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A3STRACT

N EVALUATION OF A SERIES OF 4-H LEADER TRAINING IEETINGS

HELD BY FIVE I

by Herold i, Black

The purpose of this study was to evaluate & series of
Michigan 4-i leader training meetings which were held as dis-
trict meetings for leaders in Huron, Lepeer, Sanilac, St. Clair
end Tuscola countles. Each leader had from one to five years
of 4-H leadership experience.

The training was planned and conducted primarily by the
county 4-H Extension agents in each of the five counties.
They received help from the State 4-H office and District
Director in planning the meetings and the preparation of the
presentations, but each agent was responsible for the presen-
tation at one of the meetings.

The subject areas covered in the series of five meetings
were leadership, evaluation in 4-H, and understanding of boys
and girls. The leaders who attended the training comprised
an experimental group, and they were compared to a control
group of leaders who did not attend.

The evaluation of the training was approached in four
ways:

(1) Measurement of the change in attitudes and opinions
of the leaders as a result of the training meetings. Each
leader in the experimental and control groups completed pre-
test and post-test questionnaires. The questionnaire was

developed about criteria obtained as a result of an extensive
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review of research studies in the subject areas.

(2) Measurement of behavior changes through pre-test and
post-test questionnaires sent to a random sample of club mem-
bers of the leaders in both the experimental and control
groups. These were used to determine if there was any change
in the way in which the leaders worked with the members in
their clubs.

(3) An over-all evaluation by the leaders who attended
the meetings. This included an individual evaluation by each
leader and a group evaluation.

(4) Observations of the author who attended and made
tape recordings of each meeting.

The findings indicate that the leaders who received the
training had a greater change in attitudes and opinions than
those who did not. This was significant at the ten percent
level. The greatest change in attitudes and opinions of the
leaders occurred in the area of leadership. A smaller change
was found in understanding boys and girls. The least change
was in evaluation in 4-H.

No significant change occurred in the way in which the
leaders worked with their club members as perceived by the
members. It should be noted, however, that one limitation of
this study was the short time span between the member pre-test
and post-test. An evaluation at a later date might reveal
measurable differences.

The over-all evaluation by the leaders indicated that
the training had been helpful. The subjects in which they

felt they had learned the most were ranked in the same order
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28 shown by the leader questionnaire.

As a result of this study, it is recommended that
further consideration be given to holding leader training
meetings on a district basls for experienced 4-H leaders
where the location of the counties makes this possible. Dis-
trict meetings offer the advantage of meking i1t possible for
Extension agents to concentrate on one subject, and they also
provide for an exchange of 1ldeas between leaders in different
countles.

It is suggested that future studies glve consideration
to the extent to which principles of learning are applied to
leader training meetings., The design of this study did not
permit an adequate appraisal of the effects of applying the
principles of learning, but it was apparent that the effective-
ness of leader training is related to the extent to which they

are applied.
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Tiie purpose of this study is to evaluate a cseries of
five 4-H leader training meetings which were reld as district

meetings for Huron, Lapeer, & nd Tuscola

I

countles in iichigan., The training was conducted

primarily by the county 4-H Extension agents in each of the
five counties. They recelved relp from the State 4-H office
end District Director in planning the meetings and the pre-
varation of the presentations, but each agent was responsible
for the presentation at one of the meetings.

A number of studies have been conducted to determine
what should be included in 4-H leader training, This study

deals with a training program which includes some of the sub-

leadership experience.

Background Situation

It is generally agreed that volunteer leadership is the
heart of most county 4-H or Extension programs., A fundamen=-
tal concept of Extension as an educational process has been
that the effectiveness of the Cooperative Extension Service
depends in large measure on the involvement and training of
local volunteer leadership,

This has not always been the case. During the early
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years of the Cooverative Extencion Service, the leader's role
vas not considered as important as it 1s now. When Zxtension
vas stlll yourg, the county agent did much of the Extension
teaching personally. In 1$30, Clarence B. Smith and Meredith
C. Wilson wrote that "as the years have gone by and the prob-
lem has been studied, the county Extension agents are increas-
ingly seelng that, 1f they are in any adequate degree to
reach the people, they must rally to their support these pro-

Ject or local leaders.”l

They felt that the amount of work a
county agent could do in a county rested largely in the number
of local leaders he was able to enlist in the cause, and the
amount of tralning and direction he could give those leaders.

This 1s just as true today as 1t was 1in 1¢30. The size
of the program has grown and many more people are being
reached today than ever before. The 4-H Club program has con-
tinued to grow until at the present time there are over two
and one-quarter million members in the United States.

The size and success of the 4-H Club program depends to
a large extent upon the work of the adult club leader. With
the ever increasing size of the 4-H Club program, the county
EZxtension agent can give very little direct trainling to club
members. Instead, he must work with 4-H leaders, who in turn
will work directly with the members. The more effective an
Extension agent 1s in obtaining and developing leaders, the

greater the number of people who will be able to participate

1, Clarence B, Smlth and lleredith C. Willson, Azsricultural
Extension Syctem of The United States, New York, John Wiley &
Sons, 1950, p. 1¢20.







3
in the 4-H Club program. One of the basic beliefs listed by

the Extension Sub-committee on 4-H Club work in 1560 was that
development of leaders multiplies the effectiveness of Exten-
sion agents.2

Even though leader training is considered by many to bpe
one of the most lmportant responsibilities of the 4-H Exten-
sion agent, there 1s stlll considerable room for improvement
in the leader training given to club leaders. County Exten-
slon agents cannot do effectlive training unless they want to
train, know in what areas trailning is needed and know how to
train. Belng aware that leader training is important 1s
necessary for good leader tralning, but it 1s Just the first
step.

There are many methods used to train 4-H club leaders.
These include office visgits, home visits, telephone calls,
circular letters, bulletins, newspaper articles, and radio
and televlsion programs, as well as various types of meetings.

Training meetings can vary a great deal., One consider-
ation 1s the size of area for which they are conducted. They
may be held for the leaders in a nelighborhood, a community,
an area in a county, on a county-wide basis, on a district
basis for several countles, or they may be state-wide.

Of considerable importance is the group for which the
training is plamnned and the type of subject matter to be pre-

sented, Often in the past, too little attention has been

2, Summary Report of Extension Subcommittee on 4-H Club
Work, 1960, p. 24.
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glven to these. Leader tralning meetings were often sched-
uled for leaders by project areas, with little consideration
for the years of leadership of the leaders involved.

Greater emphasls 1s now being given to fitting the
training to the needs of the 4-H leaders. Through the Fed-
eral Tralining and Research Cfflice, studies3 have determined
the followlng ten areas of training to be needed by all 4-H
leaders: (1) understanding young people, (2) the philosophy
and objectives of 4-H Club work, (3) the plan and content of
project work, (4) being aware of local club activities,

(E) developing a program, (6) developing skills in teaching
procedures, (7) knowing about county events, (&) knowing the
community resvonsibilities and opportunities, (¢) knowing the
county responsibilities and opportunities and (10) measuring
the achlievement of members.

Studies have shown that all leaders do not have the same
need for all the ten areas llsted above. Flrst year leaders
are more concerned with tne immediate organization and oper-
ation of a 4-=7 club. They want help with things such as pro-
gram planning, conductirg a club meetinz, project work and
records. As & result, it 1s recommended that first year
lcaders be glven special training which provides for these
needs.

After leacders have led a club for at least one year,

they become more consclous of needs related to better under-

%, Ruth Weston, "4-H Volunteer Leadership Develovment,"
Unpublished term project for llaster Degree, ichigan State
University, Zast Lansing, 1¢61, p. 4C.
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standing boys and girls and how to work more effectively with
them. In order to provide training for these leaders that
will be most helpful to them, sevarate training 1s reconmend-
ed. Thls makes 1t posslble to give them the help which is
most directly related to thelr needs.

Another consideratlon in leader tralning 1s who should
glve the training. In the past, much of the tralning was
glven by the Zxtension agent or agents within each county.

As the 4-H Club progran grows and becomes more compvlex, how-
ever, 1t becomes more difflcult for one person to be sxill-
ful in all phases of the program. XNot only 1s there an 1in-
creasing nuaber of projects to keep abreast of, but there 1is
now a recognized need to provide training in the general
field of human relations and understanding of youth.

The Extension agent in the five countles involved in
this study recognized these as some of the problems which
they faced in improving thelr leader training programs.

Cut of thils need for better leader tralning, grew an
ldea. The 1dea, which originated at one of the regular
district meetings, was for the five countles to cooperate in
holding a series of training meetings for experienced club
leaders.

There are many advantages to thils type of cooperation
among, these five adjolning countles. They are generally very
similar in size, 4-H enrollment, size of extension staff and
general agriculture of the county. The following chart glves

a comparison of certaln filgures for 1¢41.






6

Chart 1. Characterlstics of Farticipating Countles

St.
Furon JLaneer Sanilac Cleir Tugcola

County vopulation 33,812 40,979 32,103 106,396 42,754

(1960)
4-H enrollment 1,073 662 1,136 1,079 1,223
Number of 4-H 50 48 44 37 54
clubs
Number of 4-H 196 184 229 265 235
leacders
Size of Extension 5 4 4 4 4
staff

While there has been some variation in the type of
leader tralning which has been given iIn these five counties
the past few years, 1t has generally been cuite similar. All
have had some project leader training. None have had any
speclal training for new leaders. Four countles have given
tralning for administrative or general leaders.

One county has held training meetings for leaders in
the following areas: program planning, getting parent inter-
est in 4-H Club work, the 4-H awards program and preparation
of 4-H programs for different age grouvs.

Another county has stressed sociology and child devel-
opment. Speclal emphasis during the past three years has
been given in the fileld of personal interviewing and eval-
uation.

This study attempts to determine the results when traln-

ing 1s given for experienced 4-H leaders with several counties
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involved and with each agent resvonsitle for the nresenta-
tion of a speciflc subject.

This type of training in which several counties work to-
gether on leader trainirg is a new approach in ilichizan. The
results of this experlence are lmportant, not only to the
counties involved, but also the state 4-H office and other
countles. This experience could set a pattern for other
varts of the state, 1f 1t proves successful.

Ihe Froblem

The protlem for the Extension agents is how to most
effectively teach the information now recognized as needed
and wanted by 4-H leaders.

Asgs a result of the need for separate leader training and
the 1Increasing skill necessary to provide tralning in the
areas now considered important, Extension agents are faced
with the question of how to provide more effectlive ways of
training leaders.

The 4-H Extension agents in the counties involved in
this study have tried an avproach to botah of these problems.
They provided training for exrerienced club leaders by divid-
ing the teaching responsibillities so that each agent could
concentrate on one particular subject.

The Covjectives

The main objective of the study is to evaluate the
effectiveness of this avrvroach to leader tralning.
The evaluation 1s done in three ways. The study

attempts to determiné:
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1. Whether the leaders who attended had any change in

heir opinions and attitudes in the subject areas
covered by the meetings,

2. Whether there was any change in the way the club
leaders worked with their 4-H clubs, as perceived by
thelr club members.

