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Use the resources below to help you hire, train, and retain day camp staff. See also

Summer Recreation Programs: Hiring Lifeguards. The information on this page was

created in part by Al, and was human reviewed.

Recruitment Ideas

Recruiting qualified and enthusiastic staff for summer camps is essential for
creating a fun and safe environment for campers. Here are several effective

strategies to attract potential candidates for summer day camp positions:

Leverage Local Schools and Colleges

Career Fairs

e Attend local high school and college career fairs to promote summer

camp positions.

o Create engaging materials (brochures, flyers) that outline job
responsibilities, benefits, and the positive impact of working at the

camp.
Internship Opportunities

Offer internships or volunteer opportunities for students studying education,
recreation, or child development. This can attract motivated individuals who

seek experience in their field of study.
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Utilize Social Media Platforms

Targeted Advertising

e Use social media platforms like Facebook, Instagram, and LinkedIn to

run targeted ads for summer camp positions.

e Create visually appealing posts and stories showcasing camp activities,

staff, and the excitement of working with children.

Engage with Current Staff

e Encourage current camp staff to share their experiences on social
media, using photos and testimonials to highlight the benefits of working

at the camp.

e Develop a hashtag (e.g., #CampStaff2025) to create a sense of

community and encourage sharing.

Community Outreach

Open House Events

e Host an open house at the camp where potential staff can tour the

facilities, meet the camp director, and learn about available positions.
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¢ Provide refreshments and fun activities to create an inviting

atmosphere.

Partnerships with Local Organizations

¢ Collaborate with local youth organizations, schools, and community

centers to promote job openings.

e Distribute flyers or posters in these venues to reach a wider audience.

Incentives and Benefits

Referral Bonuses

e Implement a referral program where current staff can earn bonuses for

referring qualified candidates who are hired.
¢ Highlight how much fun and rewarding the job can be to motivate
referrals.
Competitive Pay and Benefits
o Offer competitive salaries and additional benefits, such as free camp

enrollment for staff children, training opportunities, or flexible

scheduling.
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e Clearly communicate these benefits in job postings and recruitment

Mmaterials.

Engaging Job Descriptions
Highlight Responsibilities and Benefits
e Create detailed job descriptions that outline not only the responsibilities

but also the benefits of working at the camp, such as developing

leadership skills, teamwork, and making lasting friendships.
e Include information about the positive impact they can have on
children’s lives.
Flexible Roles

Offer a variety of roles (e.g., counselors, activity leaders, kitchen staff) to
appeal to different interests and skill sets. This can attract a broader pool of

candidates.

Networking and Word of Mouth

Utilize Existing Staff Networks

e Encourage current and past staff to promote camp positions within their

social circles and networks.
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e Create incentives for staff who successfully refer candidates who are

hired.
e Engage Alumni:

e Reach out to former camp staff and alumni who may be interested in
returning for the summer. They already understand the camp culture

and can bring valuable experience.

Promote Training Opportunities

Offer Training Programs

e Highlight any training programs that will be provided, such as first aid,
CPR, and child development workshops. Many potential staff members

are eager to gain new skills.
e Offer to cover the costs of certification courses for staff as a recruitment

incentive.

Engagement with Local Businesses

Collaborate with Local Businesses

e Partner with local businesses to display recruitment materials or host

joint events that promote camp staff positions.
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e Consider co-hosting community events, where the camp can showcase

its activities while recruiting staff.

Conclusion

By implementing these strategies, summer day camps can effectively recruit
qualified and enthusiastic staff, ensuring a successful and enriching
experience for both campers and employees. A combination of outreach,
incentives, and clear communication about the benefits of working at the
camp will attract a diverse pool of candidates eager to contribute to a positive

camp environment.

Retention Bonus Program for Returning Summer Day Camp Staff

A retention bonus program for returning summer day camp staff is an
effective strategy to encourage experienced counselors to return each
season. This program not only helps maintain a stable and skilled workforce
but also enhances the overall camp experience for campers. Below is a

comprehensive outline for establishing a retention bonus program.

Purpose of the Retention Bonus Program

Encourage Loyalty: Motivate returning staff to commit to the next summer

season by providing financial rewards.
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Reduce Turnover: Minimize the costs and challenges associated with

recruiting and training new staff each year.

Enhance Quality of Care: Ensure that experienced counselors, who are
familiar with camp protocols and the camper population, are present to create

a safe and engaging environment.

