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CHAPTER I
I. NEED FOR THE STUDY

Extension cannot function effectively without the counsel,
advice, and assistance of a large number of active and effective
volunteer 1eaders.l The 4~H community leaders in Kansas are largely
respongible for the group growth and development of many thousands of
4~H members,

One of the worst and most frequent tricks perpetrated on

human society 1s to urge leadership on willing victims with-
out providing at the same time for pre-service and beginning
assistance., Volunteers who are left holding a bag of
responsibility without the benefit of counsel and support are
a sad sight indeed. This practice accounts for the initial
hesitancy and early drop-out of many volunteer leaders.

By surveying and analyzing the 4~H community leader training
needs as perceived by the community leaders, County Extension Agents,
and State Extension 4-H Specialists, the problem areas where the
greatest amount of training is needed can be identified.

The findings of this study will be useful to agents and program
planning committees in planning and conducting 4-H community leader

training programs. The findings should result in the development of

training programs which are more useful and helpful to leaders.

lBryant E. Kearl and 0. B. Copeland (eds.), A Guide to Extension
Programs for the Future (Raleigh, North Carolina: Agricultural Extension
Service, North Carolina State College, 1959), p. 37.

2Burton W. Kreitlow, E. W. Aiton, and Andrew P. Torrence,
Leadership for Action in Rural Communities (Danville, Illinois: The
Interstate Printers and Publishers, Inc., 1960), p. 135,




This study will identify some of the characteristics of 4-H
comnunity leaders and the methods by which leaders preferred to recelve
training. The results of this study should be useful to State Extension
4-H Specialists in determining and planning County Extension Agent

training programs.
II, BACKGROUND

The Smith-Lever Act of 1914 is the foundation upon which
cooperative Extension work was built, This act stated the purpose
as follows: "to aid in diffusing among the people of the United States
useful and practical information on subjects relating to agriculture
and home economics, and to encourage the application of the same.”3

Extension work is an out-of-school system of education in which
adults and young people learn by doing. It is a partnership between
the government, the land-grant colleges, and the people, which provides
service and education designed to meet the needs of the people. Its
fundamental objective 1s the development of the people.4

The 4-H club program is part of the national educational system

of Cooperative Extension work. The purpose of the 4-H program is to

3U. S. Department of Agriculture and Association of Land-Grant
Colleges and Universities, Joint Committee Report on Extension Programs
Policies and Goals (Washington: U. S. Government Printing Office, 1948),
p. 6.

4Lincoln D. Kelsey and Cannon C. Hearne, Cooperative Extension
Work (third edition; Ithaca, New York: Comstock Fublishing Associates,
1963), p. 1.




help youﬁg people become creative and productive citizens, TFour-H
helps young people to:5

1. Acquire knowledge of science and scientific methods.

2. Explore careers and improve employvability.

3. Learn agricultural productign and management principles.

4. TImprove family and home living.

5. Create desirable relationships with others.

6. Promote safety, health, and fitnesé.

7. Engage in community development.

8. Value and conserve natural resources,

9. Appreciate cultural arts and use leisure creatively.

10. Increase leadership competence.
11. Become responsible citizens.,
12, Share in international development and understanding.

These objectives are accomplished in the 4-H program through
projects, activities, and events. Members receive training through
project work which gives them experiences such as: owning and caring
for animals, learning to cook, growing gardens, beautifying and improv-
ing their rooms and yards, and many others.

Some of the broadening experiences contributing to the education
and development of boys and girls In 4~H are: serving as club officers,

helping to plan the club program, judging, glving talks and

5Federal Extension Service, United States Department of Apricul-
ture, Cooperative Extension Work, This Is 4-H, PA 526 (Washington:
Government Printing Office, revised June, 1967), p. 16.



demonstrations, learning about health and safety, having a camping
experience, and many similar experiences.

It is through the local 4-H club that a boy or girl recelves the
most training. Some training is given at the county, district, and
state levels.

