a
little bit bigger red balloon — whom you
wish had a bit more pride?” Again, several
people raise their hands.

This is where I make my point about
pride, which is like any attribute. Pride
is a part of us. What we all have to ask
ourselves is, “Is my pride controlling me,
oram I controlling my pride?” This is the
essential question we should ask ourselves
about any strength or competence we
might have.

Hook a Compliment to a Concern
The “Red Balloon” demonstration about
pride is an example of a technique I

call, “hook a compliment to a concern
(HC2C)." It can work with any quality a
counselor — or leadership staff — might
have. For example, we all know that taken
to an extreme, any positive attribute can
become a liability. Being a good listener
can be great as a way of getting toa
deeper understanding of things. Then
again, there are times when if all we do
is listen, we might never take action.
Being organized is another example. We

Additional Resources

probably all know someone who is a great
list maker and who is very organized.

Yet, if their list-making and adherence to
their plan causes them to be inflexible or
to “miss the people” in their midst, it can
become a liability.

By first acknowledging that strength or
the positive intention in their action — °I
love what a great listener you are. So
many of the campers trust you. I think it's
a great quality.” — we can then mention a
concern, "My only concern s that you are
s0 good at listening that all some campers
want to do is tell you their story in a way
that keeps them from getting to activities.”

In the case of the spirited counselor
you describe in your email to me, I might
use the “HC2C” technique and say, “Ilove
how much energy and spirit you bring

to your work with the campers. They
obviously adore you for . It's a great
quality and I never want you to lose it. My
only concern is that sometimes you get
the kids so excited they can’t calm down
Then they have trouble getting settled for
bed. You and I both know they can also get
over-stimulated in a way that has them
play fighting and that can get out of hand.
How can we help get the best from your
spirit and enthusiasm that doesn't get the
Kids so riled up they can't setfle down?”
The question implicit in each case
is, “Does your quality or skill or facility
in an area run you or do you run it?” In
other words, learning how to take our
strengths and manage them so we get the
best from them while avoiding pitfalls
is an example of deeper maturation and
growth around self-regulation. After all,
at camp it's not just the campers who are
doing the learning.

Bob Ditter is a licensed clinical sacial worker
specializing in child, adolescent, and family
therapy. For more information about the
author, visit BobDitter.com. In the Trenches is
sponsored by Easy Street Insurance, Inc

Growth Mindset for Children (The ClassDojo): classdojo.com

The Red Balloon exercise: To request a copy, email bobditter@grmail.com.
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For help navigating parent communica-

tion, check out these ACA resources:

o See the Camping Magazine article
“Camp Staff: Getting Health and
Safety Messages to Stick” February/
March 2014.

o See“Talking with Parents about
Protecting Their Children at Camp
This Summer” in the Resource Library.

Revenue Generation
Another emerging issue for camps appears
to be related to revenue generation. Survey
respondents reported increases in their
operating fees, particularly in the areas of
‘wages, maintenance, and rent. About 83
percent of camps indicated it was a priority
to decrease expenses. Camp professionals
shared that they are actively trying to find
new ways to generate revenue. For some
camps, this means renting their facilities
to outside groups, extending the season, or
adding capacity through capital projects.
For others, the focus is on enrollment:
75 percent of camps think increasing
enrollment is more of a priority than in
the past. Despite this interest in increasing
revenue, respondents tothis survey shared
uncertainty about how to price their
registrations to generate revenue without
being too expensive for parents.

Some ACA financial resources for
Tevenue strategies:
 See Camping Magazine article “The

Dollar$ and Cents of Operating a

Camp,” September/October 2012.
o See Camping Magazine article

“Show Us the Money,” September/

October 2015.

Marketing

About 70 percent of camps said that
marketing is more of a priority than in
the past. Respondents indicated that they
are interested in developing and using
innovative marketing tools to reach new
target markets. According to the Emerging
Issues Survey, camp professionals face
challenges in marketing the value of camp
to parents, specifically messaging around
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camp as an opportunity for growth and
development. It also seems that camp
professionals face increased pressure to
compete with their competitors’ marketing
efforts, such as those from youth sports
organizations or other camps. Respondents
indicated they have limited budgets and
do not have sufficient funds to market
camp effectively.
Helpful marketing resources:
« In the Resource Library, see
“ACA Accreditation: Valuable
Marketing Tools.”
 See Camping Magazine articles
“Parent Study Suggests Strategies
for Effective Use of Camp Research,”
September/October 2013, and
“Search Marketing on the Web —
Drive New Camper Enrollment and
Alternative Businesses,” November/
December 2012.
« Online courses include “Marketing
Essentials for the New Economy.”

8

Diversity and Inclusion
Results from this year's Emerging Issues
Survey indicate that camp professionals
are more concerned with issues related to
diversity and inclusion than in the past.
About 53 percent of camps face challenges
recruiting diverse staff and campers to
meet their diversity and inclusion goals,
while 40 percent of camps struggle to
provide financial support to campers.
Thirty percent of the respondents say they
have difficulty providing adequate training
opportunities for staff to promote equity
and inclusion among campers. Half of
camps do not evaluate how effective their
efforts are towards diversity and inclusion.
Some ACA resources on diversity and
inclusion:
 See Camping Magazine articles
“Attracting Diverse Staff and
Campers,” September/October
2011, and “20/20 Toolbox:
Scholarship, Fundraising, and
Outreach Strategies for All Camps,”
November/December 2012.
* Useful webinars include, “Beyond
Pink and Blue: Strategies for
Addressing Gender Stereotypes
in Youth Programs” and “Talking
Transgender at Camp.”
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Evaluation and Assessment

of Camper Outcomes

Evaluation is an increasingly important

issue among camps, and the Emerging

Issues Survey resultsindicate that it is more

important today than in the past. About 87

percent of camps said evaluation is very

important or critical to their camp. Many
camps (66 percent) said a major challenge
they face when conducting evaluations is
finding the time to collect, analyze, and
disseminate data. About 40 percent of
camps indicated they weren't sure how to
use evaluation results for positive change
and expressed concern about evaluation
findings that were negative. Twenty-eight
percent of survey respondents indicated
that they worry about dealing with negative
results. Another challenge appears to be
engaging frontline staff in the evaluation
process: One in four camps feel this is a
‘major challenge.
ACA evaluation resources:

* ACA Youth Outcomes Battery is a
great tool to evaluate camper out-
comes, which you can then use to
market your programs.

* Online webinars include, “Why
Evaluations Are Awesome: Cool Tips
for Using Camp Evaluations to Make
the Good Better and the Better Best”
and "ACA Coffee Break Webinars —
Evaluation Issues.”

* Also, follow the “Research 360"
bimonthly blog for a variety of
tips and information on research
and evaluation.

Key Takeaways

Today's camps face an array of complex and

weighty issues, especially in the areas of
camper and staff safety, parent communica-
tion, and diversity and inclusion. Compared

to previous Emerging Issues Reports, these

appear to be more of an issue now than

in the past. Think about what the biggest

issue is at your camp. Do you have MESH

issues like a lot of other camps? Or maybe

evaluation is your biggest problem. No

matter what issues you face at your camp,
'you can take small steps to start addressing

them. Take advantage of the ACA Resource

Library to look up resources pertaining to

your specific issue. Camps can learn from
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mediaand general technology use n terms
of basic camp goals. The work of camp is
to help instill values, and there are always
choices to make and rules to follow if
campers, staff, and families want toremain
part of the camp community. As with any
community — school, local, municipal,
or otherwise — camp communities have
rules and consequences, and our role as
educators is to help instill the same values
online that we do on camp grounds and
in real life.

The challenge, of course, is that social
media is always evolving. Facebook is just
over 12 years old and has over a billion
users; Instagram is nearly six years old
and has over 400 million users; Snapchat
is just over four years old and has 700
million Snaps sent through its platform
each day. Many apps that teens and tweens
(and some camps) consider
integral to their
daily lives
didn't exist

THE WORK OF CAMP IS TO HELP
INSTILL VALUES, AND THERE ARE
ALWAYS CHOICES TO MAKE AND

world where “pic or it didn't happen” exists,
how can we continue to encourage campers
(and staff) to be present in the moment
instead of wanting to capture and post
everything online?

Over the next few years, I traveled to
schools and camps across the country,
learning about social media policies and
challenges. At one camp conference, I began
what Ithought was an effective presentation
on how to design a camp social media policy
only to have several directors quickly pile
on their frustrations about technology use
at camp, including;

“How can we control it when so much
‘happens off camp grounds?”
“What do we do about parents friending

RULES TO FOLLOW IF CAMPERS, STAFF,
AND FAMILIES WANT TO REMAIN PART
OF THE CAMP COMMUNITY.

staff members in order to find out how their
children are doing when they are away?”

“We use social media to promote our
camp — and other sessions [at this confer-
ence] are all about using social media. How
arewe supposed to tell our campers to stay
off of social media?”

“So many of our counselors are former
campers, and it is hard to regulate who
they can and cannot friend online. What
are the rules?”

These new complications can be frus-
trating, especially because the social media
world is one of continual change, and what
is popular one summer may not be relevant
the next. I encourage camp directors to
step back and reframe their views on social

ago, including
Snapchat, Instagram,
and musically. Over the past
18 months, the ease of live feed video on
platforms like Facebook (Facebook Live),
Twitter (Periscope), and Musically (live.
ly), has created a whole host of new issues.

At the same time, the values of camp
remain unchanged, and the role of
camp — and camp administrators, staf,
and parents — in this new social media
world is to realize that social media and
online technology aren't good or bad by
any definition, they are simply new tools
for communication. To effectively help
young people navigate these new waters,
we need to understand the new language
of social media socialization. Our work is
most effective when we frame solutions
in a way that doesn't instill fear, and
instead focus on ways to promote healthy
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B u Si ness Pa rtn €IS’ Changing the lives of children, youth, and families requires cooperative effort.
ACA could not effectively serve over seven million campers without the financial involvement of our partners.
Learn more at ACAcamps.org/about/partners/ACA-business-partners.

MISSION PARTNER I

MARKEL

Markel Insurance Company: ACA
is presenting the “Healthy Camp
Toolbox” — developed through the
support of Markel Insurance — to
provide a variety of resources

for addressing health and safety
issues in camps, including camper

and staff MESH (mental, emotional,

and social health) needs.

+ American Red Cross

American Red Cross provides a
20 percent discount for Red Cross
Health and Safety training to ACA-
accredited camps.

Chaco: ACA members receive

a 40 percent “pro-deal” discount
on any Chaco footwear purchase.
A portion of your purchase will
go to ACA’s Send a Child to
Camp program.

D{ILLARDAYS

THE BRIGHTER WAY TO SHOP!

DollarDays International, Inc:
The largest wholesale and closeout
website dedicated to saving you
money. ACA members support

the ACA education resources with
a5 percent rebate, and receive
free shipping with no minimum
purchase required when they shop
ACA . dollardays.com.

eyperliély

Experticity: Score up to 70 per-
cent off on over 300 top brands for
you and your staff. Get an insider
peek at our new rewards program
with Experticity — an exclusive,
invite-only community where you
can get deep discounts and insider
information from the outdoor
brands you know and love.

&2 FLEET

Ford Fleet Customer Association
Incentive Program (CAI):
Significant discounts for ACA
camps on new vehicle purchases.

Yy
K==l

1T'S S0 MUCH MOWER'
The Grasshopper Company:
ACA is pleased to partner with
Grasshopper Mowers to bring ACA

camps and members discounts on
lawn equipment up to 22 percent.

‘i' s
{ HEALTHY
=LEARNING.

Healthy Learning, ACA's pub-
lishing partner, is the exclusive
publisher of ACA educational mate-
rials in the ACA Bookstore. ACA's
Bookstore has over 900 books,
DVDs, and e-books with content on
camp staff training, youth develop-
ment, behavior management, risk
management, programming, and
camp operations.

ey

Late July: Ten percent of the
profits from the sale of Late July's
organic chips go to ACA's Send a
Child to Camp program.

SEPTEMBER=OCTOBER 2017

Y, ROCHY
mounTAIN

sunscreen

Rocky Mountain Sunscreen
sends kids to camp through your
purchases. Save 10 percent on sun
protection products.

Trinity/HPSI: This program saves
ACA camps money through nego-
tiated contracts with national,
known suppliers that you're already
using on a daily basis.

TROXSL

Troxel and ACA have partnered
together to offer ACA camps 37
percent off of the Spirit | and Sport
helmets, plus free shipping.

e

UltraCamp Foundation supports
the Send a Child to Camp program.
Venture

M Marketing

Youth Venture Marketing:
Enhance your camp and camper
experience through interactive
youth-marketing programs and
product sampling promotions.

Youth
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KEY

M courage
M roror

W Justice
I Moderation

. Transcendence
. Wisdom

These 7 Middot, or charac-

ter traits, are keys to success,
according to Paul Tough in his book,
How Children Succeed.

Jewish ethics are based on the
idea that we are created in the
Divine image. The Kabbalah
imagined that HaShem is
revealed in a number of attributes, or
sfirot, which correspond to our highest
aspirations for human character.

QQ The highest sfirah, attribute, not
understood in a human context.

For More Information

For an interactive version of Making
Mensches: A Periodic Table, visit
jewishcamp.org/making-mensches

Making Mensches: A Periodic Table
was, “I love this! This is my camp.” I felt
validated because they deeply connected
to their job, but worried that in picking
everything they were choosing nothing. 1
encouraged camps to really focus on the
character of their camp by curating only
a handful of virtues. Maintaining this
focus and discipline helped camp leaders
sharpen their programs. Once they could
define their program in light of their core
virtues, it was easier to train their staff to
deliver on those virtues. If they could name
it, they could teach it. This laser focus also
helped camp directors deal with staffissues
that arose due to misbehavior or even out
of devotion to camp traditions that no
longer fit the new norms the core virtues
expressed. The virtues themselves were as

traditional as you could imagine. As camps
began to put forth their core virtues, their
selections did not relegate the pursuit of
other virtues or behaviors to the dustbin.
They were just outside the scope of the job
their camp was hired to do. Differentiating
their camp product would ensure that
they would recruit the right families and
campers who would be loyal to their camp
for years to come.

Two: Virtues and Values

Another frequent response to the Making
Mensches: A Periodic Table was, “I love
these values, but what about value A,
B, or C?” In the context of Jewish life,
the values they wanted to see were
often things like Shabbat (the Jewish
Sabbath), Jewish Prayer, or the State of
Israel. While these are all things to value
deeply, they are not virtues. In English,
it is easy to confuse values and virtues.
The distinction between our virtues and
our values is key to providing quality
character education.

A second critique of the tool was its
perceived universalism (as opposed to
Jewish particularism). Camp leaders would
say, “There is nothing distinctively Jewish
on this table besides the use of Hebrew
terms.” While there are many additional
valences of meaning for those steeped in
tradition that are communicated when
using the Hebrew, I would agree that for
a vast majority of these virtues there is
nothing distinctively Jewish about them.
In many respects, this is the strength of
good character education; it speaks to the
universal human condition. This does not at
all take away the importance of distinctive
cultures having different values. Rather,
starting from a position of discussing
virtues opens up conversations in a much
more interesting way.

Each and every religion, sect, faith
tradition, and culture creates a context
for the commitments that are personally
meaningful and universally relevant. All
o0 often the contemporary conversations
about how we value different things start
and end with disagreement, disputes, or
even violence. When we engage in the job of
allowing ourselves tostart the conversation
about how we differ in how we prioritize
values, we can hold a lot more space for
differences. From the vantage point of vir-
tue we can even cometo an understanding
about why we ought to disagree. In my
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experience, the thorniestissues arise when
two people from two ideologies claim the
same values but act on them differently.
In my Jewish community this could be
expressed in how people passionately
disagree about how to observe Shabbat,
how we pray, and especially how to relate
to the State of Israel. These values serve as
profound manifestations and platforms to
communicate differing priorities of virtues.
From a camp’s organizational level, it is
incredibly helpful to clarify virtues and
then to use them as a lens to ensure the
camp is living its values. This in turn
loops back to the process of selecting and
embedding virtues that help the camp
refine its program, which makes it easier
for the camp to do its job.

