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Six Ways to Validate People 
 

What Validation Is: 
1) Allows a person to feel that they are “seen” or “heard” 
2) Communicates that a person’s thoughts, feelings actions, positions are understandable  
3) Makes a person “right” about what they are “right” about! (Affirming). 

 
What Validation Is Not: 

1) Agreement about another person’s behavior or stance or thinking 
2) Approval or endorsement 
3) Making someone “wrong” (Negating someone) 

 
Six Ways to Validation People and Sample Phrases 

FEELINGS 
“I can see how upset/sad/frustrated you are.” 

“I can see how you would feel that way!” 
“It makes sense you would feel the way you do!” 

“I think a lot of people would feel the way you do.” 
 

EXPERIENCE/SITUATIONS 
“Given what you’ve just been through I don’t blame you for feeling the way you do!” 

“You’ve had a lot on your plate! No wonder you’re exhausted!” 
“Listen, those kids you have are tough! No wonder you’re tired!” 

“This has been a tough day for all of us!” 
 

POSITIVE INTENTIONS 
“I can see what you were trying to do when you kept your campers up late. You were trying to bond with them.” 

“I understand you were just trying to help out. You didn’t mean to get in the way.” 
 

POSITIVE EFFORTS 
“I know you were trying really hard!” 

“You are doing a great job of holding it together!” 
“I admire how hard you have worked at this!” 

“Given the circumstances I’m surprised you don’t feel even more strongly than you do!” 
 

CHARACTER STRENGTHS 
“You are an incredibly generous person!” 

“Being thoughtful of others is who you are!” 
 

OWNING YOUR CONTRIBUTION TO THE PROBLEM 
“I could have been much clearer about what I was looking for!” 

“I need to take ownership of my part of the communication breakdown!” 
“I should have said something sooner!” 

“I could have waited to talk to you about it when there weren’t so many people around.” 
 

Radical Acceptance 
 You don’t have to like what is going on to see/understand what is happening and why. 
 You don’t have to agree or endorse someone else’s behavior, stance or feelings to be able to understand 

where they are coming from or how they arrived at where they did. 
 Putting yourself in someone else’s shoes. 
 Being able to ask about the thinking behind a person’s position or action. 
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The Red Balloon 
Copyright Bob Ditter 2014. All rights reserved. 

Accepting Constructive Feedback 
 

Being open to constructive feedback is a critical to both personal and professional growth and 
development. Many people become defensive when offered constructive criticism, even when it is 
done with care and sensitivity. This resistance is unfortunate because it deprives us of insight that 
can help us improve our performance, our relationships and other areas of our lives. The 
following exercise is designed to show in a highly visual way what it is that gets in the way of 
people being able to accept, tolerate and integrate useful, constructive feedback. It can lead to a 
fruitful discussion about minimizing this universal impediment by raising self-awareness. 
 
Materials: One large (12”) helium quality red latex balloon and three white ones. 
 
Ask for a volunteer. Have that person come in front of your audience. 
Script: “Take this red balloon and hold it in front of you with both hands. Whatever happens in the 
little role-play we are about to perform, do not let go of the balloon!” 
 
Turn to the audience. Script: “I am about to give this counselor a piece of advice intended to 
help him be even more successful with his campers. Let’s watch.”  
 
Turn to your counselor: “Let’s say you are a counselor in my division at camp. You have a 
cabin or group of eight 10 year-old boys. I approach you one morning and say, ‘You are doing a 
great job with your boys. I can see they’re having a blast with you! You also have done what 
seems like a great job of getting to know all of them pretty quickly. I’m impressed! There is one 
thing. I notice you kept them up pretty late last night. I get that you are trying to bond with them, 
and I think that’s great. My only concern is that when they are tired the next morning they are 
grumpy and more irritable. Staying up late may not be so good for them or you over the long haul 
of camp!”  
 
Pause and pick up a white balloon. Say to the audience: “This is a perfectly reasonable piece 
of advice I want to give to the counselor.” Instruct the counselor to use his red balloon to bat 
away your white balloon—your offered piece of advice. 
 
Repeat. You come across the counselor another day and, using the same positive approach, talk 
about how you think he’s doing a great job and that you notice that when going from activity to 
activity he walks with his co-counselor rather than with the kids. Suggest that this time is truly 
valuable and that the casual conversation that can come during these moments with campers can 
be really enhance your connection to them. Like $ in the bank! Again, pick up a white balloon, 
toss it toward the counselor and have him bat it away with his red balloon. 
 
After doing this two or three times, turn to the audience and ask, “What is the red balloon?” 
You will hear many things: Stubbornness. Experience. Pride. 
 
Pride: We all have a red balloon! Some people have too much pride; some, not enough. Pride 
makes us want to do a good job. It is part of us—we are born with it. It helps us strive and 
survive. We need to respect other people’s pride and notice when ours is getting in the way of us 
learning from others. “I see your red balloon is showing!” 
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Summary Points 
Addressing Performance Issues with Staff 

Additional Skills 
 

 Identify and address performance issues early! Camp is short!  Feedback—both positive and 
corrective—should be given as soon as you see the behavior!      
     

 Performance issues (motivation) versus training issues (skill).     
   

 Be a good observer! Focus on behavior. Behavior is anything someone says or does. When you 
give feedback tie it to specific things you’ve seen people do and say.    
       

 Money in the Bank! The least expensive motivational tool you have is to invest in your staff. “My 
supervisor likes me!”          
   

 Get yourself in the right mindset. Identify the few important points you want to make ahead of 
the conversation. Check your emotion and make sure you can keep it in check.  
      

