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Abstract
The aim of this dissertation was to identify and investigate the relationship between the motivation and participation of young British people on cultural exchange programmes, within a case study organisation; Camp America. To achieve this aim, the following objectives were set; 
1) Undertake secondary research to provide a critical understanding into cultural exchanges and summer camp schemes to include an insight into the factors that influence individual’s motivations to participate in such programmes.

2) Conduct primary research to both potential participants and returners to identify the factors that influence their individual motivations to initially participate and/or continue participation in cultural exchange programmes.

3) Interview camp professionals and examine the importance of cultural exchange programmes/summer camp schemes and understand whether the relationship between motivation and participation impact on work based performance.

4) Coordinate all research findings to determine conclusions on young people’s motivations to participate in cultural exchange programmes and forward recommendations for the development of such programmes, benefitting industry. 

To effectively meet the aims and objectives of the study, a variety of forms of primary and secondary research methods were carried out. Secondary research allowed for the collection of quality information and data regarding cultural exchange programmes, a focus on Camp America and an investigation into different motivation theories that allow for the understanding as to how motivation can change from initial participation to returning to summer camp employment each year.  
The collection of primary research followed a triangulated approach involving semi-structured interviews with 10 camp directors across the United States, two online surveys one being targeted to potential applicants of culture exchange programmes, the other to returning Camp America staff, with an underlying Case Study focus on Camp America. Participants at interview were asked a range of questions that stimulated the identification of the role they play in motivating staff to return and their opinion on the comparison of work based performance between international and domestic staff. Both surveys allowed for the identification of what motivates individuals to participate on a cultural exchange programme, limitations, and the impact participation on summer camp programmes have on individuals with the relation as to why they return. 

The findings of primary research were applied to the Literature Review and analysed to create detailed conclusions and recommendations that meet and exceed the study’s aims and objectives.  

It was concluded that the motivation of a cultural exchange participants and the impact it has on their work based performance, particularly summer camp employees, is a diverse factor that is unique to an individual. However, it was concluded that there is an unanimous verdict that the environment of summer camps boasts intangible, social and emotional benefits that make the experience unique and evidentially stimulate participation and repeat participation which not only benefits the individual, but the camp itself and its campers. This then concluded that the proposed plan to eliminate the J1 visa would be catastrophic for the industry and its people. 
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Chapter 1






Introduction


















In light of recent political news of the consideration to eliminate the J1; the visa that accommodates work and/or study based exchange programmes within the USA, the researcher identified the importance to fill a missing study to identify the importance of cultural exchange programmes with the focus on American summer camps whilst examining motivational theories to establish what motivates participation and the decision to return year upon year. 

Before commencing this study, the researcher has completed three summers on an American summer camp with Camp America and has the interest of working within the field full time after education. Throughout the 3 years within the organisation, the researcher has noticed that a high percentage of first time participants on the programme decide to continue participation for future years i.e. working on a summer camp for 2 or more summers. From this, sparked an interest to identity reasons as to why this occurrence takes place through the understanding of the importance of cultural exchange programmes and summer camp, the impact international participation has on the summer camp environment and its staff whilst also utilising motivational theories to analyse the reason why individuals return to work on such cultural exchange programmes. 

The researcher was interested to explore this further, the aims and objectives of the study were established. 
Aim: To identify and investigate the relationship between the motivation and participation of young British people on cultural exchange programmes, within a case study organisation; Camp America. 

1) Undertake secondary research to provide a critical understanding into cultural exchanges and summer camp schemes to include an insight into the factors that influence individual’s motivations to participate in such programmes.

2) Conduct primary research to both potential participants and returners to identify the factors that influence their individual motivations to initially participate and/or continue participation in cultural exchange programmes.

3) Interview camp professionals and examine the importance of cultural exchange programmes/summer camp schemes and understand whether the relationship between motivation and participation impact on work based performance.

4) Coordinate all research findings to determine conclusions on young people’s motivations to participate in cultural exchange programmes and forward recommendations for the development of such programmes, benefitting industry. 

The researcher deemed it necessary to achieve each of the four objectives in order to meet the aim of the study which was ultimately carried out through a selection of primary and secondary research. Secondary research was used to gain an underlying understanding of the subject area through the reviewing and analysis of literature. The primary research followed a triangulated approach consisting of interviews to summer camp professionals (camp directors) across the United States, surveys to potential and returning participants and a case study focus on Camp America. Due to their being no comparable study of this nature to-date, extensive primary and secondary research was required to revolutionise research with current, necessary information and responses that express enthusiasm to the study demonstrating the value of the topic to the summer camp field. 
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With student experience seeing a drastic change since decades ago, students are now more career-orientated and under a lot more pressure to “get out there” through participation of extracurricular activities, more responsibilities and work experience to give themselves that competitive advantage in the graduate jobs market (Lightfoot, 2016). It is noticed that more young people are travelling whether that be for a study abroad programme, gap year, or participation on a cultural exchange or volunteer programme overseas, this of which is represented in the figure by Student Marketing (2017), that Youth Travel represented 270 million international arrivals in 2016. Youth travel is considered to have many benefits from; improving academic performance, providing a better understanding and inspiration of career choices, direct contribution to local communities, cultural benefits and the stimulation of return visits, all of which are the focus of cultural exchange programmes (Student Marketing, 2017). Such benefits also stem from the idea that foreign environments, that are perceived as challenging, active and fun, allow young people to learn and grow most effectively (Swartz, 2016). Many cultural exchange programmes provide young people with opportunities to develop personally and academically whilst being able to travel, explore cultures and meet new people, typically between studies.

2.1 Cultural Exchange
Culture, as stated by Kidd (2002) is ‘the way of life of a group of people’. Culture holds a definition that is varied and unique to everyone but many consider it to be the meaning and motivation behind our everyday acts, what brings individuals together, how we understand and interpret actions of ourselves and one another, and something that ‘creates the world we live in’ (Kidd, 2002). Although there is no clear definition of cultural exchange, it can be identifiable as an act of travelling to a destination or immersing in an environment where you can experience and share local cultures through interactions and identification of knowledge, beliefs, language, arts, morals, laws and its unique habits in society (UNESCO, 2017). The aim of cultural exchange is to do just that; developing mutual understanding between different cultures, experience a deeper understanding of yourself and others, develop skills and make lasting connections, all whilst having a memorable experience of making a difference and bringing back your knowledge and understanding of such cultures home, to positively influence others (Exchanges, 2017).  The Internationale Tourismus-Borse Berlin (IPK International, 2013) stated that following a survey of 34,000 young people across 137 countries, fewer than half of young people are travelling for ‘holiday’ purposes. It is believed that 38% travel educationally, 15% for work experience purposes and 5% on volunteer projects. This is otherwise known as experiential travel, which is carried out through work abroad, volunteering, language study and higher education programmes (World Tourism Organisation UNWTO, 2016). The rise of experiential travel highlights the importance of cultural exchange programmes, which meet the desired demographic whilst providing such opportunities and meeting the trends of ‘Youth Travel’.

2.2 Cultural Exchange in America
According to the American Institute of Foreign Study (AIFS), cultural exchange programmes are set out to help enhance global understanding through provisions of combining cultures within one environment to understand one another’s qualities, values, whilst addressing and sharing similarities and differences (AIFS, 2016). The aim of cultural exchange programmes is to ‘bring the world together’ (AIFS, 2016) through a variety of different programme types. Having operated since 1964, the AIFS specialise in the provision of cultural exchange and educational opportunities to young people, and are considered one of the oldest, largest and most respected organisations because of it (AIFS, 2016). AIFS support and sponsor American visa exchange programmes using the J1 Visa (Camp America, 2013). 
The J1 visa is the official non-immigrant visa required for individuals participating in work and/or study based exchange programmes in the United States, giving participants a visa valid for their duration of work plus a 30-day grace period to encourage domestic travel around the United States. There are 14 programmes in operation, ranging from study abroad, Interns, Au Pair, Camp Counsellors and more (J1Visa, 2017). In accordance to participant numbers, the following ranks all programmes under the J1 visa from most popular to least; 

	Programme
	Participant numbers

	Summer work travel
	Approximately 101, 061

	College/University student
	Approximately 46, 825

	Professor/Research Scholar
	Approximately 37, 462

	Camp Counsellor
	Approximately 29, 150

	Intern
	Approximately 25, 347

	Secondary School student
	Approximately 23, 904

	Short term scholar
	Approximately 19, 940

	Au Pair
	Approximately 19, 233

	Trainee
	Approximately 10, 782

	Government visitor
	Approximately 5, 458

	International visitor
	Approximately 5, 267

	Teacher
	Approximately 2, 723

	Physician
	Approximately 2, 624

	Specialist
	Approximately 1, 328
















(Table 2.1)(J1Visa, 2017)

Across the 14 programmes, the J1 visa welcomes approximately 300,000 foreign visitors, across 200 countries, to the United States, with the typical demographic of 86% being under the age of 30, and a strong female population of 54% (J1Visa, 2017). This again, ties into the Youth Travel statistics previously mentioned and the general overview that females are naturally inclined to participate on such programmes, particularly those that involving working with children (Phillips, 2018).
However, considering recent political concerns widely publicised in the media, these figures could see a drastic change. In 2017, as part of his presidency campaign, Donald J Trump (the current President of the United States) produced an immigration plan aiming to work with the Department of Homeland Security to improve the enforcement of immigration and tighten up the visa system (Trump, 2017). There are three core principles under Trump’s immigration plan, one being to ensure the offering of jobs, wages and security is improved for all Americans through the principle statement of ‘A nation that does not serve its own citizens is not a nation’ (Trump, 2017). The reason for this principle being introduced stems from statistics showing that 40% of black teenagers and 30% Hispanic teenagers within America are unemployed, which could be a result of the high number of foreign workers that are essentially keeping unemployment levels high, holding down salaries; ultimately making it difficult for poor and working class Americans to earn a middle-class wage (Trump, 2017). This principle introduces the intention of the White House introducing potential restrictions, or elimination of the J1 Summer Work Travel and Camp Counsellor programmes (ACA, 2017). The reason this has been put into place is because political parties believe J1 roles take away jobs from Americans, however, the American Camp Association (ACA) state there are not enough interested Americans for all the positions, so the result of this could further reduce job opportunities to Americans due to the possible closure of camps in result of poor staffing numbers (ACA, 2017). It is considered by Phillips (2018) that such political news is deferring people from applying to a summer camp programme, yet more camps want to hire international staff; the line on immigration is encouraging Americans to hire internationals due to their ethos around inclusion. Primary research will allow for further understanding as to a camp’s reason for hiring international staff; what they look for, what they expect and how they differ from domestic staff. 
2.3 Summer Camp 
Standing in the top 5 programmes under the J1 visa, summer camps in the United States provides international participants post-secondary school (aged 18+) the opportunity to share their culture with the people of the United States, whilst supervising and interacting with American Youths in camp settings across the country (J1Visa, 2017). There are many organisations that find and recruit international staff under the J1 visa for summer camp employment opportunities; Camp America, CCUSA, Camp Leaders, Ameri Camp, Wild Packs and more.

Employment at summer camps is split across two different job roles and a variety of different camp types. Table 2.2 highlights each of these, giving and understanding that although each camp works under the same context, each has its unique environment, products and services that combined with each job role, ultimately has an impact on the motivation for employment. For example, staff being employed as an advanced skills counsellor on a private camp are more likely to have extrinsic motivation and motivation through self-actualisation and development due to the offering of being able to fulfil their skills and gain a higher wage compared to the intrinsic motivation that will be achieved from a general counsellor going to work on a special needs camp; having their attachment/affiliation needs met. 
	Job Roles
	Camp Types

	Campower (Summer work travel J1 visa)
· Looking after the camp
· 18+ student
· Separate accommodation
· Set hours 
Examples of work: 
· Kitchen/Dining hall (cooking meals, preparing food, dishwashing, table setting)
· Office (plan programmes, organise mail, phone parents – admin work)
· Maintenance /Grounds keeping (cutting grass, repairs, painting)
· Housekeeping and Laundry (cleaning cabins, running laundry schedule)
	Private Camps
· Set up by families or companies to run as business e.g. make money
· Campers aged 7-17
· Extensive range of activities 
· High standard accommodation
· Big land 
· Campers and staff domestically and internationally
· Campers typically stay whole summer
· High advance skill counsellor and campower recruiters

	
	Day Camps
· 9am-5pm Monday to Friday
· Campers from local area
· Campers aged 3 - 14 
· Range of activities 
· Typically operating on school/university grounds 
· High general counsellor recruiters 

	
	Single Sex Camps
· Single gender
· Can fall into different categories e.g. Private all girls, boys only Underprivileged, so accommodation/facilities vary
· Campers aged 6 - 16 

	Counsellor (Camp Counsellor J1 visa)
· Looking after the campers
· 18+
· Sharing accommodation
· 24/7 

Examples of work:
General counsellor: Assigned group of campers, look after them their entire stay. Take part in everything camp has to offer due to moving from activity to activity with campers. Lower wage. Childcare focused.
Advanced skills counsellor: Stationed at one or more activity areas during the day. Coach campers in that skill(s) alongside other specialists (Sports, water sports, dance, drama, art, photography, horse-riding and more. Higher wage.  Activity/coaching focused. 