Program Structure
Eligibility

¢ All counselors who successfully completed the previous summer

season and are returning for the next season.
e Must have met performance expectations and attendance requirements
during the previous season.
Bonus Amount
Establish a tiered bonus system based on the length of returning service:

e Returning for One Season: Bonus of $150 upon successful completion of

the return season.

e Returning for Two Seasons: Bonus of $300 upon successful completion

of the return season.
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e Returning for Three or More Seasons: Bonus of $500 upon successful

completion of the return season.

Criteria for Earning Bonuses

Successful Rehire

Returning staff must reapply and complete any necessary training or

certification updates (e.g., First Aid, CPR).
Attendance Requirements

To qualify for the retention bonus, staff must maintain satisfactory attendance

throughout the season, with no more than two unexcused absences.
Performance Standards

Counselors must meet performance expectations, including adherence to

safety protocols and positive interactions with campers.

Implementation Steps

1. Program Announcement
1. Announce the details of the retention bonus program during the
end-of-season meeting.
2. Provide written documentation (e.g., flyers, emails) outlining the

program’s structure, eligibility criteria, and bonus amounts.
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2. Regular Updates
1. Throughout the offseason, remind staff about the retention
bonuses available for returning to work the following summer.
2. Highlight the financial and professional benefits during recruitment
events or through email communications.

3. Feedback Mechanism

1. Encourage returning staff to provide feedback on the program and

their experiences.

2. Use informal discussions or surveys to gather insights for future

improvements.

Examples of Program Implementation

Example 1: Basic Retention Bonus Structure

e Structure: Counselors who return and complete their training receive a

bonus based on their previous season's performance.
e Payouts:
e $150 for returning for one season,

e $300 for returning for two seasons,
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e $500 for returning for three or more seasons.

Outcome: A counselor who returns for their second season receives a $300

bonus after successfully completing the summer program.

Example 2: Additional Incentives for Long-Term

Commitment

e Structure: In addition to the retention bonuses, introduce a "Loyalty

Recognition” program.
e Payouts: An additional $100 bonus for counselors who return for each
consecutive summer beyond three years.

Outcome: A counselor returning for four consecutive summers would receive
$500 for the retention bonus and an additional $100 for their loyalty, totaling
$600.

Monitoring and Evaluation

Track Participation

Maintain records of returning staff and monitor their performance and

attendance throughout the season.

Evaluate Effectiveness
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e After the camp season, assess the impact of the retention bonus

program on counselor turnout and performance.

e Analyze whether the program led to reduced turnover rates and

improved team morale.
Adjustments

Based on evaluation results and feedback, make necessary adjustments to
the program for future seasons (e.g., modifying bonus amounts, eligibility

criteria).

Conclusion

A retention bonus program for returning summer day camp staff can
effectively motivate experienced counselors to return, enhancing the quality
of care and engagement at the camp. By clearly defining eligibility, criteria,
and rewards, camp management can foster loyalty and commitment among
staff, creating a more stable and effective team for the summer season. This
approach benefits both staff and campers, enriching the overall camp

experience.

Referral Bonus Program
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Implementing a referral bonus program for existing summer program staff
can help attract qualified candidates while fostering a sense of community
among counselors. This program incentivizes current staff to refer individuals
who they believe would excel in the camp environment. Below is a detailed

outline for establishing an effective referral bonus program.

Purpose of the Referral Bonus Program

Attract Quality Candidates: Utilize the networks of current staff to recruit

individuals who are likely to thrive in the camp setting.

Enhance Team Cohesion: Encourage staff to refer individuals they believe

would fit well within the camp culture, strengthening team dynamics.

Reduce Recruitment Costs: Decrease reliance on external recruitment

channels by leveraging internal resources.

Program Structure

Eligibility

e All active summer staff members who have completed their

probationary period (e.g., the first two weeks of camp).

e Referring counselors must be in good standing, with no disciplinary

actions.
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Bonus Amount

Establish a tiered bonus system based on the referred candidate's hiring

and performance;

Initial Bonus: $100 when the referred candidate successfully completes

their first month of employment.

Retention Bonus: An additional $200 if the referred candidate remains

employed for the full summer season.

Total Potential Bonus: $300 for a successful referral.

Referral Process

Submission of Referrals

Create a straightforward referral form that current staff can fill out to submit
potential candidates. This form can be available online or in printed format at

the camp.
Candidate Identification

Staff should provide the contact information of the candidate and a brief

rationale for the referral (e.g., relevant experience, skills).

