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EXECUTIVE SUMMARY

Introduction

The Environmental Youth Leadership Camps (EYLC) began in 1997 with the
purpose of contributing fo Honduran youth leadership and empowerment. Staff
training is a critical component of the program. Over 120 individuals are
currently trained as camp leaders. In the past 7 years, staff training has
developed from an informal format to a more formal program with modules
incorporating leadership skills, camp methodology, environmental education and
HIV/AIDS.

The current training program has three categories: Shadow Leaders, Leaders
and Program Directors. A candidate may participate in two week-long fraining
modules to become a Shadow at age 16 after having experienced two camp
sessions. The Shadow may then move on to a week-long Leader training at the
age of 18 after having worked in ten camp sessions. The final step is Program
Director training, in which participation requires having worked a total of 20
camps and being 20 years of age. The current training program is the focus of
this evaluation report.

Evaluation Methodology

Several methods were used in the evaluation: Appreciative Inquiry, individual
interviews, focus groups, observation of a 3-day camp session and a document
review. We obtained data from Shadows, Leaders, Program Directors, school
teachers and directors, representatives from collaborating organizations,
campers and ANEDH staff. We addressed three basic questions:

v’ What are the qualities of leaders who have graduated from the Youth
Leadership Training Program?

v’ What aspects of the Youth Leadership Training Program can be improved
in order to enhance the leadership qualities?

v’ What potential opportunities exist for the camps project to expand and
improve?

Qualities and Skills

We found the staff to be competent, professional, creative, enthusiastic,
compassionate, focused, humble, dedicated with a selfless attitude, and full of
life and hope for camps and youth. They possess the ability to grab the
attention of groups, develop and execute camp programs, and recognize and
adapt readily to changing situations. While Program Directors certainly are



more developed because of their experience, we found many Shadows and
Leaders to possess these qualities and skills as well. Leaders from all three
categories believe that they are competent to lead groups in camp, and many
indicated they had already done so.

Training Elements

The confidence that camp leaders possess is due to the training selection
process, fraining content and methodology, continual experience, and a highly
supportive atmosphere. We found that individual leaders in turn form camp
teams that are cohesive, that demonstrate interpersonal respect, and that
exemplify professionalism, partially because of the effectiveness of the
current ftraining program.

Recommendations

Currently, new recruits are invited to a two-week Shadow training after having
participated in one induction session. While we realize the intent is to develop
competent camp staff from the start, this is a fremendous expense, money and
time, on candidates who are 16 years of age and new to the project. In order to
encourage more of a commitment before additional training is given, we
recommend that recruits participate in two or three induction sessions, that
Shadow training be reduced to one week, and that Leader training be increased
to two different modules of one week each. Shadows would be eligible to
participate in the first module after participation in six camps and the second
after ten camps.

The Program Director training needs new material, and not a re-circulation of
the same things learned in Shadow and Leader training. They are ready for
more in-depth topics and want more responsibility for their own learning. We
have provided sample schedules for the training of all three categories in
APPENDIX A.

In addition to the current content of trainings, we recommend incorporating
specialty instruction in a few areas of great interest such as backcountry first
aid, activity processing, mentoring, psychology, crafts/theater, HLIV/AIDS,
expeditions, special needs, camp administration, grant writing and public
relations. These topics can be amplified for developing Specialty Certifications
for Leaders and Program Directors, or they can be modified and incorporated
into the basic trainings. We recommend that ANEDH develop these specialty
trainings with the help of the Leaders, Program Directors, camp teams and
outside organizations.



INTRODUCTION

ANEDH

The National Association of Ex-Scholars for the Development of Honduras (La
Asociacion Nacional de Exbecarios para el Desarrollo de Honduras, ANEDH) was
founded in 1985 by Hondurans who had received Peace Scholarships from
USAID to study in the United States of America. Upon returning to Honduras,
these scholarship recipients joined together with other volunteers from
throughout the country to form the network that supports ANEDH. This
network works to contribute to the sustainable development of Honduras,
utilizing appropriate human resources. ANEDH has three main projects:

1) Honduran Girls Scholarship Program
2) Human Development and Technical Assistance
3) Environmental Youth Leadership Camps

Environmental Youth Leadership Camps

The Environmental Youth Leadership Camps (EYLC) began in 1997 with the
purpose of contributing to Honduran youth leadership and empowerment. Over
5000 children, youth and young adults have attended these camps which focus
on leadership development, communication, teamwork, problem solving,
HIV/AIDS, and environmental education. At the end of each three-day session,
campers are urged to participate in environmental community projects such as
reforestation, wildlife rehabilitation, and trash clean-up campaigns.

The key element of the EYLC project is the leadership training program which
prepares Honduran youth to facilitate camp sessions. Selected participants
take part in experiential trainings that focus on leadership skills, camp
methodology, teamwork, communication, self-esteem, environmental education,
health and HIV/AIDS. The intended products of this training are highly
qualified environmental camp leaders who will also act as strong community
leaders. Through participation in the training program, ANEDH hopes that
youth will:

1) Learn more about themselves and those around them, enhancing their
potential to act as leaders within the community and for the environment;

2) Develop an appreciation for the protection and conservation of natural
resources.



The Environmental Youth Leadership training program has taken many forms
since 1998. Earlier training methods were less organized and resulted in youth
spending an average of three years within the program. The current training
method classifies youth leaders by different training stages into Shadows,
Leaders and Program Directors. The training for each of these leader
categories focuses on five main topics: leadership skills, camp methodology,
environmental education, health and HIV/AIDS. After two years, ANEDH has
trained 84 shadows, 23 leaders, and 27 program directors. This evaluation
qualitatively measures the effectiveness of the current training program.

COLLABORATING ORGANIZATIONS
The following organizations have collaborated with or provided support tfo
ANEDH's Youth Leadership Development Camps:

* WK. Kellogg Foundation

* New England Biolabs Foundation

* Canadian Development Agency-Honduras

* USAID-Honduras

* Save the Children-Honduras

* Fundacion VIDA

* FAVACA (Florida International Volunteer Corps)
* Project Global Village

* Pan-American School of Agriculture

* PLAN International

* Save the Children-Honduras

* Action for Community Transformation (ACT)
* Peace Corps Honduras

* North Carolina Outward Bound School

* American Camping Association (ACA)

METHODOLOGY

Evaluation Questions

A formative evaluation was appropriate for studying the strengths and
weaknesses of the current Environmental Youth Leadership training program.
The following evaluation questions were selected to address this need.



I. What are the qualities of leaders who have graduated from the Youth
Leadership Training Program?
IT. What aspects of the Youth Leadership Training Program can be improved
in order to enhance the leadership qualities?
ITI. What potential opportunities exist for the camps project to expand and
improve?

Instruments

We explored these questions with a variety of methods that depended upon
specific audiences and time-limitations. Outlines and raw data for these
instruments can be found in the appendices.

1) Appreciative Inquiry for a three-day group evaluation with 30 leaders
representing the three leader categories and each of the eight camp
sites in Honduras (APPENDIX D).

2) Individual interviews with participants and directors of the Youth
Leadership Development Program, directors of ANEDH, and directors of
institutions who have participated in camps with ANEDH (including Peace
Corps Youth Development Program, Plan International, Comunicando Vida,
and the Discovery School).

3) Focus groups with representatives of the 3 different types of leaders
(APPENDIX E).

4) Focus groups with four of the 8 camp teams.

5) Focus group with former campers from the Pedro Nufio Normal School.

6) Written surveys designed by ANEDH staff and furned in by participants
in the Leadership Training Program (APPENDIX F).

7) Observation of the leaders as they conducted a three day camp session
(APPENDIX 6).

8) Document review of training programs in the last two years.

FINDINGS and SUMMARIES

I. GENERAL QUALITIES and SKILLS

The first question, pertaining to the qualities of the leaders, was answered
through each of these instruments with high overlap among them. ANEDH
currently is made up of leaders with very positive qualities and strong skills.
These qualities and skills are more developed in the Program Directors, and
slightly less developed in the Shadows. Camp teams have also been favorably



affected. It was expressed that, due to the trainings, the camp teams are able
to function better than the sum of their individual parts.

Qualities of Individuals

* Professional * Perseverant

* Self confident * Open minded

* Creative * Sociable/Friendly
* Accessible * Improvisational
* Enthusiastic * Receptive

* Responsible * Patient

*  Motivating * Goal-seeking

* Innovative * Funny

*  Willing * Happy

* Optimistic * Humble

* Sincere * Loyadl

* Compassionate * Well educated
* Flexible » Experienced

* Organized * Charismatic

* Young at heart

Skills of Individuals
While some skills may be seen as qualities, for the purpose of this report we
distinguished skills as the most apparent specific abilities.

* Manage groups of campers from many backgrounds and ages

*  Work particularly well with young children, junior high and public high school
aged campers

* Incorporate all campers in activities

* Demonstrate positive human relations

* Manage staff

* Dance, draw, and craft

* Handle logistics well

* Consolidate groups

* Understand biological concepts

* Hold technical knowledge of ropes and zip line

* Develop and execute programs successfully

*  Work and think clearly under pressure

* Clearly communicate ideas and concepts

ANEDH Environmental Youth Leadership Camps Evaluation Report 2002-2004 9



* Give and receive constructive criticism

* Transmit feelings of safety and security

* Model ideal relationships between men and women

» Effectively facilitate HIV/AIDS, self esteem and sex education

* Recognize changing camper needs and adapt the schedule accordingly

Preparedness to Run Camps

When asked whether they felt prepared to lead groups at the end of the
leadership trainings, all leaders, including Shadows, Leaders and Program Directors,
responded affirmatively:

“It makes us capable to prepare or work with any group of people” Shadow
leader, Catacamas

“Definitely yes, but without leaving out the responsibility that I have to
prepare myself for each session” Merendon Popol-Na

¢

‘Yes, but in reality it is not necessary to be trained in order to manage a
group” Magna Silva

Many Leaders and Shadow Leaders believed they were as prepared as Program
Directors to direct a camp, and indicated that they have already done so.