	Girl Scout Camps
· Operated by Girl Scouts of the USA 
· Set up in regions e.g. Girl Scouts of North East Ohio have 3 different camps
· Rustic/outdoor focused (Platform tent accommodation, fire building, hiking, lake activities etc.) 
· 5 day sessions = new campers each week 
· Campers aged 5 – 17
· High general counsellor recruiters

	
	Underprivileged Camps
· Run by local authorities/charities 
· Campers from disadvantaged backgrounds
· Basic accommodation/facilities
· Rewarding experience
· High general counsellor recruiters

	
	Special Needs Camps
· Children and adult campers (8 – 80)
· Physical disability, mental disability, learning and emotional needs and behavioural disorders
· Environment and activities adapted to disability
· Typically, 1:1 care
· 1 or 2 week sessions 
· High general counsellor recruiters (no experience necessary)

	
	Religious Camps
Jewish:
· Run by Jewish families/ American Jewish organisation
· Campers have Jewish background and commitment
· Campers aged 6-16 
· 1 week to entire summer sessions
· Extensive range of activities
· Traditional, Reform and Orthodox camps
· Guaranteed placement for Jewish applicants
Christian:
· Incorporate faith through services and Bible Studies
· YMCA, ECCC and Salvation Army camps
· Extensive range of activities
· Campers aged 7 – 16 


                                               (Table 2.2)    (Camp America, 2018)
Attending summer camp is an integral part of American life, with campers spending anything between one to eight weeks within a residential setting, participating in multi-activity opportunities within a true outdoor setting such as besides a lake or within the mountains (Hindle et al., 2003). With staff coming from all corners of the world, summer camps are the perfect example of cultural exchange for both the staff and campers. 

Over the past decade, the number of international staff members working at US Summer camps has risen drastically (Wahl-Alexander, 2015) which could be a result of the significant interest of ‘gap years’ from the UK market alone. In 2015, the participation of gap years had risen to 29,000 students (ABTA, 2016), compared to 24,000 in 2013 due to the surveyed response that young people are deferring their university entries and “looking beyond backpacking to boost their Curriculum Vitae” (ABTA, 2013). Combining the two together, those individuals looking to do a gap year, are likely to participate on an exchange programme such as summer camp due to the previously mentioned quote of not just wanting to travel, but to gain experiences/work that will boost their Curriculum Vitae’s. The United States has been recorded the third most popular destination for gap year travel (ABTA, 2016) which could be a result of the country far from representing a unified image; “each city provides a world within a world” (Balfour et al., 2016, Page 141) meaning its endless opportunities for work, travel and living. The United States is a great for cultural exchange programmes due to often being described as a “melting pot of different cultures” because of its diversity of people coming from different backgrounds and cultures, each with their individual beliefs, values and traditions; there is no ‘typical American’ (Zimmermann, 2017). Because of all this, summer camp programmes are likely to benefit in terms of participation numbers from the destinations ranking on gap year interest, and the opportunities it provides to work, earn, share cultures, and travel domestically around the states. 
Due to the researcher having been employed at summer camp for 3+ summers, and having good relations with the organisation, this study will focus on Camp America and its applicants; identifying company data and trends, whilst carrying out primary research on its returning applicants to address motivational factors.
2.4 Camp America
Camp America is a key organisation within the American Institute of Foreign Study (AIFS) and the J1 visa, boasting over 221,000 participants worldwide, since 1969, and acting as the oldest and largest, summer camp providers (Camp America, 2013). The role of Camp America is to send carefully assessed applicants from all manners of background, economic status, and ideologies, to the US for 9+ weeks, taking on an assortment of leadership and support roles at camp, exchanging cultures, and experiential growth through the vibrant, energy of summer camps in the USA (Camp America, 2013). 
The typical demographic of a Camp America applicant is a 19-year-old female who has art, drama and/or childcare skills, where the organisation does not have to market much to get what they deem as general skilled female applicants. Camp America typically target the following university courses; childcare, sport, adventure and healthcare, with their marketing being to sell the programme through groups of staff, lots of sports and activities and less kid focused to target their main target market; sporty males, which is the demographic that camps in the US are consistently looking for more of. This is a result of the instinct that females are more inclined to want to work with children, combined with the findings that although the initial thought of the children being the reason to return, it is the activities, travel opportunities and escape to nature that is the initial sell to return (Phillips, 2018). 

In terms of the organisations market, figures 2.1 and 2.2 shows the organisations application figures in percentages for UK and Rest of the World (ROW). The UK demographic changes every year however, the North produces high placement numbers potentially due to it boasting big student areas, the North West has shown figures representing more female applicants with childcare, and Scotland bringing in highly skilled applicants (Phillips, 2018).  
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(Figure 2.2)

Each country also links to the typical demographics of applicants i.e. Australian applicants always place as good waterfront staff, UK staff often undersell skills so general counsellor roles get filled well from this market, with countries where English may not be as strongly spoken, applicants and placements are often seen in the Campower role (Phillips, 2018).



Since 2016, Camp America have seen a decline in the number of applications started on their system (Table 2.3). 
[image: ../Desktop/Screen%20Shot%202018-04-13%20at%2020.33.28.png]
(Table 2.3)
However, although the number of applicants on the system has declined, Table 2.4 shows that the number of applications that are being completed and placement numbers are seeing the opposite trend. Since 2016, the organisation has seen more people completing their online application, meaning there is better quality of interest, which then results in higher conversions i.e. more people are getting placed on a camp. In terms of returning applicants, such numbers have continued to see a rise over the past 5 years; 90% of these returning applications represent individuals returning to the same camp (Phillips, 2018)
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(Table 2.4)
Identifiable from previous figures, the future of summer camps could be unpredictable due to a variety of different factors whether that is political reasons such as the proposed J1 visa ban, destination competitiveness and general interest of the programme. Most recently Camp America have seen the competitive trend of students/young travellers embarking on trips to Thailand as it is very accessible and a cheap destination once there unlike America, which is not as good value for money anymore. This, combined with the fact that young people have to pay to work on such programmes like Camp America, for at least 8 weeks, against a destination such as Thailand where they can relax or participate in shorter exchange experiences i.e. up to a month, can be more appealing, ultimately effecting the future of summer camps in terms of international employment (Phillips, 2018)

As a result of both figures and theory, it is evident to identify that the reason for participation on cultural exchange programmes, particularly summer camp employment can depend on the individual and their perception of motivation. Motivation can change throughout a process and this is identifiable from the figures issued by Camp America, for example, applicants are motivated to start an application, yet some individual’s motivation must change to finish their application, get offered a placement, and return. 

2.5 Motivation 
Motivation as considered by Mullins and Christy (2016) is the backbone of individual’s actions; being the reason behind why people chose to do something in preference to others, how it continues over a long period and how it responds during difficulties and problems. The Chartered Institute of Management define motivation as; 

“The creation of incentives and working environments that enable people to perform to the best of their ability. The aim of motivation is to engage people with the work they are doing to achieve the best possible outcomes for individuals and the organisation as a whole”.  

Maslow’s Hierarchy of Needs (1954) is an example of content theory, meaning the focus of motivation is based on an individual’s needs, strengths and goals (See Figure 2.3). Maslow’s theory is one of the first theories of motivation. The theory is split into five major need categories, and the aim is to identify that once a lower need is satisfied, an individual strives and motivates themselves to meet the higher needs (Armstrong and Taylor, 2014). Starting with physiological needs such as air, water, food and more, these carry through all higher needs, however, the theory then goes on through a hierarchy of safety, social and esteem needs and ending with self-fulfilment; what everyone aims for and considered the highest need of all. It is believed that the theory is not a fixed hierarchy, however once lower needs are fulfilled, it is often no longer the source of motivation; an individual needs the opportunities within a workplace to satisfy the needs of the next level in the hierarchy (Brooks, 2009). 
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(Figure 2.3)

Multiple other theorists have examined motivational factors that have influenced both the work environment and individuals. The expectancy theory equation; 

Motivation = Expectation x Valence

allows for the understanding that an individual’s motivation levels are determined on their expectancy of an outcome, combined with their personal preference for that particular outcome (Vroom 1964 theory citied in Brooks 2009).  It is considered that if an individual works with the expectation for career progression, and values the prospect of progression, their motivation levels are expected to be high; highlighting that human behaviour plays an important role in motivation levels in terms of behaving a certain way to lead to an outcome. The theory also recognises that every individual is unlikely to value the same outcomes; individuals differ, so it is important for managers within the workplace to carry out effective human behaviour observations to depict an individual’s cognitive process to proceed (Brooks, 2009). 
The basic, underlying concept of motivation illustrates the importance motivation has on the overall performance of an individual;

Performance = function (ability x motivation). 

Mullins and Christy (2016) state that an individual’s overall behaviour is determined by their motivations, however, Kreitner et al (citied in Mullins and Christy 2016) believes that although motivation is an important factor, it is not the only one; suggesting that overall performance also links to an individual’s level of skill, knowledge, feelings and emotions, as well as the influence contributed by the organisation’s encouragement and effort within the workplace. The equation suggests that combining an individual’s abilities with their motivation within the workplace allows them to function in a certain manner that then illustrates their overall performance. 
The two equations combined allow for the understanding that an individual is motivated by their personal expectations and preferences to both short and long term outcomes, and when combined with their ability in that area, the level of overall performance is created. It is then, when the role of the manager/individual(s) within a workplace is to engage, encourage and direct individuals in the right direction to keep consistent levels of motivation and gradually increase overall performance through regular appraisals and the setting of SMART targets (Torrington et al., 2011). 

Individuals working on summer camps experience two forms of motivation; intrinsic and extrinsic. Intrinsic motivation is the division most relatable to summer camp experiences. Relating to the psychological rewards, intrinsic motivation is formed from individuals’ sense of challenge and achievement, the receiving of appreciation, being positively recognised in that environment and the sense of being treated in a caring and considerate manner which relates to the importance of a managers’ actions and performance has on its employees’ intrinsic motivation. At camp, employees and campers challenge themselves to grow in confidence, lead, and try new things. Employees receive appreciation and recognition through their Camp Director, campers and parents and is easily noticed by whether the campers are having fun or not. 
This then relates onto the importance of Kets de Vries (cited in Mullins and Christy 2016) theory of higher motivational needs, where individuals’ attachment and affiliation, alongside their exploration and assertion are considered to assist in getting the best out of individuals at work. For example, the camp environment is like a community, and employees quickly feel a sense of belonging once there, which ultimately leads to such individuals returning to camp year upon year; this meets the attachment/affiliation needs. Then, although the role is demanding in a variety of different ways, it is clearly a fun environment which relates to individuals working at camp having the ability to play and work; meeting the exploration/assertion needs., extrinsic motivation relates to tangible rewards such as salary and benefits, opportunities for promotion, contract, the work environment and its conditions, security and more. Extrinsic motivation revolving around tangible rewards means it is likely to be out of the control of individual mangers. Although such factors do relate to the motivation of summer camp workers, it is at a much smaller scale, particularly for first time workers due to low wage and long working hours. However, for returning staff, salary increases and there are clear opportunities for promotion in terms of job role and length of contract. (Mullins and Christy, 2016) 

In relation to this, the threefold classification model (see Figure 2.4) allows for the understanding of a summer camp environment and the relation to its employee’s motivation levels to work. Motivation to work at a summer camp relates to all three sectors of this model, some more than others. As previously mentioned, although not the form of motivation for first year workers, economic rewards can motivate an individual further in the decision to return to camp, where they will pay less to participate on the programme and receive a higher salary for the same level of work. Intrinsic satisfaction is [image: ../Desktop/Osabiya%20fig%202.png]likely to be the motivation behind participating on a summer camp in the first instance. 
(Figure 2.4)



The job is not for everyone, so ultimately upon applying, individuals will already have an interest in the job role, its environment and the opportunities for development and personal growth. Then, the social relationship sector of the model is the form of motivation that should be considered as the most important throughout employment at summer camp, and to motivate individuals to return for another summer. Summer camps are social environments for both campers and employees, so individuals working at camp are guaranteed to be motivated by friendships within the environment and teamwork. 
(Mullins and Christy, 2016). 

The motivation of participation, particularly repeat participation on cultural exchange programmes with a focus on Camp America, is both coincidental and the intention of the organisation. In other words, at first instance, participants tend to motivate themselves for varying reasons; a new experience, challenge, travel, improve CV/Skills, etc. and apply for Camp America to meet their motivational drive. However, the motivational drive for return participation becomes intentional of Camp America, who lower the cost of participation, increase salary and open opportunities for employment within the organisation such as Brand Manager (representing Camp America at University), Regional Interviewer (interviewing new participants to the programme) or roles within head office such as marketing, visa support, applications and more. 

The undertaken primary research as part of this study, will allow for the exploration of further understanding to identify the motivational drive for first participation, how the motivational drive changes and impacts returning participants, whilst addressing different camp environments, highlighting the differences between domestic and international staff at camp alongside identifying how an individual’s motivational drive impacts their participation and performance at work. 
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3.1 Introduction
‘Research is the systematic, controlled, empirical and critical investigation of hypothetical propositions about presumed relations among natural phenomena’  
(Kerlinger, 1970, p. 8)

[image: ../Desktop/Figure-2-The-research-onion-Saunders-et-al-2012.png]This definition allows for the understanding that multiple theorists highlight that research is more than just an act of gathering data. Research is an undertaking of data findings, collection and analysis to allow a researcher to gain further understanding into a study whilst finding new answers to questions in a systematic way (Saunders et al, 2012).  The definition also supports the factor that the researcher will have prior understanding of the study before further research begins, but will draw a range of measurable aims and objectives to lead and shape the research design (Crowther and Lancaster, 2008). 

