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V ICE PRESI D ENT' S N OTE

A

Anyone who knows me knows how passionate

STAY UP TO DATE!

I am about afterschool. The research and stories
about the value of afterschool excite me, and the
dynamic and skilled professionals committed to
their work with and for kids in OST inspire me.
These feelings propel our team at NAA to

do deeper work advocating for and supporting
program, organization, public and philanthropic
policies, practices, and funding to support quality

HEIDI HAM

programs and job quality for OST professionals.

Vice President

voices, roles and experiences but are united in a

of Programs

NAA’s 32,000 members represent many diverse
commitment to quality programs for children,

and Strategy

families and communities. California alone reports

National

over 70% people of color, and more than 60%

AfterSchool

women. We must not allow our field and our

Association

young, diverse and primarily female workforce

an afterschool workforce of over 60% millennials,

WEEKLY
eNEWSLETTER
TOP CONTENT
@ NAAWEB.ORG

to be penalized for our passion. We must seize
the opportunity to shape a different future for
our field—one which values OST programs and
recognizes, rewards and provides professionals
with the job quality commensurate with their
contributions and impact.

EMPOWER LGBTQ YOUTH THROUGH
INCLUSIVE PRACTICES

It will take a collaborative effort with all
stakeholders, including the professionals who do
this work, to cultivate a broader cultural shift that
respects and values the significant inf luence of
this essential workforce. Our field needs actions

WHY YOU SHOULD
'SHOW THE SALARY'

that support quality afterschool and adequate,
holistic compensation for carrying this invaluable
workforce forward.
In this issue, you’ll find a variety of empowering
articles showcasing stories and strategies,
with common themes of advocacy, workforce
development, amplifying voices, collaboration and
unique career paths. May these insights help move

NOW IS THE TIME TO ADVOCATE
FOR JOB QUALITY

you toward the additional action necessary for
upholding the field’s commitment to equity, access
and quality.

SOCIAL COMMUNITY
/NationalAfterSchoolAssociation
@NatlAfterSchool
/NAAtoday
/NAAWeb
National AfterSchool Association

4

FALL 2021 | www.naaweb.org

www.naaweb.org | FALL 2021

5

BO O K RE V I E W

ON OUR READING LIST
COLORFULL: COMPETITIVE STR ATEGIES TO ATTR ACT
AND RETAIN TOP TALENT OF COLOR
BY SHARON SMITH-AKINSANYA
Colorfull by Sharon Smith-Akinsanya promises “competitive strategies to attract and
retain top talent of color.” Throughout six short chapters, Smith-Akinsanya delivers just
that. This book isn’t a roadmap to follow to a more diverse work environment, but rather an
honest dialogue about how to create goals around diversity, equity and inclusion, and follow
through within your organization. Smith-Akinsanya includes interviews with executives
and insight from professionals of color which help add depth and validity to the information
presented. I recommend this book to anyone ready to truly lean into the important work of
changing their workplace to be more inclusive.
Recommended by Deborah Peel, Center Coordinator, Promise South Salt Lake, NA A
Executive member.

BR AG BETTER: MASTER THE ART OF FEARLESS SELF-PROMOTION
BY MEREDITH FINEMAN
Pride in our work for the field of afterschool is not hard to cultivate. Talking about what
we, as individuals, are doing to further and improve the field is harder, especially if it feels
like bragging. Fineman challenges you to push past the challenges and normative behavior
of staying quiet about your achievements (especially if you’re a woman, person of color, or
member of the LGBTQIA community) and learn to get comfortable and thoughtfully use
your voice to positively further your career. In this book, you’ll learn skills to be “proud,
loud, and strategic” when talking about your achievements, skills and qualifications.
Recommended by Bri Gaston-Bell, Senior Director of Quality Initiatives, Indiana
Afterschool Network, NA A Executive member.

UNLEASHED: THE UNAPOLOGETIC LEADER’S GUIDE TO EMPOWERING
EVERYONE AROUND YOU
BY FRANCES X. FREI AND ANNE MORRISS
Frances Frei and Anne Morriss offer a different worldview of leadership, emphasizing
that it’s not easy. But they also touch on a key point of successful leadership that many
afterschool professionals recognize: The most important thing you can do as a leader is
build others up and recognize that, ultimately, it’s not about you. Unleashed offers readers
tools, advice, interviews and stories that demonstrate how the most effective leaders
combine trust, love and belonging to create an environment in which other people can excel,
even when they’re not around.
Recommended by NA A.
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WHAT AFTERSCHOOL IS READING
THE LIKEABILITY TR AP: HOW TO BREAK FREE AND SUCCEED AS YOU ARE
BY ALICIA MENENDEZ
Relying on extensive research and interviews, and carefully examined personal
experience, The Likeability Trap delivers an essential examination of the pressure put on
women to be amiable at work, home and in the public sphere, and explores the price women
pay for internalizing those demands. Rather than advising readers to make themselves
likeable, Menendez empowers them to examine how they perceive themselves and others
and explores how the concept of likeability is riddled with cultural biases. Our demands for
likeability, she argues, hinder everyone’s progress and power.

LETTERS TO MY WHITE MALE FRIENDS
BY DAX-DEVLON ROSS
Dax-Devlon Ross speaks directly to the millions of middle-aged white men who are
suddenly awakening to race and racism. Letters to My White Male Friends promises to
help men who have said they are committed to change and to develop the capacity to
see, feel and sustain that commitment so they can help secure racial justice for us all.
Ultimately, Ross offers white men direction so that they can take just action in their
workplace, community, family, and, most importantly, in themselves, especially in the
future when race is no longer in the spotlight.

THE WAKE UP: CLOSING THE GAP BETWEEN GOOD INTENTIONS AND
REAL CHANGE
BY MICHELLE MIJUNG KIM
Michelle MiJung Kim shares foundational principles often missing in today’s mainstream
conversations around “diversity and inclusion,” inviting readers to deep dive into the
challenging and nuanced work of pursuing equity and justice, while exploring various
complexities, contradictions and conf licts inherent in our imperfect world. Michelle offers
sustainable frameworks that guide us how to think, approach, and be in the journey as
thoughtfully and powerfully as possible.