Qualities of Camp Teams

The leaders expressed a positive effect on the teams due to the trainings. They
believe individual participation in the trainings has strengthened trust within the
team by leveling out the knowledge base of each leader and by introducing them
each other's particular skills. The trainings improved communication among team
members, boosted individual self-esteem, and gave leaders the enthusiasm and
energy to motivate each other. It taught them how o be more professional and to
avoid mistakes. The only downside to the new training program was that some
leaders felt left out because they did not have the time to participate. This
factor slightly affects the moral of some teams.

Based on observations by outside organizations and the evaluators, it was clear
that the leaders genuinely enjoy each other's company. Through friendship,
encouragement, respect, and trust, they enhance each others' qualities, which in
turn make the team greater than the sum of its individual leaders. In other words,
the individuals seem to truly make "teams” and do not appear to be just a "group.”
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I1l. ELEMENTS of TRAINING

The prevalence of these qualities in ANEDH's Shadows, Leaders and Program
Directors is due to the selection process, continual training, experience, and a
highly supportive atmosphere. We consolidated the opinions captured from
leaders, ex-campers, ANEDH staff and other participant institutions into
categories within the training process: selection of frainees, content and
methodology of training, ANEDH support and specialty trainings. Suggestions
given in this section are from the instruments used in the formal evaluation
process. Recommendations from the evaluators are found in the "Suggestions and
Challenges” section.

A. LEADER CATEGORIES and SELECTION PROCESS

Leader Categories

There was a strong consensus that the current leader rankings are both necessary
and beneficial. Many people felt that the existence of the categories help
motivate one to continue working with ANEDH. A few leaders felt, however, that
the requirements tfo move from one category to another have limited some
qualified leaders from being certified due to personal time commitments. Camp
leaders expressed no resentment within teams because the ranks have always been
flexible at the time of a camp session. Very little resentment was expressed
based on relationships with leaders from other teams. These feelings come from
two or three special cases where there was a lack of trust on the part of higher
category leaders for the skills of lower category leaders.

General Suggestions for Selection Process
Several common themes came up for the selection process of all leaders.

Commitment: There are currently no requirements for Shadows, Leaders or
Program Directors to maintain their status. Because many of the leaders who were
trained no longer work actively with ANEDH, the idea of a signed commitment was
introduced. Most leaders strongly disliked this idea, preferring that leaders work
based on personal commitment, not obligation. Other leaders and ANEDH staff
suggested a commitment to a minimum number of camps

within a specific time period in order to maintain
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"They should be

more strict about
one's status, otherwise they would be demoted a level. commitments.. it
Thus, while there was some disagreement on a signed should be like an
commitment, most liked the idea of some sort of inscription. First
requirement(s) o maintain current certification status. to the team, then
to ANEDH"

Leaders at all levels should clearly understand that losing

their title is a real possibility. Program Director,

Merendon Popol-Na

Barriers: Several barriers were mentioned as o why leaders are unable to attain
the minimum number of camps in order to move from one stage to another. One
barrier was financial: they must pay for their own transportation o the meeting
location. Another barrier was time. The final barrier was opportunities.
Particularly with the opportunity barrier, leaders felt that ANEDH should give
higher priority to those leaders belonging to the site where the session will take
place, though still continuing the idea of inviting staff from other teams.

Communication: Clear communication needs to be implemented from the time
someone is considering participation in the training process. Expectations and
needs should be expressed both from the part of ANEDH personnel as well as
youth candidates. It was suggested that ANEDH create a permanent
communication system where leaders can share their available weekends and
ANEDH can share the dates of planned camp sessions. A monthly newsletter by
email could solve this.

Types of Camps: The minimum number of camps to move from one leader category
to another should also require that the camp sessions represent different fopics
as well as different age groups.

Continual Evaluations: All Shadows, Leaders and Program Directors should fill out
a self evaluation at the end of each camp session. It was also suggested that after
camp sessions each person be evaluated by either the entire camp team or two
people from the team (i.e. the Program Director and a Leader). These evaluations
would be kept and reviewed when one is aspiring fo move from one leader level to
the next.

Entrance Interviews: When a leader has decided to apply to the next level of
training, she should have an interview with her entire team as well as Jony or
Tinoco. During this interview, self and camp evaluations will be reviewed and the
team members will be allowed to vote whether that person should move on. Some

12



suggested that not only the feam vote on this move, but also the person's cohort
with whom they have worked.

Special Circumstances: For those with existing skills in leadership who do not wish
to participate in the training process, it was suggested that they go through a
conditioning period in which they take the final evaluations for each of the training
sessions and are observed as they manage groups through a series of camp
sessions.

Shadow Selection Process

Induction: Participants for an induction camp have been and can continue to be
selected by letters fo high schools and personal invitations to friends and co-
workers. Many leaders expressed concern, however, that care should be taken to
not invite people based on friendship alone:

"Tt’s preferable that they are selected by people who do not know them”
Siguacamp.

An additional common concern was that participants in the induction camp should
not know they are being evaluated, as they may perform for the evaluators.

"You are letting them know that they will be selected and because of this
they will pretend to be something that they are not.” Shadow Leader, Magna
Silva

Leaders suggested that funding for the initial induction camp can come from
scholarships from other institutions, the campers themselves, or patrons.

Participation Requirements: Because few of the Shadows who have been trained
actively work, everyone agreed that the candidates should participate in at least
two or three camp sessions (including the induction) before being accepted into the
Shadow training program. Many suggested that one of these camp requirements
may be fulfilled with participation in a community project and/or an evening or
potluck event.

Age: Age was discussed both in rising the minimum age to 18 and the maximum age
to 30. Most leaders agreed to keep the minimum age at 16, but suggested a
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meeting with the candidate's parents in order to determine their commitment to
the project. The maximum age was pushed by one team because they felt that
some of their leaders are very qualified, but exceed the current limits. Another
suggestion was to decrease the minimum age to 14 in order to open doors to
qualified youth.

Leader Selection Process

Participation Requirements: The current requirement for a Shadow Leader to
attend Leader training is participation in 10 camp sessions. There was discussion by
some that it was difficult to work the required 10 camps because of other time
commitments. Many said they felt ready to be leaders without working a specific
number of camps. Instead of working 10 camps, they suggested that hours in
community service could substitute for some portion of the requirement. Another
option is fo increase the weight of a camp in which one worked in a higher capacity,
such as a Shadow working as a Leader.

Even though some expressed readiness to be Leaders without working a specific
number of camps, others stated that there are Leaders who are certified but not
qualified. Thus, many agreed that the number of camps required should be used in
conjunction with observations, continual evaluations and interviews for selecting
Leader candidates.

Age: It was suggested to increase the maximum age to 30 or eliminate the
maximum age requirement. The current minimum age to become a Leader is 18 and
there was no discussion on changing this. In addition to age, maturity should be
taken into account before allowing someone to move forward.

Program Director Selection Process

Participation Requirements: The Program Director is the highest certification one
can currently attain. To be eligible for the training, leaders suggested that a
certified Leader should be required to work in 25 camp sessions and should be
approved by their camp team. Part of this approval will depend upon whether the
Program Director candidates are approachable, sensitive, empathetic and tactful
to Leaders and Shadows.

14



Age: Most leaders suggested that the minimum age for Program Director training
be raised to 21 years. Some believed that the current minimum age of 20 should
be dropped to 18. The reasoning is that some Leaders are ready to be Program
Directors, and there should be no maximum age for a Program Director.

B. TRAINING CONTENT and METHODOLOGY

General Comments and Suggestions

Most of the evaluation discussion was in regards to training content and
methodology.

Content: The fraining content has had an overall positive impact on leaders of all
levels. In general, leaders agreed that additional topics need to be addressed and
existing topics need to be covered more in depth. Some requested that more
specific training be offered as part of the basic training, and others wanted
separate specialized trainings. The most favored topics were first aid, extreme
sports, HIV/AIDS and the community projection. Nearly everyone wanted more
training in first aid, particularly focusing on practical uses in a backcountry setting
and dealing with emergency and crisis situations. The following is a list of requests
for new and more in depth topics to be incorporated at all levels:

* Extreme sports * Ethics
* Practical first aid * Time management in life
* HIV/AIDS » Self reflection
* Environmental Education * Crafts
*  Working with handicapped » Pioneering
campers » Diving/Aquatics
* Nutrition / Cooking training for * Psychology
cooks * More intense outdoor
* Trail interpretation experience

Frequency and Time of Year: Many leaders expressed that frainings need to be
offered more often in order to provide more opportunities. One suggestion was to
offer each training twice in one year and let candidates sign up for the session
that would best work in their schedule. Many requested that special care be taken
to not have these sessions coincide with school obligations.
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“The second week should be moved to an earlier time to avoid problems with the end of the
month of January which is the time of university enrollment” Shadow Leader, Merendon
Popol-Na

“4n exam can’t || Evaluations: It was strongly believed that written tests

prove the cannot evaluate the capacity of a person. While many
capacity of a leaders agreed that written tests are necessary, they
person, it differs eatly stressed that less emphasis be placed on the

Yrom the greatly str a mpha placed o m.
methodology of Tests do serve a purpose in forcing the leaders to study, yet

learning, doing, they do not follow the methodology of camp. The overall
playing” evaluation should be based more on observation, skill
Shadow, Magna || prqctice, knowledge and ability. Practical evaluations that
Silva are done immediately, or soon after the skills are taught,
are preferred.

“I don’t think that the textual exam is as good as an evaluation of procedures, values and
attitudes” Leader, Merendon Popol-Na

“The continual evaluation is one of the best methods for evaluating” Aguas Termales
“It should be a combination of oral, written and observed evaluation”

“The multiple choice questions are too confusing.”

There currently is not an emphasis on evaluating the creativity and personal
development of a leader, but many feel these are important qualities. One
suggestion was to continue with the use of a pail containing written challenges. The
leader would take a piece of paper from the pail and perform the written request.
This activity would test creativity, knowledge and quick thinking.