Saunders et al (2009) defines the process of research through the Research Onion (as seen in Figure 3.1) where each segment is like a layer that needs to be systematically approached to move further into the practicalities of data collection and analysis. 

 












(Figure 3.1)
This research has followed an inductive approach where the researcher has used theory and developed it to match reality through research to identify whether results will analyse from specific results to general patterns (Collis and Hussey, 2009). Due to the nature of this study being based around the researcher’s personal experience on a summer camp programme and having the contacts available to carry out theoretical sampling strategy to respondents that fit the phenomenon/have characteristics suitable to the study rather than random sampling, this study will follow an interpretive research method; producing evidence and analysis in an area that has insufficient priori theory (Saunders et al, 2009). 

3.2 Aims and Objectives 
The overall aim of this research project is to identify and investigate the relationship between the motivation and participation of young British people on cultural exchange programmes, within a case study organisation; Camp America.

1) Undertake secondary research to provide a critical understanding into cultural exchanges and summer camp schemes to include an insight into the factors that influence individual’s motivations to participate in such programmes.

2) Conduct primary research to both potential participants and returners, to identify the factors that influence their individual motivations to initially participate and/or continue participation in cultural exchange programmes.

3) Interview camp professionals and examine the importance of cultural exchange programmes/summer camp schemes and understand whether the relationship between motivation and participation impact on work based performance.

4) Coordinate all research findings to determine conclusions on young people’s motivations to participate in cultural exchange programmes and forward recommendations for the development of such programmes, benefitting industry.

3.3 Research Method
To best meet the aims and objectives of this research project, a triangulated approach was set, which as supported by Kumar (2014) is an approach that allows the collection of data from multiple sources, to draw effective conclusions and examinations from different perspectives. 
This research used a case study approach, with the collection of both qualitative and quantitative data through surveys and interviews as the form of research.; Triangulation. 

3.4 Secondary Research
To gain a thorough and wide understanding of the topic area, the researcher has conducted a range of both primary and secondary research methods to develop a cohesive study. 
Secondary research as defined by Matthews and Ross (2010, Page. 285) is 

‘the data that a researcher uses which has already been produced by others.’  

Such data is used to provide additional knowledge and interpretation from an additional point of view, both historically or present and can be viewed, collected and analysed from a range of sources such as books, journals, newspaper reports, online websites and other compilations (Bulmer, et al., 2009). Due to the nature of this study being new, and strongly organisation focused, the secondary research obtained will mostly consist of online websites and organisation data, with the use of books for theoretical information such as motivational theories and performance management. 


3.5 Primary Research 
It was evident from collecting and evaluating secondary data that there were gaps in the study that needed to be to effectively meet the research aims and objectives. Primary data was necessary in this research study to address factors and issues that have not been previously researched in the field. 

Primary research as described by Clark et al (1998) is ‘new and original data’ which is developed specifically in pursuit to meet research objectives through the assessing of both quantitative and qualitative methods to develop an appropriate research design. Primary research is vital for this study to allow the researcher to discover new material for the investigation through both quantitative interviews to professionals within the field of study, and qualitative online-survey to past, present and future participants of the case study; gathering data from both a professional and non-professional background. The reason for these strategies is that they are gathering the same form of data but from different perspectives within the field to identify how and why motivation changes from initial thought to participation, and how such motivation effects an individual’s overall performance.  

3.6 Quantitative and Qualitative Research 
Having formed a triangulated approach, primary research for this study consisted of both quantitative and qualitative methodology.  
[bookmark: _Toc498181043]
Quantitative research, as described by Aliaga and Gunderson (2005, P.14) is the process of ‘explaining phenomena by collecting numerical data that are analysed using mathematically based methods’ producing observational data analysis in the form of graphs and charts. Cooper and Schindler (2011) state quantitative research to provide the researcher with a more structured approach that has the aim to gain variation, reach a large sample size and provide effective analytical and aggregation data analysis to be generalised. 

On the other hand, qualitative research is described to be the approach used to collect findings that are more diverse; ones that delve into individual feelings, perceptions and experiences to provide descriptive information that has a flexible and unstructured approach that can be analysed in the form of Matrix Tables (Cooper and Schindler, 2011). 

3.7 Data Collection 
Several methods can be used to collect both primary and secondary data, and the choice of method depends on the topic being studied, what is available and the general skill of the researcher (Kumar, 2014).  
With this research project having undertaken a triangulated approach, data was collected through the following methods; 

Online surveys were produced for the collection of quantitative research. Using SurveyMonkey.com the researcher could create and publish two online surveys easily for good distribution and effective analysis. One survey was published and encouraged for potential participants of cultural exchange programmes to complete. To reach the relevant target market and retrieve a sample size of 50-75 respondents, the researcher shared the survey on social media (Facebook), targeting local college and university pages to reach the necessary demographic; 16-25 year olds. The second survey was also shared onto social media, thus targeting individuals that have participated on a cultural exchange programme currently or historically, aiming for a sample size of 50 respondents. Due to the researcher having connections with the Case Study organisation, the second survey could reach a large sample size of participants on the Camp America programme. Surveys producing large sample sizes allow for effective comparison and for a stronger sense of meeting research aims and objectives, in a short period of time and cost effective way (Walliman, N., 2011). However, online surveys can lead to less reliable data due to the absence of interviewer not being there to clarify and probe interviewee as well validity likely to be effected due to the lack of conscientious responses (Matthews and Ross, 2010). The final two surveys that were published on Smart Survey are attached in Appendix 10 and 12. 

Qualitative research was carried out in the form of semi-structured interviews directly to a sample size of 9 camp directors to gain perspective of the relationship between motivation and performance from different camp environments. Due to the geographical location of these participants, interviews were carried out via email. This provided the researcher with lower cost and can be produced and completed at both the researcher and interviewee’s convenience. However, conducting interviews via email can be time consuming in terms of waiting for a response, and there is an uncertainty of answer length for example, some interviewees may provide basic answers whilst some may go in-depth with their responses. It is the role of the researcher to ensure questions are formulated carefully and provide relevant indication of what information the researcher is looking for, whilst ensuring questions are not leading to avoid interviewer bias (Saunders et al., 2009). Interview questions and responses are attached in Appendix 1-9.

The study contained an overall case study focus on Camp America to gain in-depth knowledge on participants within that form of cultural exchange, and retrieve secondary data such as confidential company statistics and information. This case study organisation was chosen due to the researcher’s experience on summer camp being through this organisation, and having relations with relevant staff members that could provide necessary data/information for the study. 

3.8 Data Analysis
Due to carrying out both qualitative and quantitative research, this research contained analysis through Matrix Tables to analyse qualitative data and the use of SPSS for quantitative data. SPSS was used to input data from both surveys and form a range of analytical graphs including cross tabulation, however, the use of Excel became part of this study to develop effective graphs for a rating question asked to all interview respondents. There were errors in inputting multiple choice and rating and ranking data into graphs through SPSS so the respondent also used graphs from the online survey website (Smart Survey) and Excel to display such data in the most effective way possible. 

Matrix tables allowed for the identification and comparison of results gained from each respondent and the analysing of information in more detail (Collis and Hussey, 2009) whereas the use of SPSS for quantitative data allowed for the identification of similarities and differences in results, on a wider scale, and being displayed in the form of graphs, charts, cross-tabulations more time effectively and accurately (Collis and Hussey, 2009). Matrix tables worked well in this research study as the respondent used colour themes to highlight buzz phrases related to the question and objective to draw effective analysis including only relevant information. The development of graphs through SPSS, Excel and Smart Survey allowed for variation in the display of analysis; grouping together the most important information and being easy to process/read data.  
[bookmark: _Toc498181048]
3.9 Reliability and Validity
Crowther and Lancaster (2012, Pg.80) refer to reliability as “the extent to which a particular data collection approach will yield the same results in different occasions” with validity being summarised as “the extent to which the data collection method or research method describes or measures what it is supposed to measure”. In other words, it is important to ensure the results gathered for research have both high reliability and validity which will be carried out by ensuring that research conducted is fair and consistent amongst participants and all possible information has been reached.  
Due to carrying out interviews via email, the researcher acknowledged that questions could often be interpreted differently amongst participants and it was difficult to gain a consistent level of response i.e. some respondents would answer briefly, whereas some would answer in detail, this making it difficult to compare. However, the role of the researcher could have corrected the reliability and validity of responses by developing questions that are delivered with more clarity, particularly choosing to interview via video call to interpret in more detail. To ensure validity of survey responses the researcher carried out survey collection through the same channel of social media and gathered the same level of respondents for both surveys. 

3.10 Ethical considerations and limitations
The researcher encountered the unwillingness of respondents to participate and the time constraints of data collection. Both surveys and interviews were carried out electronically and needed regular pushing to receive responses. In other words, both surveys needed to be posted numerous times on social media, to different pages and groups to ensure the researcher reached the desired target number of respondents. This did hinder opportunities for reaching a wider target market as the audience present on the researcher’s social media pages represent and welcome high responses from individuals within the same age bracket.  
Collection of data was welcomed for completion to participants aged 18+, with participants being ensured at the beginning of the study that their responses and information would be used solely for the aim of the study and will be kept anonymous. Participants were also informed that they could stop participation at any time. Interview participants took part understanding and giving permission for their names to be included.

3.11 Summary
To meet the aims and objectives of this study and be able to develop analysis and conclusions this research design was thoroughly thought out. With the information provided through both primary and secondary research, reaching a response number of approximately 140 respondents through both surveys and 9 interviews with summer camp professionals, the researcher will be able to develop further analysis and form a conclusion. 






































Chapter 4






Research Findings











4.1 Introduction

As previously described, the aims and objectives are the backbone of this research and are consistently referred to throughout the study. This chapter allowed the researcher to implement the acknowledged common these within the topic area to develop and apply the collection of primary data to further explore these themes and complete the aims and objectives. The overall aim of the study is; to identify and investigate the relationship between the motivation and participation of young British people on cultural exchange programmes, within a case study organisation; Camp America. This chapter contains a variety of analytical graphs, predominantly through the use of SPSS but also including graphs and charts created through Smart Survey.

4.2 Objective One: Undertake secondary research to provide a critical understanding into cultural exchanges and summer camp schemes to include an insight into the factors that influence individual’s motivations to participate in such programmes.
The aim of this objective was to review secondary data to produce a critical understanding of cultural exchange and summer camp schemes; what they are, their offerings, market place, importance of J1 visa, statistical data on performance and its overall appeal.  The literature review then went on to utilize theory to identify different forms of motivation with insight into how such motivational drives can influence participation on summer camp programmes. The researcher can apply the use of primary research to this objective to further identify the awareness of cultural exchange programmes in the current market. Two questions from the survey directed to potential applicants of cultural exchange programmes allowed for the understanding of how many people are aware of the offerings of cultural exchange and if so, what programmes they are familiar with. 

When asked by the researcher “Are you aware of the availability of cultural exchange programmes?” it was interesting to identify that there was a relatively balanced split between yes and no responses, with a slightly higher respondent rate for no (51.25%). 
[image: ]
(Figure 4.1-SPSS generated)
The researcher was surprised to acknowledge this based on the literature reviewed from Student Marketing (2017) stating that more young people are travelling for various purposes such as study abroad, gap years, culture exchanges or volunteer programmes. IPK International (2013) statistics also counteract the figures from Question 1 due to the identification that over 50% of young people are now travelling with a purpose rather than for holiday which suggested to the researcher that the survey would welcome a high percentage of individuals being aware of the availability of cultural exchange programmes, particularly the younger demographics.  

However, with Camp America acting as the oldest and largest summer camp provider with over 221,000 participants (Camp America, 2013), 31 out of 33 respondents that answered yes to the awareness of cultural exchange programmes stated Camp America as the primary programme behind their awareness (see Appendix 11). Such data supports the rise in international staff on summer camps as acknowledged by Wahl-Alexander (2015) alongside the figures that highlight summer camp work as one of the top programmes under the J1 Visa (J1 Visa, 2017). The two survey questions combined also support the underlying factor that cultural exchange programmes appeal to the female demographic stronger than the male. Although the survey reached more female respondents than male, the cross-tabulation highlights that the male demographic answered higher to ‘no’ than they did ‘yes’ (10 over 7) in comparison to the female demographic who represented higher numbers for being aware of cultural exchange [image: ]rather than not (Figure 4.2).  
(Figure 4.2- SPSS generated)
4.3 Objective Two: Conduct primary research to both potential participants and returners, to identify the factors that influence their individual motivations to initially participate and/or continue participation in cultural exchange programmes.

The Literature Review allowed for the identification of different forms of motivation in relation to the summer camp work environment finding a common theme that motivation is unique to an individual and can fluctuate dependent on an environment and an individual’s abilities, preferences and expectations. By carrying out a survey to both potential participants and returning participants, the researcher could establish the factors that first motivate participation on cultural exchange programmes and how such factors change upon returning within the summer camp field.

Figures 4.3 and 4.5 address the fact that the opportunity to travel is the primary motivational drive behind first time participation. The researcher should have given the same motivational factors as answer options for both surveys to carry out a better comparison, however it is evident to see that the travel opportunities and new experiences it provides is the biggest motivational drive but what differs is individual’s perceptions of earning money. There is a clear difference in the consideration of money as a motivational factor between potential participants and returning participants. This is likely to be due to the unfamiliarity of the offerings of cultural exchange programmes from the eyes of those potential participants against those returning applicants who go through the application process, particularly first time, knowing such programmes are more about the experience than the pay check. 