When purchasing these titles or looking for others, consider supporting independent bookstores
that are Black, Indigenous, or People of Color owned and operated. AFRICAN AMERICAN LITER ATURE BOOK CLUB
HTTPS://A ALBC.COM/BOOKSTORES/LIST.PHP | BOOKSHOP HTTPS://BOOKSHOP.ORG
www.naaweb.org | FALL 2021
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VO ICE I N TH E FI ELD

THE FUTURE OF
SUPPORTING THE
AFTERSCHOOL
PROFESSION
BY HEIDI HAM

F

For over 30 years, NAA has

fostered positive youth outcomes
by supporting, developing
and advocating for afterschool
professionals and leaders.
In 2018 and 2019, NAA

embarked on an organizational
review and strategy development
effort that resulted in—among
other things—a revised mission
and vision, four strategic focus
areas, and a list of core values and
approaches that guide our work.

MISSION AND VISION
The National Afterschool Association is the professional membership association for people who work with and on behalf of
youth during out-of-school time. NAA fosters positive youth outcomes by supporting, developing, and advocating for afterschool
professionals and leaders. As a national association, we deploy our mission through people-centered programs and partnerships,
building equity, access, and connections to create a strong, valued profession that benefits kids, families, and communities.

STR ATEGIC FOCUS AREAS:
Field Leadership - Creating, contributing to, and fostering partnerships that promote policies, professional and program
standards and supports.
Advocacy - Serving as the voice of the profession—building partnerships, policies and programs that recognize, promote,
and support the afterschool profession and its professionals.
Professional Development - Fostering partnerships, policies and programs that support the development of people
who work to provide high-quality afterschool opportunities for young people, recognizing and promoting the important
contribution of the afterschool profession and its professionals.
Community - Creating a safe and inclusive community that provides opportunities for sharing, learning and growth.

8
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VALUES AND APPROACHES:
We believe that every young person deserves quality, enriching experiences
afterschool that positively impact their development and help them thrive.
Given research on the importance of staff and leaders in creating quality youth
experiences, NAA supports, develops, and advocates for afterschool professionals
and leaders.
Equity, access, and connections are the through lines across all NAA’s work. Our goals
are achieved by collaborating with NAA members, board, state affiliates, partners, and
other stakeholders through convenings, communications, and capacity building.
In 2020, given the Movement for Black Lives, the rise in hate crimes against
Asian-Americans, immigrants, and members of the transgender community, and
numerous injustices that, while not new, were finally being recognized more broadly.

NA A fosters
positive youth
outcomes by
supporting,
developing,
and advocating
for afterschool
professionals
and leaders.

NAA recommitted to focusing on equity and using an anti-racist lens to guide the
organization.
Also, in 2020 —at the height of the COVID-19 pandemic— Grantmakers for
Education Afterschool & Summer Recovery and Opportunity Fund invited us to
submit a funding proposal. When we saw the RFP, we were excited to see that one
of the priority funding areas was building field capacity by advancing racial equity.
As part of this funding cycle, NAA received funding to revise or develop several
resources that have been on our “wish list” for several years, including:
1. Conducting an equity review and update of the Core Knowledge and
Competencies for Afterschool and Youth Development Professionals.
2. Creating Afterschool’s Guide to Equitable Hiring and Staf f Development
Practices.
3. Organizing national convenings and facilitated conversations with local,
regional, and national organizations to garner commitments to equitable
hiring practices and strategizing increased job quality for the profession.
4. Creating Afterschool’s Guide to Culturally Responsive Practices resource
guide for use by local afterschool providers, intermediaries, and funders.
5. Providing a virtual PD series focused on working toward anti-racism
for state and local intermediary leaders and youth-serving organization
leaders.
Watch for ongoing opportunities to contribute to resource development or review
or participation in the virtual PD or convenings. Please direct any related questions
to Heidi Ham, NAA’s VP of Programs and Strategy at Heidi@naaweb.org.

Heidi Ham is the Vice President of Programs and Strategy for the
National AfterSchool Association.

www.naaweb.org | FALL 2021
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STREN G TH EN I N G PR AC TICE

ADDRESSING RACIAL
EQUITY IN OST THROUGH
COMMUNITY-BASED COHORTS
BY TOZYEA REED

M

Mentioning 2020 undoubtedly elicits feelings of anxiety

in most. As a collective, we grappled with the COVID-19
pandemic, financial insecurity, shortages of necessities
and, as a country, faced our abhorrent history of racial
inequity. However, in our trials is where we often build
the bridge between community and innovation. This holds
true, particularly in the out-of-school time space. We saw
many programs shift quickly to fill food insecurity needs
and provide online programming, in addition to making the
conversation of racial equity a priority for all staff levels.
At Dallas Afterschool, the importance of addressing racial
equity has been a mission-driven priority for some time.
However, after the unrest we witnessed in our community
following the death of Mr. George Floyd, we believed it was
time to take a deeper approach to our work with partner
organizations on racial equity. In response, we began the
Racial Reconciliation in Out-of-School Time Cohort.
The interactive cohort engaged 23 participants from seven
organizations to explore racial equity discourse in an effort
to highlight and dismantle systemic inequalities within
our field. The monthly sessions deepened participants’
understanding of racial equity through preliminary work and
collaboration to support all participating organizations in
creating pacts or action plans for their organization to move
forward in racial equity.
When designing the cohort, we were intentional about
who was invited to participate in the experience. We know
organizations that prioritize diversity, equity and inclusion,
in general, see lower turnover rates and have employees
who report a sense of belonging within their organizations.
According to a 2021 diversity report by Nonprofit HR,
only 31% of nonprofit organizations have a formal diversity
strategy. Having the perspective of employees from all levels
is important to move the conversation of equity forward,
which is why we asked all participating organizations to
include a representative from their frontline, administrative