Follow-Up
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The hiring manager or camp director should promptly follow up with referred

candidates to inform them about their application status.

Criteria for Earning Bonuses

Successful Hire

The referred candidate must complete the hiring process, which includes

background checks, training, and any necessary certifications.
Employment Duration

The new hire must remain employed for at least one month to qualify for the

initial bonus and at the full summer season for the retention bonus.
Documentation

Ensure proper documentation of the referral to track who referred whom. This
can be managed through a shared digital system or maintained in HR

records.

Implementation Steps

1. Program Announcement

2. Announce the program during staff training and orientation sessions,
explaining the details and benefits.

3. Use flyers or posters in common areas to keep the program visible.

4. Regular Updates

Copyright Vermont League of Cities and Towns
Current as of: 2/12/2026



5. Provide updates on the number of successful referrals and recognize
staff who have made successful referrals in team meetings or
newsletters.

6. Feedback Mechanism

7. Encourage staff to provide feedback on the referral process, using
surveys or informal discussions to gather insights for future

improvements.

Examples of Program Implementation

Example 1: Basic Referral Program

e Structure: Staff submit referrals through a designated form.
e Payouts: $100 after the referred candidate’s first month and $200 after
they complete the full summer of employment.

Outcome: A counselor refers a friend who is hired and completes training.
After one month, the counselor receives $100:; after the full summer season,

they earn an additional $200.

Example 2: Contest for Most Referrals
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Editor's note: I'm not sure about this concept, but | thought I'd include it as an

idea.

e Structure: In addition to the regular bonuses, run a quarterly contest
where the staff member with the most successful referrals within the

quarter wins a larger prize (e.g., $500 gift card).

Outcome: This creates a competitive environment that encourages more
referrals as staff are motivated by both monetary bonuses and the chance to

win additional prizes.

Monitoring and Evaluation

Track Participation:

Keep records of referrals and monitor the success rates of referred

candidates.
Evaluate Effectiveness

e After the camp season, assess the program'’s impact on staffing levels

and the quality of hires.

e Gather feedback from both referring staff and referred candidates about

their experiences.

Adjustments
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Based on the evaluation and feedback, make necessary adjustments to the
program for the following season (e.g., changing bonus amounts or eligibility

criteria).

Conclusion

A referral bonus program for existing summer day camp staff can effectively
enhance recruitment efforts while fostering a sense of community within the
team. By clearly defining eligibility, criteria, and rewards, camp management
can create an engaging program that not only motivates staff to refer
qualified candidates but also strengthens the overall camp environment. This
approach can lead to a more cohesive, skilled, and dedicated team, ultimately

improving the experience for both staff and campers.

Hourly Pay Rate Incentive for Returning Summer Day Camp Program Staff

Implementing an hourly pay rate increase incentive for returning summer day
camp staff is a strategic approach to reward loyalty, attract experienced
counselors, and enhance the quality of care provided to campers. Below is a

comprehensive outline for establishing this incentive program.

Purpose of the Hourly Pay Rate Incentive
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Encourage Retention: Motivate returning staff to commit to the next summer

season by offering financial rewards.

Attract Experienced Staff: Recognize the value of experienced counselors

and encourage them to return, maintaining a stable workforce.

Enhance Service Quality: Ensure that returning staff are compensated fairly
for their experience, improving overall camp operations and camper

satisfaction.

Program Structure

Eligibility

e All counselors who successfully completed the previous summer

season and are returning for the next season.

e Must have met performance expectations and attendance requirements

during the previous season.

Pay Rate Increase:

e Establish a structured increase in the hourly pay rate based on returning

tenure:
e Returning for One Season: Increase of $1.00 per hour.

e Returning for Two Seasons: Increase of $1.50 per hour.
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e Returning for Three or More Seasons: Increase of $2.00 per hour.

Criteria for Earning the Pay Rate Increase

Successful Rehire

Returning staff must complete the application process and any necessary

rehire training or certification updates (e.g., First Aid, CPR).
Performance Standards:

Counselors must demonstrate satisfactory performance in their previous role,
including compliance with safety protocols and positive engagement with

campers.
Attendance Requirements:

To qualify for the pay increase, counselors must maintain satisfactory
attendance, with no more than two unexcused absences during the previous

season.