[image: ../Desktop/Screen%20Shot%202018-04-25%20at%2010.26.49.png][image: ../Desktop/Screen%20Shot%202018-04-25%20at%2010.25.01.png]  (Figure 4.3- Smart Survey)

(Figure 4.4 – Smart Survey)

The researcher was also able to use the following question during interviews to summer camp professionals to determine their opinion on the typical motivational drive to work at their camp.
	Data Matrix:1
Objective: 2
	Question: What would you consider to be the reasons behind an individual’s motivational drive to work at your camp?
Key: Yellow = Views that first motivational drive is for the travel opportunities.

	Barb Nichols  
Camp Director 
Camp Gallahue Southern Indiana (Girl Scouts)
	‘wanting to see America’

	Brian Frawley
Camp Director
YMCA Storer Camps Michigan 
	‘Opportunity…to make a difference, learn skills, grow…many first come to see America/travel’

	Mandi Miller
Camp Director 
Comstock Adventure Center New York (Girl Scouts)
	‘Build resume…fun summer experience…new friends, to build skills, to spend summer outdoors’

	Alicia Theriault
Camp Director 
Fernwood Cove, Maine (Private Girls)
	‘Opportunity to learn and grow…new culture or way of life…immerse themselves into American culture and travel’

	Tom Sheldon
Camp Director
Camp Emerson, Maine (Private Co-Ed)
	‘fun, new and exciting environment, a summer position that adds value to their life experience or career with first instinct of travel opportunities’

	Erin Feinour
Camp Director
Camp Molly Lauman (Girl Scout)
	‘primarily signing up to come to camp so that they can have the travelling experience afterwards…once they get there, their position changes’

	Sam Aboudara
Camp Director
NJY Teen Camp, Pennsylvania (Jewish)
	‘pursue a related career…social experience…summer job to earn some money in a fun informal environment, wanting an opportunity to visit America and travel’

	Summary
	The responses showed that although each individual camp has individual understanding of what motivates their staff to work at camp, there is a unanimous agreement of the understanding that first time international staff originally have the motivation for travel/seeing America, which then changes as they settle into job and the environment. 



(Table 4.1)
The responses shown in Data Matrix 1 supports the results on both surveys that the initial motivational factor to participate on such programmes is the destination and opportunity to travel. This could be stimulated through the offering of the grace period on the J1 visa, and the highly-marketed travel opportunities by summer camp providers through images, videos and promotional offers. Erin Feinour highlighted and supported the results from returning summer camp staff that although the travelling experience is the initial motivational factor, such motivational drive changes throughout the summer camp experience. However, Phillips (2018) counteracted this by stating that travel opportunities is an initial sell to return, which could refer to Balfour et al., (2016, Page 141) statement that ‘each city provides a world within a world’; there is so much to see and do in America that having visited once people tend to go back to widen their travel experiences. Combining this continues to indicate that the stimulation of returning applicants motivation can stem from both coincidental factors of the individual or intentional factors of the organisation. 

Additional responses summarise that motivation can also stem from the provision of opportunities and doing something valuable and fun throughout the summer correlating with ABTA’s (2013) statement of young people ‘looking beyond backpacking to boost their Curriculum Vitae’. Such statements allow for the understanding that in the eye of participant’s summer camps are a motivational opportunity to immerse into a ‘fun, new and exciting environment; a summer position that adds value to their life experience or career’ as addressed by Tom Sheldon, an interviewee.  

[image: ../Desktop/Screen%20Shot%202018-04-25%20at%2010.25.34.png]It is also important to acknowledge what would de-motivate an individual from initial participation on a cultural exchange programme. In relation to Phillips (2018) statement that the future of summer camps in terms of international employment could be affected due to the cost of participation combined with duration of work figure 4.5 acknowledges that 83% of the 80 potential participants consider the cost as a limitation of application. However, from a summer camp professionals point of view the fact participants pay and go through an extensive application process often results in more dedication to the job and a stronger work ethic, as supported by Alicia Theriault in Data Matrix 5. 









(Figure 4.5 – Smart Survey)
Multiple questions and responses from the survey supported the literature review theory that returning motivation links effectively to the Threefold Classification Model where an individual’s motivational drive is based on the strength of the following needs and expectations and how they are fulfilled; Economic rewards, intrinsic satisfaction and social relationships (Osabiya, 2015). 

Figure Table 4.2 coincides with the Threefold Classification Model in respect that the top three factors of motivational significance to return are social, job progression and higher salary meaning although the vast majority of respondents consider social factors such as returning to see friends, campers and going to their ‘second home’ as the biggest motivational factor, the consideration of returning into a higher position alongside a higher [image: ../Desktop/Screen%20Shot%202018-04-25%20at%2010.26.18.png]salary plays an importance in an individual’s decision to return to camp. 

(Table 4.2 – Smart Survey)

[image: ../Desktop/Screen%20Shot%202018-04-25%20at%2010.27.47.png][image: ../Desktop/Screen%20Shot%202018-04-25%20at%2010.27.11.png](Figure 4.6- Smart Survey)                                                    (Figure 4.7- Smart Survey)
The fact that Figure 4.6 and 4.7 illustrates that over 80% of respondents have returned to camp consecutively with 79% returning to the same camp also supports the above theory, particularly the intrinsic satisfaction and social relationship factors which were addressed in respondent’s qualitative responses to the open-ended statement of “Define what camp means to you”. Data Matrix 2 stems from the quantitative survey to returning participants and has been analysed in this way due to the length of responses from participants making quantitative analysis difficult and ineffective for this open-ended question type.  
	 Data Matrix: 2
Objective: 2
	Question: Define what camp means to you

	Annonymous 
Undergraduate female (aged 18-24)
	‘To reconnect relationships built last year and to make new ones this year with staff and campers’

	Annonymous 
Undergraduate female (aged 18-24)
	‘Second home’

	Annonymous 
Undergraduate female (aged 18-24)
	‘Knowing you have had an impact on children’s lives is so rewarding, camp becomes a part of who you are, and you will never be the same after it.’


	Annonymous 
Employed female (aged 18-24)
	‘Camp has made me who I am today - if I could return for the rest of my life, I absolutely would. I've made a difference’


	Annonymous
Employed male (aged 25-34)
	‘Everything! Best experience, friends for life and made me who I am today.’


	Annonymous
Employed female (aged 18-24)
	‘Camp is a place of belonging and feels more like home to me than a job.’


	Annoymous
Undergraduate female (aged 25-34)
	‘My entire life is what it is now because of camp’
	

	Annonymous
Employed female (aged 25-34)
	‘only you understand once you have gone through it.’


	Annonymous
Employed female (35-44)
	‘An opportunity to grow and spread my wings, develop independence, learn about the world and make a difference in someone else's life too.’


	Summary
	The meaning of camp from a returners perspective is unique to an individual but the unanimous consensus is that individuals return to camp because it is a place that has touched them in one way or another, where they feel connected, can grow as a person with friends, whilst making a difference every summer. 



(Table 4.3)
Following discussion in the Literature Review referencing that although motivation is unique to an individual an organisation has a role in engaging, encouraging and directing individuals in the right direction to keep consistent levels of motivation and increase overall performance, the researcher examined this further within the summer camp environment. 
	Data Matrix: 3
Objective: 2
	Question: What steps do you make in motivating international staff to return to camp?

	Barb Nichols  
Camp Director 
Camp Gallahue Southern Indiana (Girl Scouts)
	‘Making their summer great, keeping in touch…domestic(higher) salary the next summer’

	Brian Frawley
Camp Director
YMCA Storer Camps Michigan
	‘right away, sending back return staff applications post summer…stay connected’

	Mandi Miller
Camp Director 
Comstock Adventure Center New York (Girl Scouts)
	‘invited back at their exit interviews…offer letters…advance through positions’

	Alicia Theriault
Camp Director 
Fernwood Cove, Maine (Private Girls)
	‘little actual motivation. We provide a supportive work environment that allows each person to grow’

	Tom Sheldon
Camp Director
Camp Emerson, Maine (Private Co-Ed)
	‘Monetary or position incentives…key players in shaping and developing camp and its campers’

	Erin Feinour
Camp Director
Camp Molly Lauman (Girl Scout)
	‘provide an unforgettable work experience that will make staff want to return…staff appreciations’

	Sam Aboudara
Camp Director
NJY Teen Camp, Pennsylvania (Jewish)
	‘we hope that the experience of working with us is enough to make them want to return…new or higher responsibilities…added salary’

	Caitlin Barney Fritsch 
Camp Director
Camp 7 Hills, New York (Girl Scouts)
	‘significantly larger salary’ 

	Summary
	All the responses identified the importance of having multiple processes in place to motivate staff to return. Camps aim for the environment alone to stimulate returning staff, however all acknowledge the importance of job progression and higher salary. 


(Table 4.4)
The researcher’s findings of the Literature Review have been confirmed through the unanimous consensus of Data Matrix 3, this being that although motivation is unique to an individual in terms of multiple theories the role of an organisation plays an important part in the motivation and performance process. It was deemed by many participants that camps initially do not aim to carry out formal motivation procedures rather providing an unforgettable experience that alone stimulates an interest to return. This coincides with many of the motivational theories in the literature review such as intrinsic motivation, Ket de Vries theory of higher motivational needs and the threefold classification model. The combination of these theories alongside the responses in Data Matrix 3 confirm that the motivation to return to a summer camp environment is vastly based on emotional and social factors that provide more of an experience than a tangible outcome. However, it is evident to see that many camps like the security of returning staff which through the participant’s responses is balanced by the meeting of individual’s extrinsic motivational needs such as what Tom Sheldon, an interviewee, and few others identify as ‘monetary or position incentives’. 

It is also important to acknowledge the impact employment on a summer camp has on an individual as this could also influence their reason for return whilst giving benefits for factors within personal, educational and/or career lifestyle. Data Matrix 4 combines 3 similar questions from the survey to returning applicants to identify the impact employment on a summer camp has had on a select few respondents.
	Data Matrix: 4 
Objective: 2
	Question: How has your experience on a summer camp exchange programme influenced your personal life/education/career prospects? 

	Annonymous
Undergraduate male (aged 18-24)
	‘it moved my focus from money to actually enjoying what I’m doing…it has made me fall in love with America; so much that I will probably make my life there’

	Annonymous
Undergraduate female (aged 18-24)
	‘more social…received 2 jobs based on camp references’

	Annonymous
Undergraduate female (aged 18-24)	
	‘I have friends all over the world/country…I changed career course to work with kids. I am going to start a PGSE’

	Annonymous
Undergradute female (aged 18-24)
	‘I find meeting people and making connections so much easier than before, and am not afraid to go things alone’

	Annonymous
Undergraduate female (aged 18-24)
	‘It has developed me as a person over the years, I have become more confident, developed my leadership and made me realise my own personal strengths and weaknesses’ 

	Annoynmous
Undergraduate female (aged 25-34)
	‘it’s made me a much more independent and confident person…made me realise the importance of quality vs quantity…gave me skills such as an initiative, independence, public speaking skills, leadership skills’

	Annoynmous 
Employed male (aged 18-24)
	‘more confident and influenced what I want to do…I want to go back into education to progress my camping career’

	Annonymous 
Employed female (aged 18-24)
	‘I have become a lot more confident and find it easier to talk to new people and make friends easier…I have had a lot more job opportunities in education which I feel is due to my camp experience’

	Annoynmous 
Self-employed male (aged 25-34) 
	‘Diversified my life goals and interests. Opened doors to new opportunities, places and experiences…taken new courses to improve my understanding of youth development programmes and people management…opens doors in management’

	Annonymous 
Employed female (aged 18-24)
	‘I’ve become a lot more confident in myself and in social situations…more confident in taking part in debates and presentations’

	Summary:
	Social factors and life skills are considered biggest impact that many respondents consider transferable and valuable to their personal life and carried through to current and future career. 


(Table 4.5)
It is evident that many respondents consider their improved confidence, ability to co-operate and make friends easier an important factor that has helped shape their personal life and education/career prospects, however it is clear to see from many respondents that seasonal employment at camp has had the bigger impact of changing their career goals, often resulting in change of education course or addition of PGCE due to the interest of wanting to work with children full-time.
4.4 Objective Three: Interview camp professionals and examine the importance of cultural exchange programmes/summer camp schemes and understand whether the relationship between motivation and participation impact on work based performance.

Thus far, the literature review highlighted statistical data from the case study organisation, Camp America, acknowledging the importance of international staff in the summer camp environment, the negative impact the proposed J1 visa ban will have on the summer camp environment whilst identifying that an individual’s motivational drive can be both coincidental of the individual or intentional of the organisation i.e. the organisation can implement strategies that can influence an individual’s motivation, in particular in this scenario, to return to camp. The researcher designed many questions in the interview to guide summer camp professionals in their reason for hiring international staff, their beliefs on how performance differs between international and domestic staff and their opinions on the possible elimination of the J1 visa. 