2. How the 4-H Club leaders and Extension agents felt

about the training at the end of the series.

In order to test for a change in opinions and attitudes
as a result of the training, any changes among those attend-
ing i1s compared to leaders in a control group who did not
attend.

The real measure of the effectiveness of the training 1s
whether there 1s any change in the behavior of the leaders as
they work with their 4-H clubs. In this evaluative study the
change 1s measured in part by any change as percelved by the
members in the clubs of the leaders who receive the training.
It 1s also compared to the control group.

It is realized that the short time avallable for behav-
ior change may make this difficult to measure. It 1s hoped
that this study can be continued to see if a change does
ocecur over a longer period of time.

A secondary objective 1s to determine the reasons why
the leaders learned, or did not learn., This 1s done by
evaluating the meetings in terms of a set of principles of
learning to see to what degree the meetings meet those prin-

ciples.
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Hvypotheses

The main hypotheses of thils study are:

1.

3.

Leaders who attend the 4-H leader training meetings
will increase theilr level of understanding in the
subject areas covered, above the leaders in the con-
trol group.

This change In understanding willl result in a change
in action tehavior of the leaders who attend the
training sessions, as compared to those in the con-
trol group.

Zeetincs that most nearly meet the vrinciples of

learninz, as describe by Gibb (Chapter II), will

have a hilgher degree of learning.



CHAPTER II

REVIEW OF LITERATURE

Recc

ndations For Leader Training

The importance of the 4-H leader and leader training

is emphasized by the Federal Extension bulletin, "The Look

Ahead," which states:

lMany feel that the one-third of a million volunteer 4-H
leaders are not getting a fair break. They have offer-
ed the most precious thing they possess =- their time,
and dedications. They want more and better
preparation for their job, but often have to start with
little more than a pat on the back. The potential for
volunteer leadership development is unlimited. {t is
the greatest challenge facing Extension workers.

The report of the committee, appointed by the Extension

Committee on Organization and Policy to outline a program to

meet

the followir

the objectives outlined in the Scope revort, included

statement:

Growth of a youth program in scope and quality will

call for lopment of mo leaders armed
with the y skills, philosophy of
conducti youth programs. tension Service must

gilve increasing attention ob of training,
supporting, d recognizing its volunteer leaders.
Adult leaders working with youth need systematic help
in becoming better informed and more competent in
approaching the problems of young people, more under-
standing of th elves and others, and better prepared
to plan and teach effectively.?

The importance of leader training is emphasized by many

culture, The Look Ahead, 4-

1959,

1. Federal Extension Zervice, U. S. Department of Agri-
124, 1958.

2. A Guide To Extension Programs For The Future, Julys
pp. 32-33.
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studles. According to Laural K. Sabrosky, studles have shown
that:

1. Local leaders with several year's experlence have
more succesgsful clubs than first-year leaders.

2. Local leaders who are adecuately tralned stay in 4-3
work longer than those who are not.

3. Locel leaders sey they have problems, and ask for
more treining.

4, Local leaders who attend training meetings gave more
succeesful 4-H clubs than those who do not.

A study by BOOne4 indicates some of the specific ways
which leader training can increase the effectiveneess of 4-H
Club work. Cf eleven factors whichn were used to compute an
achievement score for each club, he found that a strong re-
lationship existed between the amount of training received
by the leader and the following ten factors: size of 4-H
club enrollment, project participation, 4-H club member pro-
Ject completion, reenrollment of 4-H members, number of
recreational events held by clubs, percent of club members
making exhibits, club member participation in local, county,
and state 4-H events, project acnievement by 4-7 Club members,
parent-community interest in 4-H Club work, and 4-H leader

tenure.

3. Laural XK. Sabrosky, "Here Are Some 4-H Facts About
Getting More Effective Results From Local Leaders," PA 116,
Extension Service, U. A. Department of Agriculture, July,

1950.

4, E. J. Boone, "Factors Assoclated With Training 4-H
Club Volunteer Leaders," Loulsiana, 1954, Thesis for K.S.,
Unlversity of Wisconsln, from U, S. Department of Agriculture,
Extension Service Circular 506, May 1956, p. S.
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A number of studles support the need to provide sepa-
rate training for new leaders and experienced leaders in
order to provide the most effective training for 4-H leaders.

Skelton emphasized the value in separating leader train-
ing into training for new leaders and for experlenced leaders.
He also recommends that a serlies of training meetings be
glven prior to a person accepting the responsibility of being
a leader.?

Weston says that training classes for new leaders are a
must, ©She feels they are most effective when held in a
series, before the leader starts working with a group, or very
soon after.6

McAuliffe says that "new leaders need different help
from experienced onea."7

The findings by Clark and Skelton in their study in New
York8 also suggest that first year leaders should be given
training and counsel in some different fields from that
given leaders of longer tenure.

In a study in Snohomish county, Washington, Westergreen

5. W. E. Skelton, "The Status and Training of 4-H Club
Leaders in Relation To Tenure," Ithaca, N. Y., Cornell
University Library, 1949, taken from Extension Service
Circular No. 507, p. 39.

6. Ruth Weston, "4-H Volunteer Leadership Development,
Unpublished term project for Masters Degree, Michigan State
University, 1961, p. 48.

7. V. Joseph McAuliffe, "Develop Leaders In &4-i,"
PA 460, Federal Extension Service, U. S. Department of
Agriculture, p. 8.

8. Robert C, Clark, Jr., and William Z. Skelton, "The
4-H Club Leader," Cornell Bulletin No. 94, Dec., 1954, p. 2.
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$0WNA  that the leadership training requested by leaders with

1e88 <than two years was different than that requested by
leaders with three or more years of experience. Leaders with
more than three years of experience listed the following:
1. How to inform and work with parents.
2. How to help members with project work.
3. How to teach.
4, Help with demonstrations.
'5. How to involve all members actively.
6. How to give responsibilities to boys and girls.9
Kirch recommended at least six specific training meet-
ings for first year leaders. He also recommended that leaders
with two or more years of tenure should receive training in:
1. Subject matter review of requirements, etc.
2. Teaching methods.
3. Understanding needs of young people.lo
These subjects compare closely witH one of the types of
training programs suggested by Sobers. In the program which
he designated as Type A, he recommended a pre-service train-
ing program for new leaders and a specific training for lead-
ers with two or more years of tenure. For leaders wilth two

or more years of experience, he recommended that they receive

9. John Westergreen, "A Study of 4-H Club Leader Train-
ing in Snohomish County,""Washington, Summary of unpublished
thesls, 1961, p. 4.

10. Ralph Z. Kirch, "An Exploratory Study Setting a
Benchmark of Present Levels of Local 4-H Club Leadership in
Twenty-Two Counties of lMichigan," unpublished thesis for
Masters Degree, Michigan State University, 1961, pp. 3-4.
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¥2INniAng in these

ereas:

derstan

. Evaluation.

. 4-H project requirements.

4
5
6. Subject matter training,
il

. County and state 4-X activities and events.

8. Community and county responsibilities and oppor-
tunities.

9. Achlievement and awards in the 4-H Club progra

- : 5 8 Bk
10. How to work with junior leaders.

Specialized Training By Agents

In order to meet new responsitilities, Extension
workers are often faced with the question of how they can be
competent in many different areas. Since this is difficult
to achieve, some agents are tending toward specialization.
Although 1t 1s on a small scale, the type of cooperation
shown by the agents in the counties cooperating in this

study enables each agent to specialize to scme degree

concentrating on one subject.

This type of cooperation in seeking new ways of accom-
plishing a job seems to be a response to Extension's challenge
to try new approaches in order to keep up with the changes

teking place. The Subcommittee on Scope and Responsibility

11l. Edgar C.
ing Frograms For 4- ul
thesis for lasters Degree,
p. 2.

Constructed Typology of Train-
ty Club Leaders," unpublished
{dchigan State University, 1961,



0c Extension recognized the need to improve its program. In

AY® report the Subcommittee stated:
«s+all such significant trends reemphasize the fact
that the Extension Service must have a dynamic program
== one constantly being modernized to keep pace with
the ever changing conditions facing the people it
serves. Programs and procedures appropriate yester-
day are likely to be inappropriate today - and obsolete
tomorrow. Extension must be ever alert, therefore, to
adjust its programs, focus and methods to insure that
1ts resources are used most efficiently and in keeping
with the ever-cfgnging problems of the people demanding
services of 1t.

Greater speclalization in the future was forecast by a
group of Extension administrators and specialists which met
in 1959 to outline programs for Extension in the nine areas
reported by the Scope report. Their report stated that "the
Extension staff of the future will have more specialized
personnel at every level. Many counties or geographic areas
will have speclalist-agents working with one kind of farming,
one aspect of marketing, one area of family living or youth
development, or some other special interest."13

A number of states are now using district specialists.
In others, agents are cooperating between counties. Various
arrangements are causing county lines to be less of a bar-
rier than they once were.

Dail reports that in California, county lines which once

were considered fences over which county staff members should

12. Sub-committee on Scope and Responsibility of the
Extension Committee On Orgenization and Policy, "The Coop=-
erative Extension Service - Today," April, 1958, p. 7.

13. "A Guide To Extension Programs For The Future,"
Published by the Agricultural Extension Service, North
Carolina State College, July, 1959, p. 46.
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PO% Wander, are beginning to disappear as far as limiting

e area served by an advisor. He reports that California

1has8 many inter-county arrangements on a barter basis among

14
agricultural, home and 4-H advisors.

In a study on the inter-county agent, llotsenbocker found
numerous indications that specialization by agents accom-

vanied by an expansion of work responsibilities across county

o 5
lines was a needed cnange.ll

Others think that greater specialization is necessary
to meet the increasing challenge to Extension. Rogers feels
that Extension needs to give more consideration to special-

1zed training in order to meet the needs of specialized farm

16

ing. The same can &lso be true for the youth program as

new needs arise,
Clark sees a need for doing a good job in what we do,
even though 1t meams doing few things. He says that:

Ad justments in the functions and responsibilities of
various segments of the Extension Service must be con-
sldered in light of the rapid change occurring in our
knowledge, in our clientele, and in our methods of
serving people. PFPriorities in the time and efforts of
Extension personnel need to bg established so few
things can be done and well.-:!

14, Howard Dail, "Specialization Calls For Constant
Change, " Extension Service Review, Sept., 1961, p. 174.

15. Edwin Earl lMotsenbocker, "The Inter-County Agent,
A New Kind of Cooperative Extension VWorker," unpublished
Master's Thesis, Michigen State University, 1561, p. TO.

16 B B rs, "Training Extension Workers For The
pod

Future," Extension Service Review, September, 1958, p. 187.

17. Robert Clark, "Equiping Ourselves For The Job,"
Selected Readincs And References in 4-H Club Work, Publie
by the National Agricultural txtenslon Center For Advanced
Study, University of Wisconsin, 1961, p. 135.
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A ) . ) .
«»S the demrands on county 4-J workers increase, more

gp€Clalization end cooperation between counties may help to
neet these needs.

row Adulte Learn

Zolding a leader tralning rmeeting does not necessarily
lead to any learning. Unless training meetings are planned
so as to provide the best possible orportunities for learn-
ing, Extenslon educators are falling short in thelr respon-
sibilities.