Implementation Steps

Program Announcement

¢ Communicate the details of the pay rate increase incentive to returning

staff during the end-of-season meeting.
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¢ Provide written documentation (e.g., flyers, emails) that outlines the

structure, eligibility, and specific pay rate increases.

Regular Reminders

e Throughout the offseason, remind counselors about the incentives

available for returning to work the following summer.

e Highlight the financial benefits during recruitment events and through

email communications.

Feedback Mechanism

e Encourage returning staff to provide feedback on the incentive program

and their overall experiences.
e Use informal discussions or surveys to gather insights that may help

improve the program.

Examples of Program Implementation

Example 1: Basic Pay Rate Increase Structure

Structure: Returning staff who complete their training receive an hourly pay

increase based on their previous season's performance.
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Payouts:
e $1.00 per hour increase for one previous season,
e $1.50 per hour increase for two previous seasons,

e $2.00 per hour increase for three or more seasons.

Outcome: A counselor returning for their second season will earn an

additional $1.50 per hour compared to their pay rate from the previous

summer.

Example 2: Additional Performance-Based Incentives

e Structure: In addition to the hourly pay increase, introduce performance

bonuses for counselors who exceed performance expectations.
e Payouts: Quarterly bonuses of $100 for outstanding performance based
on peer and supervisor evaluations.

Outcome: A counselor returning for their third season could receive a $2.00
per hour increase plus a $100 bonus if they maintain excellent performance

ratings throughout the season.

Monitoring and Evaluation
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Track Participation

Maintain records of returning staff and monitor their performance and

attendance throughout the summer.

Evaluate Effectiveness

e Assess the impact of the hourly pay rate increase incentive on staff

retention rates and overall performance.

¢ Analyze whether the program successfully reduced turnover and

improved staff morale.
Adjustments

Based on feedback and evaluation results, make necessary adjustments to
the program for future seasons (e.g., modifying pay rate increase amounts or

eligibility criteria).

Conclusion

An hourly pay rate increase incentive for returning summer day camp staff
can significantly motivate experienced counselors to return, thereby
enhancing the quality of care and engagement at the camp. By clearly
defining eligibility, criteria, and rewards, management can foster loyalty and
commitment among staff, creating a stable and effective team for the
summer season. This approach not only benefits the staff but also enriches

the overall experience for campers.
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Implementing an hourly pay rate increase incentive for returning summer
lifeguards is an effective strategy to reward loyalty, attract experienced staff,
and ensure a high level of service and safety at municipal pools. Below is a

comprehensive outline for establishing this incentive program.

Attendance Bonus Program

An attendance bonus program for summer day camp counselors can help
promote reliability, reduce absenteeism, and ensure that campers receive
consistent supervision and support. Below is a detailed outline for establishing

an effective attendance bonus program tailored for counselors.

Purpose of the Attendance Bonus Program

Encourage Consistency: Foster regular attendance among counselors to

ensure adequate staffing at all times.

Enhance Team Morale: Promote a culture of responsibility and commitment,

positively impacting team dynamics.

Improve Camp Experience: Ensure campers receive stable, continuous

support, enhancing their overall experience at camp.

Program Structure
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Eligibility:

¢ All counselors who have completed their training and probationary

period (e.g., the first two weeks of camp).

e Counselors must maintain satisfactory performance and have no

disciplinary actions during the eligibility period.
Bonus Amount

Establish a tiered bonus system based on attendance records:
e Perfect Attendance: Bonus of $150 for attending all scheduled shifts.
e Minimal Absences: Bonus of $75 for missing no more than one shift.
e Moderate Absences: Bonus of $25 for missing two shifts, provided they

are appropriately notified.

Criteria for Earning Bonuses

Attendance Tracking

e Use a digital attendance system or sign-in sheets to track counselor

attendance throughout the summer.
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e Counselors should have access to their attendance records to monitor

their status.
Notification Procedure

e Counselors must notify their supervisor of any absences at least 24

hours in advance, except in emergencies.

¢ Late naotifications may disqualify them from receiving the attendance
bonus for that period.
Exemptions

¢ Allow for certain absences due to illness, family emergencies, or other

legitimate reasons, as determined by management.

¢ Documentation (such as a doctor's note) may be required for specific

absences to ensure fairness.

