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This study was to examine some of the factors related to the fraining of
community 4-H club organizational leaders in the Northeastern Extension Supervisory
District in North Carolina. Returns came from 292 (387) of the 770 community 4-H club
leaders who received questionnaires. Assuming a positive relation between knowledge
level and leadership performance. selection and/or retention of leaders could be
based on the following characteristics: (1) four years or more of experience: @
married people with children in 4-H: (3) former 4-H members: 4) relatively young
(averaging about 41): and (5) previous teacher and/or leadership training experience.
It seems that attention should be paid the following items: (1) key content areas such
as "how to teach boys and girls"-and "how to organize 4-H clubs™ should receive
attention since leaders felt least competent in these areas: (2) the specific tasks and
responsibilities of leaders should be made very clear o them when they are first
recruited and trained. so as to leave no doubts concerning their proper role. (A
bibliography and the questionnaire are included). (n)
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CHAPTER I

INTRODUCTION

Cooperative Extension work in agriculture and home economics is a
partnership undertaking between the land-grant college or univérsity in
each state, the United States Department of Agriculture and the people
in the Nation's 3,100 counties. Such a partnership permits maximum
educational flexibility and makes possible the adaptation of Extension
work to meet the needs of people in local counties.

The major function of the Cooperative Extension Service as set

forth by the Smith-Lever Act is:
To aid in diffusing among people of the United States useful

and practical information on subjects relating to agriculture and
home economics, and to encourage the application of the same . . . .

(1:55)*

Four-H club work, one of the major areas of Cooperative Extension
program emphasis, has been an outstanding method of working with young
people for over fifty years. It is the general assﬁmption of the
American people that the future of our society depends upon how well
individuals are trained, during their formative years, to make decisions
which will help them accept and carry their full responsibilities as
citizens. This suggests that it willitake the best efforts of all edu-

cational agencies to provide the right kind and quantity of experiences

*Numbers in parentheses refer to numbered references in the
bibliography; those after the colon are page numbers.

1
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2

to help young people grow and develop into useful, informed, self-reliant,
responsible and mature individuals. .

The youth development area of Extension work was designed to
assist young people in making this transition from youth to mature adults
by serving farm, rural nonfarm, suburban, and urban youth in informal,
out-of-school educational settings.

The primary aim of this voluntary education program is to provide

greater educational opportunities for the mental, physical, social, and

5 ; spiritual growth of young people.

: According to the so-called Extension Scope Report, the develop- - ;
: mental needs of youth and the current economic, technological, and :
. social situations affecting their future help determine the ob-
: jectives of the Extension youth program. More specifically, the
% objectives are to help young people:

i 1. Have practical experiences that will help them develop
into capable, well-adjusted adults;

2, Visualize their opportunities in and out of agriculture
and recognize their capabilities and need for continued educationj

3 : 3. Acquire knowledge, skills, and attitudes for satisfying
home and family life now and in their future;

: 3 L, Develop their talents and stimulate a desire to reach their
optimum leadership and citizenship potentialj

5, Explore fields of interest and provide experiences which
aid in the selection of careers that will be satisfying to them
and beneficial to society;

R S W oy W MM AR A

A ) 6. Develop an appreciation of the importance of scientific
2 ' agriculture and home economics and their relationships to our

: : total economy;

§ 7. Develop an appreciation for the dignity of work and the
satisfaction of doing a job well through personal accomplishments

; \ and pride of ownership;

] § 8. Develop an appreciation of the values of research and learn
& : scientific methods of making decisions and solving problems;

5
24 .
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9, Develop personal standards and a philosophy of life based
on lasting and satisfying spiritual values;

10. Develop attitudes, abilities, and understanding for working
cooperatively with others;

11, Develop an appreciation of nature, understanding of con-
servation, and wise use of natural resources;

12. Develop habits of healthful living, purposeful recreation
and intelligent use of leisure time. (4O:3)

To accomplish these objectives, the Extension L4-H club program
attempts to provide a Sequence of practical learning experiences in real
: 1ife situations (39:2).

In the early days of L-H club work, the program generally was

tied in almost everywhere with the public schools, presumably because it

g, e w s s o

was the only institution for youth in the local community. However, as
the club program developed, the principles of group work became under-
stood and the organization and procedure were gradually adapted to the

group work patterns of voluntary organizations (40:5). This has been

« T LT L

the trend in North Carolina.

Beginning with the organization of the Boys' Corn Club in 1909 in

1
A 2
U A A | Sl A e
B T

Hertford County, North Carolina, with a membership of 12 boys, L4-H grew
into an organization by- 1962 with more than 168,000 boys and girls.

These L4-H members were enrolled in L4-H clubs that mgt in the schools of
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North Carolina.

From this type of an organization, the change began in 1960 for
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; : L-H clubs to move into organizations on a community level, The change

rs felt that

came about partly because of necessity as the state educato
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too many extra-curricular activities were competing for the class time
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of the students. However, the change also was brought about because of
the belief that it was in the best interests of L-H members and that a
more efficient type of organization could be conducted on the community,

rather than school, level.

Mr. L. R. Harrill, retired North Carolina State L4-H Club Leader

" stated:

When the complete history of L-H club work in North Carolins is
written, it will be recorded that one of the most significant
changes in the L-H club program was the transition from the L-H
club organized in the school system to the L-H club organized on
a community basis--organized and serviced by community.adult

leaders. (13:158)

According to Harrill, the first and most difficult problem
encountered in the transition wés in the attitgdes of the Extension
workers themselves; but the fact that much effort and educational work
was necéssary in order to bring about this change served to strengthen
their belief that this was the best approach in providing the maximum
amount of inspiration and information for the greatest number of boys
and girls (13:158).

The educational work intended to change Extension workers' atti-
tudes began in November, 1960, at which time a plan for the transition
was presented to the administrators and supervisors of the North Carolina
Extension Service, and then to the Extension subjecf-matter speclalists.
This was followed by a series of one-day meetings held in each of the
six Extension supervisory districts during December, 1960, The chief
objective of these meetings was to make county Extension workers aware