Three: Common Language

In an exciting development, a number
of camps extended this resource, using
it as part of a whole-staff orientation.
Some camps went further with Making
Mensches and had their bunk staff use
the table to empower each bunk to create
its own Bunk Brit (a covenant or social
contract). This approach significantly
changed how one camp dealt with disci-
pline issues. As in other summers, there
was a chain of command implemented for
these situations and eventually the camper
in question would find him or herself
sitting before the camp director. Where
in the past the conversation would start
with the camp director telling the camper
what he or she did wrong, that summer
things were different because of the virtues
that suffused the camp at every level. The
director knew the entire camp had seen,
worked with, and had some fluency in the
Making Mensches taxonomy. He chose
to sit with the camper, pull out the table,
and ask the camper to explain what was
happening for him or her. The director
shared how much things changed in these
interactions on all sides.

Having conversations about shared
virtues changes peoples expectations for
what is laudable and what is not permitted
in the community. Making sure that
everyone in camp is on the same page
created a profound sense of accountability.
Having a common language in the camp
around these virtues empowers campers to
own their behavior and to ask for support
when they need it. We always say that camp

CONTINUED ON PAGE 38

CAMPING MAGAZINE 87





OEBPS/image/17-5_Sept-Oct_2017_epub7.jpg
e NEWS e

Thank You, Visitors

The American Camp Association and the National Standards Commission (NSC,
the volunteer commission that is charged with oversight of the administration of
the ACA accreditation program) would like to express our sincere appreciation to
all ACA standards volunteers, including trainers, instructors, visitors, and associ-
ate visitors. This incredible group of volunteers dedicates time to training, connects
with camp professionals prior to the on-site visit, answers questions throughout
the process, and takes time out of their busy schedules to travel to and from the
camps to conduct the visits. ACA could not administer this program without the
commitment of our 1,100-plus volunteer visitors, Thank you!

While ACA benefits greatly from our visitors’ contributions, our visitors
benefit as well. Many consider serving as an ACA standards visitor one of the best
opportunities to learn how to be a better camp professional.

“I have been a visitor for close to 30 years and learn something on each
visit I conduct — what works and, at times, what doesn't. It is some of the best
professional development available to a camp director,” said Judith Bevan, who
has served as chair of the NSC since September 2013 and continues to serve as an
ACA visitor.

If you are interested in serving as an ACA standards visitor, email visitor@
ACAcamps.org to receive additional information.

Protecting the Herd

According to the National Foundation for Infectious Diseases, vaccines are as important
to our overall health as diet and exercise (2017). Not only do vaccinations protect the
individuals who have received them from disease, but the greater community benefits
from broader protection known as *herd immunity.” When a high-enough proportion of
a community’s population (somewhere between 80 percent and 95 percent) is vaccinated
against a communicable disease, the probability that a susceptible individual will come
into contact with someone who is infected vastly decreases. Ultimately, the disease is
unable to sustain a chain of infection (Lee, Rosenthal, & Scheffler, 2013).

Herd immunity is particularly important for shielding those groups in the population
who are more vulnerable to communicable diseases, including individuals who:

o cannot be vaccinated due to age or an immunological condition
o choose (or whose parents choose for them) not to get vaccinated

o have been vaccinated but whose immunclogical response is inadequate to protect
them from potential infection (Lee, Rosenthal, & Scheffler, 2013)

In the past 50 years, vaccines have played an enormous role in nearly eradicating commu-
nicable diseases such as measles, diphtheria, and polio (Washington State Department of
Health, 2017). However, it should be noted that herd immunity is not a permanent state.
“Because the bacteria and viruses that cause diseases still exist, the public health gains
achieved through vaccines can only be maintained by ensuring that vaccination rates
remain high enough to prevent outbreaks,” said a 2013 Center for American Progress
article” (Lee, Rosenthal, & Scheffler, 2013).
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Tell Us What You Think

Have something to say about an
article in this issue? Comment
about it online. Visit ACAcamps.org/
campmag/1709, click on the article
youwant, and then scroll to the
bottom to leave a comment. (Make
sure you're logged in.)
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THOMAS WIENER

Camp: Preparation for Life

To say that expectations and pressures for high school students have
increased is an understatement. The competition to get into the best uni-
versities dominates the minds of teenagers and parents alike, with colleges
seemingly ever more selective. This shift has put renewed emphasis on
augmenting adolescent learning experiences.

For most people, learning conjures up images of classrooms. But there
are other important categories as well. A less obvious one can occur during
the summer through “experiential learning,” which includes gaining skills
and understanding through organic, hands-on exposure.

During my last six summers, such learning has come primarily from
my time at camp, as both a camper and teen leader.

Spending up to seven weeks with my fellow campers has allowed me to
foster skills — some seemingly basic but essential — as well as qualities of
character that would probably not have developed in the classroom. Most
importantly, what I have gained from these experiences has also enabled
me to find success elsewhere.

This past summer, in addition to returning to camp, I chose to embark
on foreign study, participating in a four-week language program in
Rennes, France. During this “School Year Abroad” (SYA), I stayed with
a host family while taking language classes and exploring the culture of
northwestern France.

My friends and family were as excited as I was about this new adventure. They asked if
1 was nervous, thinking it might be scary to jump into the unknown, far away from home
and not knowing a single person. Actually, I wasn't worried at all. Except for possibly
‘making a fool of myself by crashing into the language barrier with my ninth-grade, sub-
par-at-best French, I had done this before.

Indeed, the skills that I had acquired over my five years at camp became some of my
‘most valuable assets during my journey in France.

Living at camp had forced me to interact and build relationships with others face-to-
face, not just on one side of a phone or computer screen. I learned how to create strong,
healthy, and close friendships. From eating meals together to teaching kids tennis with
fellow junior counselors, I connected with campers of different ages and genders.

At SYA, despite being one of only seven boys in the 33-student program — as well as
one of the youngest — I was easily able to break through age and gender gaps. I brought
people together, even those who were shy initially.

At camp, I had met kids and adults from differing backgrounds within the US and
abroad. I developed a keener awareness of cultural dissimilarities and learned how to han-
dle such barriers, whether they were eating habits, hygiene regimens, or fashion choices.

Of course, constant close contact with peers can lead to problems along the way, such
as conflict over personal space or sharing. While such seemingly minor issues are typically
avoidable in the classroom, in cabins campers must confront and resolve them.

The greatest challenges I faced while abroad, however, often came from within.
Self-management was the make-or-break task of a successful experience in Rennes. My
ability to take care of myself did not magically coalesce on the plane to France; much of
it came from summers of understanding that my freedom away from home necessitated
my completing tasks without regular reminders or aid. I've realized that a healthy dose
of responsibility early on goes a long way toward independence down the road. Taking
responsibility for myself as well as for my requirements and personal goals as a junior
counselor had instilled in me the same positive habits that enabled me to manage both my
daily 40-minute, two-bus commute and my progress with the French language.

At camp I also experienced a culture of leadership among the junior counselors and
gained essential values from that. These values have made me an asset, rather than simply
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2 guest or participant, in other programs.
In fact, the more I spoke of my time
abroad, the more compelling a connection
I saw between my learning experiences at
camp and those in France.

Last fall I began yet another new life
chapter, starting my first year at Phillips
Academy Andover. The same challenges
1faced at camp and in France awaited
me there. But I knew that my last six
summers had equipped me with the skills,
confidence, and character not only to
survive, but also to thrive at Andover.

At camp, I had found a preparation
for life.

Photo courtesy of Camp Manitowish, Boulder
Junction, Wisconsin.,

Thomas Wiener is a sophomore at Phillips
Academy Andover, in Massachusetts,
where he plays soccer and tenris. A native
of Greenwich, Connecticut, Thomas is a
member of the teen leadership program at
Cape Cod Sea Camps and, ast summer,
also participated in an educational exchange
program in France. He enjoys volunteering
and working for tutoring and after-school
programs for younger students in the
Andover area
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around and see what groups are missing;
make a conscious effort to add them,

Don't look back just to reminisce. Reflect
on the past with the intention to learn and
improve. At many camps, campers and staff
join us from all parts of the world bringing
with them a rich cornucopia of thoughts,
viewpoints, lifestyles, and cultures. To stay
relevant we will have to adjust, modify, and
Tecreate our environments toforge newfond
memories for and with them

Ifthere s a gap between the kind of inclusive
camp environment you would like to see
and the reality of what you currently have,
take a step back to objectively “mine” your
camp's environment for gaps, pitfalls, and
landmines to inclusion. Add new “miners”
in the form of new voices, ethnicities, and
perspectives. You just might find the gold
that lies beneath the surface,

Just like a fish that is unable to see the
water in which it is swimming, we can

be blind to cultural conditioning. What
makes cross-cultural agility difficult at
times is the complexity of people — and
it is natural for us to react and respond to
others based on our personal experiences;
what others have seen, experienced or
heard; what we see in the media; and so
on. Thousands of tiny bits of information
filter into our minds and shape how we
unconsciously respond to others. Being
aware that those fragments of information
are everywhere helps us to be mindful and
more purposeful in our intentions

Know that it will take work. Maintaining
the desired transformation we would like
to see and experience requires energy.
Intentional energy. Creating inclusive camp
communities takes time and only happens
when we intend for it to.

Hopefully, we will remember the tre-
mendous value that the camp experience
affords all who are fortunate to experience
it and that we are all connected. Camp is
the secret ingredient that when added to
almost any life will make it better.

My hope is that you will embrace
these tips with the same camp-like

Celebrating 65 Years of Insuring the World’s Fun»

Fun is a risky business—and it demands the experience and

enthusiasm that we felt in our last session
in Albuquerque. That upon reading them,
you will take a moment to reflect on how
they make you feel, what new thoughts
you are willing to entertain, and what new
actions you will to take in the direction of
cross-cultural agility. You can light a candle,
activate a glow stick or, better yet, use that
newfound knowledge to help us light up our
camp community and the world.

Photo on pages 26-27 courtesy of YMCA
Camp Shady Brook, Deckers, Colorado; and

Flying Horse Farms, Mt. Gilead, Ohio.

Niambi Jaha-Echols is a former ACA
National Board member, cultural agility
strategist, and nationally recognized
transformation advocate with over 30
years of experience working with various
modalities of creativity. She is the princi-
pal and lead consultant for Cross-Cultural
Agility Training where she coaches and
consults individuals and corporations on
issues supporting cultural intelligence
She lives in Chapel Hill, North Carolina,

and enjoys uncovering solutions to
challenges that beseech the human spirit
Visit ccagtraining.com

longevity that K&K Insurance provides. Camps across the
U.S. like yours choose K&K for our deep understanding of
the coverage needs that camps require. And when claims
occur, our colleagues are here to resolve your claims
efficiently and effectively.

Specialty coverage and reliable claims handling from a
trusted expert. Shouldn’t you work with K&K Insurance?

877.355.0315 f¥in
kandkinsurance.com

Biwuge the world's funl
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and several examples. Based on this
definition, using sticky notes, everyone
is asked to write down a microaggression
that has personally happened to them, they
have witnessed happen to someone else, or
they have directed at someone themslves.

The responses are anonymous and are

written on a poster by the leader to protect

that anonymity.
We break into small groups to discuss
these questions:

1. Were you surprised by any of the state-
ments on the walls? Why or why not?

2. Where have you heard these microag-
gressions before? If you feel comfortable,
share your experience with one of the
listed microaggressions or others.

3. What impact do you think microaggres-
sions have on individuals?

4. Discuss the interaction between intent
and impact when it comes to microag-
gressions — does one outweigh the other?

After discussing the questions, each group

sorts the statements and their underly-
ing assumption or message in a t-chart.

Training Toolkit

We use the Underlying Assumptions of
Microaggressions Chart provided by the
Anti-Defamation League, but you can
easily make your own table on poster
board. Counselors are encouraged to add
microaggressions to the chart that they
might see at camp, either between staff,
campers, or both.

Examples of microaggressions from our
training are at the bottom of page 54.

We then come back together as a large
group to brainstorm strategies to address
microaggressions during the summer. Inan
international camp like ours, many campers
are meeting individuals who are black,
white, Muslim, Jewish, etc., for the first
time. Out of a genuine desire to learn about
the different cultures represented at camp,
it wouldn't be unheard of for a 15-year-old
to ask, “Is Palestine a state in Israel?” or to
say, “I didn't know there were black people
in Sweden.”

1 would argue that almost all the mi-
croaggressions that happen at camp are
done unintentionally and unbeknownst to
the aggressor. However, these repetitive

* Anti-Defamation League. (2014). [Lesson Plan]. Microaggressions in Our

Lives. adl.org/education-outreach/lesson-plans/c/microaggressions-in-

our-lives.html

watch?v=uAMTSPGZRIil

watch?v=BJL2P0JsAS4

|, Too, Am Harvard | Ahsante the Artist. (2014). youtube.com/

Microaggressions in Everyday Life. (2010) youtube.com/

She Knows Media. [Hatch Discussion Guide]. Microaggressions

Workshop. media.sheknows.com/article-downloads/

hatch-discussion-guide. pdf

The Invisible Discriminator. (2016). youtube.com/watch?v=NVevKISMyx

0&list=PLm88felMIuDZK2YcSnLibXWOufq4J-80S

Resources from Camping Magazine:

* “Attracting Diverse Staff and Campers," by Garrett Colgan-Snyder

(September/October 2011)

* “Camp Diversity: A Call to Action” (March/April 2013)

* "Programming for Social Justice with Campers” by Ann Gillard

(January 2017)

* “Social Justice and Camp — Talking about it" by Ann Gillard (Septermnber/

October 2016)
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slights can have a very real and painful
impact on the mental health and well-being
of the camper at the receiving end of the
aggressions (Nadal, Griffin, Wong, Hamit,
& Rasmus, 2014).

Countering Microaggressions
Atacampthatemphasizes cultural exchange,
there may be a fine line between what one
camper views as a genuine question about
another culture and another camper expe-
riences as an attack on their identity. When
these microaggressions occur, counselors
are putin thetough place of both validating
and standing up for marginalized campers
while simultaneously providing a learning
opportunity for the “aggressor.” Rather
than calling out campers in a shameful
manner, we want to utilize safe space and
call campers in to a discussion about the
impact of their statements by asking for
clarification of intent, posing questions to
help the campers identify the problematic
impact of the statement, and rephrasing the
question in a more constructive way.
(CONTINUED ON PAGE 56
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EAttend an ECA

Conference Event
in Your Area!

LOCAL CONFERENCES through December 2017

EASTERN REGION

ACA, Southeastern Fall Conference + Camp Makes All the Difference — September 25-27,
2017 | Hifton Wilmington Riverside | Wilmington, NC

ACA, NY/NJ 2017 Resident Camp Conference — September 12-14, 2017 | Camp Bryn Mawr |
Short Hills, NJ

ACA, NY/NJ 2017 Day Camp Conference — October 4, 2017 | Eagle's Landing Day Campand
Lake View Day Camp | New Brunswick, NJ

ACA, Southeaster 2017 Make It Safe, Make It Great — October 11, 2017 | Camp Thunderbird |

Lake Wyle, SC

ACA, Upstate New York Fall Camp Conference — October 19, 2017 | Camp Stella Maris |
Livonia, NY

ACA, NY/NJ Morry Stein Camp Conference — October 25, 2017 | Double Tree Fort Lee |
FortLee, NJ

ACA, Southeastern 2017 Exceptional Environmental Education — October 27, 2017 |
UGA State Botanical Garden of Georgia | Athens, GA

ACA, NY/NJ Nonprofit Camp Conference — November 9, 2017 | Project Morry | Elmsford, NY
ACA, 2017 Keystone Regional Retreat — November 8-9, 2017 | Bear Creek Mountain Resort
& Conference Center | Macungie, PA
ACA, Southeastern EPIC Winter Retreat 2017 — November 30-December 2, 2017 |
Camp Wabak | Marietta, SC
ACA, NY/NJ EPIC Winter Workshop — Decermber 6, 2017 | Doubletree Fort Lee | Fort Lee, NJ

CENTRAL REGION
ACA, Michigan Fall Gathering — October 12, 2017 | Camp Roger | Rockford, Mi

ACA, Northland Fall Workshop — October 17-18, 2017 | Lake Geneva Christian Center |
Alexandria, MN

ACA, Heart of the South Fall Gathering — October 25, 2017 | Camp Marymount | Nashville, TN

ACA, llinois The Intentional Camp — November 6-8, 2017 | Camp Henry Horner Conference
Center | Inglesicie, IL

ACA, Wisconsin Fall Conference — November 89, 2017 | Camp Gray | Reedsburg, Wi

ACA, Great Rivers Fall Conference — November 14-16, 2017 | Carol Joy Holling Retreat
& Conference Center | Ashland, NE
ACA, Indiana Winter Gathering — December 13, 2017 | Bradford Woods | Martinsville, IN

WESTERN REGION

ACA, Northern California Sights on Sights Tour — October 2425, 2017 [YMCA Camp Campbell,
Happy Valley Conference Center, and Kennolyn Camps

ACA, Northern California Fall Event — November 1, 2017 | First Unitarian Church of Oakland |
Oakland, CA

ACA, Oregon Trail Fall Event — November 1-3, 2017 | YMCA Camp Collins | Gresham, OR

ACA, Rocky Mountain Fall Conference — November 15-17, 2017 | The Nature Place |
Florissant, CO

For more events, including local standards trainings, retreats, gatherings,
and educational sessions visit ACA's Event Calendar:

ACAcamps.org/events

american EAMIP associatione

38 CAMPING MAGAZINE  SEPTEMBER*OCTORER 2017

The Job of Making Mensches CONTINUED
FROMPAGE 27

is a child-centered environment. With the
depth of a common language of character
education, we can live that conviction out
to the fullest. Instead of saying that we
make mensches, we realize that we create
an environment in which our campers
and staff members make themselves into
admiral people worth emulating.