Implementation Steps

1. Program Announcement
1. Announce the program details during counselor training and

orientation sessions at the beginning of the camp season.
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2. Provide written documentation, such as flyers or emails, outlining
the program'’s structure, criteria, and bonuses.
2. Regular Updates
1. Communicate updates on attendance standings periodically (e.g.,
weekly) so counselors are aware of their eligibility for bonuses.
2. Celebrate counselors who achieve perfect attendance during team
meetings or via newsletters.
3. Feedback Mechanism
1. Encourage counselors to provide feedback on the program,
allowing for continuous improvement.
2. Use surveys or informal discussions to gather insights from

counselors.

Examples of Program Implementation

Example 1: Basic Attendance Bonus Program

e Structure: Counselors track their attendance via a shared digital

document.
e Payouts: $150 for perfect attendance, $75 for 1 absence, and $25 for 2
absences.

Outcome: At the end of the camp season, bonuses are distributed based on

attendance records.
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Example 2: Additional Incentives

e Structure: In addition to the regular bonuses, offer a “Counselor of the
Month" recognition for the counselor with the best attendance and

performance. The selected counselor receives a $100 bonus.

Outcome: This encourages counselors not only to attend regularly but also to

excel in their roles, creating a supportive and motivated team environment.

Monitoring and Evaluation

Review Program Effectiveness

e After the camp season, evaluate the program's impact on attendance

rates and overall counselor morale.
e Analyze whether the program led to reduced absenteeism and
increased job satisfaction among counselors.
Adjustments
e Based on the evaluation and feedback, make necessary adjustments to

the program for future seasons (e.g., modifying bonus amounts,

eligibility criteria).
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Conclusion

An attendance bonus program for summer day camp counselors can
effectively motivate staff to maintain regular attendance, benefiting both the
counselors and the campers. By clearly defining eligibility, criteria, and
rewards, camp management can foster a culture of reliability and

commitment, ensuring a safe and enjoyable environment for all participants.

Junior Counselor Program for Summer Recreation Day Camp

A Junior Counselor Program is an excellent initiative that allows older
campers (typically ages 13-15) to gain leadership experience while assisting
camp staff. This program not only prepares them for future roles as
counselors but also enriches the overall camp experience for younger
campers. Below is a comprehensive outline for establishing an effective

Junior Counselor Program at a summer recreation day camp.

Program Objectives

Leadership Development: Teach junior counselors essential leadership skills,

teamwork, and responsibility.

Mentorship Opportunities: Allow junior counselors to mentor younger

campers, fostering a sense of community and support.
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Skill Enhancement: Provide training in various areas such as communication,

conflict resolution, and activity facilitation.

Program Structure

Age Group

Target participants aged 13 to 15 years old. This age range allows for the
development of maturity and leadership skills while still being actively

engaged in camp activities.
Duration

e The program can run concurrently with the main camp session, lasting

for 6-8 weeks during the summer.

e Junior counselors would work alongside camp staff for a set number of

hours each week (e.g., 10-15 hours).

Responsibilities

Assist counselors with supervising campers during activities.

Help facilitate games, crafts, and other programming.

Serve as positive role models and mentors to younger campers.

Participate in training and development sessions.
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Program Implementation Steps

1. Recruitment of Participants

1. Promote the program through camp newsletters, social media, and
local schools.
2. Create engaging flyers that outline the benefits of becoming a

Jjunior counselor, including leadership skills and community service

hours.
2. Application Process

1. Develop a simple application form that includes:

2. Personal information (name, age, contact details).

3. A short essay or paragraph explaining their interest in becoming a
junior counselor.

4. Any previous experience working with children or participating in
camp activities.

3. Selection Criteria

1. Establish a selection committee to review applications based on

enthusiasm, interest in working with children, and previous camp

involvement.

Training and Orientation

Orientation Session
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e Conduct an orientation meeting for selected junior counselors to outline

program expectations, responsibilities, and goals.

e Discuss the importance of their role in supporting counselors and

providing a positive experience for campers.
Training Workshops

Provide training sessions on:

¢ Child Development: Understanding the needs of different age groups

and how to engage them effectively.

e Activity Facilitation: Tips for leading games, crafts, and sports, including

safety considerations.

e Conflict Resolution: Strategies for managing conflicts between campers

and promoting positive interactions.

Examples of Activities and Responsibilities

Daily Responsibilities

e Pair junior counselors with experienced counselors during activities to

assist with supervision and facilitation.
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e Encourage junior counselors to take the lead in small group activities or

crafts, fostering confidence.
Special Projects

Organize a “Junior Counselor Day" where junior counselors plan and lead a

special activity for their peers and younger campers.
Team-Building Activities

Include team-building exercises to strengthen camaraderie among junior

counselors and develop leadership skills.