If tralning meetlngs are to provide learning experiences,
it is necessary that the teachers be famlliar with what makes
the test learning experience. A person may e an expert in
suvjJect matter, but unless he can communicate effectively
with others, very little learning will result. Just talking
1s not necessarlily teaching, and listening does not always
constltute learning.

Fersons involved in leader training should be concerned
with how learning occurs. If the training, or teaching, 1is
to be effective, then there needs to be a change in the be-
havior of leaders.

Axinnl8 divides behavior into three areas: thinking
behavior, feeling behavior and action behavior. Thinking
involves a person's knowing and understanding. Zefore any
behavior change can occur, it is necessary for a person to

rnave the necessary knowledge or information. Ile also needs

18, George H. Axinn, The ftratesy of Communication,
unpublished manuscript, 1¢5Y, Chapter III, PP. z-5.







© \Understand the information.

Feeling refers to how a person actually feels "inside".
It includes his interest and attitude. Just having the know-
ledge or knowlng something does not mean that there will be
any change in feeling behavior. If action behavior 1is to
oceur, the person first needs to become interested and develop
an attitude toward whatever the teaching 1s directed towards.

The ultimate test as to the results of the teaching will
be evident in a change in actlion behavior. This 1is the vis-
ible change in behavior. It may be divided into changes in
abilities, changes in skills or changes in habits.

The effectiveness of teaching depends on the changes in
behavior for those whom 1t 1s intended. Teaching should be
carefully planned toward bringing about changes in knowing,
feeling and action behavior.

Since 4-H leaders are adults, 1t is important that those
who are involved in training leaders be familiar with how
adults learn. Up until the 1920's adult learning programs
used the traditional methods of teaching children and youth.
Since then, when educators began asking if there was any
difference in teaching children and adults, many studies have
been made and much has been written about how adults learn.

According to Schmidt and Svenson, there 1s convineing
evidence from studies that have been made that the adult
learner differs from the child learner in several ways.

They 1list the following differences which are important when

training adults:
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"1. The adult learner has more experience and a diff-
erent quallty of experience to contribute to the learn-
ing situation.

2, The adult learner 1s ready to learn different
things than the youthful learner because he faces
different developmental tasks (e.g. parenthood).

3. The adult learner tends to be more autonomous and
therefore, less comfortable in a dependent role.

4, The adult learner 1s usually 1nteri8ted in the
immediate usefulness of new knowledge."-”

This suggests that i1f county Extension agents want to
achleve more results, they need to use a different approach
in planning and conducting training meetings for leaders than
they would for 4-H Club members.

There are many theories of learning. In order to put
some of the basic principles into statements that can be used
in actual leadership training, Gibb has developed the six
following statements:

"1l. Learning must be problem-centered.

2. Learning must be experlence-centered.

3. The experlence must be meaningful to the learner.

4, The learner must be free to look at the experience.

5. The goale must be set and the search organized by

the learner.

6. The learner must haye feed back about progress

toward goals.<”

Gibbs states that these six statements "must be true if

learning in an adult setting is to be optimally effective."?l

19, Warren H. Schmidt, and Elwin V. Svenson, "lMethods In
Adult Education," Handbook of Adult Lducation In The United
States, Edited by Malcolm S. Knowles, Adult Education Assoc.
of the U. S., Chicago, 1960, p. 82.

20. Jack R. Gibb, "Learning Theory In Adult Education,"
Handbook of Adul ucgtion In The United States, Edited by
Malcolm S. K les, Adult Education Assoc. of The U. S.,
Shicago, 1S60, pp. 58-60.

21, .Ibid.;, s 56






Based on these statements, the following are some of the

AMPlications for 4-H leader training. Because the training
may be done by one or more Extension agents, or by Extension
agents and other people, those responsible for the teaching

will be referred to as the teaching staff or teachers.

Learning must be problem~-centered. For the most signif-

icant kinds of learning for the leaders, the problem must be
a problem for the leaders, not a problem for the teaching
staff. The staff cannot "give" a problem to the leaders.

The problems need to arise from the experiences, perplexitiles,
doubts and thinkings of the leader. The training must be
based upon the needs of the leaders, as seen by the leaders.

This is an important reason for providing different
kinds of leader training for leaders who are first year lead-
ers and those who have had some experience in leading a 4-H
club. They have different problems, and therefore different
needs.

It 1s not enough to Just provide training for the
immediate needs of the leaders. Part of the teacher's respon-
slbility is to provide situations which will help the leaders
to see a broader range of problems from which they learn to
seek and formulate their problems.

Gibbs states that learning must be motivated. The prob-
lems and challenges wnich 4-H leaders face in working with
their clubs can motivate them to seek help in finding ways
of solving them. Learning how to solve these problems and
learning of new opportunities can help to motivate the

leaders toward further learning.






Learning must be

for the agents or persons giving the training to provide the
optimal kinds of experiences which will relate to the prob-
lems of the leaders. If the leaders cannot relate the inform-
atlon to their problems, little learning is likely to result.
It may mean very little to leaders, as 4-H Club leaders, for
an agent to discuss the characteristics of children one
through five years of age, when they are working with youth
who are ten years and older.

Part of the job of the teaching staff is to create a
climate which will help the leaders look at the information
being presented. Leaders often want direct answers or sol-
utions which will help whem with their 4-H clubs. The teacher
needs to present information dealing with their problem, but
if too direct answers to specific problems are given, the
learning experience will not be as great as if the learner
can relate the broader information to his problem. It is
important that the teacher present the informatlon so that
the leaders can use it in reaching solutions to their prob-
lems, but not so definite that they will accept it as "the"
answer and close their minds to broader solutions and other
applicetions.

The experience must be meaningful to_the learner. The

leader training experience must be sulted to the leader's
capacity to perceive or understand and his readiness., The
leader training must be carefully planned so as to appeal to
the leaders. Unless the leaders see the information presented

as relevant to their problems, they will be unable to use it.
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xignilxlg ldeas and experience avallable is not enough to insure

1e®rning. If they are to be used to the maximum they must be
related to the objectives which have been set. The program
must be planned so that the learner can see these relation-
ships.

It is important that there be interaction between the

teaching steff and the leaders. It is also necessary to have
a climate in whigh the leaders can see the meanings of the
information. They need to be able to participate in the meet-
ing in various ways.

The learner must be free to look at the experience. The

leaders must be adjusted emotionally to the leader training
session, to the teaching staff, the other leaders and to the
meeting room climate.

The attitude of the teaching staff, the friendliness of
the other leaders, the informality of the meeting and the
vhyslical arrangements of the room all contribute to how the
leader feels about the learning experience. It is important
that he feel free to look at the training as an opportunity
to learn and grow. If he comes feeling that he already
knows all he needs to know or that the information will be the
same as he has heard at other meetings, the chance for learn-
ing i1s lessened.

Schmidt and Svenson stress the importance of the initial

presentation at the beginning of the meetl They feel 1t
should include the hoped-for outcomes of the experience, the
plen for achieving these objectives, and the roles and respon-

sibilities of both leaders and learners. An effectlive presen-
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l(,@'tlQn can help to reassure the learners that

have Carefully developed a program in a purposeful manner,

gnOVW how the various parts of the progrem are related, set
the emotional tone of the program, and provide a basic state-

ment which can be referred to later.“

Being an active learner includes two involvements,

First, the leader should be involved in the planning of the
training meeting or meetings. He needs to participate in
goals or objectives set, as well as the orgenization of the

meeting. If the problems are set by the leaders, they are

much more likely to be the problems which they face and are
interested in.

The second involvement must take place during the training
meeting. For maximum learning, the leader must interact with
other leaders in such a way as to expose his attlitudes and
gaps in knowledge and skills to himself and others. His at-
tempts at solution must be a series of provisional tries,
which become increasingly effective as he gets feedback on
each try and modifies subsequent explorations.

If this is to happen, the teaching staff needs to pro-

vide for leader participation during the meeting. This maey

22, Schmidt end Svenson, Op. Cit., p. &5.

23. Giby Op. Cit., p. 60.
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$NClude observing, 1listening, tninking, remembering,

3082 1ining, writing, answering, questioning, feeling, touch-
ing, moving, agreelng, dilsagreelng and discussing. OCne pub-
lication states that the more participation on the part of

the student, the more learning that wlll take place.‘:4

Tre learner must have feedback about the vrozsress toward

goals. Glbb states that:

Students of learnling have long emphasized the importance

of knowledge of results in acoulring skills, Evalu-

ation of progress toward goals, varticularly when set

by the learner, 1s highly important. Some incdication

of success or fellure, some frame of reference for

determining the adecquacy of problem solutlion, some

corropboration that the alley 1s not blind, some reality

factor with which to asses one's achievement against

one's level of aspirations, some knowledge or success

or fallure --_.all are necessary 1n the functlonal feed-

back process.“~

One of the ways that leaders can gailn some support for
information presented 1s throuch discussion. When leaders
tell about things that work for them or confirm the effective-
ness of information vresented by the teaching staff, other
leaders ere more likely to feel the solutlons are workable.
As leaders express themselves, 1t 1s necessary for them

to clarify their own thoughts and feelings. This helrs them
to see how much progress they have made toward goals whlch

they mey have set for themselves in the trainlng session.

24, "Psyvcholory of Learning," Techninues For Teachings
of A2ults, Vol. II, No. %, Nov., 1ltol.

25. Gibb, Cp. Cit., p. 61






RATIONALE TS CN QUESTIONFNAIRES

Thls chapter 1s a review of the literature which deals
with the subjects included on the questionnaires used in the
study. The questlonnalires are explained in detail in the
following chapter. It is the purpose of this chapter to pre-
sent the basis for what were considered "desirable" responses
to the statements used on the questionnaires.

The statements were developed from a review of research
and publications in the subject areas. The development of
these criteria was not the main purpose of this study, but in
order to evaluate the effectiveness of the leader training
meetings in terms of any changes in attitudes and under-
standings of the leaders, some kind of criteria were nec-
cessary.

While there 1s research to support each of the state-
ments on the questionnaires, there may still be differences
of opinion on some of them., The basis for many of the state-
ments was taken from publications developed for use by county
Extension agents and 4-H Club leaders. Much of the infor-
mation is the result of summaries of research in this fileld
by Laurel K. Sabrosky, Extension Analyst, Federal Extension
Service. IlMichigan bulletins for 4-H leaders have also been
cited quite frequently.

These subject areas do not appear in the same order as
they appear on the leader questionnaire. On the question=-

25
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nelTe, they were intentionally rearranged in order to deter-
mine how consistent the attitudes and understandings of the
leaders were. Another reason for not arranging the state-
ments on the questionnaires by subject areas is that many of
them cannot be separated into one area or another. Some may
be included in two or even three areas.