To establish whether the work based performance differs between international and domestic staff, the researcher asked interview participants to rate a variety of factors in terms of what the staff bring best to the camp environment. Although such data is being taken from qualitative research, the researcher identified it was most effective to produce and analyse results in a quantitative term in the form of graphs due to the nature of the question asking respondents to rate a variety of factors. 
 (Figure 4.8- Excel generated) 
(Figure 4.9- Excel generated)
Interestingly, rating levels for both international and domestic staff are relatively high and similar in results, however it is evident to see that most camp professionals consider international staff to be higher in rating for work ethic and skill set compared to domestic staff who’s attitude and personality are considered to be a higher factor over international staff’s. Data Matrix 5 further examines this rating scale through the comparison of importance of hiring domestic and international staff. 
	Data Matrix: 5
Objective: 3
	Question: Compare the importance of hiring domestic and international staff. 
Key: Blue : Importance of domestic staff
Yellow : Importance of international staff

	Barb Nichols  
Camp Director 
Camp Gallahue Southern Indiana (Girl Scouts)
	‘campers to learn about other ways of life…show the ways of America’

	Mandi Miller
Camp Director 
Comstock Adventure Center New York (Girl Scouts)
	‘The diversity…help fill specialist needs we might not find as easily in the USA’...we can’t afford an all international staff and an all international staff would not allow our children to have someone they can relate as easily to’

	Alicia Theriault
Camp Director 
Fernwood Cove, Maine (Private Girls)
	‘to fill staff positions…grown into part of our camp culture and community…dedication and commitment to application, hiring and work visa process…more dedicated during the summer…more about the experience than the amount of their pay check’

	Tom Sheldon
Camp Director
Camp Emerson, Maine (Private Co-Ed)
	‘good to have a balance, Americans to guide the international staff, but international staff brings an extra cultural quality’

	Erin Feinour
Camp Director
Camp Molly Lauman (Girl Scout)
	‘They are not comparable and one is not more important than the other…Americans come with traditional camp skills…International staff come with great energy, enthusiasm and work ethic’

	Sam Aboudara
Camp Director
NJY Teen Camp, Pennsylvania (Jewish)
	‘International staff tend to work harder and have skills we struggle to find at home’

	Al Ferreira
Camp Director
Boy Scouts of America	
	‘sharing with youth that the world is shared…brings the world a little closer’

	Summary
	Domestic and international staff to be a good balance for the environment; Americans being familiar with the environment, often grown up around camp and internationals coming for an overall experience bringing with them strong work ethic, high skill areas and diversity. 


(Table 4.6)
Combining both the rating scale and interview question responses it is evident to see that summer camps consider the staffing of both domestic and international staff creates a good balance whilst creating a new camp culture and community that is diverse; teaching others about different ways of life and bringing the world closer together for both the campers and staff. From participant responses, it was identified that international staff are often used to fill staff positions, particularly speciality skill areas which coincides with Phillips (2018) statement that camp directors recruit through Camp America and have success with demographics such as Australian staff having excellent waterfront skills, UK staff having strong childcare skills and general sport skills particularly football (‘soccer’) and tennis. Alicia Theriault’s consideration of international staff being more dedicated and having a stronger work ethic due to the commitment to application, hiring and visa process coincides with Phillips (2018) acknowledgement that although application numbers are lower this season, the standard and quality of applications is higher which ultimately with consideration of Alicia’s statement means applicants are more committed to the whole process which evidently creates a more dedicated, hard working staff member.  

This then links to one last interview question that allowed the researcher to further understand the importance of international staff through the speculation of what each participant believes would happen if the possible elimination of the J1 visa, as detailed in the literature review, was to occur. 
	Data Matrix: 6
Objective: 3
	Question: What impact will the possible elimination of the J1 visa have on your camp?

	Barb Nichols  
Camp Director 
Camp Gallahue Southern Indiana (Girl Scouts)
	‘Not being able to hire good staff, not having enough staff to run our camp’

	Brian Frawley
Camp Director
YMCA Storer Camps Michigan
	‘reduce the amount of children we can save…reduce the quality of the experience…reducing our workforce by 20% and not being able to replace it with Americans’

	Mandi Miller
Camp Director 
Comstock Adventure Center New York (Girl Scouts)
	‘loose out of the speciality skills the J1 visa can provide to our camp’

	Alicia Theriault
Camp Director 
Fernwood Cove, Maine (Private Girls)
	‘catastrophic…would require us to completely shift our camp culture and redefine our camp community’

	Tom Sheldon
Camp Director
Camp Emerson, Maine (Private Co-Ed)
	‘strain on the recruitment process and camps will become ultra competitive for US staff’

	Erin Feinour
Camp Director
Camp Molly Lauman (Girl Scout)
	‘our camp would not be able to operate fully…limit the number of girls we are serving each week…loss of revenue…eventually have to close camp…camp experience we offer would be less robust, less educational and less inspiring experience’

	Caitlin Barney Fritsch 
Camp Director
Camp 7 Hills, New York (Girl Scouts)
	‘wouldn’t have enough staff…struggled for years to fill domestically. In the cost of living and college, camp doesn’t pay enough for American youths’

	Summary
	There is an unanimous consensus that the elimination of the J1 visa would not be an ideal situation for any camp type due to the high levels of staffing on the visa combined with the hiatus in domestic staffing.



(Table 4.7)
The responses in Data Matrix 6 counteract Trump (2017) ‘s belief that the elimination of the J1 visa would open up such jobs to Americans, particularly those from poor and working class backgrounds. All participant responses coincide with ACA (2017) in that there are not enough Americans to fill the positions at camp resulting in the possible closure of camps. Phillips (2018) consideration that despite such concerns with the J1 visa, camps continue, even more so now, to recruit international staff due to the diversity it provides the environment and its people which has strongly been acknowledged throughout participant interviews. 
There is a distinctive difference between motivation for first participation against motivation for returning participant and combined with the consideration of importance of summer camp exchange programmes the following chapter will draw most effective conclusions in relation to objectives to establish and forward effective recommendations for the industry. 






Chapter 5






Conclusions and Recommendations











5.1 Introduction

It is important to conclude on each of the study’s aims and objectives to create an overall conclusion that answers the research question.

These aims and objectives were the following: 

Aim: To identify and investigate the relationship between the motivation and participation of young British people on cultural exchange programmes, within a case study organisation; Camp America. 

1) Undertake secondary research to provide a critical understanding into cultural exchanges and summer camp schemes to include an insight into the factors that influence individual’s motivations to participate in such programmes.

2) Conduct primary research to both potential participants and returners to identify the factors that influence their individual motivations to initially participate and/or continue participation in cultural exchange programmes.

3) Interview camp professionals and examine the importance of cultural exchange programmes/summer camp schemes and understand whether the relationship between motivation and participation impact on work based performance.

4) Coordinate all research findings to determine conclusions on young people’s motivations to participate in cultural exchange programmes and forward recommendations for the development of such programmes, benefitting industry

5.2 Conclusion

From the primitive stages of research, the researcher acknowledged that although there is literature present regarding cultural exchange, summer camps and motivational theory, the literature to link all aspects of the study together is sparse. In other words, the study of linking motivation to this field has not been undertaken before, allowing the researcher to form consensus and verdict of the importance of cultural exchange programmes, particularly summer camps, and how motivational theories can be linked to why individuals work in the summer camp environment. Due to the nature of the study being new, the researcher had to interpret their own personal experience on summer camp programmes to effectively link the field to motivational theories and be able to stimulate the consensus and verdict of primary research respondents to fully meet the aims and objectives of the study. 

5.3 Objective One: Undertake secondary research to provide a critical understanding into cultural exchanges and summer camp schemes to include an insight into the factors that influence individual’s motivations to participate in such programmes.
Having analysed the availability of cultural exchange programmes and how they are perceived within the UK, the researcher has concluded that America is a strong contender in terms of the offering of cultural exchange programmes. Although the researcher made the mistake of not asking for respondent’s choice of destination regarding participation on a cultural exchange programme, the variety of programmes under the J1 visa combined with their statistics of participant numbers highlight the popularity of American cultural exchange programmes. Both primary and secondary research also concluded that summer camp programmes are continuing to be of acknowledgement and interest to the young demographic of 18-24. Phillips shown that Camp America application numbers are still high, with returner applications continuing to rise year on year. Such information was also supported through the data that shown 31 out of 33 potential respondents being aware of the Camp America programme alongside the ranking of Camp Counsellor placed at 2nd place of respondent’s motivation to participate, falling only slightly under study abroad programmes. This suggests that the future of international placement on summer camp programmes is still bright and despite the political news raised by (Trump, 2017) summer camp providers should continue if not, increase the cultural awareness/offerings at camp to demonstrate the effectiveness and benefits of such programmes on the individual, the staff, the campers and the environment itself. With reference to initial motivation for participation, primary research formed a unanimous opinion that the opportunity to travel and enjoy a new experience is the initial sell for such programmes and was also acknowledged through interview responses, combined, stemming the researcher to identify a recommendation that marketing could better portray the ‘real’ image of participation. Although it is acknowledged by Phillips (2018) that travel is an initial sell for the organisation of Camp America and their current marketing includes a variety of ‘real’ user-generated camp footage and stories, from the researchers personal experience of working with initial staff that are shocked at the level of work and energy required for the job, Camp America or summer camps themselves could add marketing videos such as interviews with camp counsellors that highlight the ‘highs and lows’ of the job in the most positive, effective way that would honestly represent the job but not defer applications. 








5.4 Objective Two: Conduct primary research to both potential participants and returners, to identify the factors that influence their individual motivations to initially participate and/or continue participation in cultural exchange programmes.
In reference to motivational theories, throughout the research it was evident that employment on a summer camp best relates to the Threefold Classification model. Although initial participation is motivated by the idea of new opportunities combined with the travel experience, and returning staff form a consensus that motivation is formed from intrinsic satisfaction, it is perceivable that an individual’s motivation and how it impacts their work based performance is formed from three different factors. It was identified that camps themselves have the intention of putting factors in place to motivate staff to return through both the provision of the unforgettable experience combined with an increase in salary, two of the top factors rated when asking returning participants their motivation to return. It was then clear to acknowledge that motivation to return is also coincidental of the individual themselves which was supported through open-ended responses from the survey highlighting that camp plays an important role in employees lifestyle through the provision of growing in confidence, learning new skills, acting as a ‘home away from home’, being able to make a difference and creating lifelong friends; evidentially doing something valuable with their summer that also benefits them in the long run as addressed through improving performance in education, bettering themselves as a person and changing career prospects. It is concluded that Camp America acknowledge the fluctuating motivational drives of participants both first-time and returning well and have strong marketing content that meets such drives, for example, Sports to meet the avid sport players, travel, sun, friends etc. Camp America also establish they play an important role in motivating staff to return through the creation and offerings of intentional factors such as lower participant costs, higher salary and jobs within the brand – all of which supported the primary research findings of motivational drive to return.  
5.5 Objective Three: Interview camp professionals and examine the importance of cultural exchange programmes/summer camp schemes and understand whether the relationship between motivation and participation impact on work based performance.
In regard to the objective of understanding the relationship between motivation and participation impacting work based performance it was evident that summer camps look for a diverse staffing environment that is balanced between domestic and international staff yet hire high levels of international staff for what they can bring to the environment. Analysing interview responses allowed for the clear verdict that international staff portray higher work ethic and attitude compared to domestic staff which can be considered as a result of the extensive application process, cost of participation and the fact they are away from home. 
The demand for international staff from Camp Directors then counteracts political concerns over the elimination of the J1 visa in respect that the interest in summer camp positions is not there to fill solely with domestic staff and the diversity of camp employees is what creates the complete summer camp environment. This then goes on to coincide with the ACA that the elimination of the J1 visa would have an extremely negative on summer camps across the United States. If the elimination of the J1 visa goes ahead in future years, it will be interesting to establish the position of summer camps in the United States, the environment of the camps and ultimately the future of the industry. 




5.6 Objective Four: Coordinate all research findings to determine conclusions on young people’s motivations to participate in cultural exchange programmes and forward recommendations for the development of such programmes, benefitting industry.
Overall, it is evident to establish that motivation is unique to an individual and can fluctuate dependent on a variety of factors, particullary the working environment. It was clear to establish from both literature and primary research that the motivation to initially participate on a cultural exchange programme such as Camp America is the travel opportunities, however evident to identify such motivational drives dramatically changes once settled into the environment and it then becoming an opportunity where individuals are motivated by the opportunity to be themselves in a social environment where they can make a difference and do something valuable with their summer that they genuinely enjoy. It was identified that motivation to participate is both coincidental of the individual and intentional of the organisation, however when considering primary research findings that social factors are the biggest motivational drive, the summer camp should not have to carry out many formal procedures to encourage returning staff if the environment they are in is fulfilling enough. Taking into consideration the benefits of summer camp programmes on both the individuals and the camp environment itself, the abolishment of the J1 visa would be catastrophic to the industry so it is important for camps to continue counteracting this and working together to avoid it taking formation. 
5.7 Overall recommendations
· Market ‘real’ content that highlights high and low in a way that prepares first time staff the best way possible without deferring interest in participation
· Continue hiring international staff and representing strong cultural diversity to counteract the proposed J1 visa ban and support the importance of the industry
· Summer camps to share positive feedback with employees to give them a sense of belonging from hierarchy, campers and their parents that will encourage strong work based performance and influence return
· Ensure cultures are represented across camp and staff are mixed across all working areas to be given equal opportunities and demonstrates skill sets/abilities

5.8 Recommendations for future study

If this study were to be carried out again, or a similar study to be undertaken, there are multiple recommendations that can be put in place to improve the standard and quality of research. 
· Carry out primary research interviews via telephone to allow the researcher to probe more detailed responses relevant to study and gain a better understanding of their individual emotion towards the question that could develop a stronger analysis
· Undertake a focus group with potential participants of cultural exchange programmes to form a stronger discussion and understanding of their motivational and de-motivational factors of participation to be able to form an effective argument for/against
· Use participant unstructured observation research techniques within the summer camp environment to form a stronger response and analysis of how motivation and participation can impact the work based performance. 
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Appendix 1: Interview with Camp Director, Erin Feinour

Name: Erin Feinour
Gender: Female
Age: 27
Location: Columbus, Ohio
Email Interview: 26th March 2018

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
My camp is a Girl Scout residential summer camp in Southern Ohio. We serve around 120 girls per week and have a staff of 60. We are a traditional Girl Scout camp, with tent, cabin, and yurt camping with activities such as archery, swimming, arts and crafts and camp craft. We have a large swimming pool, a lake, and a Barn which houses 16 horses. We are approximately 85 years old.