Four: Group Trust

Some of the best work in character educa-
tion happens in the camp bunk. In a world
that is increasingly virtual, online, and
anonymous, the bunk holds a place to be
truly present. The nature of a bunk is that
it balances the needs of the group with the
needs of its members. In a context where
nothing is real and everything takes place
in public, the bunk stands as a sanctuary
where people can explore their authentic
selves and also get genuine, compassionate
feedback. But if the bunkis not emboldened
and entrusted with the deep conversations
around virtues we aspire to manifest, we
are not doing our job. If we want to do the
deep work of maximizing each and every
person’s growth and development, we need
to invest in this group so it can mature and
live up to its potential of being trusted and
trusting. This is the group that will create

“friendships that last a lifetime.”

The Next Chapter

‘We have established that camp offers an
ideal environment for character education.
The 2014 Making Mensches: A Periodic
Table harnessed this potential and helped
to develop a common language among
Jewish camps to pursue this holy work.
The excitement of camp leaders and
educators, and the creative initiatives they
developed, have inspired the Foundation
for Jewish Camp to take the project to
the next level. We're thrilled to share an
expanded, interactive website version of
Making Mensches (see sidebar for web
address), made possible by The AVI CHAI
Foundation, Jim Joseph Foundation, and
the Maimonides Fund.

We developed this project to help
people explore how to communicate each
of these virtues through text, programs,
and assorted media. Like the process of
actually making mensches, this tool will
continually evolve as a living resource bank.
We encourage you to spend some time with
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EDWARD A. SCHIRICK, CPCU, CIC, CRM

Risk Management and Insurance:
Vehicle Risks

Camp vehicle risks are among the scariest for camp owners, directors/risk managers, and
insurance company underwriters because the risks to which camp vehicles are exposed
are not entirely within your control. In addition, each camp is different. Some have a
minimal transportation risk but others, especially day camps and resident camps with trip
programs, have significant transportation risk.

Many camps own a business vehicle, have employees using their own vehicle on camp
business, or hire vehicles with or without a driver. Risk develops out of the ownership,
‘maintenance, and use of these owned, non-owned, and hired autos. These risks are
present to varying degrees in all types of camps.

Your camp’s plan for managing vehicle risks needs regular attention and refinement.
American Camp Association Transportation Standards TR, 1 through 15 provide a good
foundation for your camp’s auto risk management plan. Stick with the fundamentals
beginning with the risk identification process. This invalves anticipating the circum-
stances, situations, and problems that might develop and cause bodily injury or property
damage and financial loss to your camp.

Here is a partial list of auto risks followed by some discussion of each:

o Tnexperienced drivers Speeding

« Poor driving records Poor road conditions

¢ Unfamiliar vehicles Driver distraction and fatigue

¢ Unfamiliar roads Overloading of vehicles

o Other drivers unsafe driving actions ~ # Carrying passengers in nonpassenger

® Vehicles with deferred maintenance vehicles

Inexperienced Drivers

Auto insurance underwriters require that drivers be at least 21 years old to transport
campers because accident statistics demonstrate younger drivers are more accident
prone. Regardless of their age, international staff also present an inexperienced driver
risk when they're from a country whose driving rules differ from ours, such as those
countries that dictate driving on the left side of the road. Their emergency reaction may
cause them to do the opposite of what is needed because they're used to driving on the
opposite side of the road.

Poor Driving Records — TR. 14

Speeding tickets and other moving violations are a red flag for underwriters and should
be for you as well. These violations indicate driving behaviors that may lead to accidents.
You may also increase your liability if you hire a driver with a poor driving record and the
driver has a subsequent accident.

Some insurance companies have discontinued the service of checking for motor vehicle
records. Under these circumstances, the risk of checking for driving records falls to the
camp. Consider getting driving records as a normal part of the background check for every
employee or, at a minimum, for those prospective employees who will have driving duties.

Some underwriters may be unwilling to allow international staff to drive unless they
can bring proof of their good driving records from their native country.

Unfamiliar Vehicles — TR. 15

Most 21-year-old drivers don’t drive a van at home. Allow some time for them to become
familiar with the size of the vehicle and its handling characteristics. One of the more
frequent camp auto accidents involves a van turning left across traffic at a stop light
because the driver of the van miscalculated how long it would take for his vehicle to clear

12 CAMPING MAGAZINE  SEPTEMBER*OCTORER 2017

the intersection. Other accidents attesting
to driver’s unfamiliarity with the vehicle
size involve underestimating the height
and width of the vehicle. Other unfamiliar
vehicles may include golf carts, pickup
trucks, stake body trucks, and other camp
utility vehicles.

Unfamiliar Roads — TR. 15
Unfamiliar roads and their traffic
patterns are a major concern because
risk factors on the roads can change
depending upon the time of day. It is
essential to provide driver training for all
camp drivers. All drivers should be given
the opportunity to familiarize themselves
with the roads they'll be driving during
the summer under simulated conditions,
if possible. Consider specialized van
driver or bus driver training offered by
independent contractors to ensure a
comprehensive approach.

Other Drivers' Unsafe

Driving Actions

Camps thrive on a controlled risk envi-
ronment. Once the camp vehicle leaves
camp, control is lost. Defensive driving
instruction can give camp employees the
tools needed to cope with other drivers but
doesn’t eliminate this risk. Other drivers’
road rage, aggressive driving, failure to
signal lane changes, and distracted driving
are risk factors camp drivers will be
expected to manage. Consider including
defensive strategies to combat these risks
as part of your driver training if they're not
included already.

Vehicle Deferred Maintenance —
TR.12and TR.13
TR. 12 requires a mechanical evaluation
of every vehicle prior to use at camp.
Following the manufacturer’s recom-
mended maintenance schedule helps to
reduce liability if an accident is caused
CONTINUED ON PAGE 14
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the activity, try to guide the small groups to
start with examples close to home. Former
program coordinator, Yena Purmasir,
suggests that gender microaggressions

seem to be a relatable topic because sexism

is a form of discrimination that is more

easily explained across cultures. You could

also start by examining privilege and

discrimination based on nationality, sexual

orientation, ability, or socioeconomic status.

Once counselors can find an example of a

microaggression that clicks with experi-
ences in their personal lives, it is easier to

make connections with examples that affect

individuals of other identities.

Despite the challenges, the microaggres-
sions training serves as a foundation for staff
throughout the summer. After ten weeks at
camp, many counselors still reference the
trainings on microaggressions, among other
multicultural-focused sessions, as one of the
most useful parts of staff training

Our staff training session on microag-
gressions is only the beginning of a series
of both camper- and counselor-led activities
that happen over the course of the summer
around safe space, LGBT rights around the
world, racial justice, human rights, privilege
and allyship, intercultural communication,
and other social justice topics. The micro-
aggression training sets the stage for the
level of cultural sensitivity brought to these
activities throughout the season.

There is still much work to be done to
build upon our foundation and discover
new ways to reach staff who are unfamiliar
and/or disengaged from social justice, but
as Purmasir reiterated to me at the end of
the summer, “the content at the core of these
sessions is deeply important and should
not be eschewed just because not everyone
will ‘get it.

Social Justice

This article is part of Camping
Magazine's series on social justice,
exploring social issues in the context
of individual camps and the camp
community as awhole as away to
spark further conversation and inspire
positive change.

ContactAnn Gillard (anngilard@
gmail.com) if youwould like to partici-

pate or contribute to this series.
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o+ALL Abilities

TOMMY MEANS and JORDAN McINTIRE

means for a camper to be successful in
an activity; next looking at what it means
to maintain the inherent nature of the

activity to ensure the modifications have
not fundamentally altered the activity; and
lastly, providing the step-by-step approach
to evaluating the three key elements
(activity, environment, and person) of
activity modification.

Successful Participation

Crafting opportunities for successful
participation in an activity goes well
beyond simply providing support or
additional resources to campers. Successful
participation happens when a facilitator
creates an environment that is wholly
and seamlessly inclusive. In the opening
example of the Hawks and Squirrels game,
well-intentioned accommodations were
made but did not necessarily translate to
an inclusive environment.

Successful participation occurs when
physical and psychosocial barriers are
reduced or removed and the activity is
intrinsically rewarding for the participants
with a disability. Using modifications to
ensure that the challenge of the activity
matches the skill level of all participants is

the key component to ensure participant

success in an inclusive environment.
Answering the following questions may

help in determining if the modifications
have removed potential barriers.

o Can the camper navigate through the
environment safely and equally with
his or her peers?

o Areall the resources equally accessi-
ble? Does the camper have access to
communication support?

o Has the activity been normalized
across all participants?

If the answer to these questions is yes, the
camper hasa greater chance to be successful
in the activity.

Inherent Nature of the Activity
Modifying an activity is a vital component to
inclusion, although it doesn’t occur without
potential pitfalls. In the game of Hawks and
Squirrels, a number of flawed modifications
could be used. What if the collection of re-
sources was modified to just touching them
rather than having to gather them up? What
ifthe role of the hawk was eliminated due to
concerns that not all campers would be able
to elude the hawks at an equal rate? What if

collecting the water, food, and shelter was
changed to just collecting “resources” due to
concerns not all campers would cognitively
understand the nature of these resources?
These modifications might make a more
inclusive activity for some campers, but
they will also impair the inherent nature of
the activity itself. Campers no longer have
to understand the relationship of survival
in regards to resources or predators. The
activity is fundamentally altered.

How can facilitators be mindful in mod-
ifying activities to preserve their inherent
nature? Adopting an approach from the
field of recreational therapy, an activity
analysis can be performed to evaluate the
components of the activity. During an
activity analysis, four distinct aspects of
the activity are examined (Anderson &
Heyne, 2012):

1. Cognitive aspects
2. Social aspects

3. Physical aspects
4. Emotional aspects

This organized approach identifies the
inherent characteristics of the activity.
1t is extremely important to be aware
of these characteristics prior to making
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Eight Keys.
to Attracgj-gng and

Retaining

SANDRA DIAZ, MBA

In the next five years, two out of
every five new US campers five
to 17 years old will be Hispanic
Because of theirimmigrant heritage
and historical camper diversity
challenges, many of them and their
families will not be familiar with the

summer camp experience.

A March 2013 ACA research study found 7
percent of children in day or resident camp
were Hispanic, and that 89 percent of day
and 96 percent of resident camp directors
were white. The report highlighted the
barriers to recruiting diverse campers
because their families view the camp as
an organization that is run by and serves
Caucasian children only.

Given the recent media and political
focus on racism, nationalism, and im-
migrationy some parents and children
may be more apprehensive about camp,
especially if it is afésident camp. On top of
that, Hispanic clifial beliefs are already
biased against v

Given these challenges, what is the
best way for your organization to attract
and retain Latino campers? Here are eight
things to consider for developing your best
Hispanic plan;

The first question someone always asks
me is whether to call us Hispanics or
Latinos. According to a Pew Hispanic
Center study, most think of themselves
in terms of country of origin (ex: I'm
Mexican or Mexican-American). Half
identify with both terms equally (Hispanic
or Latino). Texans and corporations prefer
the term Hispanic. Community-based
organizations generally use Latino/a.
Also, check your assumptions about
undocumented Hispanics. Did you know
that 80 percent of Latinos are US citizens
or legal residents? That is close to 45
million people. And this figure excludes
US-born children who have at least one
undocumented parent. Those in the US
illegally are not as likely to be recent

immigrants — another myth that must
be challenged.

Except for less-educated, low-income,
foreign-born Hispanics, most (70 percent)
of Latinos can fully engage in the details of a
camp pitch in English. The biggest barrier to
Hispanic camp enrollment is not language,
but cultural concerns about kids sleeping
away from home and negative influence
of strangers’ moral values. It doesn't help
that their impressions of camp are limited
to what they see in the movies, as a lack of
camp diversity means they and most of their
social circle have never been to camp.

With that said, speaking in Spanish toa.
Hispanic parent may help with gaining trust.
Unfortunately, there’s no rule of thumb on
who values that choice. I recently launched
a bilingual coaching program, and was
surprised that a client who is an executive
and very fluent in English signed up for
my Spanish course, while another client
who has not been in the US long and has
language limitations preferred to take the
course in English

If you decide materials in Spanish are a
‘must, please avoid relying solely on Google
Translate or any other online translation
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it, adapt it for your own cultural background,
and potentially help us grow this resource
by sharing your programs and your text and
media inspiration for these virtues.

Like the original poster version of the
table, there’s no wrong way to use this.
‘We can't wait to hear about the moments
of intentional character development
you create for your campers, staff, board
members, and/or family members. Campis
incredibly important in our ever-changing
world. The world needs the stability of
more pillars of the community known for
their outstanding moral compass and their
ability to make the world a better and more
beautiful place. Making mensches s serious
work and we all have a big job to do.

Photos on pages 34-35 courtesy of Drumiin
Farm Camp / Mass Audubon, Lincaln,
Massachusetts; Interlochen Arts Camp,
Interlochen, Michigan; JCC Camp Chi, Lake
Delton, Wisconsin: CYO Camp and Retreat
Center, Occidental, California,
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Rabbi AviKatz Orlow is the director of
Jewish Education at the Foundation for
Jewish Camp (FIC). Before joining FIC

in 2008, Aviwas the campus rabbi and
assistant director of the St. Louis Hillel

at Washington University and has held
numerous positions as rabbi, educator, and
youthleader. He spent 17 years as a camper
and then educator at Ramah Camps in
Pennsylvania and Wisconsin and YUSSR
camps in the Former Soviet Union. Avi has
aBA inreligious studies from Columbia
University and was ordained in the charter
class at Yeshivat Chovevei Torah, the open
Orthodox rabbinical school. He lives in
White Plains, New York, with his wife, Cantor
Adina Frydman, and their children, Yadid,
Yishama, and Emunah
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Inclusive Camp

Have you seen the powerful 2008 documentary film, Including Samuel? It's the
heartwarming and compelling story of a boy named Samuel who was born with
cerebral palsy and how his family and friends work to ensure he is included in
every facet of life (Habib, 2008). Samuel's dad, Dan Habib, is a talented photo-
journalist, and his remarkable film will inspire you to champion social inclusion of
children with disabilities in mainstream camp and school programs. | encourage
you towatch it and share this powerful teaching tool with others.

Habib more recently presented a TED Talk that highlights the richness of
Samuel's many inclusive life experiences, such as being an honor student, an
avid baseball player, an actor, and more (2014). Habib also shares research
studies that show inclusive schools result inincreased collaborative learning and
better grades for typical students as well as their peers with disabilities. Habib
reinforces the social/emotional learning in inclusive programs that positively
transforms the lives of every student, regardless of whether or not they have a
disability. He reminds us that we can't teach inclusion; it really must be lived to be understood. That's why | believe it's essen-
tial for all camp directors to work harder to make their programs more socially inclusive of children with disabilities.