Interviews at the end of trainings would help to set goals, to know what has been
learned, and to understand what additional training is needed. Self evaluations
could also help, along with an evaluation from one or two other members of the
candidate’s team.

“If you could apply a system of self-evaluation where the participants can evaluate each other
considering aspects such as leadership, teamwork and others” Shadow, Merendon Popol-Na.

Leaders requested that the training facilitators continue to evaluate each

candidate every day, taking turns so as to capture different points of view about
skills learned and skills needing improvement.
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Location: If there is one place to have trainings, it should be Aquas
Termales, since the logistics are easier and there is
equipment readily available. Logistics for trainings in |*
La Tigra are difficult but not unmanageable with
more staff. Some, particularly the Shadow Leaders,
felt trainings should be offered in different
locations with different environments to get

to know more camp sites and provide location-
specific learning.

Imparting Team: A couple of feams expressed the
desire to train their own feam members as Shadows and Leaders. They felt this
would help make trainings more culturally appropriate and remove some of the time
and financial barriers to doing the training with the nation-wide process.

Trainers: During the evaluation workshop, Leaders and Program Directors shared
ways in which they can assist the training programs. These included logistical
support (Antolin), special needs (Georgette and Chochi), expeditions (Alejandro),
environmental education (Ivonne), HIV/AIDS education (Ernesto), aquatic
activities (Jafette and Alejandro), ethics (Karla), camp methodology and basic
training (Alejandro and Ernesto), extreme sports (everybody), map and compass
(Alejandro) and mangroves (Ernesto and Patrick).

Shadow Content and Methodology

Content: All Shadow leaders felt the training was adequate and helped not only
with camp but in every aspect of life. The HIV training was particularly well
received. When asked what would be the first topic they would remove from basic
training, however, they said it would be HIV/AIDS because this could be covered
in a specialty course whereas all other Shadow training topics were essential for
working with camps.

“The HIV/AIDS talk had the biggest impact on me because the topic was treated with
openness and trust” Shadow Leader, Merendon Popol-Na

The two main comments about content were that topics should be covered more in

depth and that a couple of new topics should be added. Training topics that require
more time and depth are practical first aid, leadership, teamwork, developing
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personal relationships, psychology, hiking/backcountry travel, trail interpretation,
crafts and creativity, map and compass, and environmental education. Additional
elements requested included more extreme sports, aquatic trainings, working with
special needs, a solo, a two-day campout, organized free time, professionalism
(appearance and actions), plant identification and knots.

Currently the Shadows believe they are skilled in working with all ages; however,
they are unsure of the different methods of relating to children and teenagers. A
suggestion to address this was to incorporate psychology and camper development
into the training content. The Shadows like working with various ages of people
and believe it challenges them, thus the importance of the community project in
the training.

Methodology: The general methodology of learning by playing and doing was very
well received. The topic needing most attention was first aid. Many thought it
should be taught by someone with skills in backcountry first aid, preferably not
Red Cross, and that the methodology should incorporate more scenarios requiring
practical skills. One suggested way to put more emphasis on practical first aid in
the backcountry is to have a 2-day campout that includes first aid skills practice
and map and compass.

“There are topics that should awaken creativity in the participants. First Aid is a specific
one.” Magna Silva

It was also suggested that those teams which have certain skills could teach them
to the other teams within and outside of trainings.

Resources: The Shadows expressed a need for game manuals in order to prepare
and practice for camp sessions.

Duration: While some want to see the duration of the training shifted from two

weeks to one week, others believed the length of time was adequate, and still
others believed it could be longer.
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Leader Content and Methodology

Content: In general, Leaders were satisfied with their training content. They did
feel that more new topics need to be covered in addition to the review of the
Shadow training topics. Specific topics that they requested to remain, be covered
more in depth, or be added to the Leader training include:

* A practical First Aid review

e The distinction between a Facilitator and a Leader
* A community project activity

* Psychology

e Theater

* Ropes course

* HIV review

* Solo

e Campout

e Time management

* Environmental Education

* Leadership

* Self reflection

* Processing for all ages

* Organizing a group

* Interpersonal relationships

* Professionalism and Leader role during camp

* More intense map and compass

* Appropriate activities with private high schools

Methodology: The Leaders were all very impressed by the methodology of learning
by playing and doing. Similar to the Shadows, however, they felt that the
methodology for first aid should be more practical.

“The methodology used for first aid was not enough...in addition to ample content, it
requires lots of practice, Leader Merendon Popol-Na,

There was also some discussion about exerting more strict rules during free time

and quiet hours. A suggestion was to have guided free time with three options in
which they could participate.
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“The methodology of conduct should be more strict and the control of leaders during free
time more rigorous”

Duration: All Leaders felt that the training session should be increased from one
week to Two weeks with two separate modules.

Program Director Content and Methodology

Content: The Program Directors felt that the training at this level was not
challenging enough because it only reviewed what previous trainings and earlier
experiences had taught them. Thus, the Program Director training in its current
state is not impacting the Program Director candidates. Suggestions for future
Program Director training content included:

* Public Relations

* Grant seeking skills

* Finding other income sources
* Managing money

“My training was a little
superficial...it should be more
intense, continuous and longer ... it

* Logistics did not fulfill some of my

* Special needs expectations regarding topics and
* Creating new activities types of thinking that one should

* Theater and crafts respect.” Program Director,

* High ropes Merendon Popol-Na

e Formulating community projects

* Observing participants and leaders
* Constructive criticism

* Interpersonal relationships

* More serious training in first aid

* Responding in emergency situations (physical, mental and logistical)
* A strong and impactful community experience

* A full night solo

* More in depth compass, map and expedition experience

* Specializations

* Self evaluations

Methodology: Program Directors appreciated that their training was imparted by
those leaders with specialties in that particular area. They stressed that
creativity should be induced and required for all activities. Program Directors also
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expressed a concern that the training be more professional and that all materials
be ready and organized so that activities happen more efficiently.

Duration: The majority agreed that the duration of the program director training
should be increased. Most believed it should be between 14-16 days.

C. ANEDH SUPPORT

Roles of Jony and Tinoco: Jony is seen as the "big brother” while Tinoco is
viewed as the "father." Leaders consider them successful in their roles as
logistical, technical and moral supporters. They maintain the connection between
funds and the teams as well as continually motivate and inspire the leaders.
Members of the Catacamas team expressed that Jony has helped to revitalize
their project.

The leaders would like to see Jony and Tinoco attend more camp sessions and
continue to work on open, clear communication with the teams and between the
teams. There is a sense that Jony and Tinoco need fo better understand the time
limitations for the Shadows, Leaders, and particularly the Program Directors who
have already given much to the camps project.

Tinoco mentioned that working with teams as opposed to individuals makes working
with the leaders much easier for ANEDH administration. It would be nearly
impossible to work individually with over 120 Shadows, Leaders, and Program
Directors spread throughout Honduras. He also believes that the current number
of teams is the appropriate capacity for the current staff and structure.

D. SPECIALTY TRAININGS

Specializations: There was much discussion regarding specialization for Program
Directors and Leaders. Some felt Program Directors should specialize in a fopic
following their general training. Others thought that one need not be a Program
Director in order to specialize. In any case, everyone agreed that ANEDH should
offer specialty trainings in a variety of topics, including:

* Menftoring * Expeditions and Wilderness

* Handicapped/special needs First Aid
» Diving, Aquatic Activities
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* Arts, Crafts, Theater e Environmental

* HIV/AIDS Education/Biology
* Public Relations, Marketing and * Ropes
Grant writing e Camp Director

HIV/AIDS Training: Because a three-day HIV/AIDS training was well-
received by the leaders, we explored this fopic as a potential specialty.
While the 3 days of training was fine for learning the basics of HIV/AIDS,
some leaders expressed a desire for more specialty training in this area.
According to the trainer from Comunicando Vida, one week would be
sufficient for a specialty. The specialty trainings would need fo incorporate
more discussion on gender issues, sexuality, sexual orientation, counseling,
and a direct experience working with people with HIV/AIDS. The trainer
also stated that updates and training reinforcement should occur every six
months for those who receive specialty training, and once a year for other
leaders to keep current with the basics.

According o Comunicando Vida, programming and discussions should be
based on the age and culture of the participants. For example:

* Ages 12-13: bodies and self esteem
* Ages 15-16: partners, STDs, sexual orientation
* Age 18: pregnancy, living with HIV/AIDS

Other Trainings: In addition to specializations and the basic training for
certification, leaders suggested more frequent simple trainings. These could
take the form of "Opportunity Camp”, where feam members utilize meetings
to teach something they know to the team, or simplified weekend visits to
other campsites. Many expressed that another training focus should be
independent knowledge building. Finally, leaders unanimously agreed that
ANEDH should continue with international exchanges, particularly in Central
America.
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111. Potential Opportunities
A. PARTNERSHIPS

HIV/AIDS: After ANEDH executes a 3-day session on HIV/AIDS, they
should ensure that local organizations follow-up with the campers. To
establish partnerships with these local organizations, community and
organization leaders could be trained in the camp setting to help them
understand the camp methodology.

The Comunicando Vida trainer mentioned that camp leaders took the
HIV/AIDS material that he provided them and created their own games and
initiatives that more effectively taught campers. This was impressive. The
trainer suggested that ANEDH could partner with Comunicando Vida and
other organizations to develop and distribute its own HIV/AIDS activity
manual.

Private Schools: We met with the director of the Discovery School which
has participated in various camp sessions with ANEDH. He suggested that
camp curriculum for a private school should incorporate meaningful work
with useful, constructive and long-lasting products. While the camp should
not be entirely community service, a mixture of 50% meaningful work with
50% teamwork and games would be appropriate. The community work should
concentrate in the villages within buffer zones in addition to the nuclear
zones of protected areas. In the case of La Tigra, he suggested that camp
leaders work in conjunction with AMITIGRA to plan the community work.