The 4-H clubs in Kansas are organized on a community basis.
Boys and glrls seven to elghteen years of age inclusively may become
members. Each 4-H club has at least one, preferably two, and in some
instances, three or four community leaders who are responsible for the
overall organization, administration, and leadership of the club,

" On June 1, 1967, there were 1,170 4-H community clubs in
Kansas, with 2,378 leaders and 31,396 community 4-H club me.mbers.6

The key to the growth, success, and effectiveness of 4-H

community clubs is largely dependent upon the knowledge, skill, and

attitudes of the local 4-H community leaders,
ITI. THEORETICAL ORIENTATION

The theoretical orientation in this study is based upon Tyler's
approach to curriculum development.7 The first three steps in the
curriculum development process as outlined in the model following are

the major focus of the approach to be used in this study.8

6Summaxjy of Kansas County 4~H Organization, Cooperative Exten-
sion Service, Kansas State University, June 1, 1967, p. 4.

7Ralph W. Tyler, Basic Principles of Curriculum and Instruction
(Chicago, Illinois: The University of Chicago Press, 1950), pp. 1-83.

8Curtis Trent, "Applying the Curriculum Development Process to
Induction Training" (paper presented at the National Extenslon Staff
Training and Development Conference, Blacksburg, Virginia, 1968), p. 2.
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IV. DEFINITION OF CONCEPTS

Below are the operational definitions of certain concepts used
in this study to clarify ideas and simplify statements:

Leader. Volunteer lay leader primarily responsible for the
organization, administration, guidance, and direction of community 4-H
clubs.

Agent. The professional County Extension Agent primarily
responsible for the 4~H phase of the County Extension programs.

Specialist., The professional Extension Specialist responsible
for the 4-H phase of the State Extension program.

Tenure. The length of time that a person has served as a 4-H
club leader.

Leader Perception. The felt training needs as expressed by

leaders on the five point scale.

Apent Perception. The expressions of agents on the five point

scale concerning leader tralning needs.

Specialist Perception. The expressions of specialists on the

five poilnt scale concerning leader training needs.

V. PURPOSE AND OBJECTIVES

The purpose of this study was to determine the training needs of
4-H community leaders as perceived by leaders, County Extension 4-H

Agents, and State Extension 4-H Specialists,



The specific objectives of the study were:

1. To determine the rank order of a selected group of training
needs of 4-H community leaders as perceived by leaders, county Extensiop
4-H agents, and state Extension 4-H specialists.

2. To determine the amount of c;nsensus among the respondent
groups as to the rank order of iImportance of the selected group of
training needs of 4-H community leaders.

3. To determine 1f there are relationéhips between the expressed
training needs of 4-H community leaders and such factors as: tenure,
amount of formal education, place of residence, occupation, sex, 4-H
membership, age, number of training meetings attended, and the number
of days devoted to the 4-H program.

4, To determine the rank order of a selected group of methods
by which leaders prefer to receive training, as perceived by leaders,
agents, and specialists,

5, To determine the amount of consensus among leaders, agents,
and specialists as to the methods by which leaders prefer to receive

training.
VI. STATEMENT OF HYPOTHESES

1. There is no difference in the rank order of training needs
of leaders as perceilved by leaders,‘agents, and specialists,
2. There is no difference in the rank order of training needs
of leaders when compared by the variables:
(a) ténure

(b) amount of formal education



(c) place of residence
(d) occcupation
(e) sex
(£) 4-H membership
(g) age
(h) number of training meetings attended.
3. There is no difference in the rank order of methods pre~

ferred by leaders as perceilved by leaders, agents, and speclalists.
VII. SCOPE AND PROCEDURE

This study was based on a stratified random sample of the 105
Kansas counties. A total of fifteen sample counties were selected by
choosing at random three counties from each of the five Extension
administrative districts. The study included all of the 4~-H leaders in
the sample counties. Three hundred fifty leaders were mailed question-
naires.

Due to the nature of the study, it was felt that the County
Extension 4-H agents with less than one year of Extension work would not
have sufficient experilence to know the training-needs of 4-H community
leaders, and that thelr answers would not be as reliable as agents with
more experience. Since there were only thirty 4-H agents with one or
more yvears of experience as of March 1, 1969, it was declded teo include

all of them in the study.9

9Richard F. King, Tenure Record of Personnel Employment--
Creditable USDA Service Time, Cooperative Extension Service, Kansas
State University, March, 1969, pp. A-Z.