Creating a camp culture that is more socially inclusive of children with disabilities can be challenging, but is extrernely re-
warding for camps that strategically invest resources in planning, professional inclusion coordination, marketing, staff train-
ing, inclusive camp culture development, and programmatic best practices. Check out these wonderful resources:

Tom Rosenberg
President / Chief
Executive Officer

« “The Power of the Inclusive Camp Experience," Camping Magazine:
ACAcamps.org/resource-library/camping-magazine/power-inclusive-camp-experience

National Inclusion Project: inclusionproject.org

Including People with Disabilities in Camp Programs: A Resource for Camp Directors by Glenn Roswal, et Al
amazon.com/Including-People-Disabilities-Camp-Programs/dp/0876031564

Community Recreation and People with Disabilities by Stuart Schleien, PhD
amazon.com/Community-Recreation-People-Disabilities-Schleien/dp/1557662592

Inclusion Resource Guide, Foundation for Jewish Camp!
jewishcamp.org/wp-content/uploads/2017/01/Disabilities-Resource-Guide_FINAL_USE_THIS_VERSION_ONLY_4.pdf

Severalyears ago, as a camp director, | was fortunate to have the opportunity to apply for and receive a multiyear grant for
Camp Judaea through the generous support of the Foundation for Jewish Camp's (FIC) Ruderman/Alexander Inclusion
Initiative. Led by the FJC's Director of Inclusion Initiatives Lisa Tobin, this initiative provided funding for a part-time, year-
round professional inclusion coordinator, an inclusion community of practice, camp director training, staff training, and a
comprehensive multiyear evaluation process under the leadership of Stuart Schleien, PhD, LRT/CTRS, CPRP, executive
director of InFocus Advocacy and chair of the Community and Therapeutic Recreation Department at the University of North
Carolina at Greensboro.

The results of this inclusion initiative have been impressive. The camps in the cohort have more than doubled the number
of campers with disabilities and are experiencing much success in retaining campers with disabilities. Having a year-round
inclusion coordinator has allowed for more involvernent in staff hiring, reviewing camper intake questionnaires, designing
training, helping with cabin assignments, and matching counselors with campers. With more staff focused on social inclusion
rather than physical integration alone, the camps in the cohort have made great strides along the continuum of inclusion
Through my participation in this initiative, | have been inspired to want to see inclusion initiatives throughout all segments of
the American camp movement.

Every child should have opportunities at camp to learn how to live in adiverse community, embracing and celebrating
differences. Inclusion is just as essential to typically developing children communities at large as it is to children with disabil-
ities. As camp professionals, we must be committed to creating camp environments where people feel supported, enabled,
listened to, and able to do their personal best regardless of ability. | invite you to join in and help lead these efforts, and | look
forward to working alongside you.

-
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Seven Emerging Issues Camps Face Today
FIGURE 1. SIGNIFICANCE OF EMERGING ISSUES FOR CAMP PROFESSIONALS

HEALTH and SAFETY

STAFF TRAINING and RECRUITMENT

PARENT COMMUNICATION

REVENUE GENERATION

MARKETING

DIVERSITY and INCLUSION

EVALUATION of CAMPER OUTCOMES

applicants was more difficult than in the
past because of competition from college
internships and noncamp jobs that provide
more compensation. About 47 percent of
camps had issues encouraging their staff
to do high-quality work. Some camps (35
percent) had problems managing negative
staffbehaviors, including entitled attitudes,
lack of work ethic, lack of respect for author-
ity, misrepresenting the camp around town,
and instances with alcohol use.

Some ACA resources to help if you
are struggling with staff training and
Tecruitment:

o For a useful webinar with informa-
tion on how to promote positive staff
behaviors, see “The Psychology of

|
o 1 2

Influence: Strategies to Positively
Shape Staff Behavior.”

o The Resource Library has information
that can help with staff hiring and
recruitment; see “Strategies for Staff
Recruitment and Retention.”

o See Camping Magazine's May/June
2017 Staff Training issue for a number
of related articles

Parent Communication
Findings from the Emerging Issues
Survey suggest that camp professionals

SEPTEMBER=OCTOBER 2017

3
1 = least significant to 8 = most significant

4 5 6 7 8

are more concerned than in the past
about communicating effectively with
parents during registration, regarding
camper health, or during emergencies
at camp. For example, some survey
respondents described struggling during
registration when parents didn't fill
out documents correctly or provide the
necessary medical records.

Some said parents were overbearing
regarding their children attending camp,
even more sothan in the past. They wanted
to have a say in the activities in which
their camper participated, have constant
contact with their child while at camp, and
wanted updates on their child’s health and
well-being.
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Risk Management CONTINUED FROM PAGE 12

by a mechanical malfunction. TR. 13
requires a policy of regular vehicle safety
checks. Many camps do this daily using

a checklist for the driver to complete by
inspecting the vehicle before it is used
each day and when it is returned at the
end of the day. This process is intended to
reveal conditions that develop during daily
operations. Pay special attention to tire
damage, rims, and tire pressure. A caveat
if you're going to implement such a daily
inspection: Be prepared to take a vehicle
out of operation for repair as needed.
Deferring maintenance is unwise and may
increase liability in an accident.

Speeding
Speeding is a major contributor to
accidents and fatalities. Despite this
knowledge, speeding is a common occur-
rence on the road today. Hopefully your
camp drivers have clear instructions about
speeding and will have the discipline
to resist the temptation to speed with
campers on board.

Drivers should slow down when the
driving conditions deteriorate in rain, fog,
or windy conditions.

Poor Road Conditions
Rural roads are constructed differently
than their urban and suburban cousins.
The shoulders may be soft; they may
be crowned for water drainage; they
twist and turn; and they may be in poor
repair. Likewise, highways may be in
disrepair or under construction, and
changing traffic patterns add to road risk.
Additional factors include early morning
and late afternoon sun that can be
blinding to the driver.

Are your drivers educated to manage
these risks?

Driver Distraction and Fatigue
Talking on the phone or texting while
driving is classic distraction and is against
the law in many states. Drivers, however,
continte to ignore these laws. Your camp
drivers may be instructed not to talk on
their phones or text while they're driving,
but they'll be contending with other driv-
ers who engage in this behavior. Campers
can themselves be a distraction for van
drivers, which may be mitigated by always
having another adult in the vehicle to
‘manage camper behavior as prescribed by

14 CAMPING MAGAZINE

TR. 6. The best advice for all camp drivers
is just drive.

Driver fatigue is an issue especially
after a long day outside in the sun. Staff
may be tired because of poor sleep the
night before. Fatigue is a factor as the
summer passes. It is important to have
backup drivers in place on long trip pro-
grams to reduce this risk. Be sure to add
a discussion of these topics during driver
training if you don't discuss it already.

Overloaded Vehicles
Carrying too many people in a private
passenger vehicle or SUV should be
prohibited. Everyone should have a seat
and seat belt. Seat belts should be used by
everyone including passengers in the rear
seats, whether they are campers or staff.
Serious accidents have resulted from
vans being overloaded. Use of roof racks
and trailers to carry equipment can
contribute to rollover and instability. Some
insurance companies prohibit the use of
roof racks and trailers on vans to reduce
this risk. Safety equipment available
on newer van models, such as vehicle
stability control, optional 12-passenger
configurations, wider wheelbases to im-
prove weight distribution, and other safety
features have greatly improved the risk
inherent in loaded vans. Be sure to buy or
lease vans with the latest safety equipment
and refrain from overloading them.

Carrying Passengers in
Nonpassenger Vehicles

Standard TR. 2 prohibits transportation of
campers and employees in nonpassenger
vehicles. This includes pickup trucks,
cargo vans, and flatbed stake body trucks.
Unfortunately, there is a history of serious
injury resulting from transporting camp-
ers and staff in the backs of pickup trucks
and other nonpassenger vehicles. This
extends to carrying people in the back of
golf carts and other utility vehicles unless
they are configured with seats.

Insurance

Auto risks are typically transferred to an
insurance company. State laws mandate
minimum limits for auto insurance, but
the very nature of camper transportation
and risk renders these limits inadequate.
The risk of catastrophic loss is great
requiring limits in the millions of dollars.
What limit of liability to carry is usually a

SEPTEMBER=OCTORER 2017

topie for discussion with your insurance
agent, but depends upon the unique
aspects of your camp operation and extent
of exposure.

Following this thinking, day camps
that transport their campers have greater
exposure to risk than a day camp that
uses an independent contractor to provide
transportation. Day camps that transport
their campers in buses have a greater
catastrophe exposure than day camps
using vans. Similarly, resident camps with
trip programs have a greater exposure and
may need higher limits of liability than
resident camps without these trips.

Camp auto insurance must be
customized to address the variety of risks
present in your camp’s operations. For
example, seasonally leased vans require
primary auto liability and physical damage
insurance. This coverage can be provided
in a couple of ways. One approach may be
more cost-effective than the other depend-
ing upon the underwriter. Work with an
insurance agent who knows the ropes.

This discussion was intended to
increase your awareness of some issues in
camp transportation risk management. To
get the most out of this information, plan
to spend some time before next summer
reviewing your vehicle risk management
plans. Add to your list of auto risks to
be managed. Talk with your insurance
agent about the scope of your auto
insurance coverage to ensure you have the
broadest protection available from your
insurer. Remember, risk management is
a never-ending process because risk is
constantly changing.

EdwardA. Schirick, CPCU, CIC, CRM, is
aconsultant affiiated with RPS Bollinger
Insurance located i Little Silver, New
Jersey. He is achartered property casualty
underwriter, a certified insurance counsel-
or, and certified risk manager. He can be
reached at 914-213-8985, or contacted by
e-mail at eschirick@hotmail com
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Components of Activity Analysis

Table L outlines specific components related to sach aspect
(Anderson & Heyne, 2012). Tables 2 through 5 look at the specific
components within Hawks and Squirrels. While performing an
activity analysis itis critical to remember two things. First, the
activity analysis is performed on the activity as itis typically done.
Second, only the minimal skills are evaluated. For example, when
performing an activity analysis on soceer, only the minimal soccer
skl required are considered. Evaluating the skills associated
with an upside-down, flying, bicycle kick is outside the scope of an
activity analysis.

Table 1.

Aspect Indicators

Complexity of rules, strategy, sequencing,
Cognitive memory, judgment, academic skills, pre-
requisite knowledge

Nurmber of campers, social interaction pat

Social tern, communication style, turn taking

Body position, coordination, strength,
Physical speed, balance, endurance, flexibility, body
parts involved

Table 3.

Social

Number of
Participants

Variable: 15 to 30

Social
Interaction
Pattern

Inter-group: competitive between two
teams

Unilateral if only one hawk: three+with one
antagonist

Communication
Style

Verbal: not required

Turn Taking

Limited: may take turns startingwho is a
hawk/squirrel

Required Roles

Hawk, squirrel

Table 4.

Physical

Body Position

Standing upright while running/jogging

Coordination

Moderate: hand-eye coordination to tag
and grab resources, mobility coordination
to navigate playing field

Ermotions involved: joy, pride, inspiration,
gratitude, anger, fear, opportunities for

Emotional

expression, levels of perceived risk, oppor-

tunities to make choices

Table 2.
Cognitive

Low to moderate: must collect one of each
Complexity of resource, avoid being tagged by hawk, may
Rules utilize safe zones, must reach safe zone

after collecting all resources

Low to moderate: order inwhich to collect
Strategy resources, what path to travel to collect
resources while avoiding hawks

Low: no specific order in which resources

Sequencine must be gathered
Low to moderate: judge how much time they
Judgment have to get to next resource, judge which

resource

Low to moderate: basic understanding of
cause and effect, basic understanding of
predator-prey relationship

Prerequisite
Knowledge

Low: minimal grip strength to grab

Strength
resources

spesaER Moderate to high: multidirectional agilty to

Aglity get from one resource to another without

issue and to chase and tag

Balance and

Moderate: balance to maintain upright
position while navigating resources and
playing field. Low to moderate flexibility

Flexibility of Upper torso; logs; and arrs o collect
resources
Body Parts All parts of body utilized including fine and
Involved gross motor skills
Table 5.
Emotional
Emotions o
o Competitive, pride, happiness, anger,
failure/loss
Elicited

Self-Expression

Noneto low

Levels of
Perceived Risk

Low to moderate: falling, being tagged

Opportunities
to Make
Choices

Low: choose order of resource collection,
route/direction to take
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KIMBERLY WHITESIDE TRUITT, CFM

The Evolution of Dietary Guidelines

If we were to prepare the most scientifically healthy diet daily for our campers, what
would that look like? It seems that what is considered a *healthy diet” has changed so
many times over the years, many of us aren’t even sure how to define it now:

The Pyramids

You may be most familiar with the 1992 version of the USDA' food pyramid, or its 2005
revision, called MyPyramid, although the FDA has been publishing dietary guidelines
since 1910 (USDA, 2017). Over the years, these pyramids have received criticism for a
number of reasons, including the enormous amount of suggested daily servings of grains
(some nutritionists and average consumers alike believed this one factor led to an obesity
epidemic in our nation) and the lack of distinction between saturated (unhealthy) and
polyunsaturated (healthy) fats. Harvard School of Public Health and Harvard Medical
School researcher Dr. Walter C. Willett wrote in his book, Eat, Drink, and Be Healthy,
that the 1992 pyramid “contributes to overweight, poor health, and unnecessary early
deaths” (2001).

In 2001, in response to the 1992 USDA pyramid he felt was lacking, Willett and his
research team devised a revised, evidence-based pyramid, which he called the Healthy
Eating Pyramid (Willett, 2001). The Healthy Eating Pyramid was a strong alternative
to the USDA's recommendations and did a better job of reducing risk of heart disease,
cancer, and other chronic disease in comparison studies

MyPlate
After the epidemic of obesity in America and the failures of the USDA's 2005 MyPyramid,
the USDA produced MyPlate in 2011 to change eating habits for better health. MyPlate’s
general message is to encourage us to choose a variety of nutritious foods, a healthy
amount of calories, and avoid sodium, saturated fats, and added sugar (USDA, 201 1),
According to Dr. Andrew Weil, director of the University of Arizona Center for
Integrative Medicine, some welcome, positive changes with the introduction of the 2011
MyPlate include:

o The section representing vegetables and fruits is the largest, symbolizing the food
group that should comprise most of our plate at each meal.
o It encourages drinking water instead of sugary drinks,

o It emphasizes the importance of fish or seafood high in oils twice weekly for the
improved intake of omega 3 fatty acids.

A Note about Milk

According to Dr. Tanja K. Thorning in the Journal of Food and Nutrition, milk has multiple
health benefits. She states that scientific evidence affirms these as less risk of pediat-
ric obesity and in adults, better body composition and aid in weight loss during energy
restriction, no increased risk/reduced risk of type 2 diabetes, and reduced risk of car-
diovascular disease and stroke. Thorning further notes that multiple types of cancer are
decreased in those who consume dairy products, and bone mineral density is positively
affected (Thorning, 2016).

Harvard researchers take a more reserved approach to milk, saying the correct intake

of dairy products has not been determined and is being researched (Harvard School of
Public Health, 2017)

CAMPING MAGAZINE
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o Although MyPlate initially included
mercury-high swordfish, it now sug-
gests avoiding fish high in mercury.

Weil cautions that MyPlate still has some
negatives (2011);

o Fruit and fruit juices are placed in
the same category. Fruit juices con-
vert to blood sugar faster, meaning
the glycemic load is heavier. Eating
whole fruit causes a more stable
blood sugar and keeps us fuller,
reducing the risk of overeating.

The grains section suggests limit-
ing refined grains to half of grains
instead of eliminating them.
“Keeping grains intact rather than
pulverized slows digestion and sta-
bilizes blood sugar,” says Weil

Too much importance is placed on
dairy consumption being low-fat or
fat-free, but newer research shows
full fat poses no risk to heart health.

Healthy Eating Plate
Although the USDA MyPlate was arguably
on a better track to dietary health, Willett
and his Harvard research team believed it
to be errant and incomplete, and countered
with the formation of the Healthy Eating
Plate (HEP). The HEP was based solely
on the most current scientific evidence,
whereas many in the health nutrition
field felt that USDA's MyPlate was tainted
by political and food industry pressure
(Harvard Health Publications, 2011)
There are a number of distinctions
between HEP and USDA's MyPlate, such
as HEP's allowing only whole grains and
healthy proteins (poultry, fish, legumes,
nuts, and eggs) and placing no limitations
on healthy plant oils. MyPlate focuses
on variety, amount, and calories based

CONTINUED ON PAGE 18
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Join us at the 2018 ACA National Conference
As a camp professional, you greatly contribute
to creafing positive futures for children and
youth. Experience the invaluable professional
development content ACA's national conference
provides though educational breakouts and
keynote events led by distinguished industry
experts, informal discussion groups with your
peers, as well as other essential educational
and networking opportunities.