of the plan for organizing ;-H c¢lub work on a community basis. The plan

~~~~~~~
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included a pattern of operation, by which the county Extension worker

would conduct club work through organized community L4-H clubs led by

trained, volunteer, organizational leaders. This step was followed by
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benchmark conferences in each county in which the district agricultural

and home economics Extension agents and the district L-H specialists

*
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participated.

In April and May of 1961, a series of two-day workshops was held

LRSI

in each Extension supervisory distriét to further acquaint the agents

with the new plan and to present a way for putting the community L-H

program into action,

In 1962, the county'Extension workers moved forward putting into

action the L-H program at the county level.

During this transition period, North Carolina L4-H club membership

declined from an enrollment of 168,000 in 1962 to approximately 53,037

. —————_ -
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,; L4-H club members in 196L. In 1964 there were about 5,873 volunteer local
: t leaders guiding the work of the L-H clubs.

It was originally recommended that the community L-H clubs should
have from five to twenty members consisting of boys and girls ranging in
. ages from nine to nineteen. Each club was to be under the guidance of
| one or more volunteer adult local leaders who could be men and/or women,

These leaders were to be, primarily, organizational leaders responsible

s

for the direction and operation of the community club, as defined by

Smith and Clark (36:1). Other men and women of the community were to -

serve the boys and girls of the club as project leaders to assist in

P )

guiding the project phase of 4-H work in specific subject-matter areas.
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: ‘ Since 1962, the clubs have met monthly in homes or community centers

ks
b

: after school hours, many of them meeting in the evenings. The leaders

(i
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L
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have been selected and trained to carry out their assigned responsi-

P L

bilities by county Extension agents.

I, STATEMENT OF THE PROBLEM

In 1958, at the National Conference of the State L-H Leaders in

Washington, D. C., Dr. E. W. Aiton, Director of Youth Programs, told

1 : state leaders attending the conference:

; : Our one-third million volunteer L4-H club leaders are not

3 { getting a fair break. They have offered us the most precious
things they'possess-—their time, energies, and dedications.

3 All too often we have failed to make the best use of them,

] They want more and better preparation for their jobs. We throw

, . them into the job with little more than a pat on the back. The

§‘) ; potential for volunteer leadership development is unlimited., It

' is the greatest single challenge facing us as Extension workers.

(L1:1)

3 Tt has been observed in North Carolina that too often the L-H

organizational leaders have been found not to have a complete under-

ositions of

standing of L-H club work or £he ‘duties attached to their p

jeadership. This situation has kept the agents overly preoccupied with

leader training to repiéce leaders who have remained in the organization

for a short time. Reportedly, this situation has frequently‘prevented

A YR N |
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the L-H clubs from making the progress expected by professional and lay

AR TR EY SRS

persons.

¢ Sabrosky and Kelley noted that }i-H leaders need to know what is

: ' expected of them as volunteer organizational leaders and then receive

the training necessary to fit them for their responsibilities (32:1).
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According to them, such training should consist of: responsibilities as
organizational leaders; objectives, history, and philosophy of L-H club

work; and, understanding boys and girls (32:6).

II. THE PURPOSE OF THE STUDY

The overall purpose of the study was to examine some of the
factors related to the training of community L4-H club organizational
leaders in the Northeastern Extension Supervisory District in North
Carolina. Specific objectives included the following:

1. To characterize community L4-H club organizational leaders

in general and in terms of knowledge level categories

L R L L

2., To identify areas in which leaders felt adequately and

inadequately trained for their jobs

—
JORPIN

.

3, To consider future leader training possibilities in light

of leaders' apparent knowledge levels and expressed needs.

III, THE NEED FOR THE STUDY

P g ey AW AW e YRR IR

Since the transition of the 4-H organization from the school %o

" o

the community, no study has been.made in North Carolina to try to

determine the leaders' knowledge'of their responsibilities or their

. M AWy

training needs. The state, district, and county Extension service

P R e

staffs, responsible for L-H club administration and development, are’

concerned with the relative effectiveness of the community L4-H club

B L

organizational efforts as compared to the earlier school-oriented

d approach. The majority of Extension workers at all levels feel that the
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success of L-H club work in local communities depends to a large extent

b
3
3
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% on the understanding and abilities of local persons who serve as L-H

% club leaders. It is the responsibility of the county Extension staff
members in charge of LL-H club activities to see that leaders receive
adequate training to fit them for their leadership roles (37:1).

? If such a program is to be most effective, reliable information

is needed concerning knowledge of their responsibilities and the training
! needs of L-H club orgenizational leaders. Sabrosky and Kelley's study

showed that:

There is a strong possibility that a trained local leader will
stay with the program . . .-and . . . even if a local leader stays
only one year, he will do a better job if well trained. (32:3)

If some of the L-H organizational leader's knowledge can be

determined and training needs of the L-H organizational leader can be

jdentified through this study, such information should be helpful to

county staff members working with the 4-H area of the total Extension

ARy

e

program in North Carolina as they seek to adequately train local adult

4 g volunteer organizational leaders.

TR ANE

; ' North Carolina is organized into six'Extension supervisory
! districts. This study'was conducted in the Northeastern Extension
Supervisory District as shown in Figure 1. Therefore, the findings may

% | be seen as being specifically applicable to community L-H club organi-

5 zational leaders in that district; however, since the L-H 1eadershipA
§ problem is statewide, it might be assumed that some generalizations
might apply to 4-H club organizational leaders in other North Carolina

Extension districts and in other states where similar situations exist.
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IV. PROCEDURE USED IN THE STUDY

Populations and Samples

This study was limited to the eighteen counties which comprised
the Northeaste}n Extension Supervisory District in North Carolina as of
July, 1965. The status of the L-H community club program in the eighteen
counties comprising the Northeastern District was fairly representative
of the other five supervisory Extension districts in North Carolina.
§ They had had the same length of time for a community L-H program to

i develop, the same training content was available to all L-H club organi-

: zational leaders, and the Extension agents responsible for L-H club work
in the six districts had had similar preparation and experience.

The Extension agents in each of the eighteen counties who were
responsible for L4-H club work provided lists of the organizational
‘ leaders who had served in 1962 and 1963 and who were still serving as of

January 1, 1965. (See Appendix A for a copy of the letter to agents

R N T T

requesting names of leaders.) A list of 891 names was compiled. The

PR

sample for white community L-H club organizational leaders included the
entire population of 385 men and women leaders in the Northeastern
Extension district. A like sample of 385 Negro leaders was randomly

) selected from the total leader population of 506 men and women leaders.

{ Developing and Pretesting the Questionnaire

The questionnaire constructed was prepared by the author with
i recommendations from a panel consisting of Dr. T. C. Blalock, assistant

Director of Extension in charge of L-H programs; Mr. C. Paul Marsh,
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Extension Associate Professor of Rural Sociology; District 4-H Special-
ists, Mr. Lyman Dixon, Mr. Dan F. Holler, and Mr. William C. Garmonj

Dr. W. G. Andrews, Northeastern District Extension Chairman, and Miss
Frances dJordan, North Carolina Extension Family Relations Specialist.
The questionnaire was studied by the Northeastern District Supervisory
staff, members of the L-H club state staff, and by two county Extension
agents (one man and one woman) responsible for the L4-H club organization
within their respective counties. Several minor revisions were made,
The questionnaire was further pretested by three 4-H club organizational
leaders (two women and one man) in Wake County, N. C., and final
necessary revisions made.

A copy of the questionnaire may be referred to in Appendix B.

Collection.ég Data and Size of the Sample

The questionnaires were mailed to the 770 community L-H club
organizational leaders selected for the study. A letter of transmittal
accompanied each questionnaire. The letter described the purpose of the
study, explained the use to be made of the findings, and solicited the
respondents! cooperation in completing and returning the questionnaires.
The respondents were asked to mail their complgted questionnaires to
Dr. T, C. Blalock; Assistant Director of Extension in charge of L4-H
programs. Two. hundred and ninety-two (38 per cent) of the 770 question-
naires mailed out were returned in completed and usable form--following
a reminder from the appropriate agents in eighteen counties included in

the study. A copy of the letter of transmittal to the 770 community
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-H club organizational leaders accompanying each questionnaire appears

in Apperdix C.

Knowledge Scaling System

A special scaling system was developed for the study by a panel
of experts composed of Extension Training and Studies staff members in
North Carolina and Tennessee. They selected 2 correct statements from
the questionnaire to use as criterion items. These were used in
distinguishing between superior, above average, average, and below

average levels of knowledge demonstrated by community L-H club organi-