Leadership

The following is used as the basis for statements 1, 4,
5i52:6y: 195 110,125 t 14, 26, °1T7; 18; 119;..20, 21, 22, 25; "27; 729,
30, 31, 34, 36, 38, 40, 41, 44, 46 and 50.

A club leader has a responsibility not only to the entire
4-H club with which he is working, but also to each individual
member, and to the junior leader(s), other leaders and parents.

The importance of leader tralning is being recognized
and more emphasis is being given to it., This was indicated in
the introduction. Studies indicate that leaders do need to
be trained, at least if they are to be more effective.
Sabrosky says that leaders will enjoy thelr job more if they
devote more time toward becoming well trained; that the returns
in successful club work and able club members will be
noticeable.l

According to Joy's study which involved four states, the

Percentages of completion and reenrollment and the agents'

Reenrollment,"
xtension Service,

"Boosting 4-H
ure, Federal
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ratdlng of leader's success all support the conclusion that
leaders become more effective as they attend leader meetings
up to approximately six a year.2
The club leader has many ways to teach. The Michigan
Leaders' Guide describes the best way to teach character as
being by example.3 Often times the most lasting impressions
which club members have of their leaders are the ways they
act, whether in a 4-H situation or in other circumstances.
The methods of teaching used by the club leader during
the club meeting can greatly influence how much the club
members learn. In a study of older club members attending
district 4-F leadership laboratories in Texas, made by Nelson
and York, suggestions made by 221 of the 359 interviewed
called for more effective planning of programs and more help
from adults in the development of a greater varilety of activi-
ties. The following were typical of the comments recelived:
"Our meetings are all speeches. We should have more demon-

stretions, outdoor activities and fleld trips."A

In an evaluation of 4-H Club meetings, Biever lists
things which 4-H members liked about 4-H meetings. They said

that too 1little time was devotel to the following activities

2. B. D. Joy, "Volunteer Leaders Are Essentlal To The
Frogram," from Lucinda Crile, Fincings m_Eesearc
Heetings, rxtension pervice Circular 50(, «pril, 1950, D.

i
3. Cooperative Extension Service, lMichigan State Univer-

81ty, "lMichigan 4-H Club Leacder's Guide," 4-H Club Bulletin
2144, p. 16.

4, Bardin H. Nelson, and Gerald li. York,"An Analysis of
4-H Club Training," Texas Agricultural Extension Service

Bulletin MP-375, 1959, p. 2.
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st 4-x meetings: watching demonstrations, hearing 4-H pro-
Ject talks, judging 4-H projects, listening to guest speakers,
watching movies and watching colored slides.>
Many ways of presenting subject matter are available to
club leaders. Use of them can make the meetings more inter-
esting and more educational to the members. One of the char-
acteristice which Ellis found of the more effective leaders
was that they used more teaching aids at meetings.6
According to evidence available, there is merit in giv-
ing speclal attention to first year club members, since it
will often result in their staying in 4-H longer. The
Michigan 4-H Leader's Guide states that "first year members
need special attention."? It suggests doing this by consid-
ering each one as an individual, making them feel important,
visiting thelr parents, seeing they have something special to
do, seeing they have the necessary information and supplies
to complete their projects and giving them recognition in
ways other than through exhibits and competitive affairs.
These are also important for other club members, but unless
they are given special attention with first year members,
chances are that many won't stay in 4-H more than one year.

The leader also needs to consider the age of the club

5, L. J. Biever, “An Evaluation of 4-H Club lieetings In
Select Clubs of Four Wisconsin Counties," Thesis for laster's
Degree, University of Wisconsin, 1955, from Review of Exten-
sion Research, Extension Service Circular 506, lay, 1956, p. 36.

6. M. J. Ellis, "A Study of 4-X Leader Effectiveness,”
Cornell University, 1958, from Review of Extension Research,
Extension Service Circular, 532, July, 1960, p. 31.

T. Michigen 4-H Leader's Guide, Op. Cit., p. 20.
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mel®er in the amount of supervision which he gives. The
Richlgén 4-H Leader's Guide says that youth needs respon-
8ibility in proportion to its age.s The younger member 1is
not able to make many choices. Each year, as he grows older,
he should be able to add more responsibilities. It is impor-
tant that the leader consider the age and capabilities of the
members in how much responsibility is given to them or how
much supervision is provided. Younger club members need more
supervision than the adolescent who needs and likes freedom
and cholce. With the older adolescent, the leader should act
mainly as an advisor, allowing the members to assume the
major responsibility under his guldance.

One time for leaders to help club membere develop respon=-
8ibility 1s durling thelr business meetings. Sabrosky says
that "during business meetings, members should have the
chance to discuss and make decisions about local events,
activities, participation in outside events, and their own
problems of membership, reenrollment and project comple-
tions."? The leader's role should mainly as an advisor during
this part of the meeting.

Slavson says that "a gifted leader stays in the back-
ground as long as the group is alive and functioning with a
sense of direction and purpose. He asserts himself only when

there is need for assertion. He also permits members of the

8. Ibid., p. 35.

9. Laurel K. Sabrosky, "Improving 4-H Clubs," U. S.
Department of Agriculture, Federal Extension Service, PA III,
July, 1950, p. 5.
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grouD itself to rise to leadership.'10

One of the factors which the Western Region study found
to be related to high reenrollment was having the club
members conduct thelr own meetings and actively plan their
4-H work during the meetings.ll

It is important that club members be given the chance to
help plan their activities. The Michigan 4-H Leader's Guide
says that members should help plan and execute all programs.12
People are more inclined to participate in a program if they
had a part in determining it.

Another finding of the Western Reglon Study was that a
balanced program is important for most meetings. A balanced
program 1s one that includes a business meeting, information
and subject matter, and x‘ecreation.l3

The Michigan 4-H Project Guide lists the essentials of a
good 4-H meeting as business meeting, project work and recre-
ation.1# The Leader's Guide also considers recreation to be
a very important part of 4-H Club work because playing to-
gether helps people learn how to work together.ls Most 4-H

Club meetings should include some form of recreation.

10. S. R. Slavson, Creative Group Education, Assoclated
Press, New York, 1948, p. 29.

11. Sabrosky, PA 338, Op. Cit., p. 4.
12, Michigen 4-H Club Leader's Guide, Op. Cit., p. 22
13. Sabrosky, PA_338, Op. Cit., p. 4.

14, Cooperative Extension Service, Michigan State Univer-
slty, "Michigan 4-H Projects," 4-H Bulletin 314-B, p. 3.

15. Michigan 4-H Club Leader's Guide, p. 9.
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Recreation can include many other things then playing games.

Participation by club members is considered very impor-
tant. According to Copp and Clark, a substantial accumulation
of evidence from a large number of studies shows that the
degree of member participation in the 4-H program is asso-
clated with reenrollment.16 The evidence in their study showed
that the drop-outs tend to be the inactive members, while
those who reenroll tend to be the active members.

Copp end Clark recommend that the degree of participation
in 4-H activities be increased. They didn't necessarily mean
adding new activities, but instead securing wider participa-
tion among members in existing activities.17

One of the recommendations of a committee which reviewed
numerous 4-Z Club studles 1s for leaders to see that every
member has a chance to participate in something at every meet-
ing, if only singing or games.l8

Since a person malntains his interest in an activity 1if
he 1s taking part in 1it, club leaders can increase the inter-
est of 4-H members by using technioues or methods which in-
crease the menmter's participation. §Seeing that club members
serve on committees 1s one way of getting them to participate.

Studles have also slhiown the importance of clubs meeting

the year around. Sabrosky revorts that year-round meetings

Ee e - e e ——— — ——

16. Janes H. Copp and Robert C. Clark, "Factors Asso-
ciated With Reenrollment In 4-H Clubs," Research Bulletin 195
University of Wisconsin, Madlson, February, 1956, p. 5.

17. Ibid., . 27

18. sabrosky, FA 111 , p. 5.
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8re most satisfactory, even if they are held less often or are
merely special ones, during certain seasons.l9
There 1s evidence that a club should be concerned with
more than just the club itself, that it can also benefit from
doing something for others. One of the factors related to
high reenrollment found in the Western Region Study was a
club which generates community spirit. Sabrosky reports that
a significant community project carried out 1is good for both
club members and communlty.eo
Schrupp recommends community service activities as a
means of providing for many types of participation which are
not regularly included in the 4-H club meetings.21
According to Foster and Aylesworth, clubs as well as
individuals can be self-centered. Just as an individual
needs to have acceptance of group responsibility, so does a
club need to have community consciousneas.22
One of the opportunities of a club leader is to develop
leadership among the club members. The leader should not work

with only a few, but should give help to many of the members

in the many different leadership roles in which they partic-

19. Ibid., p. 5.

.» P. 5.

20. Sabrosky, PA 338, Op. Cif

21, E. O. Schrupp, "Identifying Activities of lMontana
4-H Beef Club Boys, Sixteen To Twenty-One Years Of Age, Which
Are Related To Behavior Patterns and Needs Of Youth,"
Unpublished Thesls, George Washington University, 1950, from
Review of Extension Studies, Extension Service Circular 471,

January, 1951, p. 16.

22, George Foster and P. F. Aylesworth, "Highlighting The
Heart H in 4-H," U. S. Department of Agriculture, Federal
Extension Service, PA 376, p. 13.
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irate.

Weston states that "leadership 1s a relationship between

an individual in a group and the other members of a group.

Leadershlip is not a personality trailt that some people are

born with, but consists of a number of skills that can be

learned and developed by many.
ship 1s distributed,

function,"23

The more widely the leader-

the more effectively the group will

Certain members may have characteristics which make

leadership come easier to them,
concerned with the development of
centrate on developing leadership
see that as many as possible have
some leadership through committee

in activities, and in other ways.

Guide recommends developlng leadership,

younger club members,

ever possible.24

Just as a club leader should

but the club leader who is

each member will not con-
among these few, FHe will
opportunities to develop

assignments, participation
The Michigan 4-H Leader's

starting with

through assigning leadership jobs when-

not work with a few in devel-

oping leadership, neither should he spend extra time with

those club members who may do better work than the others.

Copp says that i1t 1s not sufficient to encourage the more

gifted members of the club; that all members should be given

23, Ruth Weston, "4-H Volunteer Leadership Development,"
project for M. S. Degree, lMichigan State University, East

Lansing, (mimeographed), 1961, p.

24, Michigan 4-H Club Leader'

61.

s Guide, p. 33.
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2
20 € ODportunities to work for the club. 2

The club leader can play an important part in determin-
ing the effectiveness of the junior leader in a club. With
the proper attitude and guldance, a leader can often make the
Junior leadership experience a very meaningful experience for
a Junior leader.