How long have you been camp director at your camp? 
I have recently accepted this position, and so have been a director at this camp for 5 months. Previously, I was a director at two other Girl Scout camps for 3 years. 

What previous experience helped you get to the position you are at now? 
I began camping recreationally in the Scouting Ireland group as a Beaver, Cub and Venture Scout, and then as a leader. I completed my Bronze Duke of Edinburgh Award, and took a break from Scouting during university. After graduating, I applied for the Camp America program and was placed at a Girl Scout camp in New Hampshire as a Unit Leader. I loved this experience, and when my director took a new job in California, I joined her at this camp in California for 3 further summers, working my way up to Program Director. In summer 2015, she resigned and I was offered the director position. I worked as the seasonal director for one summer before accepting a full-time position in Rhode Island. I was there for 18 months before moving to Ohio to start my current role. 

What motivates you to be the camp director you are today? 
I am motivated to provide high quality outdoor experiences to youth, especially females. I find it extremely important to provide an all-girls, safe space. I think that today’s youth are not given enough outdoor experiences, and that we have an obligation to provide them to children, particularly in this technology-driven age. Seeing campers become more confident in themselves over their time at camp, and hearing the feedback from them and their families reminds me of how important the work we do is.

How many staff do you have at camp? 
Approximately 60.

Of this number, what is the percentage of domestic to international staff? 
Usually around 70/30.

In total, how many international staff do you hire?
We will usually hire between 16 and 20 international staff. 

Of which are British? 
A large majority of our international staff are British. At least 12 each year. 

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic – 9
Attitude – 8
Personality – 8
Skill set – 7

Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic – 6
Attitude – 5
Personality – 8
Skill set – 8

Discuss with me your reasons for hiring international staff?	
We hire international staff for a number of reasons. Our primary reason is that they offer a cultural experience to our camp and campers that cannot be found anywhere else. Where else could you send your child to learn about different countries and cultures, where they get to learn different languages, games, people that look differently, talk differently, and have skills and knowledge that is rare in the USA. We value the cultural diversity that international staff bring to our camp.
Secondly, our camp would be unable to run without international staff. American college-aged people that want to give up their summers to spend it surrounded by bugs, sleepless nights comforting homesick campers, and being called upon to clean the bathrooms - all for below minimum wage - are very rare. Having international staff means that we can have enough staff to keep our safety ratios, and effectively keep the camp gates open. 

Compare the importance of hiring domestic and international staff. 
They are not comparable, and one is not more important than the other. If we had to give up one of these, our camp would cease to operate. Americans come with more traditional camp skills, because it is a more common part of their life than internationals – most of them have grown up attending multiple weeks of resident camp throughout their summers. They rarely get homesick, and they have a confidence when working with kids. International staff come with great energy, enthusiasm and work ethic. 

Do you do anything at camp to share cultures of staff? If so, what? 
We host International night a few times a summer to let the staff share their cultures. Staff will dance, cook, teach language and traditional ceremonies. Domestic staff can also take part in these events, and display their cultural heritage. 

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
While I am aware that many international staff are primarily signing up to come to camp so that they can have the traveling experience afterwards, but I truly think that once they get there, their position changes. I hire people that express interest in female empowerment, diversity and inclusion, and a love of the outdoors. 

What steps do you make in motivating international staff to return to camp? 
We try to provide an unforgettable work experience that will make staff want to return. We provide a great deal of staff appreciations, from hand written notes, to thank-you gifts at the end of summer. We provide free certifications, and give bonuses to staff who already have these certifications. We provide transport to events for international staff, (such as the Columbus Pride Festival), and create an active and supportive alumni network that internationals feel welcomed into. 

What impact will the possible elimination of the J1 visa have on your camp? 
If the J1 visa was eliminated, our camp would not be able to operate fully. We are lucky in that we sell out of most of our sessions each week, but if we had to operate on 2/3rds of our full staff, we would have to limit the number of girls we are serving each week. With the loss in revenue this would create, we would eventually have to close camp. Even if we could fully operate camp, and fill those spots with domestic staff, I would feel that the camp experience we offer would be a less robust, less educational, and less inspiring experience than it is currently.










































Appendix 2: Interview with Camp Director, Sam Aboudara

Name: Sam Aboudara
Gender: Male
Age: 30
Location: New Jersey.
Email Interview: 26th March 2018

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
I run a Jewish non profit camp specifically for high school aged teens, called NJY Teen Camp. Located in Milford, PA, we have around 220 campers and about 50 staff. Our mission is to produce a future generation of leaders that are going to do great things in the world.

How long have you been camp director at your camp? 
I’m going into my 7th summer.

What previous experience helped you get to the position you are at now? 
I worked at one of the other camp’s in our agency (for elementary school aged campers) for six summers, beginning as a counsellor and soccer specialist and up to a division head. I also previously worked in London full time for a Jewish youth organization in a managerial position, responsible for a number of youth programs and events both year around and during school break periods in the summers and winters.

What motivates you to be the camp director you are today? 
My motivations have changed along side me and my life naturally changing too. I’ve always been motivated by doing meaningful work that I feel serves a purpose, that’s remained consistent. In a younger part of my life, I was probably motivated a lot more by other ideals and value based principles, like working for a non profit making agency, that supports people in need etc. Today, my focus has probably changed and I find myself motivated still by doing work that helps people, but that’s not the big focus for me anymore. I want to be doing work that interests me enough to wake up every day, that supports the life me and my family try to live and provides me enough work life balance to focus on the more important things in life. That happens to come from the work I’m currently doing, but it could also come from various other places too that aren’t specifically in the non profit world. I’m also motivated as a camp director to get to oversee a large operation that changes hundreds of lives each summer, where I get to oversee the top level decisions being made. That’s an exciting job to do and makes every day a challenge for me.

How many staff do you have at camp? 
I have around 50 staff.

Of this number, what is the percentage of domestic to international staff? 
Probably 75% international.

In total, how many international staff do you hire?
About 35

Of which are British? 
Around 15

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic – 9
Attitude – 7
Personality – 6
Skill set – 10

Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic – 5
Attitude – 7
Personality - 10
Skill set - 7

Discuss with me your reasons for hiring international staff?
International staff tend to come with skill sets that we struggle to find domestically with our home grown staff. They also have a worth ethic, that often our home grown (predominantly middle class former campers) don’t have.

Compare the importance of hiring domestic and international staff. 
As mentioned, international staff tend to work harder and have skills we struggle to find at home. They balance out our domestic staff really nicely.

Do you do anything at camp to share cultures of staff? If so, what? 
Yes, we have themed days that celebrate it. We have many activities that allow international staff to draw upon their cultural significances and teach the campers.

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
Depends where they’re coming from. But can be anything from, wanting to pursue a related career and seeing it as relevant job experience, wanting a social experience to meet other young people, wanting a summer job to earn some money but in a fun informal environment, wanting an opportunity to visit America and travel.

What steps do you make in motivating international staff to return to camp? 
We do a lot of staff appreciation at camp to make sure they feel welcomed and that this place becomes their second home. We hope that the experience of working with us is enough to make them want to return if they are able to. Beyond the summer, we try to find new or higher responsibilities for prospective staff who are ready for more of a challenge to entice that as an opportunity to return for further growth. Added salary can help too.

What impact will the possible elimination of the J1 visa have on your camp? 
Massive.























Appendix 3: Interview with Camp Director, Barb Nichols

Name: Barb Nichols
Gender: Female
Age: 57
Location: Indianapolis, IN
Email Interview: 26th March 2018

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
Camp Gallahue is the resident camp for Girl Scouts of Central Indiana. It is located in Southern Indiana. We have over 800 acres of land with a small 40 acre lake. We serve around 1100 girls for the summer, with around 150-200 per week. We have 8 units for the girls to stay in. Each week each of the units has a different theme. We have had a lot of luck with this type of programming. I actually get more girls to repeat coming each summer. Sometimes 3 or 4 times each summer. Our camp began around 1960- with the land given to us. We have horses, the lake for sailing, canoeing, kayaking and SUP. We have a fun hike to the Holligobs ( fairies that take your left shoe if you knock over their house and don’t fix it). 

How long have you been camp director at your camp? 
This will be my 10th year.

What previous experience helped you get to the position you are at now? 
I worked at camps in college. But I did not work for about 16 years, so coming back into the work force- that was my background.

What motivates you to be the camp director you are today? 
I love the campers and staff and want them to have the best time ever. I want the campers to know that they are valued as people and I am there for them.
How many staff do you have at camp? 
Around 50

Of this number, what is the percentage of domestic to international staff? 
60%

In total, how many international staff do you hire? 
Around 20

Of which are British?  
All

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 9
Attitude - 9
Personality- 9 
Skill set - 7

Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 6
Attitude - 7
Personality - 7 
Skill set - 6
Discuss with me your reasons for hiring international staff? 
We could not get enough American staff. Once I did, I realized how great they are to have at camp. 

Compare the importance of hiring domestic and international staff. 
I like for the campers to learn about other ways of life. Having the mixture of staff shows them how we are similar and different. I need domestic staff to help transport the international staff, and they help show the international staff the ways of America. 

Do you do anything at camp to share cultures of staff? If so, what? 
Meals, games, all camps, teach the different words for things. 

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
Wanting to see America, liking that we are a rustic camp, liking the themed units.

What steps do you make in motivating international staff to return to camp? 
Making their summer great, keeping in touch with them all year, offering them the domestic salary the next summer. I have staff that have returned for 6 summers. 

What impact will the possible elimination of the J1 visa have on your camp? 
Not being able to hire good staff, not having enough staff to run our camp. 





Appendix 4: Interview with Camp Director, Brian P Frawley

Name: Brian P Frawley
Gender: Male
Age 34: 
Location: Jackson, Michigan
Email Interview: 27th March 2018 

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
YMCA Storer Camps is a very large, year round facility in Jackson Michigan.  We are celebrating our 100th year this summer. We serve around 18,000 guests a year in our summer camp (day, overnight, ranch), outdoor education and groups and retreats. Our camp staff is right around 45 year round and goes well over a 100 in the summer.  About 30 of our staff live on property year round with their families. We have 1250 acres, over 100 buildings, 50 horses, many chickens and a lot of water (lake, bog, ponds). 

How long have you been camp director at your camp? 
I have been at this camp for two years

What previous experience helped you get to the position you are at now? 
I have been blessed to work at many different types of YMCA’s.  Large summer camps, outdoor education centers and brick and mortar branches
. 
What motivates you to be the camp director you are today? 
For me its knowing that that I can have a greater impact on youth and my staff then I could in a more traditional classroom setting.  I see our mission in action everyday, and thats a powerful thing

How many staff do you have at camp? 
Between 40 and 160 depending on the season.

Of this number, what is the percentage of domestic to international staff? 
we hire about 20 international staff per summer, so about 25% of our summer camp related staff

In total, how many international staff do you hire?
20

Of which are British? 
75% are British

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 8  
Attitude - 9
Personality -9
Skill set 10 - this is a false 10 however, we usually hire early with our international staff and seek out the most skilled to fit our various needs (Lifeguard, equine, paddling) 

Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 8
Attitude - 7
Personality - 8
Skill set - 8 (again a false number in my opinion)

Discuss with me your reasons for hiring international staff?
It all starts with the experience for the children.  I want to expose our campers to different backgrounds, religions and lifestyles.  We hire a wide range of staff to do this. In addition we seek out international staff that have skill sets that match our programs (life guard, climbing, equine and so on)

Compare the importance of hiring domestic and international staff. 
Again, it all goes back to the kids.  Offering them an experience they have never had before.  Meeting/living with a person from another country is huge for growth and exposure. 

Do you do anything at camp to share cultures of staff? If so, what? 
We raise 3 flags each day.  The America and two others. We use flags from staff we have at camp each year.  The staff then give a quick report on the country. We also have staff lead different types of what other camps would call chapels, we call it tea time  Its an opportunity to teach from religious or non religious texts. 

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
I think its all about opportunity.  Opportunity to find self, make a difference, learn skills, grow, become closer to nature and so much more.  Its a lifelong connection that forms in a few short weeks. Many first come to see America/travel.

What steps do you make in motivating international staff to return to camp? 
We start almost right away with sending back return staff applications post summer.  We want our staff to stay connected year round through our staff social media groups.