The conference features more than 140 sessions
on fopics such as:

* Youth Development and Behavior
o Staff Training and Leadership

* Business and Operations

o Emerging lssues, Tools, and Technelogy
® Innovative Programs and Activities
* Medical Camping

* Camp Includes Me

o Camp-School Partnerships

o Exective leadership Forum

* Commerce Sessions

* ACA Research Forum

Receive credit for learning. Attendees can
typically earn up to 21 ACA continuing
education credits [CECs] for full participation
(exact number for the 2018 conference TBD)

pomaredty CAMPBRAKN
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Florence Williams is the author of The Nature Fix:
Why Nature Makes Us Happier, Healthier and
More Creative [WW. Norton, 2017), which
The New York Times calls “fascinating.” She

is @ contributing editor at Outside Magazine
and a freelance writer for The New York Times,
National Geographic, and numerous cther
publications. She is also the writer and host of

a new podcast series, The Woman Factor for
Outside Magazine. A fellow at the Center for
Humans and Nature and a visiting scholar at
George Washington University, her work focuses
on the environment, health, and science. She
fves with her farily in Washington, DC, and is
the mother of two campers. N

coceive e bt i
a deep discount on reg
become an ACA member and save even
more. Register and find more information
at ACAcamps.org/conference.

ation rates, so

Dr queem O\use\/\ is currem\y stationed at
NASA Headquarters in Washington, DC, via
the Intergovernmental Personnel Act (IPA] Mobility
Program, and is a professor at Florida Insfitute
of Technology, where he leads a physics and
space science research group. He describes

his professional mission as: 1) advancing
humanity’s understanding of the universe through
scientific inquiry; 2) passing on the detailed
knowledge of this process and its results fo the
next generation; and 3) service fo humanity and
country. Dr. Oluseyi currently appears in several
television series, including Outrageous Acts of
Science and How the Universe Works; and
regularly contributes scientific expertise to CNN,

 MSNBC, and NBC.

The national conference is a great opportunity
to network with youth development professionals
from across the country. Visit ACAcamps.
org/conference to get a jumpstart on making

connections via ﬁ
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mission- or camper-focused. Ifit’s not, then
change is most likely a positive decision that
willlead to a stronger program. At the same
time, camps thrive when their programs
are the same year in and year out; camper
and staff retention is dependent on the
guaranteethat returning to camp will mean
an experience just as good — if not better —
than their last experience. Consistency is
key. This includes consistency with the
administrative staff with whom parents,
campers, and other staff interact

Theeffects of a consistent face and voice
in an organization are exponential, and a
subconscious level of doubt grows when
an organization experiences turnover of
their most visible staff. In an informal
survey of parents in 2015, the majority
of participants stated that the number
one reason they decided not to send their
children to camp was because they didn’t
trust the camp staff and administrators.
Parents feel they can trust an organization
more when they know staff members
personally and have developed relation-
ships over a number of years. That trust
results in positive testimonials that are
spread through word of mouth, leading
to increased enrollment and a boosted
reputation (aka more dollars).

How to Retain Middle
Management

So how can you keep your middle manage-
ment folks from leaving? Here are some
suggestions.

AUTONOMY

One of the most harmful things you can do
to the team dynamic is to give a person a
huge amount of autonomy, decide it doesn't
work for you, and then take it away. This
reslts in a situation where the employee
feels punished for only doing what was
asked — or rather not asked — of them.
Delegation empowers employees and gives
them purpose. On a recent Productivityist
Podcast, guest Chris Ducker made the
statement, “Only do the things that only
you can do” (2017).

Leaders hire good people so they can
delegate and lighten their own workload.
There will be frustration from your employ-
eesif autonomy is not maintained once it is
offered. Talk with your middle management
staff and ask them which aspects of camp
they feel they can take responsibility for
and discuss your comfort level in letting go
of those tasks or responsibilities. When an
employee feels as if they have no autonomy,
they will seek it elsewhere.

PAY

It could be just a matter of dollars and
cents, a disconnect between generations
about what it actually costs to live in this
country. In 2010, the average income after
tax for a single 25- to 29-year-old living
alone in the United States was $27,757, 9
percent lower than the national average.
The equivalent figure in 1979, adjusted
for inflation, was $29,638.10 (Malik,
Barr, & Oltermann, 2016). The average

Time to address all your bedding needs

edding by

www.bourdons.com

00-231-5468 sales@bourdons.com
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cost of living in 2016 was $28,458. This
particular generation is literally being
undervalued. As Niazi alluded to in The
Guardian interview, if the pay isn't great
and they don't like what they're doing,
these employees have very few concrete
reasons to stay (Gani, 2016).

The solution might be simpler than you
think. A report by the Center for American
Progress says that *high quit rates are often
due to workplace policies.” Offering workers
low-cost benefits, such as sick days and
a little flexibility, can significantly lower
turnover (Boushey & Glynn, 2012).

PERSONAL SUPPORT/PROFESSIONAL
DEVELOPMENT
“The characterization of Generation Y
(millennials) as needy employees who
crave constant positive feedback may not
be far from the truth . . . of those millen-
nials who said they planned to leave their
company in the next two years, 71 percent
said it was because their leadership skills
were not being fully developed” (Gani,
2016). Camp is a small world, and in
many organizations, there is a threshold
for promotion within the business. But as
we now know, millennials seek challenges
and growth opportunities, which is what
often results in job hopping. How can
employers setup their middle management
for success to acquire these needs?
Fortunately, the camp industry offers
an abundance of resources for profes-
sional development from ACA and others.
Encourage employees to look outside of the
camp industry as well for opportunities
to learn. Consider a conference on child
psychology or a course on financial
planning for your team. Not only do these
opportunities provide outlets for personal
growth, but they also create situations
for natural community-building and
networking among peers. An Academy
of Management article on retaining talent
said, “Employees with numerous links to
others in their organization and commu-
nity, who fit better with their organization
and community, and who would have
to sacrifice more by leaving are more
embedded and more likely to stay” (Allen,
Bryant, & Vardaman, 2010).

Work/ Life Integration vs. Work/
Life Balance

It’s time to re-think what a middle man-
agement position looks like. If you intend
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to support a culture of integrative thinking
at camp. You might ask staff to reason
through how they might advise a coworker
to deal with a dilemma. Research suggests
that individuals are better able to approach
situations wisely from a third-person
vantage point (Grossman & Kross, 2014).

A Model of Practical Wisdom

‘There are many ways to try to get the very
best out of your staff. By adopting the model
of practical wisdom, though, you can promote
and build the skills necessary for camp staff
to more effectively navigate the complex
environment that is camp, and ultimately lead
toward wiser interactions with youth.

Phato on pages 55-59 and 61 courtesy of
Wohelo Camps, Raymond, Maine; and Tom
Sawyer Camps, Altadena, California
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Useful websites:

ACA Camp Diversity Statistics:
ACAcamps.org/resaurce-library/camping-magazine/camp-diversity-call-action

List of common Hispanic first names:
Iatinospost.com/articles/82738/20160111/top-hispanic-baby-names- 2015 htm

List of common Hispanic last names:
http://names.mongabay.com/data/hispanic.htrml

To search census data for percent of Hisparics by zip code:
http://factfinder.census.gov/
Hispanic-affiliated professional groups:
o Prospanica, the Association of Hispanic Professionals: prospanica.org
* Society of Hispanic Professional Engineers (SHPE): shpe.org
+ Association of Latino Professionals For America (ALPFA): alpfa.org
* Hispanic National Bar Association (HNBA): hnba.com
* National Hispanic Medical Association (NHMA): nhmamd.org
Community organizations:

o Hispanic Federation: hispanicfederation.org

* National Council of La Raza (NCLR): nclrorg.

to family on the island) and their affiliation
to specific organizations (ex: Mexican
hometown clubs). Those nuances can
affect where you recruit Hispanic campers
and how you speak to camp benefits and
objections. Some Latinos only or mostly
access the Internet on their smartphones,
which will drive the need for your camp to
have a mobile-responsive site.

Ifyou intend to engage in Spanish, know
that 90 percent of the language is universally
understood with 10 percent of the words
changing by country of origin (think
American vs. British or Australian English).
Make sure translators and bilingual camp
staff making the pitch are aware of the pos-
sible variations, and check comprehension
of key words among several Hispanic people.

Because Latinos move fluidly between
two cultures, some of them may already
have come across your organization. Using
census data of the most common Hispanic
first and last names, and highly Hispanic
Zip codes, you can figure out how many
Latinos are currently engaging with your
camp online, in social media, and face to face.
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The Job

Clayton M. Christensen (2017), professor
at the Harvard Business School and one
of the foremost authorities on disruptive
innovation, wrote:

Customers rarely make buying decisions
around what the “average” customer
may do, but often buy things because
they find themselves with a problem

they would like to solve. Conventional
‘marketing techniques teach us to

frame customers by attributes — using
age ranges, race, marital status, and
other categories that ultimately create
prodiucts and entire categories too
focused on what companies want to

sell, rather than on what customers
actually need. With an understanding

of the “job" for which customers find
themselves “hiring” a product or service,
companies can more accurately develop
and market prodicts tailored to what
customers are already trying to do, and
can predict what customers will and will
not purchase.

of Making
Mensches

CAMPERS WITH INTEGRITY AND HONOR

RABBI AVI KATZ ORLOW

Christensen’s insight is not limited to the
world of commerce. Those of us who work
in the field of camping must explore what
the parents of our campers (“customers”)
are “hiring” us to do. At the most basiclevel,
summer camp s in the business of selling
and delivering extraordinary summer
experiences to campers and staff. If we
approach camp from a purely marketing
perspective, we know from experience that
parents are looking for a camp that has a
great program, an exceptional staff, and
pristine (or even state-of-the-art) facilities.
In these functions, camps are like any.
other business. But what really is the “job”
of camp?

Camp exists not only to sell our specific
products to a given market, but also to
do the difficult and mission-driven work
of raising engaged, community-minded
campers who share their intelligence and
zeal in the present and in the future to
make camp a more wonderful experience
for all. On a deeperlevel, parents'“problem”
is to ensure that their children belong to
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Recipe for Success
on age, sex, height, weight, and physical
activity. HEP's focus is on diet quality

rather than amount, types of carbs, and
avoidance of sugary beverages. HEP has

CONTINUED FROM PAGE 16

no calorie count because age, gender, body

type, and activity levels are different for
everyone; the focus is on the plate of food
with “approximate relative proportions of
each of the food groups” (Harvard School
of Public Health, 2017).

>

» FLEET MANAGEMENT

MERCHANTS

PREMIER CAMP PROS

Dietary Guidelines for Children
If you work in food service at camp,
both the USDA and Harvard offer quick
reference guides for scientifically healthy
diets for kids:

« USDA MyPlate Champion:
choosemyplate.gov/
kids-become-myplate-champion

o Kids Healthy Plate by
Harvard: hsph.harvard.edu/
nutritionsource/2016/01/11/
new-kids-healthy-eating-plate

MERCHANTS | SHORT TERM

LEASING

ORAM SHUTTLE BUSES - ACTIVITY BUSES * PASSENGER VANS

SUVs + SEDANS - TRUCKS - AND MORE

OUR PHEMIER CAMP PROGHAN 1S PERFECT FOR
CAMPS OF ALL SIZES, AND INCLUDES:

FINAL PRICE VARIES ON GUANTITY OF VEHICLES, CONTACT US TODAY TO LEARN MORE

WWW.LEASEOURVEHICLES.COM

1-866-LEASE-01
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These websites could also get kids excited
about eating healthy and contain games,
videos, and personal goals/achievements.

Keep in mind the overall goal should be
to focus on diet quality. Things like sugary
drinks, sweets, and other junk foods
should be eaten sparingly. (See my May/
June 2017 column"Trash in Your Tank:
Unhealthy Food Choices to Avoid” for
more information.)

While dietary guidelines are sure

to continue to evolve in the future, we
can use the most current food research
available now for the improvement of
camper nutrition.
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For a closer comparison of the
Healthy Eating Plate and USDA's
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socialization, effective self-regulation, and
overall safety. I use the framework of the

three Ss — socialization, self-regulation,

and safety — as a way for parents and
educators to understand how to approach
and address social media from a wellness
perspective.

Begin with Your Mission in Mind

When thinking about how to design or
incorporate social media and technology
into your camp world (either during the
summer or year round) start by looking
at your camp’s mission statement. Some
camps are technology focused; others want
to promote a full digital detox for campers

while they are on camp grounds. As a result,

there is no one-size-fits-all solution, but
thinking about your mission statement and
how that can provide the foundation for
your social media or technology use policy
is a great place to start.

Meet Campers, Staff, and Parents
Where They Are

It is important to remember that campers
(and staff members) are typically showing
up for their time at camp after using, on
average, nine and half hours of media per
day, according to research from Common
Sense Media (2015). If you are a camp
that promotes an offline experience, those
first few days are going to be a significant
adjustment, and you might see the signs

typical of withdrawal — anxiety, restlessness,

irritation, and frustration. Some of that may
g0 away within afew days, but the first step

Social Media Wellness
This article is adapted from Ana
Homayoun's new book, Social Media
Wellness: Helping Tweens and
Teens Thrive in an Unbalanced
Digital World. The book focuses on
how to help parents and educators
understand the new language of
social media socialization. Homayoun
provides practical, implementable
strategies to help readers move
away from a fear-based educational
strategy toward one that promotes
healthy socialization, effective self-
regulation, and overall wellness.
For more information and
related resources, please visit
socialmediawellnessbook.com.
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to promote wellnessis to speak the language
of teens and tweens to better understand
where campers (and staff) are coming
from. This means you need to understand
their behavioral choices, their impulses,
their weaknesses, and even their addictions
around technology use.

TIP: Create a camper;/counselor/parent
advisory board or committee around social
media issues to help keep you informed
on online and offline trends happening in
different communities.

Understand COPPA
The Children’s Online Privacy Protection
Act (COPPA) was originally enacted by
Congress in 1998 as a way of protecting
kids from online predators, pedophiles,
and marketers. It was updated in 2013
with an amendment that reflected changes
in technology. COPPA makes it illegal
for commercial websites, plugins, or ad
networks to collect identifying information
about kids under 13 without parental
consent (Federal Trade Commission, 2013).
Because social media apps can't typically
get verifiable parental consent from adults
(and kids work around the rules) the terms
of service for most apps make users certify
thatthey are over 13 years old. Most parents
don’t fully realize the data being collected
on underage children who sign up for
social media accounts, and camps play a
role in facilitating or encouraging parental
understanding, especially if much of camp
communication throughout the year is
through various social media networks.
TIP: As part of staff development, have
a staff information session on social media
that includes a breakdown of different
apps and an explanation of COPPA and
how it affects camps. More information on
(COPPA can be found at fte.gov/enforcement/
rules/rulemaking-regulatory-reform-
proceedings/childrens-online-privacy-
protection-rule.

Create Your Own Camp Social
Media Policy

Every camp is different, and your camp so-
cial media policy should reflect your mission
and the way you serve your community. Are
youan overnight camp? Day camp? Are you
housed on a college campus? Is part of your
focus digital tools and technology? Does
your camp community have an active online
community during the school year? During
camp sessions, does your camp promote

SEPTEMBER=OCTORER 2017

focusing on digital detox, or on becoming
savvy with digital tools (or both)?

These factors will play a role in how you
write your camp social media policy. Using
the framework of healthy socialization,
effective self-regulation, and overall safety
(i.e. social, emotional, and physical safety),
outline how you want to address each of
the three Ss in your camp policy. One day
camp in the southeastern United States
was successful in their mission to promote

BOUNDARIES ARE CRUCIAL, AND

WE SOMETIMES OVERLOOK HOW
IMPORTANT IT IS FOR US TO MANAGE
THE EXPECTATIONS OF PARENTS
WHILE ALSO PROTECTING THE WELL-
BEING OF STAFF AND CAMPERS.

digital detox by going old school — using
disposable cameras, taking away mobile
phones, and linking all their camp iPads
using Apple Family ID. It enabled the camp
to fully load tablets with music and other
needed camp tools without allowing other
apps (including messaging) to be used.

TIP: Create your social media policy
usinglanguage that is easy for campers, staff,
and parents to understand (o legalese),
and have your camp lawyer look over it
to make sure all potential legal issues are
covered as well.