zational leaders. The criterion items, together with the answer expectéd
from knowledgeable leaders concerning their jobs as community L-H club
organizational leaders are listed below.

1. If the children in a L-H club are of varied ages, you would
expect the need for a varied program to meet the interests of all
(Expected answer: Agree).

2, If your L4-H club were to plan an activity, you would make
decisions jointly with members (Expected answer: Agree).

3. Children and teenagers should have friends of both sexes
(Expected answe?: Agree).

. They should engage in activities that aré challenging yet
attainable (Expected answer: Agree).

5. They should have an opportunity to help other people
(Expected answer: Agree).

6. They should have an opportunity for creative expression

(Expected answer: Agree).
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t 13
7. Four-H organizational leaders should see that club meetings

; are held regularly (Expected answer: Agree).

oy gl "

8. They should contact parents of members (Expected answer:

Agree).

3 ~ 9. They should obtain cooperation of members (Expected answer:

; ' Agree).
10. They should teach club members how to plan and conduct L4~-H

' club meetings, activities, and events (Expected answer: Agree).
4 11. They should keep necessary records and report to county
Extension office (Expected answer: Agree).

f 3 12, They should attend leader training meetings (Expected

answer: Agree).

;) 13. They should assist with club activities and events (Expected

answer: Agree).

et v o & Svarmenn p

1. Regardless of place of residence, all youth ages 9-19 should
have the opportunity to enroll in L-H work (Expected answer: Agree).

15, Based on participation and interest, all youth ages 9-19

PSS S et

should have the opportunity to enroll in L-H work (Expected answer:

=,
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Agree).
16, If a L~H member does not perform as you.think he should

during his first year, the member should be given extra help and

guidance (Expected answer: Agree).

17. If the parents of a L~H club member do not help and cooperate
with the member, the leader should try to get the parents to help the

member (Expected answer: Agree).
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18. Parents should occasionally be invited to attend L4-H club

meetings, activities, and events (Expected answer: Agree).

i 19. Four-H members should know the L-H ritual (Expected answer:

, ; Agree).

3 i 20. They should know the L-H objectives (Expected answeé:

4 % Agree).

% . % 21, They should know the L-H emblem (Expected answer: Agree).
5 i 22, They should know the L-H pledge (Expected answer: Agree).

23, They should know the L-H motto (Expected answers: Agree).

: o), They should know the L-H colors (Expected answer: Agree).

Analysis of Data

The information received from the completed questionnaire was

P Yy s 5 e A S R AR

_transferred to International Business Machine (IBM) cards, and compu=-

tations were made in the North Carolina State University's computing

center. Frequency and percentage distributions were used in the

analyses.

When the knowledge scaling system was applied to the 292 completed

questionnaires, it was found that scores ranged from a plus (#) 24 to a
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minus (-) 5. The decision was made to divide the data for further com-
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% : parison into fourths (superior, above average, average, and below

; : average) in terms of how knowledgeable the leaders were of their own

3 roles and responsibilities, and other knowledge necessary for them to be
effective community U4-H club organizational leaders, The groups were

roughly broken into fourths as follows:
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1, The high group (hereaftgr referred to as the superior
xnowledge group) consisted of 71 leaders whose scores ranged from +21
through +2l

2. The second group (hereafter referred to as the above average
knowledge group) consisted of 70 leaders with scores ranging from +19
through +20

3. The third group (hereafter referred to as the average
knowledge géoup) consisted of 69 leaders with scores ranging from +15
through +18

Li. The fourth group (hereafter referred to as the below average
knowledge group) consisted of 82 leaders with scores ranging from -5
through +11,.

The relationship of this score to phe following factors was
examined: general characteristics of L4-H organizational leaders; areas
in which leaders felt a need for training; leaders' knowledge concerning
the history, objectives and philosophy of L4~H club work, and of their

expected roles and responsibilities.
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CHAPTER II
REVIEW OF LITERATURE

One of the four objectives of the Agricultural Extension Service
is "Increased competency and willingness of both adults and youth to
assume leadership and citizenship responsibilities. (39:3)

Since leadership development is one of Extension's main
objectives, attention in the present study is directed specifically
toward research in the field of L-H club adult organizational leaders.
The ultimate goal is to find effective methods for developing leadership
to help guide those responsible for community 4-H club work in the
Northeastern Extension District in North Carolina.

From the time of Plato to the present, questions have been raised
repeatedly about leadership in general, about what makes good leaders,
about how we can discover future leaders, about how we can train better
leaders, and as to whether or not we need leaders at all (22:7). Such
questions are still very much in the minds of leaders and members of all
types of organizations.

In transition to-the scientific era, leadership received much
attention from scholars. The pre-scientific era was one of folk wisdom,
relying on experience, intuition and artistic practice to provide
principles and methods for developing leaders. Individuals were sought
as leaders who had such God-given characteristics as personal magnetism,

energy and decisiveness. Further, training programs were designed

16
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merely to provide the leader with the necessary knowledge and skill to
round out his personal equipment for a specific job (22:8).
The scientific era, however, has been an era of questioning,

testing, and measurement. Researchers have relied on controlled experi-

-~ . o
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ments, observations, and statistical methods of research from which
principles and methods of leadership have been derived., Leadership is
defined in the scientific era as a set of functions rather than as a
personal role (22:8).

The literature review was limited to research related to adult

non-professional or adult volunteer leaders. Only those studies which

j1lustrated a definite theory and followed a systematic classificatioﬁ

? _ of leaders were included.
a. Most of the related research reviewed was found to have been based
3 “ on studies carried on by Extension personnel located at the Land Grant

Colleges or by federal Extension staff members of the United States
Department of Agriculture (6:26). ‘
Clark grouped the studies made prior to 1948 into three major

areas., They were: (1) functions performed by leaders; (2) demographic

RS, ¢ AT WA B S -

characteristics of h-H'club leaders; and (3) measurements of leadership

E i success (6:27). Since 1948, the studies made fall largely into the same

categories.

Definitions of Leadership

! The literature in the field of leadership include various

definitions of leadership such as a process, a function, a series of

—
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traits related to an individual or his group (6:8).

In reference to a volunteer group situation the view is expressed
that "Leadership is the activity of influencing people to cooperate
toward some goal which they find desirable.” (42:20)

Allport sees leadership as a persoﬁal relationship process which
may or may not be completely desirable. According to him, '"Leader-

ship . . . means the direct face-to-face contact between leader and

followers; it is a personal social control.” (2:419)

Pigors (25:16) mentions four variables that underlie ‘an adequate

theory of leadership. They are (1) the goal aimed at or the common

cause, (2) the leader, (3) the follower, and (L) the situation. He
defines leadership, a leader, and a follower in the following ways:

Leadership is a process of mutual stimulation which, by the
successful interplay of relevant individual differences, controls

human energy in the pursuit of a common cause. . . . Any person
may be called a leader during the time when, and in so far as, his
will, feeling, and insight direct and control others in the pursuit

of a cause which he represents. . . . We may . . . define any
person as a follower during the time when, and in so far as, he
accepts and is directed by the will, feeling, and insight of
another in the pursuit of a cause which that other represents.

(25:16)
Holik and Claycomb (8:235) found that two concepts of leadership
were commonly held by many of the community leaders surveyed in Missouri
in 1963. One such concept was th~t leadership is a bundle of personality

traits possessed by influential people. The other idea advanced by the

community leaders described leadership as a bundle of activities per-

formed by persons designated as leaders.




R L

R Lrd A SR Rk it peia iy
D

P Vi g 4
S

RS

P L R N el

19

Clark summarized the variables involved in leadership as follows:

Leadership, to be sharply described, must be related to a

particular group situation, a social process of interaction, a

function or series of functions, personality traits, responses
by followers, and the extent to which the leader has certain

characteristics, e.g., professional competence and knowledge
of human relations in common with the group. (6:11)

Leader Responsibilities

Clark and-Skelton (7:8) found when leaders were asked, 'What do
you consider the most important job of the L~-H leader?? the following

answers were given: (1) to help members with projects, including

selection, development, and completion; (2) to develop desirable

character traits in young people; (3) to ﬁeééh young people practical
skills; (L) to interest members in L-H club work; (5) to keep the U-H
club functioning smoothly; (6) to supervise constructive activity for

young people in the community; (7) to assist members in planniné and

developing L-H club activities; (8) to take an interest in club members;
(9) to gain their confidence and cooperation; and (10) to advance L-H
club work in the community.

At the University of Arkansas Extension summer school in 1953,
Extension personnel in éttendance were asked to list some of the jobs
.expected of local leaders. The list included twenty jobs, the top ten
being: (1) advance L4-H club work by mass media; (2) explain aims and
objectives of L-H clubs to L,-H members, parents and public; (3) secure