Similarly, since there were only eight State Extension 4-H
Specialists as of March 1, 1969, all eight were included in the study.

Data were gathered through the use of a mailed questionnaire
generally patterned after those developed by Goyenlo and Nicholls.ll
Certain items were added at the suggestion of Glenn Busset, State
Leader, 4-H and Youth,

The questionnaire was divided into three parts. The first part
was composed of face data including tenure as a community and project
leader, amount of formal education, place of residence, occupation, sex,
and age. Respondents were asked if they had ever been a 4~H member, how
many members were in their club, how many children they had, and if they
presently have or have had children in 4-H. The number of training
meetings attended between October 1, 1968, and March 10, 1969, the
average number of training meetings attended each year, and the approxi-
mate number of days leaders devoted to 4-H club work per year were also
indicated.

The second part of the questionnailre contained forty items of
information generally needed by 4-H leaders to perform their duties most

effectively.

lOLoren F. Goyen, "An Analysis of the Tralning Needs of Four-H
Community Leaders and the Need for Assistance in Training Them as
Identified by County Extension Agents in Kansas" (unpublished Master's
thesis, University of Maryland, College Park, Maryland, 1959), pp. 92-95.

llJames M. Nicholls, "A Study of the 4-H Leader Training Needs
in Wyoming as Identified by Local 4-H Club Leaders" (unpublished
Master's thesis, University of Wyoming, Laramie, Wyoming, 1964), pp.
86-91,
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The third part dealt with methods by which leaders prefer to
receive information or training. Leaders were asked to complete the
entire questionnaire,

Agents and specialists were mailed the same questionnaire that
the leaders received, but agents and speclalists were asked to complete
only the second and third parts. On items twenty-two to sixty-one
(training needs), agents and specialists were asked to respond in terms
of what they felt were the training needs of A;H community leaders. On
items sixty-two to seventy (methods), agents and specialists were asked
to respond in terms of how they felt community leaders preferred to
receive training.

Perceptions were indicated by circling a number on a point scale
of one through five. One meant that no training was needed, two--little
training needed, three-—some training needed, four--much training needed,
and five--very much training needed.

The questionnaire was pre—-tested in one county which was not in
the sample and pre-coded so that data could be punched on IBM cards for
computer analysis, A copy of the questionnaire is included in the
appendix, The number of leaders, agents, and specialists responding is
presented in Table I.

To determine the rank order of training needs of 4-H community
leaders, forty items relating to duties, responsibilities, and general
knowledge concerning 4~H community leaders were used. A mean weighted
score was computed for each of the forty selected training needs for

each of the three respondent groups.
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TABLE I

NUMBER OF LEADERS, AGENTS, AND SPECTALISTS RESPONDING

Position Potentilal Actual Useable Percent of
Respondents Respondents Responses Responses
Leaders 350 279 245 70
Agents 30 30 30 100
Specialists 8 8 8 100
Total 388 317 283 73

The forty training needs were categorized into seven general
areas by a commlttee of professional 4-H and youth specialists as
follows:

1. Basic needs of boys and girls.

2. Understanding 4-H programs.

3. Prbgram development and execution.

4, Fducational methods with boys and girls.

5. rAdult recruitment, involvement, and responsibilities,

6. Program promotion and incentives.

7. Evaluation procedures.

Items within each general category of training needs are shown
in Table II.

A mean weighted score was computed for each category for each of
the respondent groups. The category with the highest mean weighted
score was given a rank of one, the next was given a rank of two, and so
on throughout the seven categorles. When ties were observed in the

renline . the bracket-rank method was used.
a2
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TABLE II

SPECIFIC TRAINING NEEDS OF 4-H COMMUNITY LEADERS
CATEGORIZED INTO SEVEN GENERAL
AREAS OF TRAINING

I. Basic Needs of Boys and Girls.

Characteristics, interests, and needs of 8-11 year olds.
Characteristics, interests, and needs of 11-14 year olds.
Characteristics, interests, and needs of 14-17 year olds.,
Understanding developmental tasks of boys and girls.,

II. Understanding 4-H Program.

The organization of 4-H on community and county levels.

The purpose and objectives of 4-H Club work.

The Kansas 4-H Foundation (its purpose, needs, etc.).

General 4-H rules, policies and requirements.