Integrating the camp methodology with history, science, Spanish and art, to
name a few subjects, would help in promoting the camp to the school. The
director suggested that providing day camps during the week with this
integrated school curriculum would be a good way to start selling the
methodology to other schools. Any camp program would have to work around
the bus schedule and be extra careful in handling security. Another way to
spread the message of camp is to do workshops at the bilingual schools.
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Opportunities: The director of the Discovery School suggested that
ANEDH elaborate a proposal to run their Teacher In-service Training
from August 11-18", 2004. The camp program could have a heavy
focus on teamwork, with the objective that each educator understand

and be able to teach students that the whole is better than the
individuals. The camp leaders should work with the director of the
school to design specific activities with specific objectives.

Peace Corps Youth Development Sector: The Peace Corps Program
Director for Youth Development expressed interest in continuing o work
with ANEDH for volunteer training, possibly at the 6 month and 12 month
stages in their service. ANEDH should continue to support the placement of
Peace Corps volunteers near existing camp sites in order to give follow-up to
ANEDH camps. Additionally, ANEDH should continue to look for ways to
host camps for PCV youth groups. ANEDH can also sell the Games Manual to
Peace Corps for distribution to volunteers.

B. INTERNAL OPTIONS

Shadow Training: Some camp teams have many Shadows and few Leaders
while others have many Leaders and few Shadows. We posed the question
whether more Shadows should be trained in 2004/2005, or whether focus
should be given to training those that already exist. Teams that have few
Shadows disagreed with this idea while teams with many Shadows were more
in agreement with it.

Camps / Community Service: Camp leaders are interested in offering
different types of camps to different populations, such as special needs
children and adults and family camps. Offering day camps near larger cities
and towns like Tegucigalpa could target public and private school children
while utilizing school curriculum, like an “outdoor school.”

Camp Teams: While a couple people mentioned there should only be one
camp team in Honduras, this view was in the small minority.

Professional Appearance: An organization that participated in camp
sessions mentioned that it was sometimes difficult to identify the camp
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leaders from the campers. They suggested that leaders wear similar shirts,
possibly with collars, that have "staff" written on them. Other options
include a camp uniform and/or a professional nametag.

RECOMMENDATIONS AND CHALLENGES

The following is a compilation of suggestions and challenges from the
evaluators, based on the results of the evaluation process.

I. TRAINING AND SELECTION SUGGESTIONS

Leader Categories and Certification: We recommend continuing with the
leader categories as they are currently set: Shadows, Leaders and Program
Directors. Throughout these trainings, however, it should be stated that it
is not absolutely necessary to move up the ladder. Leaders should work in
the context where they feel most comfortable and capable while still
constantly challenging themselves. Certification in the different ranks
should be celebrated in front of all camp leaders, possibly with a ceremony
at each national camp that becomes an honored tradition.

Requirements: We agree with current age requirements that are set for
Shadows, Leaders and Program Directors, as long as these ages are
considered guidelines and strict rules. We also agree with the suggestions
given by the camp leaders about the appropriate number of camps in order
o participate in training (2-3 camps for Shadow, 10 camps for Leader, 25
camps for Program Director). We do feel, however, that some credit can be
given for having participated in a community project. This alternative should
take the place of less than half the required camp sessions.

Self and Team Evaluations: We feel that Shadows, Leaders and Program
Directors should do self-evaluations after every camp session. These self-
evaluations, along with one or two evaluations by a teammate, should be
reviewed with a mentor in order to assess improvement and needs. These
evaluations should also be used during an interview with the leader when
they apply for the next level of training. During this interview, team
members can express their support for the candidate to move up a level. At
this time the candidate can also defend his or her own desire to move up the
ladder.
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Duration: Based on the data collected, we have attached a suggested
training schedule for Shadows, Leaders and Program Directors (APPENDIX
A). For logistical and financial reasons, we suggest that the duration of the
Shadow Leader training be decreased to one week and the Leader fraining
be increased to two weeks over a two-year period.

Leaders and Shadows felt there was very little difference between the two
trainings, yet there has been a high drop-out rate for Shadows. Therefore,
we suggest that the first Leader module would be taught approximately one
year after the Shadow training with a requirement of having participated in
6 camps. The second module would be available to those who had finished 10
camps. In this way, ANEDH and camp teams would have more opportunities
to evaluate the leaders and select those who should continue with the
training program. In addition, Leader candidates will have more substantial
participation in the first and second modules after putting their trainings to
the experiential test.

We recommend that these basic trainings be offered at different times
throughout the year so that more people can participate.

Content: In the suggested training curricula, we incorporated many of the
content recommendations given by the leaders and ANEDH staff. Two
content additions that we recommend for every fraining are first aid and
self-reflection/ journaling. We recommend that journaling and self-
evaluation skills be emphasized so that leaders can both track their progress
and set future goals. This will also encourage creative thinking and writing.

SHADOWS
We suggest that the Shadow training perform four main goals. 1) Provide
basic information about camp methodology. 2) Teach basic skills they can
use in future camps such as basic games, arts/crafts, and campfires. 3) Give
them a chance to explore their own self-esteem through new and challenging
activities. 4) Provide an in-depth training in first aid so they can support
staff during camp sessions.

LEADERS
At these stage, Leaders should begin to master all the basic activities
offered in camps (Teamwork, Self-esteem, extreme sports, Environmental
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Education and HIV/AIDS) Based on our observations, we felt that it is
important to provide more focus on the processing of activities, and that
this training should be given by someone outside of ANEDH with ample skill
in formulating questions and listening to responses. APPENDIX C provides
some information about how to appropriately do so. These concepts should
have a strong coverage in the first Leader module, and need to be reviewed
in every training.

In addition to processing activities, we recommend incorporating camper
development into the discussion of appropriate activity design during the
Leader training. Leaders should understand both the physical and mental
development of campers in order to select activities most appropriate for
them.

Along with understanding the psychology of campers, Leaders and Program
Directors should learn about mentoring, observing and providing constructive
criticism to their fellow teammates. It has been said many times at camps in
the states that good counselors do not always make good directors. The
skills of being a counselor to campers are different than those for
supervising other counselors. Mentoring, observing, providing constructive
feedback and being able to motivate others are skills that need to be taught
and then practiced.

PROGRAM DIRECTORS
Program directors need to learn more about administrative aspects of camp,
including marketing, grant seeking, program development, contingency and
safety plans, team coordination and running a camp site. We also feel it is
important for Program Directors to participate in a more intense community
experience such as working with an HIV/AIDS organization, special needs,
or a large environmental improvement project within the community. In
addition to a community experience, we suggest an extensive Wilderness
Challenge where Program Directors work in teams for a two-day expedition
which will demonstrate all the skills they have learned from ANEDH to this
point. Finally, we recommend that the fraining incorporate a couple of days
in which the leaders be introduced to organizations that have in the past and
will in the future collaborate with ANEDH. This meeting will serve the
purpose of promoting ANEDH's success as well allowing the leaders to meet
potential funders and/or employers.
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Methodology: ANEDH should continue with the methodology of learning by
playing and doing. They should seek to creatively incorporate this method
for all activities, including topics that seem theoretical. First Aid, for
example, can be taught through simulations, small group challenges, and
excursions into the forest. In addition, more attempts should be made to
promote individual creativity throughout the trainings, including the creation
of all new activities and program types. We have confidence that by
promoting the creativity and motivation of the leaders, there can be a
constant inflow of new activities and programming for the camps project.

Evaluation: We recommend the use of multiple evaluation strategies. Each
should be the most appropriate tool for demonstrating the candidate'’s
practical understanding and ability to perform the skill. Preferred
evaluation methods include: practicals, observations by leaders and team
members, and self-evaluations. Additional written methods, such as daily
assignments and final exams, should be used with great care. APPENDIX B
is an example of an appropriate written exam format. A combination of
multiple evaluation methods is given in APPENDIX A for Shadows. This same
combination can be used for the Leader and Program Director Trainings.

Commitment: We believe that at least a verbal commitment should be
expressed by the Shadows, Leaders and Program Directors before
participating in the trainings. This commitment should be based on a number
of camps in which they will participate within a given period of time. If they
do not fulfill this commitment, they should understand the reality of being
demoted to the next level. Because experience is such a key aspect to
leadership success, it is imperative that the leaders practice their learned
skills in order to maintain and master them.

Specialties: In addition to basic ftrainings, there is a high demand for more
continuous, specialized trainings. We see a lot of merit in the specialties of
Expedition/Wilderness First Responder, Mentoring, HIV/AIDS, Special
Needs, Grants/Public Relations, Environmental Education, Ropes, and
Crafts/Theater. The aquatic specialty, though of interest to all the leaders,
seems to be an area of little demand in Honduras and therefore should wait
until that demand arises. Some of these topics could also be short
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workshops open to all, as opposed to a vigorous training program with the end
result being a Specialty Certification.

We recommend that these specialties be offered for either Leaders or
Program Directors who would then commit to training others in the future.
We think it is important that those Leaders who want to specialize can
perfect their skill and not feel any pressure to become a Program Director.
However, we do believe that participants in specialty programs should be
certified at least as a Leader to ensure that some commitment has been
given and that the individual has some experience and maturity to bring o
the training.

Mentoring: We recommend that each team designate a Mentor who is
motivational and well-respected by all team members. This person would
participate in a specialty training focused on observation, constructive
criticism and setting goals. The duty of this person would be to check-in
with Shadows and Leaders prior to and following camp sessions in order to
assist them in setting and reviewing specific personal goals for the session.

I1l. SUGGESTIONS FOR FUTURE OF THE PROJECT

The Environmental Youth Leadership Camps have made many strides since we
first became involved in the project. In the last four years ANEDH has
built a campsite, developed strong and cohesive leadership in nearly all of its
8 camp teams, formalized its training, partnered with other organizations to
promote the camp methodology as a teaching tool, hosted a youth
development conference for other Latin American youth workers, and placed
Honduras near the head of the table with regards to youth development in
the region. ANEDH has done great things, and its leaders have grand hopes
for the future.