and use assistant leaders; (L) help parents and others understand club
activities by invitation to L-H activities and events; (5) develop

parental and community cooperation; (6) discover interests and needs of
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pboys and girls; (7) organize and reorganize club; (8) enroll members;
(9) attend leader training meetings; and (10) train officers and other
leaders (46:21).

Cooper's (9:32-39) classification of important leader jobs as
seen by North Carolina Negro club leaders in 1951 are as follows: (1)
visit L-H members' projects; (2) talk with parents; (3) assist with L-H
Church programs; (L) attend leader-training meetings; (5) assist with
L-H Achievement Day programs; (6) help ,-H members with records; (7)
agsist with neighborhood meetings; (8) assist with community clean-up
campaigns; (9) help with team demonstrations; (10) attend regular L-H
meetings; (11) help L-H members raise money for L-H activities; (12)
make announcements about L4-H activities; (13) assist with transportation
of L-H members to county events; and (1) assist with community picnics.

Tn a 1964 study of iocal club leaders in eleven Northeastern
states, Sabrosky divided the leaders' jobs into task areas and listed
those of the organizational leaders as follows: (1) assist in getting
club started; (2) train L4-H club members to conduct L4-H club business
meetings; (3) train members to preside and keep secretary's book; (L)
help with local 4-H club work; (5) supervise one or more L-H community
service activities; (6) discuss individually with some of the L-H
members for whom the leader is responsible which 4-H project(s) they

should carry; and (7) discuss individually with some of the L-H club '

members their L4-H achievement at the end of the project year (28:12).
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Leader Qualifications

To perform the many leadership jobs and to fulfill the role
expectations held by agents and lay persons, an adult volunteer L-H
club leader should possess certain qualifications. Concerning such

qualifications, the following statement by Erickson seems appropriater

€ PRz Res
» Wy AP« e ns,

A leader is one who has the ability to so influence others
that they will think as he wants them to think, do what he wants
them to do, but still feel they are acting on their own thinking

and planning., (11:29)
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Not all desirable qualities can be found in any one individual,
but if one possesses a few of the essential qualities, Eriékson (11:29)
says, the others will develop through contact with the boys and girls in
their activities.

In 1941, Erickson listed seven leading qualifications thought to
(1) be liked

B e el e e T L L T e R L

be necessary for a leader to be successful. They included:

{ and respected by parents and community; (2) have a sincere liking for

PRI X v e
.

boys and girls; (3) have strict standards for sportsmanship and honesty;

oy

(L) be enthusiastic about l-H club work; (5) be a good cooperator, €.g.

YRR

; work well with others; (6) be liked by boys and girls; and (7) be un-

: . selfish. Erickson noted that these qualities alone were not enough,

S id e

other qualities being: (1) plans work ahead; (2) is good teacher--
encourages others to learn; (3) is good organizer--likes to work with

groups; (L) knows subject matter to be taught; (5) has perseverance--

ARG VLRI TR e Ry €

is slow to give up; and (6) gets others to help and assume responsibility

(11:29).
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The recruitment of L-H leaders is a relatively unexplored area of
study. Recent research has revealed some facts about the kinds of people
who shovld be selected to serve as local leaders. According to Sabrosky,
such studies show that L-H leaders:
. . . should be slightly above the group in which they will
work as to income, success, education, and social level; they

. need to be social and community minded; they need to feel they
! have the time, although they may be the busiest persons in the

community. . . . (31:32)
f Sabrosky (31:32) indicates that, in years past, it was believed
% that a parent of a L-H club member was a better leader than ‘a non-parent
and that a former L-H club member was better than a '"never-member. "
? However, research is producing enough evidence to cause one to doubt
this old belief suggesting a need for further study in this area.

It is often said that one way to get a job done is to ask the
busiest person to do it. This may well be applicable to L-H club
organizational leaders. Robert N. Dick (10:271) reported that gregari-

ousness is a factor in adult participation in university non-credit

Y Yoy

evening classes., Four-H leader training meetings may be looked upon as

D s s i

educational non-credit classes; therefore, if we wish to train local
leaders we might look for gregarious persons as leaders--people who
; belong to several organizations and actively participate in things

involving being with people other than their own family members.

Leader Selection

There are various ways of selecting leaders. Erickson (11:29)

4 : lists the following four methods: (1) club selection or election; (2)

' .
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designation by an adult organization; (3) suggestion or nomination by
parents; and (L) selection by Extension agents or volunteers. According
to Sabrosky, at one time it was generally assumed that the best leaders
were chosen by club members. Recent studies have indicated that those
chosen by Extension agents may make the best leaders. Without definite
research to support this fact, Sabrosky suggests that the best method
could be to bring community leaders and L-H club members together to
nake decisions concerning the choice of a leader (31:33). It seems
appropriate to say tha} all that is really known about selection of
leaders other than their status in the community is that they are
patient people, like to teach, enjoy children and can stand being with
them for reasonably long periods at a time, and are willing to give some

time to being trained for their jobs (31:33).

Leader Training

With regard to leader training, Apodaca (3:3) said, based on a
1949 study to determine the training needs of L-H leaders, that:
One of the most important people in L4-H club work is the

volunteer leader. If Extension shifts its L-H program
radically, it will have to find or train leaders who can

guide boys and girls. . . .

Skelton believes that leaders are a vital part of the L4-H program, and
sees the loss of leaders as a problem of immediate and lasting concern
(34:6). Skelton's statement further emphasized the need for leader
development through systematic training.

Cooper (9:6) found that the jobs leaders are able to do and

their effectiveness in doing the jobs are determined by their skill,
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understandings, and attitudes. The county Extension personnel should,
therefore, be responsible for the training of leaders to make for most
effective leadership in L-H club work. To do this Cooper (9:6) recom-
mended that county Extension agents consider the role of L-H leaders
important and develop a clear understanding of what leaders can, will,
and should do after being trained. He further stated that the quality
of the leading and guiding activities of L-H leaders seemed to be in
proportion to and in direct relation with the quality of the training
given them by the county Extension agents.

Boone (5:1l) found in his 1954 study of ninety-eight local
leaders in Louisiana that well-informed leaders were essential for
effective L~-H club work and that training was one of the important means
of developing well-informed leaders.

Sabrosky (31:32) ncted in 1963 that one of the continuing enigmas

of Extension work is that local leaders are ", , ., recruited but not

trained . . ." in states where local leaders have the responsibility for
carrying the major, if not the total, respensibility of teaching lay
people. Sabrosky continued by stating that one out of every twelve
Extension workefs in a certain Western Regional study thought that many
local leaders did not need to attend leader-training meetings, while,
she contended, more than one out of twelve Extension workers act as
though this is their belief. This might account for some of the lack of
leader training. Another reason might bé the fact that people who have

been told often that their responsibility is to train leaders may hesi-

tate to answer truthfully why they don't train leaders. Extension workers
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may find it difficult to admit that they do not know how to train local
leaders or to admit that they do not like to work with adults (31:32).

7. T, Martin (2L:58) and Skelton (3L4:113) shared in the belief
that a leader has the right to know what is expected. There appears to
ve a tendency for agents to tell leaders what they expect of the leader-

ship position after they have accepted work in the L-H program. Skelton

(34:113) recommended that at the first training session, before a leader

N Wy gt A - vt o s

is definitely committed to serve, that the following things should be

clearly understood:

P S TN SUR I (TS

) . . . duties of a leader, objectives of h4-H club work,
4 : importance of having parent support, amount of time required,
transportation requirements, and difficulties of leaders in

general. . . .
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Having gained such understandings, Skelton suggests that the prospective
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leader might be given time to think over the responsibilities of a L-H

ey o

club leader and decide against acceptance without stigma if they cannot

W A 4

accept the job in light of its expectations.
Lievens (23:1l) found in his 1950 Colorado study of the selection
and training of leaders that they preferred local, community, and county

training meetings, while Skelton's (35:39) 1949 study showed the leaders

::
%
Lo

preferred an Extension agent's observation of them in action at a club
meeting with the Extension agent remaining after the meeting to discuss

the leader's apparent strengths and weaknesses. Rutledge (27:7) in a

M TR, WAR Y dR SOPRANSARC S BN W R A 2W YRR S N D Rpem b 8,

195L study of leaders in five states found that they preferred:

. . . actual practice demonstrations at the training
sessions . . . more information about training club members,
f preparation of exhibits, and enlisting the cooperation of
t Others . . . .
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This points out the fact that all groups are different and that such
Gifferences should be considered when planning leader training.

f In a 1958 publication, Sabrosky (30:5) observed that new leaders

3 obviously need more training than experienced leaders., It was her
‘ suggestion that several training meetings be held annually to include:
: i (1) how to organize a club and hold a meeting; (2) how to understand