Design Different Agreements for
Campers, Parents, and Staff

We often focus on educating campers (and
staff) around appropriate online use, but
we rarely think about how to educate our
campers’ parents, who are often in need
of resources and instruction as well. For
instance, some staff members might be
uncomfortable if parents contact them
through online messaging to deal with a
camp issue (such as sending a message
through Facebook Messenger or Instagram:
I heard Johnny had a bad day in the cabin —
is he doing better today?)

Boundaries are crucial, and we some-
times overlook how important it is for us to
manage the expectations of parents while
also protecting the well-being of staff and
campers. As well, staff members often don’t
know what to do when campers or parents
post photos of them without permission.
Again, different camp policies can be set up
to address different issues. Use your camp
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“I can never remember their names. Asians all look the same.”

“But where are you really from?”

“You are so articulate for a black person.”

Social Justice Series . .
Recognizing

Microaqggressions
at Camp

JANESSA SCHILMOELLER

“You throw really well for a girl.”

“Can I touch your hair? Is it real or did you buy it?”

“So, do you really eat dogs in y
“Girls are always more homesick.”

“Do you ride to school on

“Do you speak Indian?”
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16 Myth of Middle Management

SARA HUFFMAN and STEPHANIE “RUBY” COMPTON

There’s an interesting trend happening
in the camp profession: If your program
director, assistant director, or other full-time
middle management employee has not
recently left your organization, they may
soon, leaving a large staffing hole to fill
Likely, this wasn't something that you were
planning to devote your time and energy
~  toward over the next few months or years.
What a waste! These individuals came into
these middle management jobs prepared for
the long haul, and now they are burned out
and want to move on. Why?

Many in this group are making the
decision to leave the camp profession
behind, opting instead for greener pastures
with (hopefully) better hours and better pay.
They likely have degrees from universities
and colleges and even have some previous

THE PROBLEM IS THIS: IF PEOPLE
ARE TREATED LIKE THEY ARE GOING
TO LEAVE SOON, THEN THEY WILL
LEAVE, AND SOON INDEED.

work experience outside of the industry
that they bring to the table. Choosing camp
was not an impulsive decision — it was a
deliberate choice to change their lifestyle.
By now, these people have probably
finally settled into the year-round routine
of camp. Parents and campers know who
they are and vice versa. They are the
only ones who know where the sparklers
for July fourth are stored and how many
pizzas you'll need to order if the power
goes out in the kitchen. They are the
ones who understand the thythm of the
administrative team when it finally hits its
stride. According to John Boudreau, author
and professor at the University of Southern
California’s Marshall School of Business
and Center for Effective Organizations,
“We have to remember that people are what
we call an ‘appreciating asset.’ The longer

we stay with an organization the more
productive we get — we learn the systems,
we learn the products, and we learn how to
work together” (2014).

Why Are These Skillful Leaders
Stepping Down?

Why are camps unable to keep these
skillful leaders around? Yes, the grass
is always greener somewhere else, but
these individuals aren’t leaving because
they don’t want to do their jobs at camp
anymore — they desperately want to do
their jobs. They just aren't being set up for
success to do so the way we set up campers
and staff members for success from June
through August.

Think for a moment about the past five
middle management employees who have
come and gone from your organization.
What did they have in common? How long
were they at camp before they left? Were
they married or single? And what spurred
their decision to leave? If we had to guess,
only one of your five most recent employees
stayed for more than five years, and they all
Tooked very similar on paper.

Here's a theory: Middle management
personnel have been hired for the past
25 to 30 years under the assumption that
they will leave within three to six years, on
average. Furthermore, it is assumed that
they will be easily replaceable with another
person — usually a camp alumni — with
the same job responsibility expectations.
Perhaps in some of these circumstances, the
middle management team members only
considered their job at camp a temporary
stop before moving on. It also likely that
working at camp was their first full-time
job after of college. Few people begin a
vear-round job at camp with intentions to
leave in the very near future. The problem
is this: If people are treated like they are
going to leave soon, then they will leave,
and soon indeed.
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my own beliefs in preparation for camp.
Doing so could have equipped me with
useful tools for better approaching situations
throughout the summer.

Supporting Reflection
Ourideas may be a perfect fit for your camp,
or they may be a starting point to spark
ideas. For example, at my staff trainings
we begin with a personal mission statement
activity that helps staff organize their
beliefs and goals in terms of camp work.
Throughout the summer, camps could offer
opportunities to reflect upon these mission
statements. At religiously based camps,
time for prayer and meditation may already
be worked into a counselors daily routine,
whereas other camps may need to consider
how to integrate time for personal reflection.
Having a dedicated, quiet, device-free space
where reflection may be modeled by camp
leaders can be a visual cue to the importance
of reflection in times of calm or chaos

KNOWLEDGE

Knowledge refers to possessing, seeking out,
and utilizing muliple forms of knowledge
to help with the solution to a problem.
Knowledge comes in many forms, including
formal knowledge, such as schooling and
training, local knowledge, which refers to
information about the immediate situation,
personal knowledge, an awareness of one’s

Hiring for Wisdom

Discussion here has stressed the impor-
tance of incorporating wisdom-promoting
strategies into training and camp culture.
While practicing ways to help staff reason

limitations and abilities, and gut feeling, a
general sense aboutasituation usually derived
from experience over time (Kupisk, 2016)

Supporting Knowledge

While we cannot magically procure years of
experience for our staff, we can create an en-
vironment that supports gathering knowledge.
Sending pertinent articles and videos tostaffin
the off-season can support continuing formal
knowledge. I have spent years developing
realistic scenarios for role-playing during staff
training, including hiring a professional actor
toreact asachild might, so my staffcan gather
experience themselves and learn from others.
Pairing seasoned counselors with new staffin
a mentorship program can help young staff
understand the ole of personal knowledge and
gut feelings when facing dilemmas at camp.

PERSPECTIVE TAKING

Perspective taking — or consideration of
different points of view, motives, concerns,
or goals of various people involved in a
dilemma—isakey skill of a cabin counselor
orother camp staff member (Kupisk, 2016).

Supporting Perspective Taking
One way to encourage perspective taking is
having counselors spend a day as a camper,
following all the rules, schedules, and transi-
tions of a cabin. Remembering what it s like
tohave very litle control over what happens,

through and seek wise solutions for difficult
situations, another approach may be to look
for character strengths that might naturally
support such behaviors. Following are three

orwhom it happens with, can be an excellent
tool for counselors. Staff training programs
that focus on team-building are valuable to
help staff understand the perspective of their
coworkers. One camp I know spends the first

WHILE PERSPECTIVE TAKING DEALS

WITH THE DIFFERENT PERSPECTIVES

OF THE PEOPLE INVOLVED, PROBLEM
FRAMING IS ABOUT THE DIFFERENT
PERSPECTIVES WE CAN TAKE WHEN
ANALYZING A PROBLEM.

night of staff training around a campfire,
sharing stories of the personal importance
of camp. These stories include tales of being
bullied at school, being physically weak, or
growing up in foster care, and finding a safe
home at camp. This intimate sharing allows
new staff to understand the life events that
have shaped their coworkers, increasing
their ability to see the world through their
colleagues’ perspective.

PROBLEM FRAMING

AND PURPOSE SETTING

While perspective taking deals with the
different perspectives of the people involved,
problem framing is about the different
perspectives we can take when analyzing,
a problem. For example, if a counselor is

such qualities exemplified by a sample of
wise youith practitioners (Kupisk, 2016).

Compassion

Humility

Comfort with Ambiguity

An ability to relate to others without
judgment, while offering support and
genine concern for others' well-being

A sense of partnership with other staff
and youth toward camp goals and out
comes. No person is an island

Anunderstanding and acceptance of
the fact that much of youth work unfolds
over time and dilemmas may never
definitively reach an optimal outcome.

Interview Questions You Might Ask

1. Why do youlike working with youth?

2. If you had to write adescription of
your role as staff, what would it say?

1. Whatare your strengths and limits
as astaff?

2. How do youth impact your experi-
ences working at camp?

1. How do you knowif a problemis fully
resolved?

2. How do you handle crises?

60
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everal years ago, I vis-
ited an overnight camp

in the Berkshires during

its annual family day. I watched
quietly as parents poured out of
their cars to meet their children,
who in turn were semi-excited
to see their parents after nearly a
month of separation. T was especially
because this camp went to
great lengths to be technology-free, so
campers were not texting, messaging,
photo-sharing, or video-sending with
their families while they were away. Those
campers who wanted to call home could
do so the old-fashioned way — using the
camp phone near the main office between
5:00 and 6:00 p.m. every day. At a time
where so much of our world seems digitally
—connected, the camp’s policies seemed
wonderfully refreshing, and I assumed that
the daily photos uploaded to the camp’s
Facebook account by the staff would have
Kept parents satiated with regular updates.
Iwas genuinely
impressed
by the

inter

ove

IN A WORLD WHERE “PIC OR
IT DIDN'T HAPPEN" EXISTS,
HOW CAN WE CONTINUE TO
ENCOURAGE CAMPERS (AND
STAFF) TO BE PRESENT IN
THE MOMENT INSTEAD OF
WANTING TO CAPTURE AND
POST EVERYTHING ONLINE?

Camp’s
Rolein

camp’s efforts to promote a
technology-free experience, even
going so far as to make Wi-Fi unavailable
on camp property. 1 mistakenly assumed
parents would feel the same way. After all,
given that most campers arrive at camp
in June having spent an average of nine
and a half hours per day on some form of
‘media (not including time spent completing
homework, according to research from
Common Sense Media, 2015), I reasonably
thought many parents would be thrilled
for kids to be offline, playing in nature, and
experiencing in-real-life fun.
So, imagine my surprise when
I discovered, upon casual con-
versation with a 12-year-old
camper and her father, that the
young girl had come to camp
with a “secret” phone and a
disguised hotspot so she could
text her family every evening.
The father seemed adamant
in his reasoning — while he
appreciated the technology-free
camp environment, he wanted his
daughter to be able to text him every
day to check in.

Social Media
Wellness

ANA HOMAYOUN

I tried to hide my perplexed dismay
as so many issues ran through my mind.
This father had rationalized how he had
his daughter break the rules, provided her
with the means to do so, and felt okay about
it because it served his interests.

But, this seemingly random conversa-
tion was my first step in understanding
the increasing paradox camps face in
continuing their mission to educate the
hearts and souls of young people. At a time
‘when so much is shared online and stored
in the cloud — files, photos, videos, music,
communication — how can camps maintain
their vision as a place free of distractions,
where kids can take healthy risks, try new
things, and feel safe and supported? In a
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Making Mensches: A Periodic Table
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DSM focuses on what can go wrong,
their Character Strengths and Virtues: A
Handbook and Classification (2004) is
designed to spotlight what can go right.
Their research looked across cultures and
across millennia to distill a manageable list
of virtuesthat have been highly valued from
ancient China and India, through Greece
and Rome, to contemporary Western
cultures. However, the 644-page tome was
more than daunting.

Then I discovered the work of film-
maker Tiffany Shlain. She has done
amazing work bringing this “Science of
Character” (Shlain, 2013) to the public,
both in a short film called Making of
a Mensch (2015) and in supporting
materials, such as a visually stunning
Periodic Table of Character Strengths.

36 CAMPING MAGAZINE

Shlain took Seligman’s work and made it
accessible to the masses. Upon meeting
her, I recognized the opportunity using
contemporary technology to share the
ancient Jewish approach to making
mensches with modern-day audiences.
Inspired by our work together, I created
Making Mensches: A Periodic Table built
on the science and conceptual framework
of Seligman and the accessibility of
Shlain. I was able to encode in this
resource more layers of Jewish thought
in the hope that this enhanced content
would create a rich cultural context to aid
in the job of making mensches. Together
with my colleagues at the Foundation
for Jewish camp we disseminated a
Making Mensches poster and a partner
resource with some simple prompts to

SEPTEMBER=OCTORER 2017

mnan
Tiferet

help Jewish camp professionals engage
their campers, staff, and boards. We
were not certain where this project would
g0, but we knew that we wanted to help
camp professionals build community by
instilling non-academic skills, creating
intentional experiences, and making
mensches more effectively.

Ilearned four major lessons from camp
professionals the summer we released the
Making Mensches package to the field.
Some or all of these might be of immediate
use to you as you think about character
education at your camp.

One: Picking Virtues

The most common response I received
from camp professionals when they first
saw the 43 virtues mapped out on the
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prioritized the effective management of
challenging behaviors during staff training,
The idea was to educate and empower all
staff members to be able to use preventative
strategies to avoid challenging behaviors.
If behaviors did occur, staff would be in a
better position to address them rather than
relying on the IC to “fix” the problem.

CONTINUUM OF INCLUSION

There is a continuum of inclusion within
the cohort that is reflected in the level and
quality of participation, peer interactions,
and sense of belonging for all campers.
Senior staff and ICs are currently expressing
the desire to progress along the continuum
with the goal of achieving social inclusion.
In 2016, camps in the cohort continued to
be at different stages in their progression
on the continuum — from campers merely
having a physical presence to being socially
included in thelife of the camp. While it was
difficult for many of those interviewed in
2015 toidentify examples of social inclusion,
staff readily identified specific occurrences
of social inclusion at their respective camps
in 2016. This occurred despite serving a
significantly higher number of campers with
disabilities. Progress on the continuum was
seen when everyone was invested in the
camp’s mission.

Sustainability and Scalability
of Inclusion Efforts
Senior staff recognized that comprehensive

training and support of an inclusive camp,

initially launched by the foundation and

external funding organizations, would be
for naught unless inclusion efforts continue
in summers ahead. Reports of “a changing
culture” among campers and staff alike
suggest a momentum in a permanent

direction toward inclusive service delivery.

This commitment includes a continuation
of staffing and programmatic efforts even
if no additional funds become available.
One camp described this commitment by
identifying themselves as a “mission-based
versus financially based camp.”

Camp leaders are planning to solicit
external grant funding to sustain these
efforts. It has been identified that additional
staffing (e.g., floaters, one-on-one supports)
could be helpful in support of inclusion, and
staffleadership will do whatever possible to
fund this level of staffing. Nearly all camp
leadership is treating the new IC position
as a permanent staff position, and the
salary for the IC has already been added
as a permanent line item in the budget at
several camps.

A Culture of Inclusion

Within a brief two years of the inclusive
camp initiative, many impressive qualities
are in place within the cohort. A “culture
of inclusion,” the presence of highly skilled
ICs, and an emerging decentralized model
of supports all serve as a strong foundation
moving forward. Camp staff are attracted
to the inclusion concept, and many would
choose to continue to work in this type
of setting. It appears that inclusion is
sustainable and that many, if not all, the

Camp Values and Features for Successful Inclusion

Inclusive camp values:

o Campers with disabilities deserve to experience inclusive camp fully and joyfully

o Inclusive summer camp builds dentity in all children and strengthens community

* A'culture of inclusion” serves as a strong foundation

Features of asuccessful inclusive camp:

Flexibility in scheduling and activities

Staff “floaters” available as needed

24 CAMPING MAGAZINE

A positive and welcoming environment for all campers
People-first language and positive attitudes modeled by staff
Staffintentional in facilitating social inclusion

Collaboration with parents to learn about camper strengths and interests

Use of preventative strategies to avoid challenging behaviors

SEPTEMBER=OCTORER 2017

practices being used to include campers
with disabilities are achievable at other
camps. The benefits accrued through the
overall inclusive camp movement appear
to far outweigh the necessary efforts and
costs associated with making inclusive
camp a reality.

Photos on pages 22-23 courtesy of JCC
Camp Chi, Jewish Community Center
Chicago, Chicago, linois.
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each other too. If you are having an issue,
consider posting to “ACA Connect,” a new
online forum where camps can inquire
about how other camps have addressed a
similar concern.

We would like to thank each camp
professional who participated in the
2017 Emerging Issues Survey. The trend
information shared in this article was made
possible by these individuals’ willingness
to participate in the study. If you did not
participate this year, we hope you will con-
sider contributing your camp’s information
next year. The higher the participation
in the survey, the better the information
we all have with which to compare our
individual experiences. For more informa-
tion, please visit the ACA website for the
full report: ACAcamps.org/sites/default/
files/resource_library/2017-Emerging-
Issues-Full-Report.pdf.