What impact will the possible elimination of the J1 visa have on your camp? 
We will most likely have to reduce the amount of children we can serve.  It also will reduce the quality of the experience for those children who get to attend.  You are talking about reducing our workforce by 20%, and not being able to replace it with Americans.








































Appendix 5: Interview with Camp Director, Mandi Miller

Name: Mandi Miller
Gender: Female
Age: 24
Location: Sodus NY
Email Interview: 27th March 2018

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
Girl Scout Camp – Comstock Adventure Center is the formal name, 110 campers per week, 30 staff, located in Ithaca NY on Cayuga Lake, about 6 miles outside of the main city of Ithaca; camp was started in 1927 and given to the Girl Scouts as a gift by Anna Botsford Comstock, 1st woman professor at Cornell, founder of the Nature Study movement

How long have you been camp director at your camp? 
This will be my second summer as director, following 1 summer as Asst Director and 2 summers on regular staff

What previous experience helped you get to the position you are at now? 
4 years experience on camp staff, 9 years lifeguarding experience, 5 years experience coaching and teaching swim lessons, went to GS camp my entire life, earned my Girl Scout Gold Award, am a lifetime registered GS, founded a Campus Girl Scouts club in college where we planned programming for local GS, earned my Master’s degree in Recreation with a concentration in Outdoor Education and Camp Management

What motivates you to be the camp director you are today? 
My staff inspire me. I aspire to be the best boss they’ve ever had, so they know what it means to be treated with respect, caring and given the opportunity to grow and learn about themselves as leaders, employees and people. I also LOVE working with the girls and seeing them come back year after year, learning and growing from the experiences we provide.

How many staff do you have at camp? 
31 including myself

Of this number, what is the percentage of domestic to international staff? 
25% international

In total, how many international staff do you hire? 
7
Of which are British? 
All (I hope to diversify this in the future)

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 7
Attitude - 10
Personality-  9
Skill set - 10

Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 

Work Ethic -  9
Attitude - 9
Personality - 8
Skill set - 9

Discuss with me your reasons for hiring international staff? 
The diversity, the wonder our campers experience from getting to meet them, bragging points for our program, to help fill speciality needs we might not find as easily in the USA

Compare the importance of hiring domestic and international staff. 
Hiring domestic staff is essential… we can’t afford an all international staff and an all international staff would not allow our children to have someone they can “relate” as easily to. Hiring international staff is hugely important as it makes a huge chunk of our hiring easier.

Do you do anything at camp to share cultures of staff? If so, what? 
We have international themed programming or “around the world” themed programming for our staff to highlight the staff culture; we also have camper families who serve as host families for our international staff during camp breaks

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
Build resume to work with children, to have a fun summer experience, to make new friends, to build skills, to spend the summer outdoors

What steps do you make in motivating international staff to return to camp?  
Having other international staff who return before them to see that it is possible to continue returning is a huge one, we have a staff member returning for her 4th summer this year. We also treat them as one of staff, not as special people, whenever possible, so they get invited back at their exit interviews just as any other staff member may get invited back, they receive offer letters like other staff, and we treat their opportunity to advance through positions like any other staff as well

What impact will the possible elimination of the J1 visa have on your camp? 
We would lose out of the speciality skills the J1 visa can provide to our camp. We have a lot of girls we hire from the UK who are Scouts in the UK and their skill set and passion they bring to American scouting is so awesome for our girls and camper families to be exposed to.






























Appendix 6: Interview with Camp Director, Caitlin Barney Fritsch

Name: Caitlin Barney Fritsch	
Gender: Female	
Age: 30
Location: Kent, Ohio
Email interview: 28th March 2018

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
Camp 7 Hills- Holland, NY
500+ acres
Girl Scouts
We offer: horseback riding, ropes course, off camp trips (NYC, backpacking/trekking), scuba diving, canoeing, drama programs and many other themed programs

How long have you been camp director at your camp? 
5 years (17 years total)

What previous experience helped you get to the position you are at now? 
A combination of both camp experiences and “big girl” job experiences.  I started as a lowly junior riding instructor and moved my way up the ranks.  It helped that I grew up at 7 Hills and was able to follow the traditions of the property.  

What motivates you to be the camp director you are today? 
The girls!  Many of my co-workers think I am crazy for working at camp.  Camp is my summer vacation. It is such a welcomed change of pace from the big girl world.  Certainly there are times when I want to pull my hair out or fire everyone but myself but that’s what makes camp amazing.  I have met some of my best friends at camp and wouldn’t trade it for the world. 

How many staff do you have at camp?
65

Of this number, what is the percentage of domestic to international staff? 
30%

In total, how many international staff do you hire?
15-20

Of which are British? 
about 75% all through Camp America and on a rare occasion CCUSA

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest); 
Work Ethic  - 10
Attitude -  8
Personality - 7
Skill set - 10

Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest); 
Work Ethic - 5
Attitude - 9
Personality - 7
Skill set - 5

Discuss with me your reasons for hiring international staff?
For me personally, I enjoy what they bring to camp!  But for the check signers, its the cost. We (unfortunately) pay the internationals less, therefore have more overhead to use in other places.  Also, we can get more specific staff (waterfront, horse) when we can’t find them domestically. 

Compare the importance of hiring domestic and international staff. 
Both are and should be an integral part of the camp environment.  I believe they both provide a good balance to the camp program. They always present new ideas and thoughts to add to the camp environment.  

Do you do anything at camp to share cultures of staff? If so, what? 
International staff have the opportunity to go home with domestic staff every weekend.  We are located about 45 min from Niagara Falls which allows for a lot of sightseeing. 

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
You have to be a little bit (or maybe a lot a bit) crazy to work at camp.  When you look at making “1.32” an hour, living in a tent, and being eaten alive by bugs, there has to be some crazy in there!  I could write a novel on the reason why one should work at camp!

What steps do you make in motivating international staff to return to camp? 
We offer a significantly larger salary for any subsequent years returning.  For example:
year one CA fees 1500 (what camp  pays) We pay 500
year two CA fees 0 (what camp pays)     We pay 1500

What impact will the possible elimination of the J1 visa have on your camp? 
We probably wouldn’t have enough staff.  We have struggled to for years to fill domestically.  In the cost of living and college, camp doesn’t pay enough.  Sadly, they can make more money bagging groceries instead of teaching a young lady how to make a fire.  Even if it means teaching her how to rub two sticks together :p

















Appendix 7: Interview with Camp Director, Al Ferreira

Name: AL Ferreira
Gender: M
Age: 53
Location: Warsaw, NY
Email interview: 2nd April 2018 

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
I have been the Executive Director for 4 YMCA camps over the past 37 summers. Two in California (San Bernardino mountains) one in Florida and one in New York. All have been traditional YMCA resident overnight programs and all have been active in placing international staff.

How long have you been camp director at your camp? 
I am currently working for the Boy Scouts of America and have some oversight over two different camps in upstate western New York. I have been with them for 7 months and this will be my first summer with this organization.

What previous experience helped you get to the position you are at now? 
I worked my way through c high school and college at different YMCA’s ay camp and resident camps in various positions including a district Program director and camp program director before becoming a Camp Director in 1988.

What motivates you to be the camp director you are today?
I have always been strongly motivated to create leadership opportunities through an experiential program like camp. I enjoy sharing the outdoors with people and sharing transformational experiences the exemplify their best selves.    

How many staff do you have at camp? 
I currently have about 20 staff that will work with me this coming summer. I have supervised as many as over 150 paid and volunteer staff in my various camp director capacities.

Of this number, what is the percentage of domestic to international staff? 
I am not clear on how many this summer. In the past I have always tried to maintain at least a minimum of 10% of the total staff as being international. This was a self-imposed goal.

In total, how many international staff do you hire?
As mentioned above, I have always strived to maintain about 10% of total staff to add an international flavour to our work force.

Of which are British? 
I have had dozens who have worked from Great Britain as well as Australia, New Zealand and dozens of additional countries.

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 6
Attitude - 10
Personality - 7
Skill set – 8

Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 9
Attitude - 10
Personality -  7
Skill set - 8

Discuss with me your reasons for hiring international staff?
The dynamic of sharing with youth that the world is shared and that they have a place in it as well as a person from thousands of miles away. I know that youth have developed long distance relationships with other youth and staff with other staff that have lasted decades. This brings the world a little closer and helps children understand that their actions and decisions often have an impact on others beyond the neighbourhoods and towns that they were raised. Everyone learns something about the world when you have the opportunity to share a week or two of summer in a space not much bigger that 200 square feet of bunk space. There is a direct impact and full-frontal communication that is not transmitted via a device of any kind. 

Compare the importance of hiring domestic and international staff. 
I believe that leaders come in all sizes and shapes and are exemplified by domestic as well as international staff. I often hire domestic staff for their leadership potential knowing that I can teach them skills needed for camp. I often hire international staff for skills that may not be available and know that the will come with leadership ability. One has always complimented the other in regards to specific needs.

Do you do anything at camp to share cultures of staff? If so, what?
We have always asked international staff to bring a flag, share songs and stories, clothes, anything that they feel would highlight their culture.

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
I often look for a want to share the outdoors with younger people. I look for the drive, excitement or enthusiasm that transcends the interview and ask for specific examples of how they have done so in their lives outside of camp. 

What steps do you make in motivating international staff to return to camp? 

What impact will the possible elimination of the J1 visa have on your camp? 
I am not clear that the J-1 program is being eliminated and would welcome the opportunity to share my own experiences with any legislators who may consider bringing that forward as potential legislation.
























Appendix 8: Interview with Camp Director, Alicia Theriault

Name: Alicia Theriault
Gender: Female
Age: 38
Location: Harrison, Maine
Email Interview: 5th April 2018

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
Fernwood Cove is a traditional girls camp that offers two separate 3 ½ week sessions.  Each session has approximately 200 girls ages 7-15.
Fernwood Cove is located in Harrison, Maine and celebrating it’s 20th summer in 2018.  The Fernwood Cove philosophy and values focus on Friendship, Respect of the Outdoors, Community, Diversity, Responsibility, Simple Living, Traditions, and Personal Growth.   
Maine’s first half-season all girls’ summer camp, Fernwood Cove, provides today’s girl with the ultimate sleep away camp experience.  Campers gain valuable 21st Century Skills through our traditional 3 ½ week residential camp program. Communication, collaboration, and creative thinking are integrated into bunk life andover sixty instructional activities.
Each camper contributes to the inclusive camp community while growing under the safe guidance of experienced staff members.Fernwood Cove valuesof simple living, respect for the outdoors, and personal growth are incorporated into all aspects of camp. Our holistic program is more than an experience. It develops girls into the best versions of themselves, for today and for many years to come.

How long have you been camp director at your camp? 
I have been a director at Fernwood Cove since 2006.

What previous experience helped you get to the position you are at now? 
Working as a counselor at a 4-H Summer Camp in Virginia where I was also an intern during my final semester of college, working in an outreach program with the Boy Scouts of America, initially working as a counselor at Fernwood Cove.  

What motivates you to be the camp director you are today? 
Guiding our staff who are all young adults to gain confidence in themselves so they are able to impact the lives of our campers in a multitude of ways.  

How many staff do you have at camp? 
7 year-round staff (4 directors, 1 office manager, 2 maintenance staff)
115 seasonal staff (85 counselors, 10 summer admin, 20 support staff

Of this number, what is the percentage of domestic to international staff? 
Approximately 50/50

In total, how many international staff do you hire?
Approximately 60

Of which are British? 
Approximately 20

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 5
Attitude - 7 
Personality - 6 
Skill set - 7
Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 5
Attitude - 6
Personality - 8 
Skill set  - 7

Discuss with me your reasons for hiring international staff?
As a relatively young camp we have depended on international staff to fill staff positions.  What started as necessity in the early years of Fernwood Cove has grown into a part of our camp culture and community.  International staff help create the diversity of our camp community, something that we are very proud of.  We now seek staff from new countries each summer to continue to grow our diversity.  
Also, because of their dedication and commitment to the application, hiring, and work visa process we have found that international staff are more dedicated during the summer.  They have a far greater understanding that it’s more about the experience, than the amount of their pay check.  

Compare the importance of hiring domestic and international staff. 
At Fernwood Cove we focus on ensuring we are hiring the right people for the job.  Period.  We are very aware of how many former campers we have on staff as this can deeply impact various living and working dynamics throughout the summer.  Additionally, we work to ensure that we have a variety of countries, languages, cultures, faiths, etc. represented in the international staff we hire.  It’s important to maintain that balance in all aspects of the camp community.  
All staff contribute unique aspects of things- even our American staff bring diversity to camp as few of them are from Maine.  It’s about working for the greater good and having the big picture in mind.  There’s not an importance in hiring domestic over international staff.  It’s about maintaining the balance.

Do you do anything at camp to share cultures of staff? If so, what? 
A lot of things.  Counselors are invited to hang their country flag in their bunks.  We have weekly evening program activities called Mini Courses.  International staff are invited to instruct hour long “courses” where they share foods, songs, language, etc. with campers.  In our dining room we have flags representing all the international countries that have ever been represented in the Fernwood Cove community.  

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
Wanting to be a part of a larger community that supports each person and helps them grow to be the best version of themselves.  They may also be seeking the opportunity to learn and grow, to discover new things about themselves, or to experience a new culture or way of life.  Often times international staff are motivated by the opportunity to immerse themselves into American culture and travel.  American staff are often looking for an opportunity that is going to provide them with professional skills they can use later in life.  Former Fernwood Cove campers who return as counselors are often looking to give back to the place that helped them become who they are.

What steps do you make in motivating international staff to return to camp? 
There’s little actual motivation.  We provide a supportive work environment that allows each person to grow.  We provide leadership opportunities and our counselors are often engaged in our program development.  Staff see the growth they experience each summer and seek out the opportunity to return so they can continue in that growth.  Staff recognize the benefits of camp and want to continue in that experience for as long as possible.  