10
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and leadership teams. We found that different perspectives
allowed for new discoveries, provided insight into the
nuances in creating change and highlighted important

professional development for staff in their pacts. Other

barriers in communication.

insights from the organizations’ pacts included the need to

With the help of speakers from community organizations

create opportunities for frontline staff to communicate needs

like the Child Poverty Action Lab and resources like

around equity to industry leaders, as well as the need to

the Community Resource Index, we were able to dive

continue to hold space for tough conversations.

into topics such as program norms and culture, inclusive

To support and empower partners to complete the task

curriculum and how to create it, hiring, creating leadership

laid out in their pacts, Dallas Afterschool provided partners

opportunities and how to facilitate lasting change within an

with the opportunity to submit proposals for a grant. We

organization. We often find that some of the most insightful

plan to check in with partners on their pact deliverables and

revelations come from our partners themselves. While we

continue to provide support and resources as needed.

worked very hard to include content that would inform

Through the inaugural cohort experience, we were able

participants of new practices, we also created the space for

to create a space where partners could learn and take action

partners to share their own experience and expertise through

to create equity in their communities. Although systems of

conversation and online discussion boards. Many of our

inequity can rarely be dismantled overnight, ripples of change

partners were already doing great work around racial equity

can already be seen across the OST community at large.

in their programs, such as staff professional development,

As for Dallas Afterschool, we plan to go into the second

inclusive hiring practices, and were working to create more

year of our cohort with a new group of organizations.

equitable programs. One of the greatest resources that came

This time, we plan to open up some of the training and

out of the cohort was a community of professionals aligned

conversation to partners not actively in the cohort to ensure

in their passion for creating equity in their communities.

those who are not quite ready to commit to a cohort can still

In the final cohort meeting, participants presented

learn and grow. In order to continue the conversation with

their pacts to the cohort. Among many issues, partners

the previous Racial Reconciliation in OST alumni, we’ll

highlighted plans to further operationalize hiring practices,

meet to discuss progress and setbacks while engaging in

optimize community relationships, desegregate data to

professional development.

uncover root cause inequities and standardize racial equity

We believe through this work we can help create
sustainable, equitable and community-focused solutions to
issues rooted in racial equity across the OST field.

Tozyea Reed is the Director of Community and Partner Resources for
Dallas Afterschool and is an NA A Ambassador member.

www.naaweb.org | FALL 2021
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PRO FESSI O N A L D E V ELO PM ENT

INVESTING IN MEANINGFUL,
RESEARCH-BASED STAFF
DEVELOPMENT

BY BR ANDIS STOCKMAN

I

It is well-researched in the out-of-school time field that

12

Despite these challenges, the OST field has advanced

high-quality program outcomes are directly tied to the

significantly over the past 20 years. They’re now recognized

quality of OST program staff. However, being able to

for their role in supporting youth in developing healthy

provide comprehensive and ongoing training in the OST

social and emotional skills; providing college and career

field is an immense challenge for many organizations,

readiness training; and preventing suicide, gang involvement

given the unique composition of the workforce. OST

and substance abuse, in addition to demonstrating

programs often consist of many part-time staff working in a

many other positive outcomes. With this recognition,

challenging setting while receiving low wages, resulting in

expectations for OST staff have continued to rise. However,

high turnover, which impacts program quality.

these increased expectations have not necessarily been

FALL 2021 | www.naaweb.org

accompanied by research-informed formal training
opportunities, and it’s up to organizations to fill this gap.
But how can organizations develop and retain high-quality
staff while facing so many obstacles? According to NAA,
programs often expect staff to excel at the most difficult
parts of educating without having anywhere near enough

While developing and
incorporating new policies may
take an initial investment of time
and energy, the benefits of a
strategic big-picture approach can
be significant and long-lasting.

resources for educators. The key to developing high-quality
OST staff lies in the implementation of a high-quality,
intentional overall training strategy.
Many of the trainings currently available for OST staff
revolve around one-off workshops or conferences. While
this approach to staff training has many benefits, a large
number of OST staff may not have access to such trainings
for various reasons, like the limited number of hours they
work each week. OST staff also face additional barriers to
accessing this type of training, including lack of funding,
geographical distance and unreliable access to technology.
Organizations may also find it challenging to justify the
expense of conferences or trainers if such trainings don’t
demonstrate a long-term increase in staff skills.
OST programs must utilize comprehensive training
systems, tailored to address the needs of such a diverse,
unique workforce. While one-time trainings can play a role
in such systems, OST program leadership must break free of
the mold of traditional training systems in order to increase
staff skills, satisfaction and retention. Staff training must
go a step further than one-time workshops and implement
ongoing strategies, including active guidance and targeted
feedback from supervisors.
In general, best practices in OST staff training have
been found to include ongoing opportunities for staff to
practice and ref lect on their skills, regular monitoring and
support, and general ongoing supervision to build and
maintain skills over the long term. These elements can

easily be incorporated into OST staff supervision through
utilizing coaching strategies, providing immediate feedback
and creating a learning culture among staff teams through
facilitated discussions.
Once a training system is developed, resources from
within organizations can be developed and utilized. Site
coordinators, managers and supervisors can be trained in
facilitating learning discussions and in the crucial areas of
mentoring and coaching techniques in order to have the most
effective results.
Compensation could be attached by promoting staff into
the above roles, or these supervisory strategies could be
incorporated into existing job descriptions. For example,
ongoing training and coaching strategies could be woven
into regular site meetings. A concept could be introduced, a
discussion could be facilitated and staff could be instructed
to focus on that particular concept over a set period of time.
Supervisory staff could then conduct observations and share
feedback in order to encourage staff growth in that particular
skill area. At the end of the set time period, staff could
reconvene as a team and discuss how things went, what they
learned and learn from each other’s experiences.
While developing and incorporating new policies may
take an initial investment of time and energy, the benefits
of a strategic big-picture approach can be significant and
long-lasting. Investing in meaningful, research-based staff
development is an obvious path to increasing program
quality, staff retention and improving youth outcomes.