 Script out your main points and the order in which you want to make them. If you “fly by the 
seat of your pants,” you might just lose your britches! Run it by a colleague for feedback first! 
         

 Take some time to JOIN with people first, especially if you have a relationship with them that is 
less well developed. Check in with them in a more general way to see how tings are going from 
their perspective.  (Just how much time you spend on this depends on your relationship, the 
situation and how much time you have).        
    

 When relevant, share your own experience.  Keep it simple and appropriate!   
        

 A useful phrase: “Let me tell you my concern…”     
 Prepare the Ego: “You might not like what I’m about to say…” 

“I want you to be successful here at camp…!”  
 

 Validate!  (And we usually validate first! The “Charity” Piece) 
→feelings 
→experience 
→positive intentions 
→positive efforts 
→take ownership for your part of the problem (if you have one) 
Validating someone’s experience or positive intentions is not the same as agreeing with them or 
condoning their behavior. Validating someone strengthens your position. 

 
 Ask for the behavior you want rather than the behavior you don’t want.  (The brain cannot hear a 

negative without hearing it as a positive!)       
    

 When you give feedback, make it in three parts: 
→stop ∙ start ∙ continue (Jay Frankel & True-to-Life-Training) 

 
 “I used to do that, too, until someone once showed me…”     
 Employ the Jay Frankel “Surprise-o-Meter” when you give feedback during an evaluation.  
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 Ask people to put their non-verbal gestures (like a grunt or shrug of the shoulders or rolling of the 
eyes) into words!    

 Follow up with people!  Making a plan is worthless unless you check to see that it’s working! 
       

 Hook a compliment to a concern. (In other words, try to see the strength or positive quality in a 
skill or attribute that simultaneously has drawbacks. For example, someone who has been at 
camp a long time and knows the ropes, but is also closed off to new ideas or new staff members. 
Someone who is wonderfully energetic, but doesn’t know when to stop. Someone who is very 
capable but isn’t letting their co-counselor establish their own relationship with the campers). 
           

 Can you party with people at night whose performance you are evaluating the next day? 
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The Mayonnaise Jar 

 
 

Publicly acknowledging or thanking others for what they have done, whether 
for us or someone else, is a great lesson to teach children.  The “Mayonnaise 
Jar” does just that. 
 
 
Children assemble in a comfortable meeting place, like on a porch or in a 
gazebo, where everyone fits and feels included.  A leader asks for volunteers to 
stand up when call upon to publicly thank someone for something nice they 
have seen that person do this day or something thoughtful or helpful that 
person has done for them this day.  The first time this exercise is done, the 
leader may want to model what is expected by acknowledging someone him or 
herself.  Children catch on quickly.  Here are some pointers when explaining 
the mayonnaise jar to children; 
 
 

• keep it positive 
 
• mention something that happened today 

 
• mention the person by name 

 
 
When someone is acknowledged (e.g., “I want to than Sally for helping me find 
my baseball glove this morning…”), the group applauds the person being 
acknowledged (e.g., “Sally”), and their name gets written on a piece of paper 
which is then put in a clean jar (thus the name of the exercise).  Every three to 
five days names are drawn from the jar for small prizes (e.g., free canteen, a 
special hike, an extra chance to water ski or participate in some special 
activity and so on). 
 
 
The mayonnaise jar emphasizes the positive and provides a forum for children 
to express their thanks and practice appreciation.  Also, the public recognition 
is probably enough of a reward in itself.  Adding the drawing only reinforces 
the fact that the camp places a value on cooperation, helpfulness and the 
power of positive recognition.  In a culture with complaining and negativism 
about, this is a great way to create a more positive camp culture based on 
gratitude.  



Staff Facilitator for a Day 
DISTRIBUTING RESPONSIBILITY AND OWNERSHIP 

 
Staff Member Who is in Charge for Day: 

● Keeps in mind the big picture for the day. 
● Is thinking/planning 2-3 steps ahead so activities are well-provisioned (materials & supplies) and 

run smoothly.  
● Is not responsible for doing all the daily tasks, but enlists others  (counselors/kids/directors)  to 

help make sure they are done.  
 
Upon Arrival In Morning & Time Leading up to Community Meeting: 

● Check to see that spaces (meeting , games, arts & library) are neat & organized. 
● Write daily agenda on white board. 
● If there is a morning exploration, pull the items (first-aid bag, key rings, wristbands, medication, 

sports equipment, etc) that are needed for trip. 
● Check to see that all Explorers present have nametags on board. 
● Give 5-minute warning to fellow staff for community meeting. 
● Discuss with other staff members any specific role they may have in the the upcoming community 

meeting (such as leading a song, explaining a new project, etc.). 
 
During Community Meeting/Choice or Morning Exploration: 

● Facilitate community meeting (welcome/greeting/names/quick game/agenda…) 
● If facilitator does not lead song, enlists another person (arranged ahead of time) to have song or 

game ready. 
● Explains & answers any questions on what’s happening for day. 
● Facilitates lunch bag packing.  
● Checks in with Amina on snack & lunch; announces menu & protocols to group. 
● Organizes choice, woodworking clean-up. 

 
Post- Lunch/Afternoon Exploration/End of Day: 

● Facilitates lunch clean-up, short choice time (if happening); preps for afternoon exploration 
(change into swimsuits, water, trip bag, equipment…) 

● Facilitates return to basecamp. Lunch bags collected, trash discarded, coolers cleaned. 
● Facilitates community meeting:  shout-outs, reflections, song, announcements, preview of next 

day.   
● Calls staff to debrief.  
● Facilitates staff shout-outs, reflections & warm/cool feedback.  
● Before leaving for day checks to see that space is clean and organized. 
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