boys and girls at different ages; (3) how to get parent and community

TP G

% cooperation and why this is important; (4) how to assign others

responsibility and get their cooperation; (5) the importance and use of

—— < ~
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records and reports; and (6) the importance of project completion in the

development of L-H members,

In a 1950 New York Extension publication, Clark and Skelton (7:8)
found that ."first year" leaders preferred training in duties of a L-H

club leader, suggestions on sources of help for the job, understanding
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youth and how to work with them, and how to develop a recreation program,

Personal counsel and moral -support from L-H professional workers were

3. ‘
3 SN Py 4 a1
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felt needs of the leaders.

In Honma's 1950 study of Colorado agents and leaders, it was

found that the reasons most frequently mentioned for 4-H leader

1R g G bt et BB ATIERY e WAL Oa 3 2

resignation were: (1) the conflict of club work with home and other

duties; (2) the lack of interest and cooperation of parents, club

members, and the community in general; and (3) the lack of training for

B R s )

L-H club leadership responsibilities (18:12).
Sabrosky and Kelley (32:10), in a publication designed to

strengthen local L4-H leader training, gave the following suggestions
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for increased participation in L4-H leader-training: (1) notify leaders

4ell in advance of meetings; (2) make an effort to make leader training

o 2 FAPEL o, 4 PHA AR TR0 nE 1y B o NS 3 FEPPE I AN 02D L ST 1

sessions convenient to the leaders; (3) provide an opportunity for each

AR B rden M F R §4 00

leader to receive and participate in training; (4}) schedule hours of

training at the leaders!' convenience; and (5) limit the number of

required training sessions to a minimum (32:11).
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CHAPTER III
RESULTS AND DISCUSSION

The data related to community L-H club organizational leadership
were provided by 292 community L-H club organizational leaders in North
Carolina's Northeastern Extension Supervisory District. Analyses were
made in terms of the aforementioned purposes of the study and were

confined to simple numbers and per cents.

Preliminafy tables were developed to show responses of leaders in
global terms. Later tables were designed to compare leaders on the
basis of the four categories mentioned earlier, namely: (1) superior;
(2) above average; (3) average; and (L) below average. Main comparisons

were reserved for the two extreme groups (superior and below average).

I. GENERAL CHARACTERISTICS

Leader Tenure

As shown in Table I, 51 per cent of all the respondents had been
leaders for three years or less, 29 per cent having served as leaders

for five or more years.

Persons Influencing Respondents to Become L-H Leaders

The vast majority, 8L per cent, reportedly'became leaders because
they were influenced to serve in this capacity by other persons as shown

in Table II., Table III further discloses that the largest group, 37 per

28
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i
E TABLE I ‘
; NUMBERS AND PER CENTS OF RESPONDENTS BY NUMBERS OF é
H : YEARS SERVED AS L-H LEADER:*
; i - |
i , Number of . Total
> ; Years Served Number ' Per Cent#* !
: i Less than 2 years 36 12
§ ) :
‘ Two years L2 14 i

* Three years 73 25
. .

E ) | Four years 57 20
Five or more years 84 29

Total 292 100

*Per cents are rounded to nearest whole number.
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- S TABLE II
-3 f
: i NUMBERS AND PER CENTS OF RESPONDENTS WHO WERE INFLUENCED
1 BY OTHERS TO BECOME -H LEADERS*

Total
Influenced by Other Number Per Cent

Yes 245 8L
No L7 16

Total 292 100
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¥per cents are rounded to nearest whole number.
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. TABLE III

: ; NUMBERS AND PER CENTS OF PERSONS INFLUENCING RESPONDENTS TO

: : SERVE AS LEADERSH

]

”i

o Persons Influencing Total (N = 292)%k

3 i Leaders to Serve Number Per Cent

fo l

: Local Extension agents 107 37 "
.f . ;1
1 Your children L3 15 g
L-H club members 19 7 :
k- }<:
} { Parents of club members L 1 %
= :
p Other L4-H leaders 19 7 F
E ) Other 6 2 i

3 Combination of influences 9L 32
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¥Per cents are rounded to the nearest whole number.
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**Numbers and per cemts add up to more than totals because some
respondents checked more than one influential person,
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cent, became leaders because they were asked to serve by their local

Extension agents. Another 15 per cent were influenced to serve by their

own children.

Marital Status

Ninety per cent of the 292 leaders were married at the time of

the study. An additional 7 per cent had been married but had lost their

spouses (see Table IV).

Respondents with Children

One-fifth of the respondents had 2 children; almost one-fifth
(19 per cent) had 3 children. Six per cent had no children, while 8 per

cent had 9 or more children per family (see Table V).

Respondents with Children in L-H Club

Of the children of leaders reporting having children, 87 per cent
were either L-H members at the time the study was made or had been

members prior to the study as indicated in Table VI,

Former L4-H Membership of Leaders

As may be seen in Table VII, more than one-third (37 per cent) of

the leaders had been L-H Club members.

Educational Level

Table VIII indicates that 66 per cent of the community L4-H club
organizational leaders had completed at least eleven grades., On one

extreme, the study showed that 10 per cent of the leaders had less than
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TABLE IV

NUMBERS AND PER CENTS OF RESPONDENTS ACCORDING
TO MARITAL STATUSH

Total

Leader's Marital Status Number Per Cent

Single 9 3
Married 26l 90

e Aot e o ™ oot G parry kA T M AP D0t v * P oA ta s sk MR o N ©

)
Widowed : 17 6
2 1

i Divorced
¢
Total 292 100
;
b
¥per cents are rounded to nearest whole number.
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3 f TABLE V

NUMBERS AND PER CENTS OF RESPONDENTS BY NUMBERS
OF CHILDREN REPORTED:*

: : Total

Number Per Cent

Number of Children

No children 17 6

; 5 1 child 28 ' 10

3 : 2 children 59 20

4 : L, children 30 10

b
: 5 children 31 11

5 f 6 children 16 5

l : 3 children 55 19

S 7 children 17
3 E 8 children 15 5
g i 9 or more 2L 8
1 f Total ' 292 100

¥per cents are rounded to nearest whole number. -
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; TABLE VI

f i NUMBERS AND PER CENTS OF RESPONDENTS' CHILDREN HAVING HAD

f AND NOT HAVING HAD L-H EXPERIENCE3*

: Total

3 Experience in L-H Club Work Number Per Cent
4 Had L4-H experience 253 87

Did not have L-H experience 39 13

Total 292 100

*Per cents are rounded to nearest whole number.
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; TABLE VII
fi NUMBERS AND PER CENTS OF RESPONDENTS WHO HAD
§ BEEN FORMER )-H CLUB MEMBERS#*
]
§
; Respondents' Participation Total
; in I-H Club Work Number Per Cent
1
§ Had been L-H members 107 37
{ .
i Had not been L-H members 185 63
t
f Total 292 100
:
§ *¥Per cents are rounded to nearest whole number.
}
}
; :
§ ;
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None - grade 6 29 10
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4 i :
i g TABLE VIII

f = NUMBERS AND PER CENTS OF RESPONDENTS BY |
;;‘L‘ N EDUCATIONAL LEVELS: 1
L - ! g
 § 3 ! r-:
g | | '

E . ; Number of Years Attending Total ‘ &
13 School Number Per Cent B
i

Hores o o AT g ate whe

> Grades 7 - 8 33 11
Grades 9 - 10 39 13

Grades 11 - 12 133 L6

% College, but not graduate 37 13

College graduate 21 7
Total 292 100

Average educational grade level 10,8 years

Pt e e

*¥Per cents are rounded to nearest whole number.
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seven years of formal education; while on the other extreme, 7 per cent f;

f of the leaders had completed a college education. The reported average

educational level (10.8 years) was well above the state average (8.6

years) reported in 1960 (LL:103).

Yome Economics and Agricultural Training

A A i SRR S s
v ATy N

: As shown in Table IX, 59 per cent of the leaders had studied home

¥ ; W

economics and 21 per cent had had agricultural training. These per

AL e AL TR PP T P AR,

cents include the 5 per cent who indicated they had had training in both

LR -
£33

g ; areas.

Teacher Training, Place of Training, Teaching Experience, and Place

i Where Experience Was Gained

? : Data in Table X indicate that only 37 per cent of the leaders had

4
R T,

received any teacher training other than L-H leader training. Table XTI
shows that of the respondents indicating where they received their
training, 12 per cent had teacher training in college, 13 per cent in
adult out-of-school classes, and 22 per cent in "other" (church school

training, scouts, and home demonstration leader training). Teaching

T BV I ey e AW e AR AR L ey W ALY A

experience (other than 4-H) may be found in Table XII. Forty-eight per
cent also were teaching elsewhere at the time of the study, and 28 per
cent reported having taught in the past; while 2L, per cent indicated

they had never taught other than as a L4-H organizational leader. A

majority of the leaders, 61 per cent, had had teacher experience other

e e S VU N VO

than as a L-H organizational leader in church, home demonstration clubs,

etc., as indicated in Table XIII. Only 2 per cent indicated teacher
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TABLE IX
NUMEERS AND PER CENTS OF RESPONDENTS HAVING STUDIED
HOME ECONOMICS OR AGRICULTURE*
Total
Course Studied Number ‘ Per Cent
No answer 27 9
Home Economics ‘
Yes 157 5k
No 38 13
Agriculture
Yes L6
No 10
Studied both 1
292

Total

*per cents are rounded to nearest whole number.
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‘i TABLE X
E NUMBERS AND PER CENTS OF RESPONDENTS WITH TEACHER TRAINING
i OTHER THAN L-H LEADER TRAINING*
¢
{
§
: Total
{ Teacher Trainingii Number Per Cent
!
3 Had received teacher training other
: than L4-H 109 37
{
§ Had not received teacher training
i other than L4-H 183 63
§ Total 292 100
i
i
§ ¥per cents are rounded to nearest whole number.
i
! *¥%poacher training includes leader training received both formal
5 and informal. -
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TABLE XI

NUMBERS AND PER CENTS OF RESPONDENTS BY PLACE TEACHER
TRAINING WAS RECEIVED OTHER THAN L-H
ILEADER TRAININGs

Total (N = 292):%x*

Place Teacher Training

N W A b e B b et | o e P S AP B I S Y PR B A AT N SO AL €V e Pyl gt
e o

*Per cents are rounded to nearest whole number.

Was Received Number Per Cent

7 None received 183 63
i

i College 35 12
i

i Adult (out-of-school)

§ classes 37 13
;

% Other (informal) 67 22
i

3

j

**Numbers and per cents do not add up to totals since some listed
more than one place of training received,