Enroliment highlights are prepared by Cait
Wilsan. Caitis the ACA research assistant
and is adoctoral candidate at the University
of Utah
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sexual orientation, religion, gender, or other
marginalized status that are most likely to
occur during everyday camp life.

Outlined here are steps we take in our
training session that might help you create
one of your own.

Creating Space for

the Conversation

Before diving into an in-depth workshop

on microaggressions, ground rules must be

set. In our camp, we devote one evening to

setting ground rules and group expectations

for the summer. The session consists of

three key questions:

1. Whatdo counselors expect of each other?

2. What do counselors expect from the
leadership team?

3. What does the leadership team expect
from the counselors?

‘What do we need from each other for each
of us to be successful? These questions are
posted around the room and we rotate
stations, filling in expectations on each
appropriate poster. The responses to these
questions symbolize a contract between
counselors to uphold these expectations
throughout the summer. The purpose of
the activity is to create group norms that
will facilitate a safe space for open dialogue
and feedback among staff.

Microaggression

If the concept of safe space is new to

your counselors, try leading a more explicit

session around the topic, as we do with our
campers during the first few days of camp
using the following questions as a guide:

1. What is a safe space? What does it look
like? Smell like? Sound like? Feel like?
Taste like?

2. What are the signs of a safe space? What
are everyday indicators that we have
created a safe space at camp?

3. Howdowe get there? How doweactively
create safe space at camp?

Safe space is not always comfortable. In fact,

the environment you create should allow
participants to step well out of their comfort
zones, knowing that they can trust in the
community enough to share personally and
challenge perspectives about important
issues. Counselors and campers should
actively remind each other of the group
norms throughout the summer to ensure
the safe space continues to evolve.

The Activity

With our group contract posted on the walls
behind us, I start the session with two great
videos from the She Knows Media workshop
guide on microaggressions. We begin with
the YouTube video I, too, am Harvard, a
campaign highlighting microaggressions

Underlying Assumption /
Hidden Meaning

experienced on campus and sharing the
voices of marginalized black students.
This video is a good fit because most of
our counselors are college students, and
they are better able to connect with the
examples of microaggressions in a setting
they understand.

Next, we watch a few short clips from
the Australian campaign, The Invisible
Discriminator, which highlights the
negative mental health impact of microag-
gressions toward marginalized populations.
As roughly half of our campers and staff

1 WOULD ARGUE THAT ALMOST
ALL THE MICROAGGRESSIONS
THAT HAPPEN AT CAMP ARE DONE
UNINTENTIONALLY AND UNBE-
KNOWNST TO THE AGGRESSOR.

come from outside the United States, 1
want to emphasize that microaggressions
are an international problem. The Invisible
Discriminator series also provides examples
of several nonverbal microaggressions,
which transcend language barriers and
linguistic nuances of some verbal examples
in the other videos.

After the videos, we define microaggres-
sions as agroup and provide a handout with
a written definition of microaggressions

the same!”

camper of color,
“Where were you born?
You speak English really welll"

high intellect
Examples:
“l didn't expect you to be so skilled at

Being mistaken for another person inthe same racial group

Example: A counselor calls a camper from Korea by the
name of a camper from Japan and shrugs it off saying, "I
always get them confused. They just all look

One camper asks a camper from another country or a US

Campers give compliments based on a camper's surprisingly

“Wow, you are really articulate!” is said to a person of color.

People of the same race are all the same
Your culture is not valued
Denial of ethnic differences

You are a foreigner
You don't belong here
You are not US American

Itis unusual for someone of your race or nationality to be
intelligent or skilled in that subject

Most people of color are not as well-spoken
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Seven Emerging Issues Today’s Camps Face

CAIT WILSON

Results of the 2017 Emerging
Issues Survey are in and sug-
gest that camps face a variety
of challenges, such as staff and
camper health, staff training,
parent communication, diversity,
revenue generation, marketing,
and evaluation. Compared to
previous years, these current
issues are consistent with past
trends. One interesting difference
from previous years involves staff
training; many camps have indi-
cated a need for LGBT resources
where before it was not a main

priority for training.

Inall, 335 camp professionals responded to
the survey, which was sent electronically to
all ACA member camps in February 2017.
Camps were residential (48 percent), day
(23 percent), residential and day (25 per-
cent), and rental groups (3 percent). Camp
affiliations included independent nonprofit
(42 percent), independent for-profit (21
percent), agency (16 percent), religious
(11 percent), government (5 percent), and
medical (5 percent).

The following information is based on
camp professionals’ responses.

Each camp faces its own unique set
of opportunities and challenges, so the
purpose of this survey was to paint a broad
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picture of trends affecting the entire indus-
try. One way camp professionals might use

these findings is to guide decisions about

areas of strategic focus at their camp, or

as an opportunity to connect with other

camp professionals around a specific issue

or challenge.

®

Health and Safety

Camp professionals reported that the health
and safety of campers and staff (including
mental health, medical needs, and physical
safety) is the top issue they've faced in the
past two vears. The majority of survey
respondents (71 percent) said campers’
and staff members’ mental, emotional, and
social health (MESH) is more of an issue
than in the past. Campers and staff are
exhibiting more instances of depression,
anxiety, suicidal thoughts, sel-harm, and
eating disorders, and it appears this issue
is more prevalent in overnight camps than
in day camps.

One possible explanation for this trend
is that because campers and staff members
at residential camps are living in close
quarters, they may feel more comfortable
disclosing issues at camp related to MESH.
Or, overnight camps might be more
stressful for some kids and staff because
of group living and being away from home.
More than half of responding camps
reported facing challenges with training
staffto address campers’ MESH needs.

Findings from the Emerging Issues
Survey also suggest that staff and campers
have increased unique medical needs (e.g.,
medications, allergies, and dietary restric-
tions) that need close monitoring. About
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45 percent of camps think medication and
prescription management is more of an
issue than in the past.

Survey results also show that camp
professionals are worried about campers’
physical safety and security (e.g. intruders
and emergencies). About 42 percent of
camps are more concerned with trespassers,
intruders, and strangers than in the past.
Respondents indicated they are now
thinking about active shooter situations,
wild fires, and issues with wild animals.
Some camps have even experienced bomb
threats. The key is to be prepared and have
the proper protocols in place before an
emergency happens.

Some resources to help:

o For MESH resources, please visit
ACA's Resource Library, see the
Camping Magazine article, “Expand
your MESH Capacity before Summer
Begins,” March/April 2016, and online
webinars including “MESH Proactive
Camps: What Are Their Secrets?”

o For tips on managing medication,
see the May 2014 CampLine news-
letter, “Medication Management: 13
Common Questions from Camps —
And Their Answers.”

o For help with your camp’s emergency
protocols, see the February 2015
CampLine newsletter, “Emergency
Preparedness.”

EID

Staff Training and Recruitment

Many camps (65 percent) described
challenges related to recruiting quality
and specialized staff (e.g., nurses and
safling instructors); some felt that recruiting
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Explore Orlando!

Come early or stay a few days after the
conference and experience all Orlando has
to offer. With over 100 attractions across the
city and seven of the world's top theme parks,
Orlando is full of amazing opporturities. Bring
your farily o friends and enjoy the many
exciting things to do in beautiful Orlando. Find
more at visitorlando.com.

PholaCred: Darey Coronads Srigs Resort

Disney’s Coronado Springs
Resort

The conference will be held at the beautiful
Disney’s Coronado Springs Resort, located in
the heart of Walt Disney World® Resort. The
resort offers comfortable Spanish-style haciendas
and lovely palm-shaded courtyards. Attendees
can enjoy complimentary fransportation from/
to the airport and also the theme parks and
Disney Springs® area. ACA's contracted
discounted rates are available up to three days
before and after our conference dates, but on
a first comefirst serve basis (until January 27,
2018), so don't delay. For more information
and to make your reservations, please visit
ACAcamps org/conference/hotel.

Professional Tradeshow
Exhibition

Come see the latest products, programs, and
sevicas avallable for.comps, educriiongl
organizations, and youth development
professionals. Don't forget, many exhibitors
offer esclusive shiow!specicls

Schedule at a Glance

Subject to Change

The conference officially begins on Tuesday, February 20, at 2:00 p.m. Eastern Time. We'll end the con-
ference by 1:00 p.m. on Friday, February 23, with a closing keynote speaker and luncheon. Miscellaneous
meetings, Kindred events, and special frainings take place prior. Check ACAcamps.org/conference for the

most current information.

SUNDAY, FEBRUARY 18

AFTERNOON and EVENING
ICF Camp Tour — Off-site
Kindred Events

MONDAY, FEBRUARY 19
MORNING
Kindred Events
ACA Board Meeting
AFTERNOON and EVENING
Registration, Resource Center Open
Pre-conference Events
New Director Orientation (NDO)
Kindred Events

TUESDAY, FEBRUARY 20
MORNING and MIDDAY
Registration, Resource Center, and Bookstore Open
National Council of Leaders Meeting
Editorial Advisory Committee
Kindred Events
Pre-conference Events
AFTERNOON and EVENING
First-time Confference Goers Welcome Session
(sponsored by Clig)
Opening Keynote with Florence Willlams
(sponsored by Markel Insurance Company)
Educational Breakout Sessions, Group 1
Field Office and Affiliate Groups Meetings and Socials
Gathering of Internationals

WEDNESDAY, FEBRUARY 21

'MORNING and MIDDAY
Informal Discussion Cafés with Bagels and Coffee
Registration, Resouirce Center, and Bookstore Open
Keynote Lecture (sponsored by Markel Insurance

Company)

Exhibitor Setup
Educational Breakout Sessions, Group 2
Insurance Roundtable — by Invitation Only
Educational Breakout Sessions, Group 3

AFTERNOON and EVENING
Pioneers in Camping Luncheon
Religioussly Affiiated Camps (RAC) Luncheon
Not-for-profit Council Luncheon
Educational Breakout Sessions, Group 4
Educational Breakout Sessions, Group 5

Grand Opening of Exhibit Hall with Reception —
Ticket Required (Sponsored by Chaco)

Social Networking Time

THURSDAY, FEBRUARY 22

'MORNING and MIDDAY
Informal Discussion Cafés with Bagels and Coffee
Registration, Resouirce Center, and Bookstore Open
Educational Breakout Sessions, Group 6

Unopposed Time in Exhibit Hall with Bagels
and Coffee

Exhibits Open
American Camping Foundation (ACF) Meeting
Educational Breakout Sessions, Group 7
AFTERNOON and EVENING
Educational Breakout Sessions, Group 8
Research Poster Sessions (sponsored by The
Redwoods Group)

Commerce Sessions

Keynote Lecture (sponsored by Markel Insurance
Company)

Exhibitor Teardown

Acorn Society Dinner

Social Networking Event

FRIDAY, FEBRUARY 23
'MORNING through EARLY AFTERNOON
Registration, Resouirce Center, and Bookstore Open
Educational Breakout Sessions, Group 9
Educational Breakout Sessions, Group 10
Closing Lunch and Keynote Event with Dr.
Hakeem Oluseyl (sponsored by Markel
Insurance Company and NASA)

Group Departures

CONFERENCE SPONSORS
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CAMPBRATN

Love your Software

Their support enables us to present a great variety of

quality prograrms for your professional developrnert.

PREMIER SPONSORS
Markel

CampBrain

CampMinder

Chaco

NASA

The Redwoods Group
Rocky Mountain Sunscreen
UltraCamp

FRIENDS OF CAMP

Outfit Your Logo
Philadelphia Insurance Companies
WOWBUTTER

lll O

MARKEL

. iy
sunscreen

N THE
Clig ZXRE
GRI

CampMinder

N






OEBPS/image/17-5_Sept-Oct_2017_epub48.jpg
to keep your program director or assistant
director for the long-term, then you must
say good-bye to the idea of that person
being physically available 24 hours a day
and seven days a wesk, even during the
summer months. That includes email. It's
not a realistic expectation for anyone, let
alone a person with a family or someone
who wants human interactions outside
of work.

Yes, this generation prefers to spread
out their work throughout their day as
they deal with life, but it will be healthier
for both employees and employers alike to
agree to set aside specific times when they
will be unreachable. Consider the option to
work remotely or being at home at night
during the summer rather than attending
every evening program. Consider the option
for that person to not live on campus and
setting up realistic expectations from the
beginning for being flexible and on call.

The Stay Interview

When an employee leaves, it is common
practice to conduct an exit interview — but
why do we wait until an employee is leaving
to hear his or her frank assessment of the
role? As part of your annual review process

Searching for Camp Insurance?

with your year-round employees, consider
asking, “What do you need to stay in your
job?” You may be surprised that their
requests are not too hard to fulfill

Of course, every employee s replaceable
with another. They must be, otherwise an
organization would fail with the loss of one
person. But, if you find an employee who
fits your organization, proves his or her
commitment, and demonstrates long-term
dedication to your organization, a person in
whom you have invested time and energy
and organizational stability, do yourself a
favor: Don't let him or her go.
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Sara Huffman serves as the administrative
director for Green River Preserve and is the
leader of the ACA EFIC group in Western
North Carolina. Sheis an active board
member for Camplify in Hendersonville, NC,
and regularly volunteers at ACA events
Stephanie *Ruby” Compton currently works
as the WNC program director for Muddy
Sneakers, a science education nonprofit that
partners with public schools in the Carolinas
Ruby can also be heard on a free podcast
for camp professionals, Camp Code, talking
about best practices for camp staff training.
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« A$150 Cash Prize for Flrst Place «
« A Commemorative Plaque «
» Acknowledgement in Camping Magazine «
« Recognition at the 2018 ACA National Conference

Send us your favorite photos that depict the camp experience
and represent the best practices in the field.

Each submission must include an ONLINE PHOTO RELEASE listing the
PHOTOGRAPHER'S NAME, CAMP NAME, CONTACT ADDRESS, and
PHONE NUMBER. Visit ACAcamps.org/release to access the form.
Photos mustbe HIGH-RESOLUTION TIFF or JPEG files AND at least 300
dpi. For cover design consideration, DO NOT CROP photos.

sumissionpeavuine: FRIDAY, NOVEMBER 10, 2017
emai: magazine@ACAcamps.org

wmaiLinG aboress: Camping Magazine, American Camp Association,
5000 State Road 67 North, Martinsville, IN 46151-7902

american AN association®
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Recognizing Microaggressions at Camp

CONTINUED FROM PAGE 55
Dr. Sue (2010), author of Microag-

gressions in Everyday Life, recommends

five actions we can take to counteract
microaggressions at the individual level:

1. Learn from constant vigilance of your
own biases and fears.

2. Experiential reality is important in in-
teracting with people different than you
in terms of race, culture, and ethnicity.

3. Don't be defensive.

4. Beopen todiscussing your own attitudes
and biases and how they may have hurt
others or revealed bias on your part.

5. Be an ally: Stand personally against all
forms of bias and discrimination.

Lessons Learned
For many of my counselors, this is their
first time confronting their role in everyday
discrimination.

To connect with a broader audience,
especially counselors who are skeptical of

Tips for Training a Culturally
Responsive Staff Team

1. Establisha community conducive
todialogue and feedback.

2. Don'tgoitalone. Reach out to
organizations or universities in the
local areawho do this work pro-
fessionally and ask them tolead
asession for you. Doyou have
counselors who are engaged in
social justice work at their univer-
sity? Ask them to help. f not, go
out and start recruiting therm.

3. Leanin to the conversation. If
counselors are engaged and fol-
lowing the group norms (again, it
might not be comfortable), let the
conversation flow where it needs
togo to get to the root of these
tough conversations.

4. Acknowledge your mistakes and
ask for feedback

5. Give ittime. Not everyone is going
to “get it" the first time, or the sec-
ond time, or maybe even the third
time. Remember, it only takes one
counselor at a time to make a last-
ing impact on the development of
acamper.
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Adapting Activities for Campers

Imagine a camp program staff is pre-
paring an experiential game of Hawks
and Squirrels to demonstrate the
predator-prey relationship and role of
resources inthe naturalenvironment.
The campers who are squirrels scurry
across the field picking up colored
balls that represent food and water
while the campers who are hawks
tag the squirrels that can't find the
necessary resources, transforming
theminto hawks.