Brandis Stockman, Executive Director of OST Training That “Sticks” (www.osttraining.com), and Deputy
Director with Promise South Salt Lake, has over 20 years of experience working in OST programs. She is also an
NAA Executive member and a National Afterschool Matters Fellow. Brandis believes strongly that the greatest
asset of any organization is a strong staff team, and she has made this a focus of her work in the OST field.

www.naaweb.org | FALL 2021
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PRO G R A M PRO FI LE

STRENGTHENING THE
CHILDREN AND
YOUTH CAREGIVING
WORKFORCE
Ideas for
Government
Action
BY SAR AH SUYDAM

A

A new brief authored by Mathematica is offering insight into what the field itself

says the federal government could be doing to better support the children and youth
caregiving workforce, which includes professionals who work in out-of-school-time
programs serving school-age children and youth. Because we know that quality
programming can ultimately lead to better outcomes for the youth in those programs,
it’s vital the federal government prioritizes setting an agenda—in addition to
implementing strong strategies—which support the workforce providing these services.
Strengthening the Children and Youth Caregiving Workforce examines an early 2021
effort by the Office of the Assistant Secretary for Planning and Evaluation (ASPE) at
the U.S. Department of Health and Human Services (HHS) to engage with experts and
other stakeholders to identify these actions and questions to ask federal and non-federal
participants in a future virtual convening. ASPE says the goal of the convening is, “to
gain insight and foster creative dialogue among leaders and practitioners about the role
the federal government could play to strengthen and support the children and youth
caregiving workforce.”
To identify these actions and questions, interviews were conducted with key informants
who have practical and policy expertise in workforce development, including NAA staff,
board members and other experts specifically well-versed in OST programming. Though
informants weren’t specifically asked about the COVID-19 pandemic, it was a clear and
present challenge that interviewers found to be present in many of their conversations, in
addition to some other common overlapping themes and challenges:

14
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» Low wages and compensation, which disproportionately af fects people of color.
» Inaccurate workforce data.
» Lack of access to professional development, career paths, and mentorship and
coaching opportunities.
» Lack of clarity about core competencies.
» Dif f iculties with recruiting and training.
Mental health was also noted when asked about well-being of staff, with some
informants sharing challenges like psychological distress, feeling undervalued, and
needing additional support and training regarding social-emotional well-being. It’s
important to note some informants also shared the point that program staff can also be
exposed to the same stressful conditions as children and youth in their care.
Some strategies born out of determining these challenges include providing leadership
opportunities for emerging leaders of color; implementing policies that invest in
supporting the mental health of professionals and increase the use of program funds for
staff wages; establishing requirements and guidelines for professional development and
credentialing; and establishing career lattices and professional pathways.
As a result of identifying these challenges and strategies, several questions were
then created for future consideration to hopefully advance the dialogue between those
working in the OST field and the federal government.
View the questions and the brief in its entirety at bit.ly/2V6k0HJ.
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ISSU E

DEFINING
JOB QUALITY
EDITED BY SAR AH SUYDAM

T

Though we can all agree job quality is critically important for those working in the

out-of-school time profession, the definition of what job quality is and how it’s actually
achieved in the field can vary. To get some frontline perspective on what job quality
means, we asked some NAA members for their response to the questions below:
HOW WOULD YOU DEFINE JOB QUALIT Y FOR AFTERSCHOOL
OR YOUTH DEVELOPMENT PROFESSIONALS?
WHAT DO (OR SHOULD) JOBS PROVIDE FOR STAFF TO
ENCOUR AGE PEOPLE TO JOIN AND STAY IN THE PROFESSION?

KELSEY NEFF
Consultant and Trainer
By Design Consulting

Most people don’t grow up thinking
they’ll work in afterschool, but those

recess supervision or instructional

who do, knew that we wanted to make

aide positions creates more hours.

An inclusive approach is showing

a difference in our community and

Comprehensive training and leadership

appreciation in a variety of ways

the world. If offered a workplace that

development assures everyone feels

and getting to know your team as

supports needs and provides career

competent in performing their job

individuals.

pathways, world changers can find a

duties, preventing another reason for

home in afterschool.

turnover.

To retain quality employees,
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administrators to offer school day

Providing resources for

Lastly, because of their passion
and desire to serve, afterschool
professionals work themselves to the

start with addressing problem areas

childcare, student loan forgiveness,

bone and don’t self-advocate for their

by getting feedback from your

healthcare, etc. communicates an

own needs. Setting an example for

team. Exit interviews are great

acknowledgement of outside needs.

balancing your work and personal life

for identifying causes of turnover.

Offering appreciation events can boost

shows your team that self-care is a

Salary is a major concern, so having

morale but people feel appreciated

practice you prioritize. Giving yourself

a transparent salary scale that

differently. Social gatherings,

the permission to have a social life and

is equitable assures everyone is

especially if they’re required, may

make time for family sets the tone for

aware of the budget. Working with

create more stress for introverts.

your team to do the same.
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"An inclusive approach is showing
appreciation in a variety of ways and getting
to know your team as individuals."