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TABLE XII

NUMBERS AND PER CENTS OF RESPONDENTS WITH TEACHING EXPERIENCE
OTHER THAN L-H IEADER EXPERIENCE AT TIME OF STUDY#*

|
|

— e c—

Teaching Experience Total
Other Than L-H Number Per Cent

Teaching now 140 48
Have taught in past _ 83 28

Never taught other than
4-H teaching 69 2L

Total 292 100

*Per cents are rounded to nearest whole number.
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; TABLE XIII ;

g :

? NUMBERS AND PER CENTS OF RESPONDENTS BY KIND OF TEACHING

j EXPERIENCE RECEIVED OTHER THAN L-H TEACHING

! Total

3 Place of Teaching Experience ' Number Per Cent

; No answer 71 2L .

i Formal: Elementary, ;

‘ Junior High, Senior High,

z College 6 2

3 Informal: Church, other clubs,

! other 179 61

3

i Combination:

; Formal and informal 36 13

¢ -

; Total 292 100

: ¥per cents are rounded to nearest whole number.
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experience in public schools or college.

Age
As indicated in Table XIV, almost one-half, L2 per cent, of the

respondents were in the 35-L4Y age group. The second largest group, 25

per cent, was in the L,5-5l age category; while 13 per cent were in the

55 and over group as compared to 18 per cent in the 34 and under group.

The 35-Ll-year-old organizational leaders might be expected to be those ;
9

whose children are usually of L-H age, thus allowing their parents

opportunity to be active in community leadership roles.

Occupations

. Table XV indicates that a slight majority of the L-H club

organizational leaders are women. Fifty-one per cent of the leaders

indicated that they were "housewives" when asked to give their occupation.
Seventeen per cent listed their occupation as "full-time farmers,"

which is indicative not only of their occupations, but also to a degree,
of the ratio of men to women L-H élub organizational leaders. Nine per

cent listed professional or business as their occupations.

Size of Cludb

Table XVI indicates that most respondents (65 per cent) reported
clubs having fewer than the maximum number of twenty members recommended
(36:12) for a community L-H club in North Carolina. About one-fourth,
26 per cent, reported more than the recommended maximum of 20 members

per club. It also was noted that 12 per cent indicated that their clubs

had 10 or fewer members.
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TABLE XIV
NUMBERS AND PER CENTS OF RESPONDENTS BY AGE CATEGORY
Total

Age of Respondents Number Per Cent
No answer 10 3
20 - 34 50 17
35 - Lk 124 L2
5 - 5k 72 Y
55 and over 36 13
292 100

Total

*Per cents are rounded to nearest whole number.
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TABLE XV

NUMBERS AND PER CENTS OF RESPONDENTS BY OCCUPATIONS#*

LRI SR AY A Va0 AN e 0400070 b e e b Pl b Ao e w3

Total

Respondents! Occupation Number ‘ Per Cent
No answer 6 2
Housewife 148 51
Professional 11 ' N
Business 1L 5
Full-time farmer 50 17
Part-time farmer 15 5
Other 20 7
Combination of occupations 28 _ 9 .

Total 292 100

*Per cents are rounded to nearest whole number.
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TABLE XVI

NUMBERS AND PER CENTS OF MEMBERS IN RESPONDENTS' CLUBS*

. Total
Number ’ Per Cent

Number in Club

26 9
1 0

No answer

One - five
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36 12

Eleven - fifteen 76 26

Sixteen - twenty 78 27
75 26

292 100

Six - ten

More than twenty
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Total
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3* .
Per cents are rounded to nearest whole number.
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; égg_gg Club Members

Table XVII shows that the 13-15-year-old group comprised LO per
cent of the total L-H membership reported by leaders in the district.

Thirty-six per cent were in the 9-12-year-61d group; while 13 per cent

of the leaders worked with youth in the 16-19 year group.

II. TRAINING NEEDS OF L4-H ORGANIZATIONAL LEADERS

Leaders Who Felt They Had Satisfactory Knowledge in Certain Areas

A N wwe #be

As indicated in Table XVIII, a majority, 63 per cent, of the

At W

leaders felt they were competent as far as their knowledge about their
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responsibilities as a U-H club leader were concerned. Nearly one-half
(49 per cent) felt competent with regard to organization of L4-H club
work. They felt less competent in all other areas recommended in the

nanual entitled Extension Agents! Guide for Training New Community L-H

Club Leaders in North Carolina (published in 1962 by the North Carolina

Extension Service). The term "Subject matiter" referring to knowledge in

- technical home economics, agriculture, and related subjects, was inserted

to check the assumption that many organizational hTH leaders believed

such knowledge was neceséary for them to have. Professional Extension
workers have traditionally preferred to see subject matter as the
responsibility of the various project leaders. Only 18 per cent indicated
that they felt they had satisfactory knowledge of home economics and
agriculture subject matter. In the same table, it is noted‘that 32 per
cent desired additional training in subject matter; while 3L per cent

desired training related to "How to teach boys and girls." Eighteen per
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TABIE XVIII

NUMBERS AND PER CENTS OF LEADERS ACCORDING TO TRAINING
CONTENT AREAS OF COMPETENCY AND NEED¥*

——
——

Leaders feeling Leaders Desiring
Competent in U4-H Training -in U4-H
Areas Areas
Training Content (N = 292) (N = 292)
Areasi* Number Per Cent Number’ Per Cent
Your responsi-
bilities as a 4-H
club leader 185 63 53 18
Organization of
L4-H c¢lub work 143 L9 L2 14
How to teach boys ©
and girls 118 Lo 100 34
Objectives and
philosophy of 4-H 110 _ 38 Sk 18
History of L4-H :
club work 73 25 68 23
Subject matterswik 5k 18 ol 32

el
“Per cents are rounded to nearest whole number.

**Numbers and per cents add up to more than totals because most
respondents checked more than one area.

*%*Subject matter refers to knowledge in technical home economics,
agriculture, and related subjects.
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cent indicated a need for more training concerning their responsibilities

as leaders. It was apparent that many respondents neither felt competent

in certain training areas nor did they indicate a desire for additional

training in areas where they did not feel competent.

Willingness to Attend Leader Training Meetings and Desired Frequency

of Such Meetings

As shown in Table XIX, 82 per cent of the respondents indicated a
willingness to attend leader training meetings. Table XX indicates that
56 per cent of the respondents would be willing to attend ieader training
meetings at least four times a year; though 19 per cent were not inter-
ested in any additional leader training meetings. One could assume, |
then, that most leaders shown in Table XVIII, page 50, to have desired
additional training would possiblj prefer to receive training in ways
other than in formal or informal training meetings., This might be
compared with the previously mentioned Maryland study (37:20) in which
37 per cent of the respondents indicated that they would be willing to

attend leader training meetings at least four times a year.

Leaders' Knowledge of Youth

Table XXI shows the numbers and per cents of leaders who recog-

nized certain facts about youth felt by experts to be desirable knowledge

for L~H leaders to have if they are expected to do effective leadership

work. More than 80 per cent of the leaders agreed that four of the six

youth knowledge items were appropriate, including: (1) the need of

youth to help other people; (2) the need of youth to have friends of
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i
’%‘ NUMBERS AND PER CENTS OF RESPONDENTS WILLING TO ATTEND
] 3 LEADER TRAINING MEETINGS*
: i
3 2 ;
3 Willingness to Attend Total
: Training Meetings Number Per Cent Z
: ;; ;
No answer 26 9
f ) % Willing to attend 2,0 82
= g
3 % Not willing to attend 26 9
i Total 292 100
: 3
H *¥per cents are rounded to nearest whole number.,
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TABLE XX

NUMBERS AND PER CENTS OF FREQUENCY OF LEADERS TRAINING
MEETINGS RESPONDENTS ARE WILLING TG ATTEND:

P AN DTS T S o] €0

Desired Training Total

Meeting Frequencies Number

None 56 19
Th 25
32 11

Per Cent

Once a month
Six times a year

Four times a year 59 .20

Twice a year L1

Once a year 22 8

. Other 8 3

Total 292 100

*por cents are rounded to nearest whole number.
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TABLE XXT

5k

NUMBERS AND PER CENTS OF L-H CLUB LEADERS WHO HAD KNOWLEDGE OF

WITH CRITERICN ITEMS*

YCUTH DEEMED NECESSARY FOR EFFECTIVE L-H LEADERSHIP,
ACCORDING TO RANK ORDER OF RESPONDENT AGREEMENT

—

Total (N = 292):wx

Criterion
Item Number Per Cent
Numberise Knowledge Statement Concerning Youth Agreeing Agreeing
Criterion Children and teenagers should have
Five opportunity to help other people. 266 91
Criterion Children and teenagers should have
Three friends of both sexes. 260 89
Criterion Children and teenagers should engage
Four in challenging yet attainable
activities. 247 85
Criterion Children and teenagers should have
Six opportunity for creative expression. 2Ly 84
Criterion The leader should plan L4-H club
Two activities jointly with the L-H club
members. 211 72
Criterion Children of varied ages need a varied
One program to meet the interests of all. 31 11

7 Jowom )

*Per cents are rounded to nearest whole number.

**See Chapter I for list of all 2l criterion items.

¥ Numbers and per cents add up to more than totals because
respondents could check all areas.
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poth sexes; (3) the need of youth to engage in challenging but attainable

activities; and (L) the need of youth for creative expression. Seventy-

- two per cent recognized that leaders should be democratic with the

members when making decisions for the clubs; while, surprisingly, only

11 per cent felt tha% children of varied ages need varied or different

programs designed to meet their interests. Data in this table would

2 7. Y it SIS K g L

1ead one to assume that the leaders have a relatively adequate philosophy

and understanding of how to work with youth.

-
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égg»Groug}Preference

Table XXII shows the age groups that respondents reported

preferring to work with in their community L-H clubs. Fifty-three per

cent preferred the 9-12 age group, 32 per cent the 13-15 age group, and

only 10 per cent indicated the older 16-19 age group as their preference.

This could be due to the large number of outside interests and special

problems of older members., The lack of interest the leaders have in

this age group also could contribute to the fact that young people in

this age group most often drop out of L4-H club work.
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Organizational Leadership Responsibilities