What impact will the possible elimination of the J1 visa have on your camp? 
This would be catastrophic.  The international diversity of our culture and programs is integral to the Fernwood Cove experience.  The elimination of the J1 visa program would require us to completely shift our camp culture and redefine our camp community.






























Appendix 9: Interview with Camp Director, Tom Sheldon

Name: Tom Sheldon
Gender: Male
Age: 27
Location: Hinsdale, MA
Email interview: 5th Aprill 2018

Tell me about your camp (camp type, size, location, background, camp ethos, etc.) 
Camp Emerson
“The Berkshires” Western MA
Choice based program with 50+ activities, sleep-away camp for boys and girls aged 7 – 15. 2, 4, or 6 week sessions, a place where everyone is celebrated for being themselves. Food allergy specialist.

How long have you been camp director at your camp? 
2 Years 

What previous experience helped you get to the position you are at now? 
Camp Counselor, Boys Leader, Boys Director. Experience in working with youth groups and advanced media skills in the UK. 

What motivates you to be the camp director you are today?
The people and the campers, doing the best job to build relationships and make memories and lasting positive impressions to shape well-rounded people. 

How many staff do you have at camp? 100

Of this number, what is the percentage of domestic to international staff? 
60 International – 40 US Staff

In total, how many international staff do you hire?
Between 50 - 60
Of which are British?
30

Thinking of overall job performance, rate the following factors in terms of what you believe International staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic - 8
Attitude-  8
Personality-  8
Skill set - 8

Thinking of overall job performance, rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest rating, 10 being highest);; 
Work Ethic 7
Attitude 7
Personality 8
Skill set 8

Discuss with me your reasons for hiring international staff?
There just aren’t the volume of American staff with the commitment or the skill set to deliver, without Camp America and other agencies we would struggle to survive. The vetting process and application system makes it easy to review, interview and hire, with an on hand customer service team for advice and placement support. 

Compare the importance of hiring domestic and international staff. 
It's good to have a balance Americans to guide the international staff, but international staff brings an extra cultural quality, adding a worldly interest to the programming and build conversations on cultural differences, acceptance and open doors to new opportunities for each other. 

Do you do anything at camp to share cultures of staff? If so, what?
Culture Night / Day, 4th July Celebrations. 

What would you consider to be the reasons behind an individual’s motivational drive to work at your camp? 
Offering skills and the ability to transfer them in a fun, new and exciting environment, a summer position that adds value to their life experience or career. 

What steps do you make in motivating international staff to return to camp?
Monetary or position incentives, they become key players in shaping and developing camp and its campers. 

What impact will the possible elimination of the J1 visa have on your camp?
It will put a lot of strain on the recruitment process and camps will become ultra competitive for US staff, wages and incentives will have to match demand and funding and advertisement will have to be redistributed to capture people with the right skills and experience from US candidates.  



Appendix 10: Survey Questions to potential participants
https://www.smartsurvey.co.uk/s/QUT5W/

Hello. My name is Arianna Ware and I am currently undertaking Primary Research as part of my third-year University Dissertation. My study is; 

‘An investigation into the relationship between the motivation and participation of young British people, on cultural exchange programmes: A case study of Camp America’. 

Although there is no clear definition of cultural exchange, it can be identifiable as an act of travelling to a destination or immersing in an environment where you can experience and share local cultures through interactions and identification of knowledge, beliefs, language, arts, morals, laws and its unique habits in society. An example of cultural exchange programmes can range from employment at summer camps, Au Pair, Disney Programmes, Study abroad, conservation projects, volunteer teaching and more.  

The following questions will allow me to gather an understanding on individual perceptions of cultural exchange programmes, addressing what factors would motivate participation. 

This survey is only for completion by participants aged 18+. All data collected will be used solely for my study and all information will be kept confidential at all times. The survey should take approximately 5-10 to complete and you are able to stop participation at any time. 

Thank you.


Q1. Are you aware of the availability of cultural exchange programmes?

Q2. If yes, what programmes?

Q3. What would motivate your reason for participation? 
Destination
The job role
Travel opportunities
Money 
Skill development  
Other (Please State)

Q4. What factors would limit you to apply for a cultural exchange programme?
Cost
Lack of skills 
Lack of confidence
Being away from home/familiarity
The Destination
Other (Please State)

Q5. Rank the following cultural exchange programmes in order of motivation. (1 being not motivated to participate, 5 being highly motivated to participate) 
(Camp Counsellor: Work on an American summer camp for 8+ weeks participating and/or leading children in a range of activities from ground sports, water sports, creative arts, music, dance and more. Au Paid: Live with a family overseas, carrying out childcare duties as a nanny to one or more children of any age. Conservation projects: Travel overseas for a duration of time and work on projects such as wildlife, childcare, building, etc. Volunteer teaching: Spend time teaching English and/or other subjects in a foreign school, typically in derelict areas. Study abroad: Spend a duration of your academic time e.g. semester, year, studying in an overseas university).

Study abroad
Volunteer teaching 
Conservation projects 
Au Pair 
Camp Counsellor 

Q6. What benefits would you consider most valuable after participation on a cultural exchange programme? (1 being least important, 5 being most important)
Self-development (confidence, skill building, etc.)  
Social factors (awareness of other cultures, friendships, environment)
Career inspiration 
Improved CV 
Travel opportunities 
Other (Please state)

Q7. Sex; Male/Female/Prefer not to say

Q8. Age: 18-24, 25-34, 35-44, 45-54, 55+ 

Q9. Location; Wales, England, Scotland, Ireland, N.Ireland 

Q10. Background; Student (GCSE), Student (A-Level or Equivalent), Student (Under grad), Student (Post grad), Employed, self-employed, unemployed. 




























Appendix 11: Survey responses to Q2 to potential participants


	[bookmark: q_6489492]2. If yes, what programme(s)? 

	 
	Response Percent
	Response Total

	1
	Open-Ended Question
	100.00%
	36

		1
	09/03/18 6:25PM
ID: 76379777
	Camp America

	2
	09/03/18 6:28PM
ID: 76379985
	J1 cultural exchange programme

	3
	09/03/18 6:49PM
ID: 76382061
	Camp America, Thailand,Cambodia and Maldives, NYQuest, study abroad

	4
	09/03/18 6:50PM
ID: 76381400
	Camp America, Au Pair, Americamp, Challenger Sports

	5
	09/03/18 7:02PM
ID: 76383730
	Erasmus

	6
	09/03/18 8:35PM
ID: 76391171
	Camp America, CCUSA, Americamp, BUNAC,

	7
	09/03/18 8:36PM
ID: 76391369
	Camp america

	8
	10/03/18 11:16AM
ID: 76433490
	Camp America, camp thailand, cams Aussie

	9
	11/03/18 9:24AM
ID: 76583664
	Camp America

	10
	13/03/18 2:00AM
ID: 76767847
	Camp America, Americamp, au pair

	11
	13/03/18 3:02PM
ID: 76831555
	Camp america

	12
	13/03/18 4:53PM
ID: 76850057
	Camp America

	13
	14/03/18 3:16PM
ID: 77032735
	Camp America

	14
	14/03/18 6:16PM
ID: 77097566
	Camp America

	15
	19/03/18 2:55PM
ID: 77594185
	Camp America, camp Thailand, Gap 365

	16
	19/03/18 3:15PM
ID: 77595982
	Camp America

	17
	19/03/18 3:18PM
ID: 77596575
	Camp America, Study Abroad, Disney Work Program

	18
	19/03/18 3:21PM
ID: 77597041
	Camp America UWTSD Travel abroad

	19
	19/03/18 4:57PM
ID: 77607320
	Camp America

	20
	19/03/18 5:09PM
ID: 77608385
	Camp America

	21
	19/03/18 6:53PM
ID: 77616672
	Camp America, Au Pair

	22
	19/03/18 9:23PM
ID: 77627317
	Camp America

	23
	19/03/18 11:11PM
ID: 77632688
	Camp America/ Exchange Students

	24
	27/03/18 8:15PM
ID: 78279082
	I said no

	25
	27/03/18 9:33PM
ID: 78284599
	Camp America/Thailand, Americamp, adventurechina, camps international, ICS

	26
	28/03/18 1:05AM
ID: 78292411
	There was a foreign exchange programme at my secondary school and camp America has been advertised to me

	27
	28/03/18 8:28AM
ID: 78304353
	Camp America

	28
	28/03/18 9:59AM
ID: 78312840
	camp america, camp thailand etc.

	29
	28/03/18 12:16PM
ID: 78328663
	Camp Thailand/Bali/America, Wanderlust

	30
	28/03/18 12:42PM
ID: 78331254
	Camp America, USA Summer Camp, Disney

	31
	28/03/18 12:54PM
ID: 78332414
	camp america

	32
	28/03/18 12:55PM
ID: 78332443
	n/a

	33
	28/03/18 1:01PM
ID: 78332862
	ISEP

	34
	28/03/18 1:13PM
ID: 78334477
	Unsure

	35
	28/03/18 2:44PM
ID: 78344561
	Camp America

	36
	09/04/18 9:55AM
ID: 79309904
	Camp America










Appendix 12: Survey questions to returning Camp America participants 
https://www.smartsurvey.co.uk/s/8QK2M/

Hello. My name is Arianna Ware and I am currently undertaking Primary Research as part of my third-year University Dissertation. My study is;

‘An investigation into the relationship between the motivation and participation of young British people, on cultural exchange programmes: A case study of Camp America’. 

Although there is no clear definition of cultural exchange, it can be identifiable as an act of travelling to a destination or immersing in an environment where you can experience and share local cultures through interactions and identification of knowledge, beliefs, language, arts, morals, laws and its unique habits in society. 

This survey is for completion of individuals that HAVE participated on the Camp America programme at least TWICE. 

The following questions will allow me to gather an understanding on individual perceptions of the summer camp environment and what has motivated individuals to return.  

All data collected will be used solely for my study and all information will be kept confidential at all times. The survey should take approximately 5-10 to complete and you are able to stop participation at any time.  

Thank you!


What year was you first employed at camp? Date selection

What first motivated you to participate on a summer camp exchange programme? 

Share/experience other cultures
Earn money
Fill blank summer
Word of mouth recommendations
Improve CV
New experience
Linked to career
Make a difference
Travel
Other (please specify)

How many years have you been working at camp? 

Did you return to camp consecutively? (Year after year)

Yes
No

If no, what was the duration of break?

What was your reason for the break?

Cost
Education commitments
Career commitments
Uncertainty of plans
Other (please specify)

When you return, do you go back to the same camp?

Yes
No

If yes, what camp type do you work at?

Single Sex
Day Camp
Private
Religious
Girl Scout
Underprivileged
Special Needs

If no, what camp types have you had experience working at?

Single Sex
Day Camp
Private
Religious
Girl Scout
Underprivileged
Special Needs

What influenced your decision to change camp types?

Has your motivation for the job changed over the years?

Yes
No

Rank the following factors in order of motivational significance to return (1 being most important, 5 being least important)

Lower participant costs
Higher salary
Job progression
Social factors (friends, making a difference/repeat campers)
Other (please specify in comments)

Define what camp means to you

How has your experience on a summer camp exchange programme influenced your personal life?

How has your experience on a summer camp exchange programme influenced your education? 

How has your experience on a summer camp exchange programme influenced your career prospects? 

Gender

Male
Female
Prefer not to say

Age 

18-24 
25-34 
35-44 
45-54
55+

Location

Wales
England
Scotland
Ireland
Northern Ireland

Background

Student (A-Level)
Student (Undergraduate)
Student (Postgraduate)
Employed
Self Employed
Unemployed 
















Rate the following factors in terms of what you believe international staff bring best to the summer camp environment (0 being lowest factor, 10 being highest factor)

Work Ethic	Barb 	Brian 	Mandi 	Alicia 	Tom 	Erin 	Sam 	Caitlin	Al	9.0	8.0	7.0	5.0	8.0	9.0	9.0	10.0	6.0	Attitude	Barb 	Brian 	Mandi 	Alicia 	Tom 	Erin 	Sam 	Caitlin	Al	9.0	9.0	10.0	7.0	8.0	8.0	7.0	8.0	10.0	Personality	Barb 	Brian 	Mandi 	Alicia 	Tom 	Erin 	Sam 	Caitlin	Al	9.0	9.0	9.0	6.0	8.0	8.0	6.0	7.0	7.0	Skill Set 	Barb 	Brian 	Mandi 	Alicia 	Tom 	Erin 	Sam 	Caitlin	Al	7.0	10.0	10.0	7.0	8.0	7.0	10.0	10.0	8.0	



Rate the following factors in terms of what you believe domestic staff bring best to the summer camp environment (0 being lowest factor, 10 being highest factor)

Work Ethic	Barb	Brian	Mandi	Alicia	Tom	Erin	Sam	Caitlin	Al	6.0	8.0	9.0	5.0	7.0	6.0	5.0	5.0	9.0	Attitude	Barb	Brian	Mandi	Alicia	Tom	Erin	Sam	Caitlin	Al	7.0	7.0	9.0	6.0	7.0	5.0	7.0	9.0	10.0	Personality	Barb	Brian	Mandi	Alicia	Tom	Erin	Sam	Caitlin	Al	7.0	8.0	8.0	8.0	8.0	8.0	10.0	7.0	7.0	Skill Set	Barb	Brian	Mandi	Alicia	Tom	Erin	Sam	Caitlin	Al	6.0	8.0	9.0	7.0	8.0	8.0	7.0	5.0	8.0	
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