Funding: As with any organization, growth and achievements bring new
challenges. At the forefront for the camps project is the funding challenge.
By partnering with other organizations in such areas as reading, tutoring,
and HIV/AIDS education, ANEDH can promote the camp methodology as a
solution fo a variety of problems. While we do not have any new answers for
the funding challenge, we acknowledge it and address some thoughts.
Continue to develop partnerships with organizations that have the same
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goals, but be careful not to over-extend as this will lessen the quality of the
camps project.

Promotion/Marketing: While partnering with other organizations will
provide some funding for camp programs, it will not, by itself, take you
where you want to go. However, use these opportunities to spread the
message of camp as often as possible. Future opportunities will be enhanced
the more youth are impacted and the more professionals notice what you are
doing. We recommend that you evaluate the outcomes of the program so you
can tell your story through concrete evidence. This will also help in creating
new partnerships.

When creating partnerships, learn the language of the organization. For
example, while camps talk in terms of "program,” schools talk in tferms of
“curriculum.”"  Traditional educators think of program as playing games, but
think of curriculum as learning. Creating a "camp curriculum” that fits their
objectives but uses the camp methodology will sell much better than
promoting a “camp program.” Another possibility is to market a camp as an
"Outdoor School." This language barrier is true with professional
organizations as well, which is one reason why camps have trouble selling
themselves as viable training and education possibilities.

Strategic Planning: It is time to do some long-range strategic planning
about the future of the camps project and put some big ideas into writing.
Take a hard look at 3, 5 and 10 years down the road and decide where you
want to be. Involve the ANEDH staff and some Program Directors, Leaders
and Shadows in this process. It will help everyone to be visionaries,
specifying where you want to be and how you want to get there. This will
also help you to develop new and creative ways to fund camp projects.

At the same time, contingency plans should be developed for various stages
of funding - when there is no money, little money or lots of money. Other
contingency plans should be created for handling crises at camp, such as
plans for medical emergencies, natural disasters, camper abuse, family
emergencies, etfc.

Leader/Team Communication: It is a good idea to establish a reliable
communication system to share camp sessions and exciting events. A
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monthly email newsletter to the feam representative is one way of doing
this. It also seems necessary to develop a method for fairly recruiting
leaders to participate in sponsored sessions. Teams can contfribute to this
by sharing their available weekends on a monthly basis with the Team
Director, who can be the contact person when ANEDH seeks leaders.
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APPENDIX B
Suggested Written Exam Structure

These questions are only suggestions for structure. The most appropriate questions come
from real-life, difficult situations that have already occurred in camps. The questions
should be specifically tailored to the topics covered in the training. Note that all questions
are open-ended in order to test a leader’s creativity, problem solving and comprehension of
the practical applications for what they learned. We do not recommend the use of multiple
choice or true/false questions.

1. You need to teach two hours of environmental education to a group of
16-18 year olds. What steps do you take to prepare? What activities
do you choose? In what sequence do you do the activities? How do
you present the activities? How do you process the activities?

2. Give an appropriate sequence of self-esteem activities for different
age groups (6-8 years old, 12-14 years old, 18-20 years old).

3. Safety scenario. You are a facilitator for rappelling. Felipe is about
to rappel down the rock when you realize that his helmet is on
backwards and you have no support staff down below. What do you
do?

4. First Aid scenario. You are on a camp-out and Karla receives a snake
bite. Explain in detail what you do.

5. You are leading a series of activities with your group. There is one
camper who refuses to participate in either the game or the
processing. What do you do?

6. Describe an ideal activity processing session. Where are the
campers? Where are you? What are you all doing?
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APPENDIX C
LEADERSHIP IN ADVENTURE FACILITATION
Processing Games, Activities & Initiatives

"You can learn more about an individual during an hour of play than in a year
of conversation.” Do you know who said this? Plato. Can you visualize Plato
going through the Spider Web? Plato on belay? If Plato is right, then how
do we as camp leaders facilitate the learning experience playing games?
Just what is the role of the facilitator? This appendix will address some
basic guidelines using the A.P.P.L.E 5-step facilitation model (Butler, 5. &
Rohnke, K., Quicksilver, pg. 29) as an outline.

Leadership in adventure facilitation is an art, and to master the art takes
sound training, practice, good coaching, experience, more experience, still
more experience, and then more training, practice and coaching, followed by
still more experience! You will always be learning - every person and every
group is different.

ASSESS

The first step is to assess the situation. The lead facilitator will need to
address how much time is available, the number of participants, their ages,
and the location of the activity. Also, establish a backup plan in case the
weather forces a change in the location. What if the group is larger or
smaller than expected? Ask and answer these questions.

I believe it is a good idea at this point to decide who the facilitators will be
and what their capacities are. If possible, have two co-facilitators. Make
sure there is good communication between the two and clear understanding
of whom will do what and when. There must be agreement on who will take
the lead role and who will take the backup role in each activity. The group
will sense if the facilitators are not organized and it can set the stage for a
chaotic experience. The reason for co-facilitators is so that after the
experience the two can share what went well and what didn't to help each
other learn. This coaching aspect will work best if there is trust between
the two facilitators and will enhance the learning experience.
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Does the group have program goals? Goals can be simply behaviors and
interactions we want to exhibit as individuals and as a group. If the activity
has been setup with a school there may be set goals the teachers and/or
director want to accomplish. Know and follow them.

PLAN
After assessing the situation, you will need to decide a sequence of
activities.
> First decide what information they need to know about the
facilitators and leaders. If it is a short session, then maybe just
enough to build some trust. If you are setting the stage for a full
day, and/or the group is older (adults), then give a little information
about yourself and your experience. Humor and poking a little fun
with yourself can open the group a little bit and it lets them know you
are human with faults just like everyone else.
> Everyone will work better as the day goes along if they know each
other's names. If the group does not know each other, then some
name games is a great way to start. If the group does know each
other, then get them moving with some games that have some energy.
> As the group gets more comfortable with each other and is building
some physical and emotional trust, you can move to more challenging
activities that will involve some deeper levels of cooperation. Be
ready to adapt this plan and have backups - the group may not move in
the direction you plan!
How do you want to wrap-up the day or session? Plan accordingly.
> Does your plan meet the goals and is everything age-appropriate as
determined in the assessment? Younger ages and immature groups
cannot move to trust activities too quickly - always observe and
constant assess the day and be ready to adjust the plan.

A\

PREPARE

Gather all the materials that will be needed and the facilitators and leaders
should prep each other of the intfended sequence. Co-facilitators should
establish signals fo communicate with each other that will not disrupt the
group experience. If necessary, practice explaining the games and
initiatives to each other, especially if they are new and there is little
experience with any of them.
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LEAD

Set the stage for the group that invites listening, communication and
participation. A circle or semi-circle is a great way to start because all the
participants can see each other and the lead facilitator. Here are some
other guiding principles.

> Show competence to build trust and use humor to help people feel
comfortable.

> Model the behavior you want the group and individuals to exhibit.

> Establish physical and emotional safety boundaries or get the group
to establish them. Don't let this drag on. Get buy-in from the group
and move on.

> Keep the rules clear and simple - get the group started!

> Before allowing the group to begin, ask if there are any questions and
give the group some time to address any. Many times the group has
questions but they are not given enough time to ask them.

> Be observant - pay attention to what you see and what you don't.

> If the group gets frustrated, the facilitator should not give answers
but ask questions so they can come up with their own answers. When
asking questions, keep the question short and simple and don"t ask
more than one at a time. Use humor but don't disparage the group
or individuals.

> Be creative and allow the group to be creative - change things around
a bit when the situation calls for it and allow the group to do the
same.

> Challenge the group appropriately and sequentially.

> Be ready to adapt and do so when the situation calls for it. If you
are losing a group, be ready with a plan to get them back.

> Have FUN! Remember Plato.

EVALUATE/PROCESS

The activity is done and you are ready to process. You have established
boundaries of acceptable behavior and the group is with you on them. Here
are some principles of processing and questions that might help.

> Get permission to discuss the activity. Ask the group if they are
game to discuss the activity and some issues that may have arisen.
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You actually may have already done this before starting, so this may
have already been done.

Allow everyone to get on the same level - everyone sitting or
everyone standing, or whatever you or the group determines. Some
sitting and some standing is one way to lose part of the group quickly.
Remove distractions. If there are physical distractions, figure out a
creative way to remove them. They are barriers to open
communication and keeping the group focused on the process.

Adapt to what happens within the group and think back on the goals
established during the assessment. Other issues may come up, but
try to stick to what the goals are. You can get fo the goals around
many different ways, but make sure you know where you are going.
Ask "WhatO / So whatO / Now what..."

Keep the questions open ended and focused. Other issues may arise,
but keep it limited to 1-2 topics.

Keep the questions short and limited to one question at a time.
The facilitator should be the one who talks the least!

If the group just will not open up, try some of these ideas.
WordPhrase: Ask each person in the group o state a word or phrase
that describes the experience. Go quickly around the circle.
Theater: Ask each person to give a facial expression describing the
experience and use some other acceptable gesture (thumbs up, down,
sideways) to visually explain their experience. Creative Headlines:
Ask each person in the group to write a front-page news headline
describing the experience. This will get the group involved in
creative writing as well. From these you may be able to frame a short
discussion.

Keep the processing on a time limit. There may be issues, but there
are other activities that can help enhance the topics that have been
addressed. Get them moving again or you will lose them.

Watch for body language along with what is said.

Ask questions rather than make statements. The facilitator wants
the group to learn on its own - the experience is much more powerful
when that happens.

Don"t try to pull something out that isn"t there. If you get the
sense it's just not there, let it go.

43



In processing the experience, the facilitator should always ask the question,
“Am I helping the group learn its own lessons or am I trying to teach them
mine."”

The Four Basic Elements of Adventure Facilitation

Build Trust - Establish Good Communication - Develop Cooperation -
Have FUN!