Job quality is continuing to develop, so
we’re beginning to see afterschool programs
become a larger focal point for schools to
provide additional opportunities to youth,
especially in low-income areas.
As the job field grows, there needs to
be development within districts to retain
high-quality people. Where some jobs
are only part-time, you’re going to get
part-time workers. If you want to attract

DWAYNE
HENRY JR.
Site Coordinator 21st
Centur y S.L.A .M.
Program

good candidates—retired teachers, young
professionals, etc.—you must be able
to offer them benefit packages and fulltime jobs. Because the work really isn’t
only done afterschool—it also takes work
during the day to connect school and
afterschool. We have to continue to evolve

East Dover Elementar y

and develop these packages for staff to be

School

able to want to work these jobs, because
we’re at a point right now where we don’t
have the resources or the development to
continue to grow these programs. The
schools, community members and parents
do see the value of them, but the staff
themselves are forgotten about.
This is my first real job, and it was seen
as just a part-time job, for 29 hours a week.
But as I’ve grown and developed over the
past couple years, there’s been more buy-in
from the school. They realize that I come in
at 10 or 11 a.m. They know I’m interested,
take these kids on field trips, and give these
kids a lot of opportunities. Imagine what I
could do if I worked every day and was here
from 8 - 6! Afterschool professionals should
not have to donate their time.
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SPECI A L REP O RT

THE STORIES THAT SHAPE US

M

BY SAR AH SUYDAM

Much like no afterschool story is the same, the career paths and journeys of those serving youth
in the afterschool profession also vary and are informed by a wide breadth of personal experiences
that have ultimately shaped us. Recently, NAA asked its membership to share how they came to be
in the field, why they’re passionate about what they do, and how NAA supports their daily efforts
in serving youth. These are three of those stories.

Chief Empowering Officer and Founder | Empowered Flower Girl | Royal Oak, Michigan

R ASHEDA K AMARIA WILLIAMS is an advocate and enthusiast for afterschool programming because
of the benefits it provided in her youth.
“I grew up in a lower income neighborhood and there were limited activities for us but the 4-H Club
provided enriching activities during the school year and summer,” she said. “I absolutely loved it. I was
teased and bullied growing up and often felt excluded. But my afterschool experience helped me to grow
and introduced me to others who experienced similar challenges.”
Kamaria Williams was inspired to pursue a career in the afterschool field after her experiences as a mentor.
“I mentored girls ages 5-17 over the course of nearly a decade,” Kamaria Williams explained, noting a few of the girls
were experiencing social and emotional challenges and needed help. “I wanted to do something to support them and
other young people who found themselves feeling alone, excluded or unsure of themselves. I launched my company in
2010 and have been providing afterschool and in-school programming since then for youth, educators and parents.”
Kamaria Williams believes that when young people have positive adult role models and others who
support them, they can reach their full potential.
“NAA has helped Empowered Flower Girl connect with amazing organizations that work to empower
students as well as the adults who serve them,” she said. “I’ve been an Advocate member for just under a
year and find the network of support to be great. NAA offers some amazing trainings and opportunities
to connect with potential program participants and stakeholders.”
CEO-President and Co-Founder | Higher Ground, A Resource Center | Tucson, Arizona

JANSEN A Z ARIAS -SUZUMOTO believes the best way for him to grow and heal is to serve others and
facilitate their growth and healing through love and sharing the character it takes. Azarias-Suzumoto
was born in the Philippines in 1987 and lived there for 18 years in destitute poverty.
“Around five years old, my aff luent father came for me and my mom, which allowed us to live in a
gated community in a two-story house with marble f loors and a yard landscaped like it was a jungle
resort,” Azarias-Suzumoto recalled. “For the next decade, my mother and I were prisoners in our house
and gated community. We were never hungry, and my father taught me to play ball, martial arts and
other things. However, at the same time, my father was abusive, verbally belittled us constantly, and
filtered all our interactions with the outside world. In addition to the physical, verbal, emotional and
other types of abuse, my father made sure that we were dependent on him.”
Azarias-Suzumoto didn’t know his life wasn’t normal until he was punished for inviting a friend inside
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their home in high school. Eventually, he was able to escape to the U.S., but suffered from nightmares,
guilt and other emotions. Meeting his wife and son changed his life. He began tutoring his son and his
friends and noticed they all had one thing in common.
“They all had stories of trauma: divorced parents, single moms, incarcerated family members, family members
involved in gangs, drug or alcohol abuse in their household, daily struggles associated with poverty, abusive home
lives ... to name only a few,” Azarias-Suzumoto said. “I was around young people who found themselves feeling
defeated in life while living in a country that’s considered the promised land. By age 20, I encountered God, found
my calling in life, realizing that everything I experienced and the continued growth I still need is the fuel that will
allow me to be a better human being. This is how the story of Higher Ground began.”
Azarias-Suzumoto credits NAA with providing him more exposure to the afterschool community, top-notch
professional development opportunities, and a platform to express his thoughts and voice to a greater audience.
“By continually engaging with NAA, I feel supported and realize that there are many of us equally
passionate in this field,” said Azarias-Suzumoto, who was recognized as a 2017 NAA Next Gen. “Through
that award, I was able to slowly embrace the idea that I could potentially help lead my community through
system wide shifts in youth development. The award became a turning point in my confidence as a leader.”
Director | Division of Youth Opportunities | Worcester, Massachusetts

R AQUEL CASTRO - COR A ZZINI says it took a large village to raise her as a teen mom to twin girls.
“Afterschool programs made sure I was connected and gave me access to resources my immigrant
parents didn’t know about,” she said. “I want to make sure all the kids in my city have equitable access to
opportunities that perhaps their families can’t provide.”
Castro-Corazzini was part of a Future Teachers program in high school, which gave her the belief she
could be a good educator one day.
“I’m the first to go to college in my family, so this was a big deal,” said Castro-Corazzini, who got a job
at an afterschool program while in college to gain some experience. “I was 19 years old and working in a
middle school in one of the poorest communities in the city. The school was falling apart to the point that our
afterschool program was not licensed to use some of the spaces that the kids used during the school day.”
Being the only Latinx and Spanish-speaking person on her team, Castro-Corazzini felt out of place with her
colleagues and struggled with imposter syndrome. It took a feisty young girl named Angelica to change her perspective.
“Angelica had an ‘attitude for days’ but warmed right up to me,” Castro-Corazzini said. “I saw so much of myself
in her that I had to reflect on what I would say to my 13-year-old self about what was possible for me to achieve.”
She fell in love with the individual time she could offer young people.
“I loved the f lexibility the afterschool environment gave me to switch the day’s plan to meet the needs
of the group I was working with,” Castro-Corazzini explained. “I was able to teach in an environment
that was led by the needs of the youth and not a standardized test. I loved that I could meet families at
pick-up, and that some of them were children of high school friends and people I grew up with. It gave
me a connection and love for my community I’d never felt before.”
Castro-Corazzini says NAA has inspired events and offered resources that have led to the creation of
strong campaigns that were eventually adopted city-wide.
“My team starts planning for the appreciation week months in advance with intention and care,” she said. “It has
become a movement in our community that centers around the providers of out-of-school time. This is a shift in the way
we tell the story of the importance of OST—it tells the story from those who are providing the service firsthand.”
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PRO M ISI N G PR AC TICE