Plans and detalls of county and state 4-H events (those held, how and
why members participate, etc.)

Purpose of the loecal adult advisory committee.

The history and philosophy of 4-H.

I11. Program Development and Execution.

Developing youth programs among low income groups.

Planning and organizing the local 4-H Club program.

How to plan and conduct club projects (such as health, safety, recreation,
etc.).

Developing 4-H meetings in cooperatlon with schools.

Short-term 4-H projects (less than a year in duration).

How to plan and conduct local club events (such as parents' night,
achievement night, etc.).

Organizing and conducting Clover (Junior) 4-H Clubs.

Organizational procedures when a club becomes too large.

IV. Educational Methods with Bovys and Girls,

Helping 4-H Club officers.

Using parliamentary procedures.

How to prepare and give 4-H demonstrations and illustrated talks.
How to prepare and give project talks and speeches.

How to organize and conduct tours.

Why and how members exhibit at fairs,

How to work with junior leaders.

Record keeping (value, purpose, how to fill out, etc.).
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TABLE ITI (continued)

V. Adult Recruitment, Involvement, and Responsibilities.

The duties of the 4-H community leader.

How to obtain and maintain parent cooperation.
Materials and helps available for community leaders.
How to plan and work with project leaders.

Attracting more men as project and community leaders,
How to teach.

VI. Program Promotion and Incentives

Awards (those available, their place and how to use),
Cooperation with other youth-serving agencies.

How to "sell" 4-H programs to the community.

Ways to give recognition (other than awards).

VII. Evaluation Procedures.

How to evaluate the local club program.
How to evaluate the local 4-H Club program.
How to determine a 4-Her's progress and development.
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"In the bracket-rank method the items with the same value are
assigned the same rank, and the next item after the ties is given the
rank it would have had if there had been no ties."12

Spearman's coefficient of rank-difference correlation (p) or

13
rho™~ was used to illustrate or measure the consensus or agreement

between two groups of respondents. The formula is:

6 x ZD2

p (rho) =1 - 5
N (N° - 1)

p or rho denotes the degree of consensus; I is the sum; D2 1s
the difference or deviation from the mean; and N, the number in the
group., p or rho would equal +1 if all the items were ranked in the same
order by both groups; rho would be -1 if the rank order were exactly
reversed by one group as compared to the other; and if there were no
relationship between the two sets of ranks, rho would equal 0.

Kendall's coefficient of concordance (W)l4 was used to show the
agreement or consensus among the three respondent groups. The formula

is:

12 p?
me () @2 - 1)

W=

lzPauline V. Young, Scientific Social Surveys and Research
(Englewood Cliffs, N. J.: Prentice Hall, Inc., 1956), p. 294.

13Normau E. Gronlund, Measurement and Evaluation in Teaching
(New York: The Macmillan Company, 1965), p. 66.

14N. M. Downie and R. W. Heath, Basic Statistical Methpds
(New York: Harper and Brothers, Publishers, 1959), p. 181.
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Where W denotes the degree of consensus, D equals the sum of
each ranked category, then squared and totaled; m equals the number of
respondent groups; N equals the number in the group., W would equal +1
if all the items were ranked in the same order by all three respondent
groups. Lack of agreement would be represented by W equalling O.

The hypotheses are accepted or rejected through the use of
descriptive statistical techniques. For the purpose of accepting the
null hypotheses, an association must have been .71 or higher for seven
ranked items, and .60 or higher for rankings containing nine items,
when using Spearman's coefficient of rank-difference correlation.15
When accepting the null hypotheses using Kendall's coefficient of
concordance,16 an association must have been .62 or higher for seven
ranked items, and .58 or higher for rankings containing nine items.

The data were analyzed using the following procedures: (1) mean
weighted scores; (2) rank-difference coefficient of correlation;

(3) coefficient of concordance.
VIII. LIMITATIONS OF THE STUDY

The findings of this study will be limited to 4-H community
leader training in Kansas. Data should be useful to agents and com-
mittees in planning tralning programs, and should be of value to State

Extension personnel in planning 4-H agent training programs.