Excerpted from:

Rohnki, Carl and Steve Butler. 1995. QuickSilver: Adventure Games,
Initiative Problems, Trust Activities and a Guide to Effective
Leadership. Project Adventure, Inc.
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APPENDIX D.1
Appreciative Inquiry Diagram

Appreciative inquiry is an evaluation tool which focuses on the positive
aspects of personnel and programming. It is a cyclical process with four
main stages: Discover, Dream, Design, and Deliver.

/ Discover \
Deliver ‘}eam
\ Design

We implemented these four stages with a variety of activities. Results for
each stage are attached.

Discover
A) Written questions for individual reflection
B) Partner interviews
C) Whole group sharing

Dream
A) Partner interviews
B) Small group work within leader categories

Design
A) Small group work with mixed leader groups
B) Whole group sharing

Delivery/Commitment
A) Whole group discussion
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APPENDIX D.2

A Night of Reflection
Appreciative Inquiry
5-7 March 2004

Leader Category
Team Name

Take a moment to respond sincerely to the following questions.

1) What attracted you to working with youth and the environment?

2) What attracted you to the Youth Leadership Development Program?

3) Explain your relationship with your peers. Give an example.

4) How would you describe your goals and objectives for being a Shadow,
Leader or Program Director?

5) Give a story that captures your leadership abilities.

6) Give a store that demonstrates how the training program has
affected other parts of your life.
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APPENDIX D.3

Interviews
Appreciative Inquiry
5-7 March 2004

Leader Category
Team name (of interviewee)

Write your partner's answers.

1) Describe the best moment in your training experience; the moment in
which you felt good about yourself.

2) Without being modest, what do you most value about yourself (include
qualities, skills, abilities, capacities)

3) What are the essential factors of the different trainings, without
which the frainings would not exist?

4) What three wishes do you have to improve the trainings?
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APPENDIX D.4
Existing Qualities and Ideal Trainings

Shadow Leaders
1) What they value about themselves
* Tolerant * Loving
e Communicative * Happy
* Dynamic * Compassionate
* (Good personal relations * Flexible
e Creative * Respectful
* Responsible * Organized
* Sincere *  Know how to listen
* Observational * Capable of managing
* Motivational groups
» Perseverant
* Learners

2)

The best part of their training

a.

J-

S0Oe 0 o0 o

Learning by doing

Leader capability (their attitude)

Theory and practice

Trust in the leaders (security)

The evaluation

Extreme sports (confront fears and personal development)
The persuasion

The natural environment that goes well with the training
methods

The program sequence

The teamwork

Dreams for the training

Aquatic trainings

Working with special needs

Extreme sports

More adventure

Video documentation of the experience
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* More in depth with the topics and new topics

4) Other dreams

* Share experiences with people in the Central American Network
* Beable to be more a part of the family of camps

* Reunite all the teams for celebrations

Ideal Training: Shadow Leaders

Selection Process

a. Give talks (promote camps in distinct high schools or other institutions)

b. Ask that interested people sign up to participate in an induction camp
where they will pay the majority of the cost. (this induction could also be
one night, one day, or a weekend...with scholarships from another institution,
patrons or a “potluck” camp

c. To select the participants who will then participate in Shadow training,
take into account the following aspects: collaborative, dynamic, humble,
curious, responsible and creative.

Requirements

Base age: 16 years

Primary School

Have participated in at least two camps (including the induction)
Participate in a community projection activity

Content
* Camp methodology
» Self esteem
* Environmental Education
* Leadership
* Group Motivation

* Creativity
* First Aid
* Teamwork
e HIV

e Ethics

* Maintenance of logistical materials
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Duration

9 days: module T

9 days: module IT

Have each module twice a year

Materials

Markers, paper, masking tape, construction paper, notebooks, binders,
string, scissors, shirts, paints, glue, straws, campout items, first aid
materials, HIV materials

Methodology
* Participative: learn by doing and playing

Evaluation
60% Practical: 20% evaluation by leaders, 20% self evaluation in the

community project, 20% evaluation by the members of your team

40% Theoretical: continual evaluation: 20%, general exam: 20%
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Leaders
Appreciative Inquiry

1) What they value about themselves

® open mind ® Adaptable

® sociable ® Goal seekers

® active ® Understanding
® patient ® Interpretative
® communicative ® Persuasive

® (Good self-esteem ®* flexible

2) The best aspects of their training

a. Professionalism of the instructors
Disposition and interest of the instructors
Participant interest
Succeeding in goals at the end of the training
The methodology: active and participative

®c a0 0

3) Dreams
* More topics: maps, compass, theater
e That they be in distinct places and environments: mountain
survival, extreme sports, marine/aquatic
* Virtual trainings

Ideal Training: Leaders

Selection Process
* Certified as a shadow leader
* Participation in at least 10 camps as a Shadow
* 18 years old
* Fill out and turn in forms with 2 photos
e Community project
* Approval of the feam coordinator

Duration: 8 days...done twice a year in the same location

Content



* Review of map and compass
* Ropes course (rappel)

* Theater workshop

* First aid

* HIV review

* Activities and processing

* Review Environmental Interpretation
e Community project

* Crafts

* Solo

e Campout

Materials
HIV activity manuals, cards, notebooks, pencils, large paper, card paper,
markers, masking tape

Evaluation

-Diagnostic exam at the beginning of each session
-50% exam

-30% homework

-20% leaders

-Pass with a store of 80%

Methodology
* Do a mini-expedition in which we receive a map, compass and
destination point in order to put into practice what we have learned.
* Theoretical part and then a part where we have to do bandages and
knots for rappelling.
* This is all practical and at the end close with a good theater act.
* Review subjects with simulations.

* Theoretical and practical taking into account that theoretical does not

necessarily mean being inside a room.

e Turnin an activity manual; learn how to introduce and describe them
and above all how to effectively process them.

* This part can be done completely practical, including doing it during
the mini-expedition when we have already arrived at the destination.
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Program Directors
Appreciative Inquiry

1) What they value about themselves

* Patience * Inductive

* Understanding * Interpersonal skills

* Freedom of expression * Willingness

* Open-minded * Professionalism

* Creative * Responsibility

* Tolerant * Brotherhood

¢ Dynamic » Self-confidence

e Improvisational * Leading people

* Sense of humor * Formulating and executing
* Receptive programs for any age or
* Communicative group

2) The best parts of their training

The methodology lead by themselves

Standardizing activity processing

Clarification of concepts

Organigram of camps

Trail interpretation in a practical form, acting as participants
New activities

Theoretical part of environmental education and first aid
Practical part of first aid

Egg machine

Rockets

Processing and introducing these activities

e

X SWL e 00U

3) Dreams for their training
* Strong and impactive social work activities
* Aquatic trainings
e Cover all the natural elements (mountain, river, beach, etc.)
* Create personal CV's, professionalize the rankings more
* More intense training
* More continuous trainings with a diversity of topics including
expeditions
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* Creating new activities

* Special needs trainings (sign-language, working with cancer patients,
etc.)

* Specialization in instruction

4) Other Dreams
* That shadows act as leaders and directors before becoming a leader
or director
* Doing camps with special needs
e Internationalizing leaders

Ideal Training: Program Directors

Selection Process:
» Certified leader
*  Minimum 20 years of age
« Distinguished by: Creativity, innovation, disposition, etc.
* Demonstrated capacity in planning and executing a camp session
* Current knowledge of first aid, navigation, organized games
* Knows at least two extreme sports
* High quality of interpersonal relationships
® Have participated in at least 25 camps

Methodology
* 2 modules (learning, doing, playing)
* Duration: 16 days, 8 and 8

Materials
* Compasses, maps, ropes, harnesses, paper, clay, string, fempera, etc.

l. Module 1: Sensitivity, Creativity and Fund Soliciting
Content
A) Special needs: deaf and mute, blind, physically handicapped, mentally

handicapped
B) Elaborating grant proposals
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Evaluation
Plan and execute a camp session with special needs campers (value 30%)

C) Creativity: Theater, crafts, inducing creativity

Evaluation

Continual, with the results of: (Value 20%)
Theater: work

Crafts: manual art piece

Camp creativity: create a new manual (activity)

IT.  Module 2: Expedition
Content:
Navigation, high ropes, first aid

Evaluation
Continual (value 50%)

Final Evaluation
A camp financed by "X" institution (candidate finds funding, plans and
executes)
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Ideal Training: Expedition Instructor
Appreciative Inquiry

Selection Process

* Application sheet and medical form

* Requirements:
-People who like outdoor activities and extreme sports
-Experience in other expeditions
-Certified and 21 years or older
-Psychological exam
-Interview

* ANEDH evaluates to see who can participate in the expedition

instructor training

Methodology
* The training Hill be done in 15 days, the first five days are
preparation, rescue, first aid, map and compass, and expedition design.
The following 10 days are the expedition itself.

Evaluation

® The candidates for expedition instructors prepare and execute an
expedition prior to their graduation.
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APPENDIX D.5
Commitments

Leaders shared specific ways they could contribute to the ideal training
programs, apart from being willing and prepared to participate.

* Logistical support: Antolin

* Special needs trainings: Georgette and Chochi
* Expedition trainings: Alejandro

* Environmental education trainings: Ivonne

* HIV/AIDS trainings: Ernesto

* Aquatic trainings: Jafette and Alejandro

* Ethics: Karla

e Camp methodology and basic training: Alejandro and Ernesto
* Extreme sports: everyone

* Map and compass: Alejandro

* Mangroves: Ernesto and Patrick
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APPENDIX E
Group interviews

Leaders (5 people)

1) What do you think about the evaluation process? (this question
was asked in the afternoon)

It should be a combination of oral, written and observed evaluation
The written evaluation does not match the camps methodology
The exam should be more qualitative with open-ended gquestions
The multiple choice questions are too confusing
I couldn't respond to the open-ended questions, better to have the
list and multiple choices.

O QO S5 8

2) How were you selected to participate in the training program?
Four were selected by friends, one was a previous camper and one was
invited by ANEDH.

3) What are ANEDHjIs goals in training leaders?
a. Multiplier effect
b. move the country forward
¢. Create a pyramid that sustains the project.