USING AFTERSCHOOL
YOUTH ADVISORY COUNCILS
TO CREATE EQUITABLE
OPPORTUNITIES FOR STUDENTS
BY JASMINE CASTLEBERRY

Because youth have so much
inf luence, what a misfortune it would
be if they weren’t given the space to
maximize their potential. Their role
needs to be more prominent in our
afterschool programs so they can
develop the skills needed to make a
difference. Yes, kids can save the world.
And it can start in your program.
Our current social climate has
created division and dissonance, and
Photo by Allison Shelley
for EDUimages

K

afterschool programs should create
spaces for students to process and act.
Images of gun violence and civil unrest,
and conversations around movements

Kids are super-powerful.

afterschool professionals and educators,

like Black Lives Matter, occur in their

I’m sure many of you can count the

we are considered superheroes, then

peer groups more than we know. Even

number of times you’ve been inspired

children just might be our proteges.

our youngest students are aware, but

by a third grader who mastered the

Like the Robin to our Batman, young

adults oftentimes think they're too

art of peer mediation, or a group of

people can be the superheroes they

young to be brought into the fold.

tenth graders who expertly executed a

were born to be—when given the

program-wide canned food drive. If, as

opportunity and platform.

20

FALL 2021 | www.naaweb.org

With young people being so
impressionable, it’s important that

afterschool programs create formal

the students while nurturing their

opportunities for students to formulate

leadership talents.

their own fact-based conclusions and

Youth councils celebrate each

address issues directly affecting them.

member’s potential and represent

If youth have questions, ideas and can

those who may have otherwise felt

create action, then our role becomes

underrepresented. All students—

helping them organize their thoughts

regardless of race, gender or

and activate. The most straightforward

background—are witnessing the same

way to do this? Through the creation and

social discord and harmony unfold in

guidance of a Youth Advisory Council.

front of their eyes. I once heard a saying:
“We all may experience the same

One of the simplest ways to create
equitable education and dialogue

emotions, but we all experience them

among youth is to establish an

differently.”

inclusive environment where they’re

Councils also offer students the

able to share the free exchange of

opportunity to express their own

thought. Youth Advisory Councils

personal understanding of the world

serve to equalize opportunity by

and hear others’ perspectives. Then,

bringing students of all backgrounds,

if there are missed opportunities for

skills and abilities together to discuss

equitable solutions, they can plan and

issues that matter to them. Through

do something about it.

the council, youth can participate in

As afterschool professionals, we

a variety of projects and community

should serve as a guide to help youth

initiatives. Inclusion, fairness,

organize their thoughts into plans and

representation and equity are all pillars

plans into action. We can do this by

of a healthy working council and

empowering their voice and providing

should be present in every afterschool

coaching where needed. Kids come to

leadership program.

afterschool programs often as a retreat

Under the guidance of an adult

from a stressful school and home life,

mentor who facilitates (not instructs),

and to interact with positive adult

these youth-centric and youth-led

mentors they can trust.

groups allow students to form strong

Simply put: They need us.

connections within their schools and

Even simpler: The world needs them.

communities. Students use voice

It’s imperative we serve students in

and choice to choose their desired

the manner we think is best, but also in

topic to discuss, create outcomes and

the manner which helps put their plans

deliverables, and contribute in ways

into meaningful action.

“ We all may
experience
the same
emotions,
but we all
experience
them
differently.”

meaningful to them. Youth Advisory
Councils ultimately leave power to
create and process in the hands of

Jasmine Castleberry is a Project Director with the Harris County Department of Education in Houston, Texas.
She is a proud member of NAA’s Professional Learning Community for Emerging Leaders of Color and is an
NAA Executive member.
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TO O LS YO U C A N USE / LO O K FO R N EW TO O LS CO M I N G S O O N !

CORE KNOWLEDGE, SKILLS AND
COMPETENCIES FOR AFTERSCHOOL
AND YOUTH DEVELOPMENT
PROFESSIONALS VERSION THREE
NAA will release a revised version of the NA A Core Knowledge and Competencies for Afterschool
and Youth Development Professionals in September of 2021. The current version of the framework—
adopted initially in 2011—was informed by research and recommendations from the National

Core Know
ledge
and C O M P E
for Afterschool

TENCIES

and Youth Dev

Institute on Out-of-School Time and other leaders in the OST field.
In early 2021, NAA embarked on an equity review and update of the framework, conducted in partnership with an equityfocused consulting group, Change Impact, and enhanced by a diverse panel of field practitioners, intermediary representatives,
funders and program leaders. The 2021 update, retitled Core Knowledge, Skills and Competencies for Afterschool and Youth
Development Professionals Version Three (CKSCs) will ref lect updated research and best practices specific to diversity, equity,
inclusion, anti-racism and culturally responsive practices.

AFTERSCHOOL'S GUIDE TO CULTURALLY
RESPONSIVE PRACTICES
Afterschool programs serve a mutual purpose of serving kids, families, schools, and communities. What makes them so
unique among each other are the individual program missions, the communities in which they operate, and the youth who
participate. Afterschool's Guide to Culturally Responsive Practices will help define and create an understanding of culturally
responsive practices and provide strategies for respecting, welcoming, and integrating youth's culture, strengths and assets.