15John T. Roscoe, Fundamental Research Statistics for the
Behavioral Sciences {(New York: Holt, Rinehart and Winston, Inec., 1969),
p. 302,

16N. M. Downie and R. W. Heath, Basic Statistical Methods (New
Yorlk: Illarper and Brothers, Tublishers, 1959), p. 282,




CHAPTER II
REVIEW OF LITERATURE

The purpose of this chapter will be to review books, studies,
and other literature relating to curriculum development and perceived
training needs. Information regarding perceived training needs and the

curriculum development process was gathered from business, education,

and Extension.
I. THE CURRICULUM DEVELOPMENT PROCESS

Ralph Tylerl states that the following fundamental questions
must be answered in developing a curriculum or plan of instruction:

1. What educational purposes should the school seek to
attain?

2. What educational experiences can be provided that are
likely to attain these purposes?

3. How can these educational experiences be effectively
organized?

4., How can we determine whether these purposes are being
obtained?

The first step then, is the development of clearly defined pur-
poses or educational objectives., Education is the process of changing
the behavioral patterns of people. This is using behavior in the broad

sense to include thinking and feeling as well as overt action. The

1Ralph W. Tyler, Basic Principles of Curriculum and Instruction

(Chicago: The University of Chicago Press, 1950), pp. 1-2.

16
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educational objectives represent the kinds of changes in behavior that
an educational institution seeks to bring about in its students, Tyler
suggests that all possible sources be included in the process of estab-
lishing objectives.2 "If we are to study an educational program
systematically, and intelligently, we must be sure as to the educational
objectives aimed at."3

Studies of the learners themselves are the first source of
educational objectives suggested by Tyler. However, he points out:

Studies of the learner suggest educational objectives

only when the information about the learner is compared with
some desirable standards, some conception of acceptable norms,
so that the difference between the present condition of the
learner and the acceptable norm can be identified. This dif-
ference or gap is what is generally referred to as a need.

Two reasons are glven by Tyler5 for analyzing contemporary life,
the second source of educaticnal objectives. Thelfirst is that life is
so complex and continually changing that 1t is necessary to focus upon
those educational efforts in regard to the critical aspects of this
complex life, and upon those aspects that are important today, so that
time is not“wasted in having students learn things that were important
years ago, but are no longer of significant value. The second reason

for studying contemporary life grows out of the findings related to

transfer of training which show that the student is much more likely to

2ryler, Tbid., pp. 4=5.

btd., pe 3.
“Ibid., p. 5.
5

Ibid., p. 12,
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]

apply learning when there are similarities between the situation encoun-
tered in life and the situation in which the learning took place.

+ + +» Studles of contemporary life only give information

about the present status of the individual, the group, or the
condition of life within the community or region. They do not
directly give educational objectives. In order to suggest
objectives, the data from these studies must be interpreted,
that is, inferences have to be made from present status regard-
ing gaps, emphasis and needs.,

Suggestions from subject specialists are the third source of
objectives suggested by Tyler, and he states, "They suggest objectives
that are more than knowledge, skills, and habits; they involve medes of
thinking, or critical interpretation, emotional reactions, interests,
and the like. n?

Other sources of objectives suggested by Tyler are the use of
philosophy and psychology of 1earning.8 These will not he involved in
this study.

Boone and Quinn have folleowed this scheme in suggesting that the
following four sources be studied in establishing adult basic educa-
tional objectives:9

1. Study of the undereducated adult as a potential learner.

2. Analysis of the learner's culture.

3. Analysis of contemporary life.

4. Recommendations of subject-matter specialists.

O mhid., p. 15.

"1bid., p. 19.

81h1d., pp. 22-28.

9Edgar J. Boone and Emily H. Quinn, Curriculum Development in

Adult Basic Educatlon (Chicage: Follett Publiching Company, 1967), p. 7.




19

The most useful form for stating objectives is to express
them in terms which identify both the kind of behavior to be
developed in the student and the content or areas of life in
which this behavior is to operate.lo

II, THE CONCEPT OF PERCEPTION

Ferception is explained differently by various authors, but most
agree that it is a complex process. DePhillips et al.ll state that
perception is the act by which data received via the senses are unified
and interpreted, giving knowledge to reality.