Evaluation and Feedback

Regular Check-Ins

e Schedule weekly check-ins with junior counselors to discuss their

experiences, challenges, and successes.

¢ Provide constructive feedback and guidance to help them grow in their
roles.
End-of-Program Evaluation

e Conduct an evaluation at the end of the program to gather feedback

from junior counselors about their experiences.
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e Assess their performance based on their engagement, responsibility,

and feedback from counselors and campers.
Certificates of Completion

Provide junior counselors with certificates recognizing their contributions and

completion of the program, which can be valuable for future job applications.

Transitioning to Full Counselor Roles

e Pathway to Counselor Positions:

e Encourage junior counselors to pursue full counselor roles once they

reach the appropriate age (typically 16 years).

e Offer information about counselor training programs and potential

scholarships for certification courses.

Conclusion

A Junior Counselor Program for summer recreation day camps is a valuable
initiative that prepares young individuals for future leadership roles while
enhancing the camp experience for younger campers. By implementing a
structured program that includes training, responsibilities, and evaluation,
camp management can cultivate a new generation of leaders who are

invested in their community and passionate about working with children. This
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approach not only benefits the junior counselors but also enriches the overall
camp environment, creating positive and lasting experiences for all

participants.

Onboarding Process for Summer Recreation Day Camp Staff

An effective onboarding process for summer recreation day camp staff is
essential for equipping new counselors with the knowledge, skills, and
confidence they need to provide a safe and enjoyable environment for
campers. A well-structured onboarding program should cover essential
policies, procedures, training, and team integration. Below is a comprehensive

outline for an effective onboarding process.

Pre-Onboarding Preparation

Documentation and Requirements

e Collect necessary documents such as completed application forms,
background checks, and certifications (e.g., First Aid, CPR).
e Ensure staff have completed any required pre-employment training.
Welcome Packet

Create a welcome packet that includes:
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e A welcome letter from the camp director.

e Employee handbook outlining policies, camp values, and code of

conduct.

e Schedule of training sessions and key dates.

Orientation Session

Introduction to the Camp

e Provide an overview of the camp’'s mission, vision, and values.

e Share the camp’s history and its significance in the community.
Tour of the Facility

Conduct a guided tour of the camp facilities, including:

e Activity areas (e.g., sports fields, arts and crafts rooms).

e Safety stations (e.g., first aid stations, emergency exits).

e Staff areas (e.g., break rooms, meeting spaces).

Team Introductions
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e Introduce new staff to key personnel, including supervisors and support

staff.

e Encourage informal interactions to foster team cohesion.

Training Modules

Safety and Emergency Procedures

Conduct training on camp safety protocols, including:
e Emergency evacuation procedures.
e Reporting incidents and injuries.

e First Aid and CPR training.

Child Development and Behavior Management

e Offer workshops on child development principles and effective behavior

management techniques.

e Discuss strategies for engaging campers and handling conflicts.

Activity Planning and Facilitation
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Train staff on planning and facilitating camp activities, including:
e | esson planning and organization.

e Adapting activities for various age groups and skill levels.

Policy and Compliance Overview

Camp Policies and Procedures

Review important camp policies, including:
e Code of conduct for staff and campers.
e Attendance and punctuality expectations.

e Reporting and handling incidents (bullying, accidents).
Documentation and Record-Keeping
e Explain the importance of maintaining accurate records (e.g.,
attendance, incident reports).
e Provide training on how to use any necessary software or forms.

Team Integration and Culture Building

Team-Building Activities
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e Organize icebreaker activities to help staff get to know one another (e.g.,

‘“Two Truths and a Lie").

e Conduct team challenges that foster collaboration and communication.

Mentorship Program

e Pair new counselors with experienced staff for guidance and support.

e Encourage regular check-ins to discuss challenges and successes.

Evaluation and Feedback

Performance Evaluations

e Schedule regular check-ins to assess new staff performance and

provide constructive feedback.

¢ Discuss goals for personal development and areas for improvement.

Feedback Mechanisms

e Create opportunities for new staff to provide feedback on the

onboarding process.

e Use surveys or informal discussions to gather insights for future

improvements.
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Continuous Development

Ongoing Training Opportunities

e Encourage participation in additional training sessions throughout the

summer (e.g., specialized workshops).

e Promote certifications that enhance skills and career advancement.