4) What do you think about the leader rankings?
All agreed with the rankings

5) Is there any resentment among the rankings?
a. No. Yes, there have been differences, but they are all part of one
Family.
b. Actually, it is not fair that they don't follow the requirements when
one wants to pass from one category to another.
¢. Before, the trainings were only for program directors. Now, all are
invites.

6) Imagine the camp leader that you most admire; the person who
best manages groups and best works with peers. How is he or
she?



Improvisational, dynamic, charismatic, happy, "is the entire team”,
approaches the campers, takes control, manages, always does chants,
communicates easily, generates trust, experiences, calm but active, a spirit
of improving oneself, willingness.

7) What do you need to be more like this person: an ideal leader?
a. More opportunities to be a leader and demonstrate the capacities
that we have. "The higher categories don't trust us”
b. Get to know myself better. What are my limits and qualities?
¢. Put more interest and dedication, acquire knowledge, and work harder.

8) What are Jony and Tinocois role?

There are the connection between funds and us.

They give logistical, technical and moral support.

Give advice and stimulate

Transmit a love for the program

Tinoco is the head and Jony the spine

Jony has animated Catacamas..he came from nowhere and works
perfectly

Jony is very in touch with people and shares messages

RO Q. H T H
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9) How can Jony and Tinoco improve their support?
They already do more than they should.

10) If you had to take one or two days from your training session,
what activities would you take out?
a. HIV/AIDS because we don't need it to manage a group and we do need
all the rest to be prepared
b. Next, the community Project because we can do it in our owh
communities. Even so, we think this is the magic touch of the training.

11) Anything else?

a. "I've seen some negative attitude in other leaders.” They don't want
to develop themselves. (these are two people specifically). This can
be avoided by doing systematic evaluations of people’s qualities.

b. Give more participation to the rest, so that directors don't make any
decisions themselves (example: who came to this evaluation session)
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Shadow Leaders

1) How were you selected to participate in the training?
Eight were invited by a friend three were elected from a note sent to the
high schools.

2) What goals does ANEDH have in training Shadow leaders?

I SS9 N QN T .

YIS OTI S N S
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Help the country

So the teams don't die

Create an environmental consciousness
Have a multiplier effect

Maintain the culture

Improve communication

So that we can practice new capacities within society and our families
Discover new talent

Social consciousness
Self-development

Teach the pride of being a volunteer
Learn more about Honduras

. S0 that youth have something to do other than get in trouble

Imagine the leader that you most admire; the person who best
manages a group and best works with peers. How is he or she?

Ease of security J. Instructive
Self-confidence k. Tolerant

Transmits trust . Humble

Happy m. Patient

Maintains friendships within n. Origin

and out of camps o. Innovative

Freedom of expression p. Disposition

Communicative g. Supportive

You feel as though you've r. Gives constructive criticism
known the person forever s. Sense of humor

the first time you meet t. Makes appropriate decisions
them u. Sees everyone as equal
Simple v. Values his work

4) What do you need to be like this person, the ideal leader?
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Experience
Understanding of topics
Fixed sense of humor
Freedom of expression
Tolerant

Opportunity to practice
Self reflection
Constructive criticism
Get to know more people
A course in ropes

S >3>9 W Q-8

5) What role do Jony and Tinoco play?

+ M 3QT/ OIS X

Better memory
Expeditions

Extreme sports
Self-esteem
Authenticity

Trust

Security

Motivate my creativity
Positive attitude
Dynamic energy

a. Jony is the available administrator. He brings things, works hard, acts
as a connection between ANEDH and the teams and feels like part f

the Catacamas team.

b. Both: coordinators, supervisors, speak with the teams, transmit the
idea of camps, motivate, give goals, plant seeds, support, and consult.

¢. The Father (Tinoco) and the Guide (Jony)

6) How can they improve their support?
They can go to more camp sessions and present themselves to all members
of the camp teams when they visit a location.

7) What do you think about the leader rankings?
a. They are fine. It’s a scale that only depends on one's humility to

supercede the classification.

b. Everything is a process and needss a sequence.

¢. It helps of motivate ourselves to another goal.

d. You can tell the difference between the rankings within a camp
session, but not outside a camp session.

8) Do you feel any resentment because of the categories?
One or two people feel resentment. These people should work on their own
self-esteem, reflect on the qualities of a leader, and work on constructive

criticism, ethics and professionalism.

9) Anything more you would like to share?

a. That they turn in activity manuals at the end of our training
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That they give us a workshop on crafts

That we share abilities through mini-workshops

I want to learn more about mushrooms and algae

I want to learn more about knots

I don't know my own site very well

More exchange between teams (going to different locations)

We can do more simple weekend activities in order to visit teams and
learn new topics

>S9 W0 Qo

Program Directors

1) What are ANEDHis goals in training Program Directors?
So that the project does not disappear

Standardize professionalism

Plant seeds

Specialize

To help the country

To understand the role of ANEDH

To prepare oneself for new goals

To touch on new and various topics

To teach that ANEDH does not close the doors to anyone.
There is no discrimination

S3>9 weQnh T

2) Imagine the leader that you most admire; the person who best
manages a group and best works with peers. How is he or she?

62



Super willing

Creative

Responsible

Professional

Good personal relations

Always happy

Knowledge (psychology and biology)
Charismatic

Patient

Flexible

Can work with any person
Sincere

Sensitive

Constant desire to achieve

Self assured

Speaks 3 languages

Optimist

Professional presentation of self
Strong character

Child’s Herat

A good friend

Clear communicator of knowledge
Improvisational

Shares what he/she knows

Safe

. Inventor

aa. Good at sports

bb.careful of details

cc. Analyzes situations outside the box
dd. Humbl/e

ee. Compassionate

NN XSITSERE+TLULIQNTVTOII>xS230 w0 n o

3) What do you need to be more like this person: the ideal leader?
a. Increase biological knowledge

b. A little of everything
¢. Mountain survival skills
d  Humility

e. Value everyone
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Continuous self-evaluation
HIV and general knowledge

. A more intense workshop on how to act in case of emergency (both physical

and mental risks)

Other types of activities outside camp sessions
Start training myself

Maturity

Seriousness

Safety

Constant trainings

Specialties in order to strengthen the my strengths
Create new things

Extreme sports

Travel throughout Central America and internationally

What do you think about the idea of specializations?

Everybody likes this idea. They asked specifically for specialties in HIV/AIDS,
environmental education, diving, first aid and expeditions. These specialists would
be like international ambassadors, training people throughout Central America and
letting those who are under 25 manage camp sessions.

5)
a.

b.

6)

7)

What role do Jony and Tinoco play?

Tinoco: The father: safety, backbone, fundamental key, maintains quality,
places one’s feet firmly on the ground, works better now that he has Jony
Jony: the big brother, facilitator, adapted rapidly, ANEDH could not have
found a better person for this job

What could they do differently to give better support?

Luis could be closer to all the teams during camp sessions

Communication needs to be more open with leaders and teams when there is
a problem with a specific person..sometimes they feel that with one small
mistake they will be cut of f

That they are more understanding about the decisions one makes, always
taking into consideration the amount of time and effort that one has already
given to the project. A few of them are sometimes afraid that if they don't
go a meeting where they have been invited, they will not be invited again.

How can you measure the quality of a camp?
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a. Evaluate leaders and directors at the end of every camp session.
b. Self-evaluations.
¢. Provide follow-up to camp sessions.

8) Comments about how others perceive us.

a. They should not mark the difference between leader categories, but it is
good to have the rankings.

b. Should maintain the mystery of the different levels

¢. There are always special exceptions for becoming a certain type of leader

d. Program directors need to take the initiative of approaching hew members.
Then need sensitivity, see themselves from inside and outside.

65



APPENDIX F
ANEDH Survey

Summary

Six of the seven teams turned in answers to these questions. Merendon and
Magana Silva teams turned in one sheet per leader while Catacamas, Punta Sal,
Aguas Termales and Siguacamp fturned in one sheet per team. This is the summary
of 25 sheets.

1) Based on your criteria, what impact has the training process had in your

formation as a Shadow leader, Leader or Program Director?

All the sheets expressed a large impact in their personal and professional lives.
Below are some examples of specific changes.

Change in attitude towards the environment.

Capacity to work with people of different ages, cultures, etc.
New knowledge that will be useful for the rest of their lives
Strengthened aptitudes

Improved oneself as a member of society

Increased self-esteem

Ability to work in a team

Established friendships and brotherhood

Personal development

Better communication

Got to know different characteristics of people

Made responsible decisions

Reviewed and strengthened of ideas

Understood the importance of community projection

Lost fears about expressing oneself in front of others

2) Did the content, methodology and duration of the trainings fulfill your

expectations? Why?

The majority of the answers expressed a lot of satisfaction with the content,
methodology and duration. The most frequent suggestion was to increase the
content of each fopic. Below are some specifics examples.

Yes

Explicit, duration and methodology appropriate, good distribution of time per
activity. Shadow Leader, Magna Silva
Interesting and above my expectations, Magna Silva
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* Content was shared in a very clear way, time was appropriate to achieve
objectives and methodology made it so that we consciously understand when
we did. Aguas Termales

» Everything was excellent Shadow Leader, Catacamas

»  "The HIV/AIDS talk had the largest impact on me because it was discussed
with openness and trust” Shadow Leader, Merendon Popol-Na

» "There are topics that should awaken creativity in the
participants..specifically first aid.” Magna Silva

e 'Certain topics, because of time, were not given complete depth” Siguacamp

» "The content and methodology yes, but the time was very short” Punta Sal

* "My training was a little superficial..it should be more intense, continual and
longer...it did not fill my expectations of topics and types of thinking that we
should respect”Program Director, Merendon Popol-Na

» "The methodology used for first aid was not enough...it requires in addition
to an ample content review lots of practice”Leader, Merendon Popol-Na

» "..need more content for each topic, there was a lack of time for everything,
especially map and compass”Leader, Merendon Popol-Na

» " They should move the second week to an earlier date in order to avoid
problems with the end of the month which is university enrollment” Shadow
leader, Merendon Popol-Na

* "The methodology of conduct should be stricter and the control of leaders
auring free-time more rigorous.”