The Michigan 4-H Leader's Guide states that clubs with
good junior leaders usually last longer and have a higher per-
centage of completion and increased enrollment."26

The chances of the junlor leader beilng a good junior
leader depends greatly on the club leader. One of the Mich-
igan Leaders" Lesson Guldes says that the junior leader's
effectiveness will depend greatly upon the way in which the
leader accepts them, counsels with tkem, encourages them and
asslsts them. It adds that it 1s extremely important that
they be assigned some definite responsibilities and be given
an opportunity to carry them 0\.11:.27

It is important when deciding what responsibilities the
Junior leaders will have, that he have a volce in the deci-
sions, rather than the leader Just assigning them. They

should be things he is interested in. It is important for

25. James H. Copp, "A btuu/ of Factors Affecting 4-H
Club Reenrollment In Wisconsin, Selected Readings On Effeo=
tive E rk_In 4-H Clyb nd YMi Pr ms, compiled by

Robert C. Clark, University of wisconsin, 1955, p. T&.

26. lichigan 4-H Leader's Guide, Op. Cit., p. 6.

27, Cooperative Extension Service, liichigan State Uni-
versity, "4-H Leadership Development," lichigan 4-H Lesson
Guide L-1, p. 3.
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xjse Junior leader to discuse his plans with the local leader
vo Qecide where he can help.

The Michigan 4-H Junior Leadership Guide says that the
Junior leader should prepare an outline of what he hopes to do
with thé 4-H members. The work outline should be drawn up
under the guldance of the adult 1eader.28

Just decilding on the responsibilities is only a part of
the job. Equally important 1s the way in which they are
carried out. The junior leader should feel that he 1is part
of the leadership team. If the ciub leader takes the time
to counsel with him and discuss problems and plans of the
club, he will very likely find the experience much more
rewarding than if he 1s just left to carry out his respon-
sibilities on his own.

Another relationship of the club leader is with the par-
ents of the members. The study by Copp and Clark supported
the coneclusion that parental participation is closely re-

lated to subsequent reenrollment.29
An Extension study made in Massachusetts, liaine, New
Hampshire and Ohio showed that the leader's attitude and
specilal 4-H activities of interest to parents can promote
parent cooperation. It was found that leaders can be divided
into groups according to their attitude. Those 1n the group

who expected parents to be very interested and active in

28, Cooperative Extenslon Service, Michigan State Uni-
versity, "4-H Junior Leadership Guide," 4=H Club Bulletin 168,

p. 6.
29. Copp and Clark, Research Bulletin 195, Op. Cit., p. 16.
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et Y Yhing the club and 1ts members dia, recelved the best
pgpeﬂt'eittitude. The leaders in the other grouns who expected
less, had less parent cooperation.BO

Ellis found that one of the characteristics of the more
effectlve leaders was that tliey encoureaced active participa-
tion by perents in club work.31

Studies have shown that parents are often willing to
help the leader with all phases of 4-H work if they are first
interested and informed. A big factor in parent cocoperation
appears to be the attltucde of the club leader and the way he
encourages active parent participation. Those who expect the
parents to be interested in most things the club and its
members do, and expect them to be willing to participate in
club meetings and activities, are llkely to have the best

parent cooperation.

Characteristics of Bovs and Girls

The following is used as a basis for statements 2, 8, 13,
23, 24, 26, 33, 35, 37, 39, 43, 47 and 49.

It is important for club leaders to be famillar with the
characteristics of boys and girls. Those who are famlliar
with the needs of youth and with their normal characteristics
can be of much greater help to the members.

One of the needs of youth is the need "to belong". At

2
about the age of ten they want to belong to a “gang“.3 This

20, U. S. Department of Agriculture, Federal Extenslon
Service, "Parents And 4-H Club iork," PA ¢5, Harch, 1950, p.Z2.

31. Ellis, Cp. Cit., p. 31.
32, lichigan 4-3 Club Leader's Gulde, Op. Cit., p. 34.
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P-] the Treason why many boys and girls join 4-H clubs, as

well as other youth organizations.

Another need 1s for recognition. They need recognition,
but it is important that the recognition is for what they feel
to be an accomplishment. According to the Michigan 4-H Leaderb
Gulde, 1t 1s recognition of what, to them,is real accomplish-
ment. If a child is recognized only for what an adult con-
slders an accomplishment, or if he 1s ignored because an a-
dult does not realize that what he has done is a real accom-
plishment, he will turn to other activities that better satis-
fy h;‘Lm.33

It is not necessary that the recognition be in terms of
a blg reward. The Michigan Leader's Gulde says that "day-by-
day recognition of club members provides a satisfying 4-H
experience and develops the boy and girl. A spoken "well
done" is often sufficient reward for completion of a diffi-
cult task."54

Closely related to the need for recognition is the
desire for a feeling of accomplishment. The 4-H program
offers many opportunities for this need to be met. One op-
portunity, which every member can achieve, is the completion
of a project. Sabrosky urges leaders to encourage the com-
pletion of projects. As a result of various 4-H studies,

she says that "fallure to complete a project sets a child back

33. Laurel K. Sabrosky, "Let's Be Challenged," Extension
Service Review, May, 1957, p. 108.

34, Michigen 4-H Club Leader's Guide, Op. Cit., p. 29 & 35.
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e Nis development. He loses some self-confidence.-?

Those club members who do not complete their project,
for One reason or another, should not be prevented from
enrolling another year. If a member doesn't complete one
year and 1s denled the chance to enroll again, it puts him in
the poslitlion of losing self-confidence again.

The project 1s an important part of 4-H, but the leader
needs to understand how it fits in 4-3 Club work. The bul-
letin describing 4-H projects in Michigan says that even
though it 1s an important part, there are several other
elements which are also necessary for a 4-H Club program.
These Include such things as meetings, recreation, cemping,
demonstrations and other activities.36

Because the project 1is important, the leader has a re-
sponsibility in helping the club member decide on a project
which 1s best for him. The Michigan 4-H Projects bulletin
lists the following things to keep in mind when a leader 1s
counseling 4-H members in the selection of a project: (1) tre
project should fit the member's home and family situetion,
(2) the member should have a sincere interest in the project,
and (3) i1t should be suited to the member's physical and
mental capabilities.37

As the members do thelr project work, leaders need to

1]

realize the variation in children. Sabrosky says that "some

35. Sabrosky, PA 111, COp. Cit., p. 5.
%6, Xichigan 4-H Projects, Cp. Cit., p. 2.

37‘ I.bido’ po 20
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dn&]JiPEIl simply cannot do the same things as other children

caB+ To set up a program that has goals and methods that

seell to be satisfactory to certain children means that this
program cannot possible be satisfactory to all other children.
What 1s real accomplishment for one child is not real accom-
plishment for another -- and of even more importance, what is
real accomplishment for children is often not real accomplish-
ment for adults.“35

If we conslder the capabilities of the members, it be-
comes very difficult for leaders to say that certain work
1s acceptable quality and other work 1s unacceptable in 4-H.
If the work 1s to be evaluated, it means much more if it is
done in terms of what the member 1s capable of. This would
also seem to make i1t Impossible to set certain standards of
work for 4-H projects.

Even though some activities are important for all mem-
bers, activitlies will become increasingly important as the
members get older. Older members need new experiences and
challenges. Activities outside of the c¢lub which are on a
county, district or state level can broaden their experiences
and help to maintain their interest in 4-H Club work.

The Michigan 4-H Leader's Gulde describes activities and
events as "adding spice" to the 4-H Club progrem. It says

clubs need activities to provide four-fold development of

38. Laurel K. Sabrosky, "Using Studies As A Tool In 4-H
Program Building," Speech glven at the State 4-H Leaders'
lleeting, Chicago, Ill., November 28, 1960.
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¢e®d, Heart, Hands and Health.’®

Sabrosky recommends that each club participate in several
actlvities on the county or district-within-the-county each
year.uo Club members will be much more likely to participate
if they are encouraged by their leaders to do so. If a
club's participation in activities is to be meaningful, 1t is
important that leaders be familiar with such activities.

As club members get older, they become more interested
in group actlivities, as compared to individual project work.
In a study by Servass to determine the program adjustments
needed to meet the needs of older youth, he found that the
things in which the members indicated greatest interest were
group activities. The three things which the boys and girls
rated the over-all highest as belng interested in were help-
ing with community recreation programs, helping the community
in other ways, and helping people in trouble.4l

According to Sebrosky, research indicates that teenagers
are group-minded and the ordinary, average teenager will re-
ject individual work because it will reduce the time he has
to give to becoming accepted as part of the group.42

The Michigan 4-H Leeder's Guide recommends that group

39. lichigan 4-H Club Leader's Guide, Op. Cit., p. 21.
40, Sabrosky, PA 111, Op. Cit., p. 6.

41, N. B. Servass, "Program Adjustments To Meet The
Needs Of Older 4-H Youth," Unpublished laster's thesis,
Fort Collins, Colorado, 1959, from Review of Extension
Research, Extension Service Circular 532, July, 1960, p. 48.

42, Laurel K. Sabrosky, letter to Ruth Brasher, May 5,
1961.
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agﬁlw’ities be estrecsed for the fourteen to cseventeen age

3 : i 2
groVP of members to help them feel at case with one another.tb

Evaluation
The following 1s used as a basis for statements 3, 7, 11,
15, 28, 32, 45 and 48.
Evaluation has long been a part of 4-H Club work, but
during recent years there has been a change in the way eval-
uation has been applied to 4-IH.

evaluation was mainly through competi-

tion. The members project work was rated in the way it com-
pared to work done by other club members. Emphasis was
placed on having the grand champion steer or in winning a
purple or blue ribbon with a clothing project.

Even though competition still plays an important part in

4-H Club work, many people no longer base the success of a

4o

member or a 4-H club on the color or number of ribbons

won.
A number of studles have been done to determine the
effects of competition. One of the findings, as reported by
Sabrosky, is that the contect and award system in 4-H Club
work seems to have little effect on reenrollment of first
year wombers.AA

According to Dildine, all children do not like to com-

pete. If they are forced to do so, some may be harmed by it.

43, Michigan 4-H Club Leader's Guide, Op. Cit., p. 33.

44, Laurel K. Sabrosky, "Let's Be Challenged," Extension
Service Review, lay, 1957, p. 109,
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e 82Y S that one-third of the children will not go into com-
petltlon if given a free cholice, or if not given a free choice
may Pe harmed by 1t; another one-third will go into com-
petition 1f given free choice and may be harmed by it; the
other third will probably go into competition if given free
cholce, but it will not hurt them, whether they compete
through free choice or by regulation.45

Frazier points out that as children get older, they can
face competition better. She ways that a twelve year-old
faces competition better than a nine year-old, that a sixteen
year-old can face competion better than a twelve year-old,
and that an adult can face competitlion better than a sixteen
year old. She also says that "even though competition
apparently has real value in terms of getting a group of
people to progress more than they might otherwise, the impor-
tant thing to recognize 1s that not all children want to com-

pete."46
Another point that Frazier makes is that "finding ac-
ceptance with his peer group is more important for the child

AT

of nine to twelve than being accepted by adults." Since

adults arrange most of the competition in 4-H Club work,

45. Glenn C. Dildine, "Effects of Competition on Indi-
vidual Motivation and Personal Development; An Interpreta-
tion of Research," Washington, National 4-H Club Foundation,
December, 1958, (mimeographed).