Several statements were designed to determine the leaders'

xnowledge of their responsibilities as organizational leaders (46:21)

LA ESS DI FRIPY

and to determine if they felt adequately informed of their responsi-

bilities when they were asked to serve as leaders. The leaders also

were asked if they found they had more or fewer responsibilities than

they were led t6 believe they would have when asked to become leaders,
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TABLE XXII

NUMBERS AND PER CENTS OF RESPONDENTS BY L-H AGE GROUP PREFERENCE#

Age Group Preference

No answer

PV Iy AWRITES, G s ek, Mg TR Dp
PV YT RELDIGS T NPT IR N St Bl v, 30 ot o W VI

9 - 12 year olds

i

13 - 15 year olds

"

16 - 19 year olds

AL
XN

Total

Total
Number -Per Cent
16 5
15k 53
9L 32
28 ‘ 10
292 100

W VT SEPLES: | o o . N .
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*Per cents are rounded to nearest whole number.
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and if so, to name some of the new responsibilities. Seven jobs were
listed based on findings from previous research (L6:21, 28:8-13, L3:39).
A1l seven criterion items listed in Table XXIII were felt to be
responsibilities of organizational leaders by varying percentages of the
respondents. Three tasks were each mentioned by more than 80 per cent
of the respondents: (1) criterion item seven, Four-H organizational
leaders should see that club meetings are held regularly, 90 per cent;
(2) criterion item twelve, They should attend leader training meetings,
8L per cent; and (3) criterion item ten, They should teach ‘club members
how to plan and conduct L-H club meetings, activities, and events, 83
per cent. As shown in Table XXIII, most of the jobs, six of the seven
listed, were thought to be the organizational leader's responsibility by
by more than 70 per cent of the respondents. However, in addition to
the seven criterion tasks listed, some leaders included two other duties,
namely: (1) provide necessary transportation for L-H members, L7 per
cent mentioning it, and (2) provide judges at local 4-H activities and
events, 38 per cent mentioning it,

As Table XXIV indicates, 66 per cent of the leaders stated that

they found they had moré‘responsibilities since becoming leaders than

. they believed they would have prior to their becoming leaders. At the

same time, reference to Table XXV discloses that there is some
inconsistency in the fact that, though a high percentage (66) of the‘
respondents reported that they had more responsibilities than they had
been led to expect, 75 per cent reported feeling that their responsi-
bilities had been at least "Adequately" explained to them when they

became leaders.
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*Per cents are rounded to nearest whole number.
*¥5ee Chapter I for list of all 2l criterion items.

¥ ¥ Numbers and per cents add up to more than totals because
respondents could check all items, '
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TABLE XXIII
NUMBERS AND PER CENTS OF RESPONDENTS SELECTING SPECIFIC DUTIES
AS BEING APPROPRIATE FOR L-H ORGANIZATIONAL LEADERS,
ACCORDING TO RANK ORDER OF FREQUENCY
OF MENTION3¢
Criterion Total (N = 292)¥%*
Item Number Per Cent
Number:-¢ Statement of Task Agreeing Apreeing 3
Criterion  See that club meetings are held 5
Seven regularly 26l 90 t
Criterion  Attend leader training meetings 2L6 8L
Twelve
Criterion Teach club members how to plan and )
Ten conduct 4-H meetings, activities, L
and events 241 83 5
#
" Criterion  Assist with club activities and E
Thirteen events 225 77 3
Criterion  Obtain cooperation of members 21l 73 é
Nine %
Criterion Keep necessary records and report f
Eleven to county Extension office 208 71 3
Criterion  Contact parents of members 168 58 ﬁ
Eight :
— j
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3 k TABLE XXIV ‘ ' §
- NUMBERS AND PER CENTS OF RESPONDENTS' OPINIONS CONCERNING THE :
3 ‘ NUMBER OF THEIR RESPONSIBILITIES AS L-H ORGANIZATIONAL
: E LEADERS UNDERSTOOD EEFORE SERVING ‘
- "~ AND SINCE SERVING*
;
;s
j Total
j Responsibilities Number Per Cent
k) j No answer 15 5
: f More . 193 66
4 5 The same number 79 27
=
3 Fewer 5 2
3 Total 292 100.
E ¥Per cents are rounded to the nearest whole number.
;
3
:
2
4 ﬁ
5
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Opinions About Explanation
of Responsibilities

No answer

Very adequate
Adequate

Not very adequate
Inadequate

Not at all adequate

60
TABLE XXV
NUMBERS AND PER CENTS OF RESPONDENTS' OPINIONS CONCERNING THEIR
FEELINGS ON THE EXPLANATIONS GIVEN THEM AS TO THEIR
RESPONSIBILITIES AS L-H ORGANIZATIONAL
LEADERS WHEN RECRUITED*
Total
Number Per Cent
16 6
77 26
1Ly L9
L6 16
L 1
5 2
292 100

Total

*Per cents are rounded to the nearest whole number.
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Table XXVI, however, indicates that 77 per cent of the leaders

would have desired additional training concerning their responsibilities

upon first becoming leaders.

Knowledge Concerning History, Objectives, Philosophy, and Organization

of L-H Club Work

Tn order that any organized group might perform effectively, it
is generally felt that group leaders should have a knowledge and
appreciation of the purpose, history, objectives, and philosophy of the
over-all organization. To determine the respondents’ kno%ledge in one
of these areas, leader responses with régard to people responsible for
L-H work in North Carolina were studied. Only one person was able to

recognize all of the correct names (seven). The largest per cent of the

_ respondents, 3l per cent, were able to recognize only two correct names.

When asked to select the original purpose of L4-H club work, only
28 per cent of the respondents were able to give the correct reply, "To
teach youth and, through them their parents, improved methods of farming
and homemaking." The highest percentage of those responding to the
question was L9 per cent who said the original purpose was "To develop
boys and girls as responsible and capable citizens." This response may
indicate the present-day purpose of L-H club work.

Eighty per cent of the L4-H organizational leaders were cognizant
of the fact that L-H club work is a part of the work of the United States
Department of Agriculture; hoﬁever, only 18 per cent knew that in North

Carolina there were two land-grant institutions (the North Carelina State




R

SEal . 1R

2 o dr? o

» A AR A
R RS

Bea AP

ChtAn 0 ) 4

- Py
Rk s ot L

62

TABLE XXVI

NUMEERS AND PER CENTS OF RESPONDENTS CONCERNING THE AMOUNT OF
LEADER TRAINING PROVIDED FOLLOWING RECRUITMENT

Opinion Concerning Amount of

Initial Leader Training Total :
Provided Number Per Cent
Desired more training 226 77
Felt the amount was sufficient 51 17
Desired less or no training 15 6
292 100

Total

—_——— e ————— :ﬁ

3#
Per cents are rounded to nearest whole number.
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| University in Raleigh and The Agricultural and Technical College in

Greensboro) responsible for L-H club work at the time the respondents

WA o Npgmey,

were serving as leaders.

Less than one-third, 32 per cent, of the organizational leaders

& iy

knew the approximate national L-H membership which was about two million

3 members in 196L..
; Table XXVII shows the numbers and per cents of respondents

, recogniziné certain other facts about L-H club work.

The respondents were given two statements of fact to ‘determine

} if they knew that the L-H club is an organization open to all children

0o AR T A S SRR RTARME N L T L

with age being the only limiting factor. Ninety-two per cent indicated

AL T INA O A8y ST IV P ik

that the L-H club is open to all children interested in being a member

and 87 per cent indicated that the L-H club is open to all children

1 ‘ regardless of place of residence.

: Ninety per cen%t of the respondents agreed that those L-H members

f who were not performing as expected at the end of the first year should

YO

4 : be given extra help and guidance.

Eighty-six per cent of the respondents agreed that the L-H
organizational leaders should try to get the parents to help the member
the member's

with his club work if the parent was showing no interest in

progress. The feeling was expressed that if parents would attend some

they would show more interest in

S L DN ST HTRNT M TSR

of the L-H meetings and activities,

their children's lL-H work.
When asked how often parents should attend L4-H club meetings,

activities, and events, 51 per cent said, noccasionally (every two or

three months)."
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E TABLE XXVII
; !
d ; NUMBERS AND PER CENTS OF RESPONDENTS WITH KNOWLEDGE ABOUT
3 ? CERTAIN FACTS IN L-H CLUB WORK¥
£
|
3 é Criterion Total (N = 292)%#%
4 g Item Number Per Cent
3 : Numberi=t Statement of Facts Agreeing Agreeing
E § :
: : Criterion L-H is open to all youth ages
4 : Fifteen 9-19 who are interested in L-H
3 : ‘ work 269 92
3 ¥
3 ! Criterion - First year L-H members not
4 : Sixteer: performing as expected should be
: ; given extra help and guidance 263 90
[3+ 5
4 2
§ Criterion L-H is open to all youth ages
§ Fourteen 9-19 regardless of place of
; residence 254 87
;
3 : Criterion L-H leaders should try to get the
3 % Seventeen parents to help the member if the
2 ; .parent otherwise shows no interest 251 86
b4
L .
4 ; Criterion Parents of L-H members should be
3 : Eighteen encouraged to occasionally
3 : participate and attend L-H
. activities 148 51
? E *per cents are rounded to nearest whole number.
3 g ¥¥5ee Chapter I. for complete 1list of all 2ly criterion items,
: y ”
; % ¥ Numbers and per cents add up to more than totals because
1 : respondents could check all areas. -
e g
¢
g.; -
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The respondents were asked to give their opinions on how necessary

they felt it was that club members know the L-H ritual, objectives,

emblem, pledge, motto, and colors. Table XXVIII gives their reisponses.

Majorities of the respondents agreed that it was appropriate for club

LR R AL S 20 e P SVST V7 TN SR -y -

members to know and appreciate the L-H motto, pledge, colors, emblem,

objectives, and ritual, in that order of mention.

} TIII. FACTORS ASSOCIATED WITH LEADER KNOWLEDGE LEVELS
1 :
Tt was assumed that if the organizational leaders had been

exposed to certain facts concerning the purposes, philosophy, and

objectives of 4-H, and methods by which they should carry out their

leadership responsibilities, they would be more knowledgeable about

{ L-H organization and operation. The degree to which the leaders had

learned the knowledge in training sessions prior to the survey should
‘ have partially determined their effectiveness and efficiency. It may be

assumed that differences in scoreé reflect differences in the extent to

which such knowledge may have been internalized.

The Relation of Tenure. and Knowledge Levels

From Table XXIX, it is apparent that there is some possible

relationship between tenure and level of knowledge. For example, while