Nowimagine that one of the campers uses
a wheelchair. How could the activity be
‘adapted? Maybe the facilitator provides
the camper a helper to assist him through
the field. Maybe a few resources are placed
up on cones so he can easily reach them.
The camper has been accommodated by
providing him with tools or support to
malke the activity accessible; however, the
activity has also been impacted in a way
that may further isolate the camper using
the wheelchair. He has special resources
that only he can pick up. He is the only

camper with an assistant or helper. The

modifications made in an attempt to be

inclusive have actually created a potential

increase in disability isolation, which is a

perpetual concern.

What if all the resources were placed
on cones, everyone was given a buddy,
and the game was played in the gym
instead of the grass? The modifications
now create an opportunity for all campers
to participate in a way that looks almost
identical while maintaining the inherent
nature of the activity.

With these modifications, three key
activity elements have been addressed:

1. The person, by providing the camper
with a peer to assist in pushing him
or her

2. The environment, by switching to a
gym floor

3. The activity, by placing all the resources
on cones

Looking at these three aspects helps create
an inclusive activity that allows all campers
the opportunity to thrive.

Provided here are the basic tools needed
to take inclusive programming to the next
level through a user-friendly, step-by-step
approach — first addressing the reason
for activity modification and what it really
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Campwise...

The Only Software You Need to
Run Your Camp

Campwise provides software for online registration, camper management, housing,
transportation, staffing, guest group bookings, donor management and a point of

sale system to run your camp store.

® Cloud-based access e Common record database

* Automate reports and emails
with our scheduler

* User-friendly * Mobile applications

Campwise - Helping Make Your Camp the Best It Can Be!

Contact us for a software demonstration today!

ht
\\ CAMPWISE campwise.com 866-297-7111 info@campwise.com

CAMP MANAGEMENT - ONLINE REGISTRATION - CONFERENCE/RETREATS - DONOR - ONLINE STAFF APPLICATION -
POINT OF SALE - MOBILE APPS - REPORT SCHEDULER
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modifications to increase the likelihood of
maintaining the activity’s inherent nature.

Activity Modification

Within activity modification, after the
elements of the activity have been identified,
appropriate modifications can be pursued.
The framework of this approach comes from
the field of Adaptive Physical Education
(APE). The Ecological Task Analysis
(ETA) was originally developed to identify
problems that might exist between the
activity and a student’s ability to move
within it and then to suggest modifications.
To identify the problems, Karl Newell
(1986) described a triangle of constraints
as part of a continuously changing system
(Davis & Broadhead, 2007):
1. Task

2. Context

3. Performer

For the sake of our setting, we will view
these three factors as activity, environment,
and person. As a facilitator, acknowledging
these factors as part of an interrelated
system means that changing one factor may
impact another. For example, if we change
the person (i.e. working as pairs), there may

SUCCESSFUL PARTICIPATION
OCCURS WHEN PHYSICAL AND

PSYCHOSOCIAL BARRIERS ARE REDUCED

OR REMOVED AND THE ACTIVITY IS
INTRINSICALLY REWARDING FOR THE
PARTICIPANTS WITH A DISABILITY.

be an impact on the activity itself (change
in the rules about resources) and/or the
environment (larger area of play).

The step-by-step evaluation of the
activity begins with one of the three
variables: activity, environment, or person.
Next, start to look at where barriers might
be encountered. Looking at the previously
provided example, the resources were
placed on top of cones to make the activity
inclusive for everyone. In evaluating the
activity, we noticed that a barrier exists
for the camper in reaching for resources
on the ground. Placing the balls on cones
eliminated this barrier while maintaining
the inherent nature of the activity

Next, we move to environmental barriers.
Is the activity indoors or outdoors? What
is the playing surface like? Is the lighting
adequate? Are there other sensory factors
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(distracting noises or images) that may
impact participation? In the example
provided, the game was moved from outside
on grass toa gym for a more durable surface.
The purpose of the activity (to learn about
resource allocation and predator-prey
relation) is maintained with this environ-
mental modification. However, if part of
the activity's purpose was to learn about
the habitat of the animals involved through
experiencing it, then moving inside would
have compromised the inherent nature.

‘When looking at modifications for the
person, evaluate how the person interacts
with the environment and/or activity. What
barriers exist within the camper’s abilities
that may limit successful participation? Can
where the person is in relation to activity be
altered? For example, in kickball, can they
stand in front of the plate instead of off to
the side in the batter’s box? Is assistive
equipment available, such as a modified
seat with back support in a raft instead of
sitting on the side?

After modifying one factor, it is very
important to take another look at the other
factors to see if they have been impacted.
These factors do not exist in a vacuum
and in altering one, another may need to
be adjusted. When the game of Hawks
and Squirrels is modified by placing the
resources on cones, do the campers still
need a buddy? If the activity is further
modified by increasing the number of safe
zones, is the modification of participating in
pairs still necessary?

The final step is to take another look at
the activity as a whole, with the modifica-
tions, and determine if the inherent nature
of the activity is intact. Does it still ook like
Hawks and Squirrels? Are the goals of the
activity still attainable? Most importantly, is
it still fun? If the modified activity feels too
forced or unnatural, it might be time to select
a new activity that has similar aspects (per
the activity analysis) to the initial activity
but may be more conducive to the abilities
of all the campers.

While there is no right or wrong to
activity modification, there are a few final
considerations. Does the modification allow
the camper to participate in an independent
manner? Modifications that promote the
highest level of independence are a key
factor in successful participation. Is that
activity normalized in the sense that all
campers are participating in a way that
looks similar? Implementing normalized

SEPTEMBER=OCTORER 2017

modifications that promote independence
within cognitive, social, physical, and
emotional aspects, with consideration given
to the activity, person, and environmental
factors, will increase the opportunity for
campers to be successful

Photos on pages 30-31 courtesy of Bradford
Woods and Champ Camp at Bradford Woods,
Martinsville, Indiana.
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Ifthe employers and decision-makers at
thetop of a camp’s organizational chart have
never had someone who wanted to stay for
more than the average thres to five years, it
makes sense that they will not be familiar
with the needs of an employee who has
ouflasted that time frame. The employees
themselves might not even know what to
ask for. And it is imperative to recognize
that the needs of employees and leaders
today are slightly different than the needs
of employees ten or more years ago.

The current hiring practice seems to
be to promise young people the world to
get them to take a year-round job at camp.
When new employees start, they are eager to
learn, to catch up, and to put in extra hours
to prove they are qualified for the job to earn
more trust from their supervisors. Then as

LEADERS HIRE GOOD PEOPLE
SO THEY CAN DELEGATE AND
LIGHTEN THEIR OWN WORKLOAD.

time goes by, they request more freedom to
have a sustainable work-life balance. But
camp owners and directors hire a team so
that they, too, can do less and have more
of a life. Keep in mind that many of the
middle management employees may not
have their families with them on campus or
might be actively trying to create a family.
If it becomes apparent that they will not be
given the same lifestyle considerations as
their employers and supervisors, middle
management folks start to back off their ef-
forts at work to give their lives more balance.
As they back off, upper management trusts
them less and gives them less autonomy,
making the middle management feel less
a part of the organization, This eventually
leads to valued program directors and other
middle management personnel seeking
opportunities elsewhere. It appears to be a
vicious circle.

Many of these middle management staff
members are considered part of the
Millennial generation. This inevitably
suggests the common stereotypes for this
demographic: individuals who are lazy,
entitled, and prone to not stay in one full-
time position for very long. While it's true
that many of the individuals currently in
these positions are classified as millennials
(the authors not excluded), what is untrue

35 thisk perceivedt iridiffsrence toward how |
aric where they chivose fo Sperid thieirtime.

As stated in a recent article in The
Guardian in March 2016, “Millennials
naturally see things slightly differently
Presertesism dossn't make sense toprople
used to wosking onthe move. Why be: [
anchored toyour desk for eight hours when |
you can reply to those emails and start &
aFaftiig vibtes dhiFing yous At it
work, or even in a cafe? That's not laziness,
{hit’s fust working smrter: as millannials
may see it” (Gani, 2016).

Among the list of shared characteristics
atwear reiembers of this pengsation; one
positive stereotype is often overlooked:
Millennials want their daily efforts to matter, |
to make  difference. That's why they left [} =
their jobs at banks or marketing firms to [R5

C

live in the woods for months. Furthermore, =
with filtered images on Instagram and Y
hashtags of “#blessed” being omnipresent | f

intheirlives, there is abundant exposure to
the idea that the grass is greener elsewhere,
whether that is working for an organization
that clearly states their values o one that
lets them bring their dog to work each day.

“The millennials 1 know are not willing
to settle for mediocre careers — they're
working hard to find work that they are
passionate about, even if it means doing
a boring low-paid job on the side, said
Sofia Niazi, 29 . . . . She says the fact that
work doesn't pay as well as it used to and
no longer guarantees much in the way of
security means millennials feel it should at
least be fulfilling or it simply isn't worth it”
(Gani, 2016)

You're probably wondering, *Why should a | :
camp try to keep their middle management |+
staffers for more than three to five years?
Because they will save you money and
because they will make money. On average,
hiring a new employee costs an organiza-
tion one-fifth of that person’s salary. This
covers the cost of the search and interview
process, the time and profit lost during
the interim without someone filling that
position, training, and money lost during the
transitional period when the new employeeis
not working at the same caliber as the former
employee (Boushey & Glynn, 2012).

Atcamp, there is a case for change versus
no change. Sometimes camps must ask
themselves why they maintain a process
or tradition to ensure that the answer is
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tool. Instead, create a translations review:
committee of at least three people of
Hispanic backgrounds so you can deliver
the best quality communications. If your
camp is sloppy with messaging, why would
somebody entrusttheir precious kids to you?

erse

My experience is that Hispanic initiatives
are not given adequate priority when treated
as something to do “because it is right” or.
it appeases certain community voices.
Instead, figure out how attracting Hispanics
contributes to solving your camp’s pain
points. For example, if you're struggling
to enroll new campers, consider sourcing
them among Latinos because most of your
competitors have no Hispanic strategy.
Also think holistically about your camp’s
mission and how Hispanics can be integrat-
ed rather than creating a separate initiative
for Latinos. For example, as part of the
life-skills-building benefit of the camp,
consider how you can instill an attitude
of inclusion, a global mindset, or a desire
to speak several languages in the children,
As participants embrace those values, your

camp will feel more welcoming to Hispanics.
Latinos, similarly to Jews, are part of a

tight-knit community where word travels
fast. Afew families with positive experiences
can help your camp establish a competitive
advantage among Hispanics.

Local demographics are one key factor. In
cities such as Miami, Los Angeles, and San
Antonio, Texas, roughly one out of every
two people s Hispanic. In Dallas-Ft. Worth
and Houston, the ratio is roughly one out of
every three people. Locations with a high
concentration of Hispanics require a deeper
focus on mesting their needs. In those
areas, pay attention to language preferences.
Miami is a very Spanish-dominant market
regardless of income and education, while
English prevails in San Antonio,

Income level'is also a consideration.
Latinos matter more if you cater to the
$50K to 100K income bracket (in which
12 percent of the households are Hispanic)
than when you serve the $250K+ income
bracket (where Hispanics represent 4
percent of the households). One additional

barrier to engaging higher income Latinos,
is that they value foreign travel more than
the camp experience. Ifthey still have family
abroad, they prefer to help their children
develop language skills by spending time in
their home countries with people they trust.

My affluent Latino friends and family
who have sent children to camp wanted to
make sure their kids were not left out, or
had Lids with friends who went to camp
and lobbied for it. The more religious ones
were only willing to send them to Catholic
camps they felt would share their faith and
family values.

Affluent, college-educated Latinos may live
in different neighborhoods and have dif-
ferent attitudes, exposure, and alternatives
to camp than less-educated, low-income
Hispanics. Immigrant Latinos may prefer
to send their children to spend the summer
‘with their family, while US-born Latinos
may be more familiar with the camp expe-
tience. Their heritage (ex: Mexican, Cuban,
Puerto Rican) may determine their summer.
options (ex: Cubans would not send kids
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integrative thinking, This type of thinking
requires staff members to consider the com-
plexities of a situation to form relevant and
thorough solutions (Kupisk, 2016). When
Carlos, the staff member from the opening
scenario, states definitively that he believes it
is his job to make the week as good as possible
for Jacob, its clear that Carlos has spent some
time reflecting on his role as a counselor, or
perhaps even his mission for the summer. He
utilizes his local knowledge of the situation
to determine that Jacob is safe, while his
inclination toward empathy is perhaps related
to the formal knowledge he received during
our Love-and-Logic-heavy staff training, This
use of empathy may also stem from Carlos’s
ability to look at the situation from Jacob's
perspective. Jacob already knows hes not
supposed to wander off and is likely bracing
for discipline. Carlos approaches with love
instead — to a great result.

Carlos also asks himself, “Why would a
camper wander away from the safety of a
well-lit path into the pitch black to be alone?”
In that moment, he is framing the problem
interms of Jacob’s personal unhappiness at
camp rather than looking at the situation as
a discipline issue or a prank. Through this
frame, Carlos is able to set his purpose: He
uses this problem as an opportunity to build
arelationship with Jacob, rather than yelling,
at him for leaving the group or writing him
off as just another discipline problem.

“I'm sorry that I wasn't able to make this
week better for you.”

“It’s not your fault.”

“But it’s my job."

This simple exchange integrates every
aspect of practical wisdom. This is why I
call it the best piece of camp counseling T
have ever seen.

Supporting Integrative Thinking
Of course, it's unlikely Carlos was conscious-
ly caleulating these functions of practical
wisdom when he interacted with Jacob;
however, his ability to integrate them all
made this a truly wise moment. By finding
intentional ways to practice the compo-
nents of practical wisdom, staff can more
intuitively make decisions that incorporate
their own philosophies, technical skills, and
personalized knowledge of campers. Talking
through complex dilemmas with staff using
thelens of practical wisdom, both during and
after a situation resolves, is an excellent way
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biases is as natural to the mind as breathing
isto the lungs. We all make snap judgments

and assessments to keep us safe. But those

snap judgments are often made based

on faulty or incomplete information. For

example, have you ever made a snap judg-
ment about a camper or fellow staff member

and later (once you got more information)

realized that you were completely wrong?

Stereotypes and generalizations are like

that. Practice writing the mental stories you

create about others in your mind in “pencil”
rather than “permanent marker.” In other

words, be apen to possibly having wrong or

incomplete information. Are your beliefs st

in stone? Make some mental space to create

new perspectives.

Two: Get to Know Everyone

The concept of culture is multilayered
and complex like an onion. It is when we
pull back the layers, open up, and gt to
know others that we find we are more
alike than different. Everyone wants
to be loved, accepted, and respected.
‘When we make an intentional effort to
get to know campers and staff who we
perceive as different from us, we are less
likely to group them in monolithic and

- Seth Weimer,

Green Valley Lake Christian Camp

homogenous ways. We can then see them
and interact with them as individuals
rather than as a representative for an
entire group. Make connections with
others that are more than skin deep. It is
variance that adds depth, richness, and
excitement to the experience of being a
part of our overall camp community.

Three: Take Your Own Pulse
Changing systems and organizations can
be overwhelming and frustrating because
there are so many moving parts (and
people) that are impossible to control. The
only way to create what we desire is tostart
with the only thing we have 100-percent
control over — ourselves. It becomes easier
to change systemic biases when we become
aware of our own individual biases. Be
aware of your own internal resistance to
inclusion. Each of us must acknowledge our
unconscious cultural biases and uncover
all the ways those biases influence our
judgments, feelings, thoughts, and behavior.
No one is immune.

Four: Understand the Diversity
Elements You Personally Bring
Diversity comes not only in the form of
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ethnicity, gender, and language, but it also
includes elements that are not so obvious,
such as educational levels, economicstatus,
health, religion, values, sexual orientation,
thoughts, beliefs, etc. Each of us brings
to the table a lifetime of experiences and
knowledge, and we each add value because
of these differences. How many different
cultures are you a member of?

Five: Use Inclusive Language
Greeting a group of girl campers with, “Hey
guys” is not meant to be exclusionary, but
it could very easily be misconstrued. As
a rule, practice using inclusive language
all the time. This means talking in a way
that does not specify a gender, sex, or
sexual orientation unless it is pertinent to
the situation. Being sensitive to the fact that
cultural membership doesn't always show
on the outside can help us adjust the way
we listen and speak.

Six: See Who You Are Not Seeing

There are always people who sit on the
fringes of our circles. Initiate meaningful
and authentic conversations with others,
particularly those who may be quiet,
different from you, or overlooked. Look
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