46, Roberta Frasier, "Bovs and Girls and Competition,"
"Selected Readings and References in 4-H Club Work," National

Agricultural Extension Center For Advanced Study, Universlty
of Wisconsin, Madison, Wisconsin, 1961, p. 35.

47. Ibid., p. 36.
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@ &Y help to explain how some of the members feel about

avards.

Sabrosky says that research indicates that winning in
competitive exhibits or contests is not as important to the
development of a youth as belng accepted and 1liked in his
home community,48

Even though competition needs to be used with care, most
people stlll agree that it nas a place in 4-H Club work.
Morgan and Clark say "there 1s no doubt that awards and
honors can do much to raise the standards of accomplishment,
to develop hablits of success, and to maintain the interest of
local leaders and members in the 4-H Club program if they are
used with caution,"49

In a study of 4-H awards, Rapp found that out of 546
club members (who had completed two or more years of 4-H)
slxty-seven percent had learned of awards which were challeng-
ing to them.so

The Michigan 4-H Leader"s Guide says that awards and
incentives are needed for the ten to fourteen age group.Sl

Club members can be stimulated by contests and competi-

48, Laurel K. Sabrosky, letter to Ruth Brasher, May 5,
1961.

49, Julia E, Morgan, and Robert C. Clark, "Motivating
Youth Through The 4-H Program," Selected Readings on Effec-
tive Extension Work In 4-H Club and YMC Programs, compiled by
Robert C. Clark, University of Wisconsin, 1955, p. 1l4.

50. M. R. Rapp, "4-H Awards Study," Thesls for Doctor-
ate, Harvard University, from Review of Extension Research,
Extension Service Circular 511, June, 1957, pp. 56-40,

51, Michigan 4-H Club Leader's Guide, p. 33.
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5lv$ ©xhibits to do better work, but care needs to be exer-
0184 to see that certaln club members are not harmed by it.
According to research, special care needs to be used with
younger club members, since they do not face competition as
well as older members.

The amount of winning should also be considered.
Sabrosky says that research shows that they must have success-
ful experiences, balanced by fallures, to develop as they
should.52 Competition can give members a chance for success
as well as fallure. If club members are allowed to partici-
pate and win year after year in district or state contests in
which they have previously won, it may provide too much win-
ning and not enough failures.

As already stated, many people no longer measure the
success of a 4-H club by the number of ribbons won.--there
are other ways of measuring how successful a 4-H club is.
Morgan and Clark give the following criteria for measuring
the success of a 4-H club:

"A club is a good club when:

1. Members of the club propose, plan, carry out and
evaluate their own program experience with the assistance
of the adult leaders.

2. When the 4-H members enjoy status and a relation-
ship of mutual acceptance which makes for social adjust-
ment. When there 1s a "we feeling", cohesion and unity
within the group.

3. Four-H members work together cooperatively and
democratically with a wide range of participation, if

possible every member participating to the extent of his
abllities.

52, Laurel K. Sabrosky, letter, Op. Cit.
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havior of the club is such
1ce and counsel from the 4
r resource persons in

hat it accepts
adult leaders
4-H Club organization

5. Decisions are reached through using the democratic
procedure.
6, All
s

rs look at evaluation as a continuous
proces

by all who contribute to the 4-H Club

enterpri

Club members have an increased sensitivity
their own role and towards the roles of others."

According to this criterion, a club can be considered a
good club and still not have a single winner in a 4-I contest
or exhibit beyond the local club level. Zy the same measure-
ment, a club leader can be considered a good leader if his
club meets some of the above criteria, even 1f there are no
winners in district or county competition.

Just as a club's success is not measured in terms of
ribbons won, neither should the member's success be measured
this way. A club member who contributes to the success of a
club according to the criteria described above, can be con-
sldered a good club member.

The information presented in this chapter is used to
develop the statements for use on the questionnaires used in
the study. The way in which the cuestionnaires are used is

descrived in the following chapter.

53. Julia E. Morgan and Robert C. Clark, "Training The
4~} Leader For lMore Effective Leadership," University of
Wisconsin, August, 1952, p. 28.
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tETHODCLCZY

Ilanninz Of The Tralnins lleetings

The idea for the series of leader training meetings orig-
Inated at a district meeting of the 4-H Extension agents dur-
Ing the spring of 19¢1. Flans were formulated during the
fall. It was declded to hold filve meetings in the series.
The meetings were origlnally scheduled to be held during Jan-
uary and February at the Grade School in Sandusky, but the
time was later changed to February and ilarch.,

Wwith the asslstance of the District Director and members
of the State 4-H staff, four topics were selected. The fifth
meeting was a review of the first four classes and an evalua-
tion of the total series. Each agent selected the toplc

which he wished to present. The subjects and agents respon-

sible for the presentation are as follows:

Date Sutject Azent
February 15 “what Is Leadersnip Robert Schultheiss
February 22 The Formative Years Carroll “Jamnoff
March 1 Wwny Ve Act As we Do J. E. Malosh
tlarch & Did e Hit Our Gcal John Heller

(Evaluation)
Jarch 15 what Did e Learn Ed Schrader

FPlanning For The Zvaluation Of Tre Trainine Meetines

In planning for the evaluation of the training, 1t was

45
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we0®Ssary to work closely with the 4-H Extension agents in
tnhe Participating counties. Of primary importance was the
necesslty of understanding their objectives.

The agents listed the following as the objectives which
they hoped would be gained by the 4-H leaders:

1. Acouaint local leaders with philosophies, methodology,
techniques and skills in 4-H Club organization and
teaching.

2. Create desires for increased knowledge and abilities
in leadership and skills.

3. Develop knowledge and ability in obtaining further
information, reaching into breadth and depth of
speciflc problem areas.

4, Indicate problems, common and prevalent in communi-
ties, counties and areas; developing a fuller
broader understanding of causes and or effects of
these problem centers.

It was felt that it would be deslrable to be able to
relate these objectives more closely to the subjects to be
covered during the meetings 1In order to develop a question-
naire to measure change in attitudes and opinions among the
leaders. In order to do this, a form was prepared for the
five Extension agents. The form included thirty-four state-
ments. The agents were asked to check each statement accord-
ing to (1) how important they felt 1t was that the informa-
tion in the statement be covered during the training session,
and (2) to what extent they planned to cover it in their pre-

sentation. They were given a range for each of from five to
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ones Wlth five meaning that the statement was considered
very 1mportant, or that they would cover it quite thoroughly.
Since many of the statements were included in more than
one subject area, it meant that often more than one agent
(and in some cases all of them) would be coveringz them to
some extent in their presentation.
The statements listed on the questionnaire and a summary
of the agents' responses to them are included in Appendix C.
As a result of the questionnaires, the most important
objectives appeared to be:
1. Leadership development.

a. Acqualnt leaders with the methods of working
with boys and girls.

b. Teach leaders techniques for more effective
teaching of club members.

c. Help them better understand their relationship
and responsibility to the club members, the
entire club, junior leaders, other leaders and
parents.

2. Help the leaders better understand boys and girls.

a. Their needs.

b. Thelr characteristics.

c. What can be expected of them.

3. Help the leaders better understand the place and

value of evaluation in 4-H,
a., How success is measured in 4-H.
b. The effect of competition and how to use it for

the best results.



These correspond fairly closely with the first three of

the objectives listed by the agents, except that 4-H organi-
zatlon was given very little importance. The fourth objective
listed by them was not included on the form which was given
to them. As 1t was stated, this objective may have been too
broad and not clearly defined.

Usling these more specific objectives, a series of fifty
statements were made for use on an opinion and attitude
questionnaire for the leaders, and an activity questionnaire
for the members.

Developing The Questionnaires

Two questionnaires were used for the evaluation. One
was used to obtain the opinions and attitudes of the leaders
and the other to determine how the club members perceived
the activities of the club and the actlions of the leader
of the club in which they were members.

The leader questlonnaire was designed to obtain the
opinions and attitudes of the leaders in the subject areas to
be covered in the tralning meetings. These are closely re-
lated to the objectives of the agents, which are listed above.
A number of statements are related to activities outside of
the 4-H club., These were included because the plans at one
time included a session on actlivitles outside of the club.
This was changed before the series started.

The questlonnaire consisted of fifty statemente. The
leaders were to put a check for each statement under one of
the following columns: agree, haven't made up my mind,

disagree, or not informed on this.
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Certain date regarding sex, years of leadership, pre-
eent leadership responsibility and education were also re=-
cuested at the beginning of the questionnaire.

The questionnalre for the club members consists of thir-
teen questlons relating to the way in which the club leaders
work with the club members. Each question is related to a
question or questions on the leader questionnaire. The
member is to select from several choices the answer or answers
which he feels to be characteristic of his club or club
leader.

Before the questionnaires were mailed to the club mem-
bers, the leader's name for which the questionnaire applied
was written at the top, so that if a club member had more
than one leader, the member would know to which one the ques=~
tionnaire referred. The club member's first name was also
written on the letter accompanying the questionnaire in order
to make it more personal.

Both of the questionnaires were pre-tested with 4-H
clubs in the Lansing area. NKine leaders and thirty-six club
members filled out questionnaires.

election Of Leaders To F

th

The Extension agents felt that about fifty leaders was
the size of a group which they could best handle in the meet-
ings. Therefore they decided to let each county select ten
leaders to attend the training sesslions.

The 4-H Extension agent in each county was responsible
for the selection of leaders to attend from that county.

Selection was to be made on a random basis from those leaders






in the county who were leading in their second to fifth
Year. The first ten selected were notified of their selection
and given the opportunity to attend. For those unable to
attend, alternates were selected.
The leaders for the control group were selected in the
same way, after the leaders to attend had been selected.
In order to get the ten leaders to attend, two counties
selected twelve leaders, two fourteen leaders, and the other
county sixteen leaders. All the leaders attending the ses-

sions and those in the control group were asked to attend

the leadermete to f1ll out the leader questlonnaires.

For the remainder of this study, the leaders who attend-
ed the training sessions will be referred to as the experimen-
tal group. Unless stated otherwise, it will include only
those leaders who attended three or more sessions. The
leaders who did not attend any training meetings, but filled
out questionnaires, will be called the control group.

The average tenure of leadership of the leaders in the
experimental group was 3.5 years. This was less than that
of the leaders in the control group which was 4.1 years.

The following tables give a breakdown of the years of
leadership of the leaders involved in the study who filled
out guestionnaires at the beginning and the end. The year
of leadership for each leader was taken from the cuestionnaire.

It includes the current year.



Table 2 - Years of Leadership Of Leaders
In Experimental Group

Year County
of St. Total
Leadership Huron Lapeer Sanillac Clair
First - il - ik
Second 4 1 1 10
Third 5 4 4 4 17
Fourth - - 3 &
Fifth 3 1 1 8
Sixth - ) - 1 4

Table 3 - Years Of Leadership Of Leaders In Control Group

Year County
. of St.
Leadership Huron Lapeer Sanilac Clair Total

First - - 1
Second 3 5 1 ¢
Third 35 ) 2 8
Fourth 2 2 ) 5
Fifth - 1 2 5
Sixth - - - 10
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Selection Of Club

mbers To Fill Out Questionnaires

The selection of club members was made from lists of
each club which were submitted by the Extension agents.