3) Comment on the evaluation system at the end of each training.

Those who were evaluated mostly with a written exam don't believe that it is
the appropriate method for camps. Those that were evaluated with
assignments, exams and by their leaders were more satisfied with the process.
Below are specific examples.

Negative

"An exam cannot prove the capacity of a person. It’s away from the
methodology of learning, doing, playing” Shadow Leader, Magna Silva

"There should not be a written test. The evaluation should be based on

observations about the attitude of each Shadow Leader.,” Shadow Leader,
Magna Silva
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"The correct way should be to write about one's experiences, what they've
learned, etc.” Shadow Leader, Magna Silva

" You should do the evaluation without telling the camper, because he should act
authentically.” Magna Silva

" You should evaluate in the moment that you are developing the content”Magna
Silva

"The training should be followed up by the teams”Program Director, Merendon
Popol-Na

" You should evaluate according to the topics, considering a small practical”
Leader, Merendon Popol-Na

"The evaluation that was used in the first Shadow Leader training was too
traditional.” Leader, Merendon Popol-Na

"I don't think that the textual exam is as valuable as an evaluation of actions,
values and attitudes”Leader, Merendon Popol-Na

"Tf you could apply a system of self-evaluation where the participants can
evaluate each other considering leadership, companionship and other qualities”
Shadow Leader, Merendon Popol-Na.

" The Program Director should be more intense. The Shadow Leader format is
good as it is with a test at the beginning and another at the end..the team
suggests that you utilize oral evaluations more and that there be more
observations by the instructors.”

Positive
"The continual evaluation is one of the best methods of evaluating.” Aguas

Termales

" The system adopted in the last trainings is excellent” Siguacamp
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"Its very practical and clear and allows the candidate to express his uneasiness
and give ideas”Punta Sal

"Its been the most adequate because it has been able to compare the capacity of
the camper to any other member” Shadow Leader, Catacamas

“With the new evaluation you realize what aspects you need to improve and this
helps you to have a better leader”Program Director, Merendon Popol-Na

" We were evaluated during the process of teaching and learning. This seems ideal
to me, as long as you do the Leader evaluation with seriousness.” Leader, Merendon
Popol-Na

"The points are shared between tests, assignments and instructor evaluations..in
this way they don't only evaluate the written but also the practical and the
participation inside and outside of the work teams” Shadow Leader, Merendon
Popol-Na

“With this one can measure the level of knowledge of a person when they arrive to
camp and another evaluation when they leave.” Shadow Leader, Merendon Popol-Na

"The assignments that one completes help to maintain the information and the
doubts one has begin to disappear... finally one feels more secure in order to take
the exam.” Shadow Leader, Merendon Popol-Na

4) What do you think about the selection process for Shadow Leaders?
Are they adequate? Why?
In general, the leaders want candidates to comply with existing requirements:
minimum age and participation in a minimum number of camps. They also want the
selection of candidates be more professional, and less friendship based.
Yes
» Its the best way to get to know the aptitudes and attitudes of the person..
when they are participating in the activities. Magna Silva
* The teams send representatives based on interest and development of the
candidates. Punta Sal
» "It seems that the use of points was good because whoever received the
most points went to the trainings” Shadow Leader, Merendon Popol-Na
No
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* As/ong as it is in a professional manner (without emphasis on sympathy and

friendship) Magna Silva

"You are letting them know that they will be selected and in this way they

will fake being something they are not” Shadow Leader, Magna Silva

*  You should not let them know what they are participating in

*  You should get to know the candidate better before inviting them. Magna
Silva

» "We have to consider that they be at least 19 years old and have
participated in at least three camp sessions” Aguas Termales

» "It’s preferable that they are selected by people who don't know them”
Siguacamp

*  "One camp session is not enough to discover the talents of campers”
Siguacamp

* "They should be more strict on the aspect of commitment..it should be like
an inscription. First to the team, then to ANEDH.”Program Director,
Merendon Popol-Na

» "Its not the system that is inadequate. It is the people who don't know how
to apply it.”Leader, Merendon Popol-Na

» "The people that go to the trainings don't always finish the trainings..this
happens because many people were only in one camp session before the
training.” Shadow Leader, Merendon Popol-Na.

5) At the end of the training do you consider yourself prepared to handle
groups?
Everyone felt ready to manage a group of any type of campers.
Yes
"As a Shadow Leader I am prepared and I shouldn't wait to be a Leader to be
prepared” Magna Silva

"Yes, but in reality it is not necessary to have a training in order to manage a
group”Magna Silva

"Since before”Magna Silva

" We've acquired experience through knowledge” Aguas Termales
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"Depending on the experience with groups that the person has acquired during his
training” Siguacamp

“Of course because it connects us to an environment where all of us can lead and
be led”Punta Sal

"It makes us capable of preparing or working with any group of people” Shadow
Leader, Catacamas

“Definitely yes, but without forgetting the responsibility of preparing myself for
each occasion” Merendon Popol-Na

"T believe so, as we develop ourselves as Shadows we are on our way to becoming
leaders and then we will be able to manage a group much better.” Shadow Leader,
Merendon Popol-Na

"I'm 90% prepared” Shadow Leader, Merendon Popol-Na

6) What recommendations would you give about what one should do after

being a Program Director?

» Obtain a larger position within the institution

» Expedition Director, Climbing Director

» Specialization in special needss children

* Continue intercultural exchanges

* Biology workshops

» Send volunteers to work in other countries

* Get a Masters degree in any branch (sports)

» Camp Director focused in administration of location, personnel training
and general boss

» International Program Director

* Team Coordinator for Community Projection

» Team collaborator: attend camps throughout the country to give ideas
and suggestions

* Add supervision and analysis to each Program Director and propagate
effective development. Look for funding for the team.
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APPENDIX G

Observations and Suggestions
Aguas Termales Camp Session, March 12-14 2004

Observations

Overall, we were extremely impressed about the quality of this camp
session. Time was very well managed and the leaders demonstrated clear
professionalism. One of the most outstanding things we noticed was the ability of
the Program Directors, Leaders and Shadows to both give and receive constructive
criticism to each other without being offensive or offended. This camp experience
further supported our belief that ANEDH has some of the best trained and most
sincere leaders we have seen in our work.

We were particularly thrilled by the work of the Program Directors. When
the campers arrived, the Program Directors got on the bus to greet them. This is
an excellent way to get the campers excited about camp. Throughout the session,
the Program Directors constantly wandered, watching their leaders and providing
support when necessary. They were also very observant of campers' needs and
adjusted the schedule accordingly. They ran evening evaluations which touched on
all the important issues that came up during the day, such as appropriate behavior
with campers and teachers of the opposite sex, processing activities, being sure to
provide quality work, watching participant reactions during an activity as opposed
to watching the activity itself, being sure that campers speak more than 70% of
the time during processing, paying more attention to campers than staff, the
importance of modeling timeliness, helping to control discipline, and that shadows
need to look at the schedule in order to prepare for the next activity without
being told by their leaders to do so. We liked that these evening evaluations took
the forms of asking Leaders and Shadows how they felt as well as providing
specific, constructive feedback to them.

In regards to the Leaders, we were impressed by their ability to motivate
groups, lead activities and create a sense of trust and security.

The Shadows were always available when needed, demonstrated positive
attitudes and generally acted as role models for the campers.
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Suggestions

Many of the suggestions we came up with were covered by the Program Directors
in the evening evaluation session. However, we do have some ideas for how this
particular camp session could have been more effective.

1) When introducing and processing an activity, be sure that all campers are on the
same level (standing or sitting) and that nobody is in front of the others. We
often saw that the boys were sitting or standing in front of girls.

2) Look for ways to make sure that everybody is involved, even when a teacher or
adult figure is making it difficult. If someone does not want to participate in the
game, find a duty they can perform (note-taker, timer, etc).

3) Each leader should speak to their assigned teacher to express expectations
during the camp. We do not recommend that the teachers participate in the team-
building activities. Their primary role should be that of behavior maintenance.

4) Change the introductory round-robin games so that one of the activities is more
physically active. The three games that were used were great tfeam-building
games, but none allowed the participants to expend some energy.

5) Processing: be sure that campers don't have any distracting objects (such as
candles), that nobody is in front of another, and that the facilitator asks one clear
question and WAITS for an answer. If, after many seconds, there is still no
answer, you can try to clarify the question. If nobody wants to answer, it is ok to
start something off yourself, but be sure that you never talk more than the
participants. Do not get too personal with the questions. Try not to use pre-
formed or yes/no questions. Develop questions based on campers' actions and
reactions during the activity.

6) During rappel, it may be better for the Leader and Shadow to carry the
equipment to the site in order to protect the equipment from getting dirty or
damaged. Talk about equipment treatment to the participants: don't drop helmets,
don't drag or step on harnesses. Be sure to have 2 trained Shadows/Leader
assistants below who have received clear instructions to help with the participants
who reach bottom. It is also necessary to have a camp leader watching those who
swim in the river after they finish the activity. We suggest telling participants to
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put long hair inside their helmet. We have seen many cases where not doing this
has caused a tragic problem.

7) Wind in the willows trust falls: be sure that all participants are actually ready
before the person begins to fall. The simple act of getting physically ready puts
team members more in the game. If someone is scared, act as an example for
them or have them do a trust fall just with you.

8) When doing a large group oral evaluation, one way to get specific feedback is to
ask "Give me two things that you most appreciated and two things that can be
improved.”

9) Immediately upon arrival, leaders should intersperse themselves amongst the
campers and be sure to not stand together.

10) During lunch at a place like the waterfall, it is a good idea to have some leaders
eat first so they can watch the campers while other leaders are eating. This

should not be entirely the job of the Program Director.

11) Be careful about the appropriateness and timeliness of physical activities.
Cheek-to-cheek during the introductory mingle game may be a little early.
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