AFTERSCHOOL’S GUIDE TO EQUITABLE HIRING
AND STAFF DEVELOPMENT PRACTICES
There is a broader need for a comprehensive overhaul of job quality in our sector, from rethinking compensation to making
benefits more accessible to creating clear opportunities for advancement. The afterschool and youth development sector can be a
leader in bringing equity to hiring and workplace practices.
Afterschool’s Guide to Equitable Hiring and Staff Development Practices is the first step in providing practical strategies for
equitable hiring and staff development to close the diversity gap and create more inclusive workplaces for people of all identities
in the afterschool and youth development fields. The guide includes three categories:
1. Recruitment and Hiring.
2. Onboarding and Professional Development.
3. Performance Reviews and Feedback.
Each section includes best practices, guiding questions to support policy and
practice changes, and low-cost and free tools, templates and training resources.

Creation of these tools was
supported by funding from
Grantmakers for Education
Afterschool & Summer Recovery
and Opportunity Fund.
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SUSTA I N A BI LIT Y

SETTING OUR FUTURE
WORKFORCE UP FOR
SUCCESS TODAY

BY TOM HAGGARD

A

According to a 2018 report from the Kentucky Chamber

with summer learning programs, provide essential services

of Commerce, more than half of Kentucky employers are

that complement the work of schools so students are ready to

struggling to find workers with skills they need. With an

face the future with confidence.

increasingly globalized economy, businesses are often no

According to a 2020 report from the Kentucky Out of

longer bound by geography and can gravitate to locations

School Alliance, afterschool and summer learning programs

with educated and skilled workforces ready to start on

in Kentucky provide an average of 830 hours of academic

day one. The COVID-19 pandemic has only accelerated

support and enrichment per child annually. This vital time

this movement. States are struggling to align education,

can be spent addressing many shortcomings in our current

workforce development and business partners in order

workforce preparation systems:

to create more seamless transitions to ensure the future
workforce is prepared.
One sector too often overlooked is afterschool, which along
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•

Lower than average scores in academic proficiency,
including benchmarks such as kindergarten
readiness, third grade reading and eight grade math.

•

Persistent achievement gaps among historically
underserved student populations.

•

Work-based learning programs that can only engage
a small percentage of high school students.

•

Workers without a high school diploma or GED.

•

Higher rates of incarceration and poor health.

Luckily, afterschool and summer learning programs are

“The students in the program
earned an average cumulative GPA
of 3.8. In addition, 100% of the
student mentees received academic
scholarships to college.”

stepping up. Organizations that have provided consistent
learning opportunities outside of school are implementing
creative solutions to our complicated workforce issues.
Covington Partners is a youth-serving organization that
provides a wide array of support services for students in
grades K-12 in Covington, Kentucky. In 2019, the group saw

strengthen their critical thinking, problem solving, and
persistence/perseverance skills, as well as introducing youth
to STEM career possibilities.
The growing need for youth to be able to develop

a need to help fill the talent pipeline in their community and

important workforce skills led to a unique and fun

piloted their “Work-Based Mentoring” program. Working

opportunity to implement creative skill building

with the Saylers Group, a diversified investment company

opportunities. Through a partnership with the Greater

holding assets in real estate, retail, entertainment, apparel

Cincinnati STEM Collaborative (GCSC), Brighton Center

catalog and event receptions, students were matched with

has offered a STEM Bicycle Club to youth since 2016 and is

employees based on their career interests. Covington

the only nonprofit/community-based club site. Each week

Partners provided staff support as well as guidance for

students make micro adjustments to, and reverse engineer,

monthly visits between the students and employees that

a new bicycle they keep at the end of the 10-week program.

occurred both at school and in the workplace.

Youth and mentors are celebrated during a regional event at

“The students in the program earned an average

the University of Cincinnati.

cumulative GPA of 3.8. In addition, 100% of the student

Brighton Center has partnered with General Electric,

mentees received academic scholarships to college,” said

Cummins Filtration and community members to serve as

Executive Director, Stacie Strotman. “Salyers Group was

mentors to youth, allowing connections to real world STEM

a wonderful partner, and they were able to hire two of the

professionals and positive adults. Since 2016, over 70 youth

students at the conclusion of the pilot.”

have completed the STEM Program and also return as peer

While the COVID-19 pandemic caused an interruption

mentors. Opportunities such as this empowers youth—who

in 2020, Covington Partners is currently collaborating with

often do not receive these opportunities—and encourages

the Covington Business Council and the City of Covington

them to believe they can accomplish great things, now and in

to expand the program to more businesses for the upcoming

adulthood.
Over 1,500 afterschool and summer learning programs

school year.
“This work-based mentoring program will make it easy for

across Kentucky are providing f lexible learning

businesses to meet, teach and eventually hire interested and

environments and have a proven track record for combining

motivated students,” said Pat Frew, Executive Director of

enrichment, academics and real-world experiences. With

the Covington Business Council.

80% of students’ time spent learning outside of school, it’s

In Newport, Brighton Center’s Youth Leadership

past time to use the expanded learning opportunities made

Development (YLD) program—which has been in operation

possible by afterschool and summer learning programs to

for over 20 years—is also focused on helping youth to

address our nation’s skills gap and prepare our emerging
workforce for the changing economy.

Tom Haggard is the Director of the Kentucky Out-of-School Alliance,
an NAA State Affiliate, and NAA Executive member.
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A DVA NCI N G TH E PRO FESSI O N