Thirty club members were selected in each county from
the clubs whose leaders were in the experimental group and
thirty members from those whose leaders were in the control
group. This gave a total of one hundred and fifty members
representing the experimental group and one hundred and fifty
members representing the control group.

Members in each of the clubs were alphabetized and then
a number selected which would give thirty from that group of
club members. For example, for Huron county, every eighth
member was selected from the experimental group and every
seventh member from the control group. The starting member
in each group was selected at random from the first number
of members -- such as one of the first seven for the experi-
mental group from Huron county.

There was quite a range in the populations of club mem-
bers represented in each county. This is shown in Table 4,
which lists the total club membership in the clubs whose
leaders are participating in the study.

The suze of clubs varied from two members to eighty-six
members. In each case, at least two members but not over
ten, were selected from the same club. If it happened in the
selection that only one was picked (because of the size of
the club), then a second member was selected at random from
the remaining members. If the club had over forty-eight mem-

bers, the number of those selected was decreased to give less
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Table 4 - Total Number Of Club lembers In Clubs Whose
Leaders Are Participating In The Study

e mwe s s e e s e ==

mbers In Clubs

mbers In Clubs

County hose Leaders Are In ose Leaders Are
The Experimental Group In The Control Group
Huron 207 170
Lapeer 328 52
Sanilac 208 304
St. Clair 103 99
Tuscola 134 130
Total 990 855

members than what would have been picked if the same number
was used all the way through. This was done so that too large
a proportion of members would not come from the same club.

The same number of members was not picked from each club,
since it was found in the pre-testing that not all members in
a club checked the questions the same. It was considered
desirable to have more members from a larger club, since they
would give a wider range of opinions for the club and make it
more representative of all the members. However, because a
few clubs were so much larger than the average, it was felt
best to decrease the number selected from them.

Developing The Evaluation Sheets

The evaluation sheets were prepared, one for leaders in
the experimental group, and the other for the Extension

agents who participated. The leader's evaluation sheet asked



55

Yhem +to rate each meeting according to how much they felt

they had learned and how interesting they felt it was, to
list the things which they learned which they felt would be
most helpful, and list their suggestions in case another

leader traini

series of this type were to be held again.
It also asked the leaders whether they preferred a county or
district training series and if they had passed any of the
information gained on to other leaders.

The evaluation sheet for the Extension agents was de-
signed to determine how effective they felt the training
sessions had been. Both evaluation questionnaires may be
found in the appendix.

Obtaining The Information

Each questionnaire was given twice. The questionnaire
for the leaders was given for the first time to leaders in
both groups during a district leadermete at Sandusky on
February 8, one week before the first meeting in the training
series. All leaders were present and filled out the question-
naire except for seven in the experimental group and nine in
the control group. Questionnaires were mailed to these.

The leader questionnaire was given for the second time
at the end of the fifth meeting. It was mailed to the six-
teen leaders who missed the meeting and all the leaders in
the control group.

The leader's evaluation sheet was also given to each
leader at the end of the last meeting. The agent's evaluation

sheet was given to the two agents present at the fifth meeting
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and mailed to the other three.

The member questionnaires were mailed to the members
following the leadermete which was held February 8. It wes
malled to them for the second time on April 14. This date
didn't allow much time for a change to take place in the 4-H
clubs, but the time factor in completing the study prevented
it from being mailed any later.

Observations

In addition to the questionnaires and evaluation sheets,
the observations of the writer were also included in the
evaluation of the training meetings. Tape recording and exten-
sive notes were made at each meeting.

Definition of Terms

Experimental group. The 4-KE leaders who attended three
or more of the leader training meetlngs.

Control group. The leaders who did not attend any
leader training meetings but filled out the leader question-
naires.

Pre-test. The questlonnaires filled out by the 4-H

leaders and members at the beginning of the training meeting.

FPost-test. The questionnaires filled out by the 4-H

leaders and members at the end of the training meetings.

Positive response. A response to the statements or
questions on the questionnaires which 1s considered desirable
as established in Chapter III.

Negative response. A response to the statements or

questions on the questionnaires which is considered undesir-

able as established in Chapter III.
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Positive direction. When the number of positive responses

is greater on the post-test than on the pre-test. This may
be on a toplc or subject, or the total responses for a leader.

Negative direction. When the number of positive
responses is smaller on the post-test than on the pre-test.
A smaller number of positive responses indicates that the

number of negative or no-opinion responses has increased.



CHAPTER V

PRESENTATION AND ANALYSIS OF THE DATA

In this chapter the results of the questionnaires and
over-all evaluation sheets are presented. The déta is ana-
lyzed as 1t 1s presented.

A complete report on the responses for each statement
on the leader questionnaire and the answers for each ques-
tion on the member questionnaire is given in the Appendix.

Frequent reference is made to direction of change.

This refers to the responses on the leader and member
questionnaires. Change in a positive direction indicates
the number of positive responses increased on the post-
test., If the number of positive responses decreased, then
it will be referred to as change in a negative direction.

The chapter begins with the results of the leader ques-
tionnaire. This 1s followed by the results of the member
questionnaires, the results when these two guestionnaires
are combined, results of the over-all evaluation, a discus-
sion of how nearly the meetings met the principles of learn-
ing, and attendance at the meetings.

The Leader Questionnaire

Questionnaires Included in the Tabulations

Although fifty-one leaders were originally signed up
for the training, three were unable to attend any meetings.
They were changed to the control group.

Seven leaders attended only one or two meetings. Since

58



% wasg felt that they would benefit less than those who

attended more meetings, théy were separated into a third
group for the analysls of the gquestionnaires. One leader
did not return both questionnaires, so data on the ocuestion-
nalres was tabulated for six leaders in this group.

Of the forty-one leaders who attended three or nore
meetings, two did not return both cuestionnaires. As a
result, thirty-nine leaders are included in this group,
which willl be referred to as the exverimental zroup.

Of the original fifty in the control group, thirty-
eight returned both guestionnaires.

No leader questionnaires are included in the tabula-
tions unless the leader completed the questionnalres for
both the pre-test and post-test.

Yumber of Leaders Vho Showed a Net Chance in Positive Fesvonses.

The leaders in the experimental and control groups were
compared on the basis of thelir chance in total number of pos-
itive responses to the statemnents on the pre-test and nost-
test. The amount of change for each leader varied from an
increacse of nine (positive direction) to a decrease of
three (negative direction).

The results of this comperison are shown in Graph 1,
which shows the number of leaders changing, the direction of
change and the amount of change.

Twenty-seven lezders in the experimental group changed
in a positive direction, while three showed no change and

nine changed in a negative direction.
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Of the leaders in tae ccntrol grouv, seventeen changed
in a positive direction, eizht nad no chanze and thirteen
changed in a negative direction.

Although the cquestlonnalre indicates that the greatest
posltive change for leaders 1s in the experimental group, there
was elso positive change for those in the control group.
neasons for this are not known, but of the possible explan-
ations the followlng are advanced as probable factors:

Cne factor may have teen the dissemination of informa-
tion by the leaders 1n the exrerimental group. Twenty-four
of these leaders reported at the end of the tralning that
they had already passed on some of the information learned
to other leaders.

Another factor may have been the Leadermete held on Feb-
ruery 8. This was the meeting at which most of the leaders
in both groups filled out the guestionnalres for the pre-test.
Each leader at the Leadermete could elect to attend two of
the discussion groups which were considering the following
subjects: awards, new projects, Judglng standards, 4-H club
requirements, people to people, and the role of the Junior
leader. No record was kept of the dlscussion groups which
any of the leaders attended.

Analvsis of Chanres 1n Responses

The changes in the responses to all of the statements
were analyzed to determine if there was an over-all change
in the opinions and attitudes of the leaders as a result of

the leader training.
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The total number of vositive responses to each state-
ment on the nre-tect and post-test was tabulated. The change
for each statement is shown in Table 5. In some cases the
chenge was in a necative direction. This occurred on seven
statements for the leaders in the experimental grouvp, as conm-
pared to thirteen in the control group and twelve for those
who attended one or two meetingcs.

Ey adding the chanzes for each statement, a total of
seventy-nine was obtained for the leaders who attended three
or more meetinzs and forty for those in the control groun.
Necatlve changes were subtracted.

This change was analyzed for significance by use of a
one-sided t-test.! 1In order to test for significance, the
following hypotheses were used:

Mull hypothesls, Hg: The training had no favorable
effect on the understandings of the leaders.

Hi1¢ The training had a favoravle effect.

The test resulted in a calculated t value of 1.49,

Since the critical value of a one-sided test at the ten per-
" cent level 1s 1.305, the Null hypothesls was rejected and the

alternative hypothecls accerted. Thie indicates that the

training had a favorable over-all effect at the ten percent

level of sicnifilcance.

1. Used the formula: t = _.Z_:_E_.

T=z-7

in wnich T % - ¥ = \/0’2/ + O-o?/
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Table 5.

Pre-test and Post-test¥*

Positive Responses on Leader Questionnaire on

state- Experimental Control Leaders Attending One
nment Group Group or Two Meetings
N=39 N=38 N=6

Pre- Post- Pre- Post- Pre- Post~

test  DiIff. test test  Diff. test test Diff. test
1. 38 1 39 37 -2 35 6 -1 D!
2. 38 1 39 37 0 37 5 1 6
3. 16 =3 3 12 -3 2 2 1 3
k. 35 3 38 36 0 36 5 ¢} 5
5. 28 5 33 27 3 31 3 2 6
6. 29 :; 36 3h 0 3k 2 1 3
1. 2 2 n 8 1 i 2 -2 o
8. 36 2 38 37 0 37 b 2 6
9. . 36, =3 33 * - 3 3 3 s
0. 32 3 35 33 3 36 3 1 b
1. 33 3 36 36 -1 35 5 0 5
12. 35 2 ST, 35 1 36 5 1 6
13. 38 1 39 St -2 35 6 o 6
?5~ 32 -1 3 31 o 31 5 -2 3
16. 1k -3 2 3 3 6 2 -2 9
7. 33 3 36 33 3 36 6 -1 5
18. 19 6 25 27 2 26 2 1 3
v. ¥ o ¥ @ o ® 6 o 6
20. 32 2 34 30 2 32 6 [¢] 6
21. 34 4 38 36 o] 36 5 i § 6
22, 38 1 39 35! 3 38 6 [¢] 6
23. 34 -3 Y 28 -3 2 2 0 2

* Underlined numbers are "disagree' responses.
@ Statements 14 and 42 not included in the tabulations

6

Ol

All others are "agree".






Table 5. (Con't.)