Regular Staff Meetings

e Hold weekly staff meetings to discuss updates, share experiences, and

celebrate successes.

e Foster an environment of open communication and collaboration.

Conclusion

A well-structured onboarding process for summer recreation day camp staff
is crucial for ensuring that new counselors are equipped to create a safe and
engaging environment for campers. By covering training, policies, and team
integration, camp management can build a strong foundation for a successful
camp experience. This comprehensive approach not only prepares staff for
their roles but also fosters a positive camp culture that benefits everyone

involved.
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Team Building Tactics for Summer Recreation Day Camp Staff

Effective team building is essential for summer recreation day camp
counselors to ensure a positive environment, promote collaboration, and
enhance the overall camp experience for both staff and campers. Here are
several detailed and structured team-building tactics specifically designed for

camp counselors.

Icebreaker Activities

Name Games

Example: Have counselors sit in a circle and introduce themselves along with
an adjective that starts with the same letter as their name (e.g., "Joyful

Jessica").

Purpose: Helps counselors learn each other's names and creates a fun

atmosphere.

Human Bingo

Example: Create bingo cards with statements (e.g., "Has traveled to another
country,” "Loves hiking"). Counselors mingle to find others who fit the

statements and fill out their cards.

Copyright Vermont League of Cities and Towns
Current as of: 2/12/2026



Purpose: Encourages interaction and helps counselors discover common

interests.

Skill-Building Workshops

First Aid and CPR Training

Example: Conduct a hands-on workshop where counselors practice first aid

and CPR techniques.

Purpose: Enhances essential skills, reinforces teamwork during emergencies,

and builds confidence among counselors.

Activity Planning Sessions

Example: Hold brainstorming sessions where counselors collaborate to

desigh new camp activities or games.

Purpose: Fosters creativity and ensures that all counselors feel invested in the

camp program.

Team Challenges
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Outdoor Obstacle Course

Example: Set up an obstacle course that includes various physical challenges

requiring teamwork (e.g., carrying a teammate, navigating through tires).

Purpose: Builds trust and communication while promoting physical fitness.

Escape Room Challenge

Example: Create a themed escape room scenario where counselors must

work together to solve puzzles within a time limit.

Purpose: Enhances problem-solving skills and encourages collaboration

under pressure.

Team-Building Retreats

Nature Retreat

Example: Organize a day at a local state park where counselors can

participate in team-building activities like hiking, canoeing, or trust falls.

Purpose: Strengthens bonds outside the usual camp environment and allows

for relaxation and informal interaction.
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Workshops on Conflict Resolution

Example: Bring in a facilitator to conduct workshops on effective

communication and conflict resolution strategies.

Purpose: Prepares counselors for real-life situations and promotes a

supportive team culture.

Regular Team Meetings

Weekly Check-in Meetings

Example: Hold short, structured meetings at the start of each week to discuss

upcoming activities, address concerns, and share successes.

Purpose: Ensures everyone is aligned and allows for open communication.

Feedback Sessions

Example: Create a safe space for counselors to provide feedback on activities

and discuss what's working or what needs improvement.

Purpose: Encourages continuous improvement and fosters a collaborative

environment.
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Social Events

Potluck Dinners/Town Sponsored Dinners

Example: Organize a potluck (or Town sponsored) dinner where counselors

bring dishes to share, allowing for casual socializing.

Purpose: Builds camaraderie and allows counselors to learn more about each

other's backgrounds and cultures.

Themed Dress-Up Days

Example: Designate specific days where counselors can dress up according

to a theme (e.g., Superhero Day, Hawaiian Luau).

Purpose: Creates a fun atmosphere and encourages creativity while

promoting unity among the staff.

Recognition Programs

Counselor of the Week
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Example: Implement a program where counselors are recognized weekly for

their contributions, teamwork, or creativity.

Purpose: Boosts morale and encourages a culture of appreciation.

Team Achievements Board

Example: Create a board where counselors can post achievements, team

milestones, or positive feedback received from campers and parents.

Purpose: Visually celebrates successes and fosters a sense of pride and

accomplishment.

Conclusion

Implementing these team-building tactics for summer recreation day camp
counselors can significantly enhance teamwork, communication, and morale.
By creating a supportive and engaging environment, camp management can
ensure that counselors work effectively together, leading to a positive
experience for both staff and campers. A well-structured team-building
approach not only improves staff relations but also sets a positive tone for the

entire camp atmosphere.
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