EXAMINING THE
WORKFORCE
DEVELOPMENT AND
CAREER EXPLORATION
IN PARKS AND
RECREATION
BY SAR AH
SUYDAM

M

Millions of people every day all around the country benefit from parks and recreation

programs and the work of the field’s professionals. This fact reinforces the need for a
workforce that’s not only equipped to meet the unique challenges of each town and city, but
also be diverse in order to ref lect the communities they serve.
Workforce Development and Career Exploration in Parks and Recreation is a recent report

from the National Recreation and Park Association (NRPA) that seeks to offer a deeper
understanding of the current state of workforce development and career exploration programs
at park and recreation agencies. To gain this insight, NRPA issued a 13-question survey to
park and recreation leaders in December 2020 which asked about workforce development and
career exploration programs, focusing on the nature of these programs, agency partners and
the challenges of recruiting and cultivating a diverse workforce.
STRUCTURE AND GOALS
The report found that one in three park and recreation departments currently offer a workforce
development or career exploration program targeted to teenagers, young adults and other people
entering the labor force for the first time. In addition, one in five park and recreation leaders look
to establish workforce development programs at their agencies within the next two years.
Because career possibilities within the parks and recreation field abound, many workforce
development and career exploration programs cover a wide variety of offerings. The report
found the most common to be: recreation programming and youth leadership; public safety,
including lifeguards and park rangers; and community engagement.
It’s important to note, however, that not all workforce development programs are the
same. While some programs focus on developing current agency staff, the report indicates
that others aim to bring new people into the fold who could consider a career in the field
as a viable option. 57% of survey respondents said the key goal of their agencies’ workforce
development program is to develop future professionals and leaders.
Even for those youth and adults who don’t end up staying in the field, these workforce
development and career exploration program offerings can help prepare them for the future
by fostering skills like self-efficacy and confidence, in addition to youth foundational skills
such as communications and financial literacy.
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PARTNERSHIPS
As many have learned during the COVID-19 pandemic, partnerships with other
community organizations and departments are absolutely key. In fact, nearly nine in ten
park and recreation agencies with a workforce development or career exploration program
collaborate with a partner. According to the report, park and recreation agencies are most
likely to partner with nonprofit organizations in their workforce development and career
exploration programs, with youth-focused nonprofits leading the way.
The report emphasizes how partners are critical collaborators for recruiting program
participants and providing job opportunities; assist in the development of training and
mentoring resources; and provide essential financial and logistic support for these programs
(marketing and awareness, financial and logistical support, and fundraising activities).

...
Partners
are critical
collaborators
for recruiting
program
participants and
providing job
opportunities;
assist in the
development
of training and
mentoring
resources; and
provide essential
financial and
logistic support
for these
programs.

CHALLENGES
It comes as no surprise that the pandemic has certainly had wide and lasting ripple effects
on the field and how we’re able to move forward efficiently.
Successfully cultivating a diverse workforce is a difficulty most park and recreation
agencies face, in addition to stressors related to the pandemic. The report indicates that
many park and recreation agencies’ budgets have been greatly minimized on top of already
having limited resources, which in turn hinders efforts to bring a more diverse workforce
to the forefront. Due to lack of funding, top challenges for these agencies include hiring
full-time staff from the development program; hiring staff to manage the program; and
adequately paying youth in their workforce development programs.
Ultimately, the report found something many in the field already know: Workforce
development and career exploration programs play a vital role in connecting youth and
young adults to the possibilities of a rewarding park and recreation career, help build selfconfidence and provide valuable work experience no matter their path. Now, if we want to
attract the next generation of workers, must activate efforts to nurture and expand these
programs, in addition to securing sustainable funding to make an innovative and equitable
future for parks and recreation a reality.
View the report in its entirety at https://bit.ly/3hQiQc6.
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TRU E STO RY

THE JOURNEY TO
AFTERSCHOOL

Photo: Ladies of Distinction
Mentees at Debut Ceremony

BY SHERONDA WIT TER FLEMING, Ph.D.

A

As a child, I was often asked what

curriculum for middle school girls. That

I aspired to be when I grew up. My

fall, the Ladies of Distinction Mentoring

response tended to vary between a

Program was established. Weekly, a

pediatrician and an obstetrician.

team of my peers, fellow college students

As a college freshman, I attended

and I, visited the local middle school

Furman University on the pre-

to mentor a group of amazing girls. At

medicine track to pursue my

that time, I thought that as mentors, we

childhood dreams. At that time,

were making a difference in the lives of

Furman had a focus on engaged

the girls in the program. In hindsight, I

learning, which resulted in many

realize the impact was mutual, as they

students devoting time outside of class

were also helping each of us to realize

to volunteerism and service learning.

our own passion and purpose.

After reviewing available options, I

Photo: Ladies of
Distinction Mentees

Photo: Ladies of Distinction
Mentors and Mentees

Like my personal story highlights,

decided to become a big sister with Big

the journey to afterschool for most

about the journey to afterschool

Brothers Big Sisters. My time with my

professionals serving youth during

that answers the question of “how”

little sister was a spark that resulted

out-of-school time is not a direct path.

and serves as the common thread

in a greater interest in additional

When asked as children what we

connecting us all, regardless of our

aspired to be when we grew up, it’s rare

age, gender, ethnicity or geographical

At the end of the semester, I visited

for us to have aspirations to serve in

location. For many of us, the answer

the agency on campus to determine what

this field. With ambitions to pursue

to the question of “why” is centered

additional opportunities existed and

careers in other fields like medicine,

on our unwavering commitment to the

learned one of the local middle schools

STEM, politics or the arts, many of

youth, families and communities that

contacted the university seeking college

us had an enlightening experience

we serve. Even in the midst of a global

students who could mentor their girls.

while serving youth in a volunteer or

pandemic, we’ve remained steadfast and
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Sheronda Fleming, Ph.D. is the Director for North Carolina Center
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for Afterschool Programs and is an NAA Executive member.

EXECUTIVE MEMBERSHIP WITH NAA

USE IT TO ELEVATE
YOUR CAREER!
SUPPORT YOUR PROFESSIONAL DEVELOPMENT, STRENGTHEN
YOUR TEAM AND INCREASE COMMUNITY CONNECTIONS.
Join to take advantage of these Executive member-only benefits.
Guides with facilitator instructions for Connection & Reflection Activities

eBooks like "A Site Leader's Guide to Healing Centered and
Trauma Sensitive Practices" with supplemental live, virtual PD

Facebook Group on Reopening

Professional Learning Communities

Join today! NAAWEB.ORG/MEMBERSHIP

HELP US SUPPORT ADVOCACY
Already a member? Update your member profile data
to help NAA advocate for you. NAAWEB.ORG/MEMBER-LOGIN
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