State Experimental Control One or Two Meetings
ment ~ Pre- Post= Pre- Post= Pre- Post-
test Diff.  test  test Diff.  test  test  Diff. test

2k 38 -4 34 36 -2 34 5 0 5
25. 38 o 38 36 =3 33 6 0 6
26. 22 3 2 a 2 a e ° A
27. 3k 2 36 37 -2 35 5 1 6
28. 20 -3 23 20 3 23 3 1 b
29. 34 L 30 34 (] 34 5 -1 4
30. 31 3 35 28 6 34 ) -2 L
31. 3 1 39 35 3 38 6 0 6
3. £ ° 0 R4 -1 1o 3 -1 2
33. 20 o 26 20 3 23 3 -1 2
3k, 39 o 39 35 2 37 6 0 6
35. 39 o 39 37 0 31 5 il: 6
30. 2 ° 2 2 1 2 2 o 2
3(- 34 3 3 3 2 32 s ° o)
30. 10 T 1 n 1 12 1 o 1
39. 36 1 39 37 1 36 b 2 6
Lo. 35 i 36 32 L4 36 6 0 6
L. 34 3 37 35 1 30 3 3 C}
b3. > ° > F 1 2 i) o s
Lk, 16 9 25 20 -3 1 2 0 2
45, 34 1 3 30 -3 2( L 0 b
Lo, 34 b 35 32 -1 31 o -1 5
k(. 33 5 30 30 4 3h [ -2 L
ho. 23 ( o I 8 2 3 1 L3
Ly. 3 o 30 3 0 30 6 -1 5
50. 39 o 39 38 [¢] 38 6 0 6
Total 79 ko 6

o
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: 3 -
LUmber of MNo-Opniniors

The nuaber of no-ovinion resvoncses showed a creater
decrease on the post-test for the leaders in the exverimental
group than for the other two groups. This 1s shown in Table
6. No-opinion responses include those in which the leaders

checked "haven't made up my mind" or "not informed on this"

on the cuestionnaire,

Table 6, Tumbver of No-Oninion Zesponses

=== ———— o — ——

—

 —— D e = s S
————— . e e ——

Leaders umber 'ith l'o-Opninion Fesvonees

Preftest Post-test Decreace

Experimental Group
(39 leaders) 145 77 e

Control Group
(38 leaders) 152 128 167

Attending Cne Cr Two
Xeetinzs (6 leaders) 40 Z0

N
1!
RN

These results were tested by the chi-souare test to
determine 1f the change wes significant.2 This showed that
the change 1n responses was significant at the filve percent
level of sigrificance.

These flgsures indicate that the leaders in the experi-
mental group had more information on which to make thelr
declslons following the training. Those who attended one or

two meetings evidently had slightly more information than

2. The following formula wes used: x° =

in which O = observed freaquency and E = expected frecuency.






41a those in the control group.

The lember Questionnaire

Questionnaires Included in the Tabulations

Two hundred and twelve of the questlonnaires mailed on
the pre-test were returned, although six of these were too
late to be used. Those tabulated included eighty-three
for leaders in the experimental group and one hundred and
seven for leaders in the control group.

Two hundred and ninety-six were mailed on April 14 for
the post-test. One hundred and eighty of these were returned
in time to be tabulated. These 1ncluded sixty-four for
leaders 1n the experimental group and one hundred and three
for leaders in the control group.

Questionnaires were sent to members in eighty-eight
clubs. Responses were received from members in eighty-one
clubs on the pre-test and seventy-seven on the post-test.

Results of the Nember Questionnaire

When the answers on the pre-test and post-test are com-
pared, there is a change in a positive direction on seven of
the questions by the members of the leaders in the experimen-
tal group. The change was in a negative directlon on five
questions.

The members whose leaders were in the control group
indicated a change in a positive direction on seven questions
and in a negative direction on six.

Table 7 shows the direction and amount of change in

each question between the pre-test and post-test. The amount
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Table 7. Changzes in Responses to Questions on

b

ilember Questionnaire EBetween Fre-test and Fost-tect¥

Members of L.embers of
A Leaders in Leaders 1in
«uestlon Experimental Control
Group Groun

1. Number of members who parti- 147 -G
cirate in club activities.

2. Who plans the program and -7 -c7
activities in the club.

3. How 1mportant is member 67 277
rarticiration in exhibits
and contests outside the
club,

4, The number of membters who 6% -2
varticipate in the club's
subject matter progren,

5. Importance of hish quality -9 37
work.,

6. Frequency of leader's re- -5 =27
cognition of members.

7. Member's with whom leader 37 -17
works,

8. Leader's role during club's 109 6%
business meeting,

G, Number of members who serve 4 17
on committees.

10, Are meetings well balanced. 4% =17

11. Is there variety in the 17 5%
presentation of subject
matter,

12. The extent of parent cooper- -27 17
ation.

13. The relationship between 0 %

the leader and Jjunior
leader,

# A minus sigcn indicates that the change was

direction.

in a negcative







.
(0}e]

of change 1s shown as a percentage since the number of
memvers 1s different for each grourv.

As shown 1in the Tatle, there was a greater variation
about the mean for the leaders in the experimental group.
Thls may have resulted from these leaders developing more
definite opninions as a result of the training.

It should be pointed out that for many of the cuestions
the answers indicate the actions of the leaders over a
longer period of time than just one or two meetings. This
makes 1f difficult to see much change 1n the two months
between the pre-test and post-test.

Each of the questions was tested individually by the
chi-square test to determine if there was a significant
difference in the change which toox place between the pre-
test and post-test.J

The following hypotheses were used:

Yull hypothesls, Hy: There was no difference between
the pre-test and post-test scores.

Hy: There was a difference between the pre-test and
post-test scores.

The tests showed that there was no significant change,
at the ten percent level of significance, on any question
except number one for the experimental group. This cuestion
concerns the extent to which the members in the club vartici-

pated in club activities.

3. Used the formula given at the bottom of page 65.
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Combined Nesults of Zoth Luestionnairec by Sutject Areas

The results cf the lezader and member cuestionnaires are
comtired in this section to show tlie commericson of the
responses wazen tie statements are divided into three broad
subject areas -~ leadersnip roles, understandin- toys and
£irls, end evaluatlon ir 4-H Club work. Each of these areas
1s divided into frcm seven to ten tonics.

The results for the experimental zroup and control group
on each tople are shown in the following vays:

1. The azxzount of time cspent on the subject during the

training.

2. The rotentiel for change.

2. The number of leaders who changed.

4, The directlon of change.

The potentizl for change is tased on the number who
gave negative recsponses to the statements or cuestions for
each toplc on the pre-test. This includes the leader and
member questionnaires. If many gave negatlve responses, the
potential for change was much greater than 1f most of the
responses were positive.

The number of leaders who changed is obtalned by com-
bining the results of the statements or cuestions which
relate to each toplec and using the averaze.

Direction of change 1s shown as positive if the number
of positive responses increased on tne post-test ard

nerative i1f the number of positive responses decreased.
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eadership Roles

|
I
i

@

iraph 2 shows the number of leaders who changed behavior
in each of the topics under the general area of leadership
roles.

The two topics which resulted in greatest change are
participation by club members end giving responsibility to
club members. No particular emphasis was given to these
topics at any one time during the meetings, although they
were mentioned several times. It 1s possible that the
leaders were more conscious of the value of participation be-
cause of their indicated desire to take a more active part
as particivants in the training meetings. Even though they
participated to quite an extent, many expressed the opinion
that they would have liked to participate more.

The question of parent cooperation was raised several
times by the leaders. It was not discussed by the agents,
except when the question was raised. It was discussed for
six minutes during the first meeting. It appeared that parent
cooperation was a problem of real concern to the leaders.

It is likely that most of the change which occurred
in the importance of using a variety of teaching methods
resulted from seeing the methods used by the agents since
this was not discussed by the agents. They used a wide
variety, including flip chart, 16 mm. motion picture, over-
head projector, flannel board, small discussion groups, group
discussion and hand-outs. Having a different teacher for

each session also gave a variety of teachers.
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Activities in 4-H were mentioned from time to time during
the series., This was to explain the value of zctivities for
4-H members, with the emphasis on encouraging participation
in activities outside the club for older members. It was
discussed more during the sessions on understanding boys and
girls than during leadership.

The other four topics shown in the graph were not dis-
cussed during the training meetings.

Understandinz Boys and Cirls

—

Graph 3 shows the number of leaders who changed in the
area of understanding boys and girls.

Greatest change in the number of positive responses for
both the experimental and control groups occurred on two
topics which received only limited treatment during the’
series of meetings. The deslire of youth to belong to a group
was described as one of the characteristics of boys and girls
during a flannel board presentation. About the same amount
of change occurred in the imrortance of providing year-around
4-H meetings. VWhile year-around meetings were not specifi-
cally mentioned during the training, the importance of 4-H
meetings and activitles was discussed in meeting the needs of
youth.

Differences in age and the type of supervision or direc-
tion needed were also included in the flannel board presenta-
tion, although this resulted in less change than under
standing the desire to belong to a group. This may be due to

the greater skill and understanding required in working with
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youtn of different ages.

There was very little potential for chenge in the topics
of need for recognition end the importance of completing pro-
Jects. DBoth of these were included in the presentation,
expecially the need for recognition. The need for love and
attention was also emphasized, which is related to recognition.

Even though the 4-H project was mentioned as only one
part of 4-Z, little change resulted in this. It should be
pointed ocut that according to the responses on the pre-test,
there was very little potentlial for positive change in this
topic. It 1s likely that more change occurred in this than
was indicated, tliough, since seven leaders stated in thneir
individual evaluations that one of the things they learned in
the tralning which will help them the most, was learning how
much more 1mportent the child is than the project;

The inportance of sroup activities for older members
was included in the presentation at both tize second and third
sessions. The discussion group wiich reported on the high
school age group durin’; the second meeting mentioned the
importance of participration in activities and events as well
as group activities. Yet, there was practically no chenge in
the way the leaders checked the cuestionnezire on thls state-
ment on the pre-test and post-test. Thls may bLe related to
the previous toplc in which a number of leaders stlll see the
project as tiie only essential part of 4-X,

There were come differences in the way the leaders felt

about the importence of guality project work. They did not



feel that members unable to reach project standards should be

dropped from 4-H, but there was an increase in the number of
leaders on the post-test who felt that only project work of a
quallty worthy of competltion should be accepted in 4-H. The
latter negative change 1s consldered to have concelled out
most of the former positive change.

Evaluation in 4-H Club

The changes which occurred in this area are shown on
Graph 4. Even though all these factors were dealt with
during the meeting on this topic, very little change was
found even though there was more potential for change in this
area than in elther of the other two.

Although 1t was small, the greatest change occurred in
the way in which success 1s measured in 4-H Club work. This
was covered in several meetings since it is closely related
to the three general subjects included during the training.

There was a large potential for change concerning unlim-
ited eligibility for entering contests, but very little
change was indicated. The aspects of this topic were covered
less during the training than any of the others shown on
the graph.

According to the results of the questionnaire, many
leaders seemed to feel that <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>