a majority, 57 per cent, of the superior knowledge group had four or

more years tenure as leaders, the majority of the below average group,

56 per cent, reported a tenure of three years or less. This suggests

that leaders with greater tenure tended to be more knowledgeable,
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3 TABLE XXVIII ?
X 5
3 NUMBERS AND PER CENTS OF RESPONDENTS WHO FELT IT WAS NECESSARY :
E FOR CLUB MEMBERS TO KNOW L-H RITUAL, OBJECTIVES,
% EMBLEM, PLEDGE, MOTTO, AND COLORS*
g
3 Criterion Total (N = 292)%#
x Item - Number Per Cent :
4 Numbers Li~-H Knowledge Needed Apgreeing Agreeing . ;
3 Criterion !
7 Twenty-three They should know L-H motto 272 93 ;
' Criterion §
- § Twenty-two They should know L-H pledge - 271 93 i
if Criterion
E Twenty-four They should know L-H colors 261 89
Criterion
3 Twenty-one They should know L-H emblem 246 8L
A Criterion
: Twenty They should know L-H objectives 2Lk 83
Criterion
Nineteen They -should know L-H ritual 210 72

e —
————

e —————

¥per cents are rounded to nearest whole number.
*%See Chapter I for a listing of all 2l criterion items.

¥ umbers and per cents add up to more than totals because
respondents could check all areas.
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TABLE XXIX
NUMBERS AND PER CENTS OF THOSE IN 4-H ORGANIZATIONAL LEADER
KNOWLELDGE LEVEL GROUPS ACCORDING TO TENURE#*
Above Below
Years Served as Total Superior Average Average Average
Leaders No. % No. % No. % No. % No. %
Less than two years 36 12 8 11 8§ 11 5 7 15 18
Two years b2 14 8 11 11 16 10 15 13 16
Three years 73 25 15 21 19 27 21 30 18 22
Four years 57 20 17 24 17 24 7 10 16 20
Five or more years 8y 29 23 33 15 22 26 38 20 2k
Total 292 100 71 100 70 100 69 100 82 100

v Tardead 2 T T T AT v
e —

¥Per cents are rounded to the nearest whole number.
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possibly due to more training and experiences with the L4-H programs.

5 The Relation of L-H Membership of Leaders and Knowledge Levels

As shown in Table XXX there is a difference in scores between
those leaders who had been former L-H members and those having no prior
experience as L-H members. More of the superior knowledge group, L1
; per cent, were former L-H club members, than was true for those in the
below average group, only 29 per cent. The trend is further evident

; when all four groups are compared.

' This could indicate that having prior experience as a L4-H club

member did have some effect on their level of knowledge concerning their

responsibilities as L-H community organizational leaders.

! Relationship of Education and Knowledge Levels

Some relationship seems to be indicated in Table XXXI between the
5, respondents levels of education and their levels of L-H knowledge.

While the great majority of leaders in the superior group, 79 per cent,
had an eleventh grade education or higher, one-half, 50 per cent, of
those in the below average group had less than an eleventh grade edu-

cation. The trend is'ggain borne out when the other groups are compared.

The Relation of Teacher Training Other Than 4-H Leader Training and

PR OvrN

Knowledge Levels

Table XXXII indicates that only 37 per cent of the leaders had

had teacher training other than L-H leader training; while 63 per cent

had had no other teacher training of any kind, formal or informal.




TABLE XXX

NUMBERS AND PER CENTS OF THOSE IN L,-H ORGANIZATIONAL LEADER
KNOWLEDGE GROUPS ACCORDING TO THE INFLUENCE OF

PRIOR L-H MEMBERSHIP%

5 Leaders' Former Above Below

3 Membership in Total Superior Average Average Average
. L-H Club Work No. %  No. 7 TNo. % No. % No. A
3 Yes 107 37 29 L1 28 Lo 26 38 2h 29
e ) | No 185 63 L2 59 L2 60 L3 62 58 71
Total 292 100 71 100 70 100 69 100 82 100

¥per cents are rounded to the nearest whole number.
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TABLE XXXTI
NUMEERS AND PER CENTS OF THOSE IN L-H ORGANIZATIONAL LEADER
KNOWLEDGE GROUPS ACCORDING TO EDUCATIONAL ILEVELSH
Above ‘ Below
: Leader's Total Superior Average Average Average
3 Educational Level No. %  No. 4 TNo. % No. % No. 4
| 0 - 6 grade. 29 10 2 3 7 10 8 122 12 15
] 7 - 8 grade 33 11 8 1 3 L 6 9 16 19
$ 9 - 10 grade 39 13 5 7 11 16 10 1 13 16
; 11-12 grade 133 6 L2 59 32 L6 29 L2 30 36
, College (some) 37 13 9 13 9 13 11 16 8 10
E College graduate 21 7 © 7 8 11 5 7 3 b
Total 292 100 71 100 70 100 69 100 82 100

; Average educational
4 ’ level . 10.8 11. 4 11.1 10.7 . 9.7

*Per cents are rounded to the nearest whole number.
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TABLE XXXTI
NUMBERS AND PER CENTS OF THOSE IN l;-H ORGANIZATIONAL LEADER
KNOWLEDGE GROUPS ACCORDING TO TEACHER TRAINING
OTHER THAN L-H ILEADER TRAINING*

Teacher Training Above Below
Other Than L-H Total Superior Average Average Average
Leader Training No. % No. 4 No. &% No. % No. %
Yes 109 37 32 45 26 37 27 39 24 29
No 183 63 39 55 Ly 63 Lk 61 58 T1
Total 202 100 71 100 70 100 69 100 82 100

*¥per cents are rounded to nearest whole number.

-
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Forty-five per cent of those in the superior group were found to have
had teacher training experience other than L-H leader training as
compared to only 29 per cent for those in the below average group. The
difference between the superior and below average sScores indicates that
additional teacher training may make far more effective L4-H organi-
zational leaders. Experience as a trained L4-H leader, andlteacher

training or leader training in other organizations or groups, could

become another criterion for leader jdentification, recruitment, and

selection.

Relationship of Place of Teacher Praining and Knowledge Levels

The superior knowledge group consistently received higher scores

regardless of the place or type of teacher training received. One

would further assume that teacher training received in the formal

classroom setting would affect a leader's level of knowledge; however,

.Table XXXIII shows that 21 per cent of those leaders scoring superior
and 15 per cent of the below average group received their teacher

training other than L-H leader training; in other clubs, church groups,
and adult education out-of-school classes. It is interesting to note

that almost equal per cents of superior (13) and below average leaders

(9) had received college teacher training.

The Relation of Respondents' Age and Knowledge Levels

Table XXXIV discloses that 72 per cent of the superior leaders

were less than 45 years of age, while only Ll per cent of the below

average leaders were so young. Data for aother groups verify the fact
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TABLE XXXIII
NUMBERS AND PER CENTS OF THOSE IN L;-H ORGANIZATIONAL LEADER
KNOWLEDGE GROUPS ACCORDING TO PLACE OF TEACHER TRAINING
Above Below
Place of Total Superior Average Average Average .
Training No. % No. 7 No. % No. % No. %
None 183 63 39 55 4y 63 L2 61 58 71
College 0 7 S 7 L 6 6 9 5 6
Adult out of
school classes 22 7 8 11 7 10 3 L L 5
Other g2 18 15 21 10 14 15 22 12 15
- Combination
(college and
adult out-of-
school classes) 15 5 h 6 5 7 3 L 3 3
Total 292 100 71 100 70 100 69 100 82 100
#per cents ' "e rounded to nearest whole number,
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= TABLE XXXIV :
' 2 ;
; 2
; i NUMRERS AND PER CENTS OF THOSE IN L4-H ORGANIZATIONAL LEADER g
3 ‘ KNOWLEDGE GROUPS ACCORDING TO RESPONDENT'S AGE#* :
é Above ’ Below
Respondent's Total Superior Average Average Average
Age i No. % No. 4 No. % No. % No. %
1 No answer 10 3 1 1 o o 2 3 17 9
3 20 - 3L | 0 17 16 23 19 27 7 1.0 8 10
{ } i 35 - Lk 12, 43 35 L9 30 43 31 L5 28 3L
LS - 5k 72 25 1, 20 14 20 19 28 25 30
: 55 and over 3 12 5 7 7 10 10 1 1 17
A
4 Total 292 100 71 100 70 100 69 100 82 100
b:
é Average age of .
those answering L2.9 L0. 6 L0.6 LkL.5 LS. 7

¥per cents are rounded to nearest whole number.
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that age groups appears to be a factor worthy of consideration when
recruiting 4-H organizational leaders, the younger leaders tending to

have higher knowledge scores.

The Relation of Knowledge of Certain L-H Facts and Knowledge Levels

Figure in Table XXXV indicate that 80 per cent of the leaders
receiving a superior score were aware that L4-H is connected with the
United States Department of Agriculture as compared to 71 per cent of
the below average group.

Of those leaders scoring in the superior group, L42 per cent knew |
the approximate number of L-H members in the United States--as compared
to only 20 per cent of the below average group.

Of those leaders scoring superior, 32 per cent recognized that
the original purpose of the 4-H club was to teach improved farming and
homemaking practices to parents through L-H members (their children) as
compared to 21 per cent receiving a below average knowledge score.

Of those leaders scoring below average, 22 per cent were aware
that there are two institutions in North Carolina connected with L~H

club work as compared to 18 per cent of the superior group recognizing

this fact.

The Relation of Knowledge Gained at Leader Training Sessions and

Knowledge Levels

It was desired to identify community L-H club organizational

leader training needs with regard to their responsibilities. In an

effort to do this, the leaders were asked to indicate the areas of
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TABLE XXXV
NUMBERS AND PER CENTS OF THOSE IN L4-H ORGANIZATIONAL LEADER

KNOWLEDGE GROUPS ACCORDING TO CERTAIN FACTS ACQUIRED :
IN TRAINING SESSIONS# :

Above Below

Total Superior Average Average Average

No., % No. 4 No. % No. & No. %
Fact Acquired (N=292)3%  (N=70) (N=71) (N=69) (N=82)
4-H is connected E
with the United : :
States i
Department of ' ;
Agriculture 234 80 57 80 61 87 58 8; 58 71 . i
Two million L-H g
members enrolled ;
in the United F
States 92 32 30 L2 21 30 25 36 16 20 %

L-H began to teach
improved methods
to parents

through boys and
girls 81 28 23 32 20 28 21 30 17

N R R
Lo ¥, “?Q;Y\“w‘:‘-r*u ok ¥
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Mﬂ*‘
Nl

"North Carolina State
University and
A & T College are
responsible for

L4-H work in )
North Carolina 54 18 13 18 7 10 1 23 18

e O
T W
NIRRT

SRETR ST,

_‘,
Lok Jege i

¥per cents are rounded to nearest whole number.

**Numbers and per cents add up to more than totals because
respondents could check more than one area.
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knowledge taught at the leader training sessions in which they felt
competent at the time of the study and, also, were asked to indicate the
areas in which they desired additional training. The areas included in
the training sessions have been: (1) the history of L-H work; (2) the
objectives and philosophy of L-H work; (3) organization of L-H club
work; (L) responsibilities of a L-H club leader; and (5) how to teach
boys and girls. (These areas were determined and recommended by the
North Carolina State L-H Club staff in the manual entitled, Extension

Agents' Guide for Training New Community L-H Club Leaders in North

Carolina, <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>