Hilgard12 points out that prior experiences are an influential
factor in perception and gives this definition:

The process of becoming aware of objects, qualities, or
relations by way of the sense organs. While sensory content is
always present in perception, what is perceived is influenced
by set and prior experience, so that perception is more than a
passible registration of stimuli Impinging on sense organs.

Combs and Snyggl3 state that perception refers to any differen-

tiations the individual is capable of making in the perceptual field,
whether an objectively observable stimulus is present or not. These

authors emphasize that human perceptions extend far beyond human

experiences of sight, hearing, smell, taste, and touch. '"Ideas, values,

10Tyler, op., cit.,, p. 30.

Yoy ank A, DePhillips, William M. Berliner, and James J. Cribbin,
Management of Training Programs (Homewood, Illinois: Richard D. Irwin,
Ine., 1960), p. 89,

12Ernest R. Hilgard, Introduction to Psychology (New York:
Harcourt, Brace and Company, 1953), p. 603.

13Arthur W. Combs and Donald Snygg, Individual Behavior, Revised
edition (New York: Harper and Row, Publishers, 1959), p. 30.
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concepts, perceptions of relationships, and meanings that far transcend
the limitations of our sense organs.'

Bartley14 feels that perceptions themselves are more than just
the apprehension of things and their activities. He states that percep-
tions pertain to qualities of things, and to abstract relations between
things, and that perceptions integrate into concepts and judgments. The
processes of integration and development are thought to go on and on
until the individual himself consists of an endlessly complex fabrication
of ideas, beliefs, and systems of knowledge. ''Inherent in them is their
constant reference to a reality outside the believer or knower. This is
where the essence of knowledge is crucially involved."

Our perceptions are selective. We do not react equally

of all the stimuli impinging upon us, but rather we focus upon
a few, This perceptual focusing is called attention and it

is through this process we keep in focus selected stimull and
resist distracting stimuli,1?

Van Witsenl6 states that perception is the interpretation of
sensation. It is based upon previous experience of sensations, through
interaction with the environment. ''Perception, then, is a learned
function, and as a learned function, it is susceptible to teaching."

The way leaders perceive their training needs will affect the

training programs, and the amount of training and the type given will

affect their perceptions.

148. Howard Bartley, Principles of Perception (New York:
Harper and Brothers, 1958), p. 40.

1

5Hilgard, op. cit., p. 295,

16Betty Van Witsen, Perceptual Training Activities Handbook
(New York: Teachers College Press, Columbia University, 1967), p. 1.
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III. TRAINING NEEDS

"Training in its purest form is the process of teaching or
acquiring specific skills and abilities, becoming proficient, qualified,
or fit to perform certain tasks."17 In ‘industry, training is the
formal procedures which a company uses to facilitate employees' learn-

ing so that their behavior contributes to the attainment of the

company's goals and objectives.18

Folly points out that training exists to bring about learning

and states:l9

Training is an overt process, a sequence of experiences,
a' series of opportunities to learn, in which the trainee is
exposed in some more or less systematic way to certain materials
or events, The trainee's behavior is supposed to be modified
by means of this process so that after it is completed he
behaves in some way that is different from the way he behaved
before training.

. 2
According to DePhillips et al. 0 a better term for training
would be education and be defined as:

that process which, under company auspilces, seeks in a
planned, co-ordinated and continuous manner to develop in all
employees those understandings, skill, and attitudes, which
will maximize Individual present and future efficiency and
the effectiveness of the over=-all company operation,

lyJohn McCollum, ''Labor Education--Education, Training, or
Information?" Adult Education, Vol. XIII, 1962, p. 42.

18William McGehee and Paul W. Thayer, Training in Business and

Industry (New York: John Wiley and Sons, Inc., 1961), p. 3.

ngohn D. Folley, Jr., "The Learning Process'" in Robert L.
Cralg and Lester R, Bittel (eds.), Tralning and Development Handbook
(New York: McGraw-Hill Book Company, 1967), p. 34.

2ODePhillips et al., op. cit., p. 6.
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The specific content of the courses or programs designed to
assist leaders will vary according to the community needs and the
cultural situations. It will vary also according to the present quality

of leadership and the resources available. "

« + » Helping leaders
implies an effort to stimulate and encourage the development of knowl-
edge, skills and attitudes that will improve the quality of results and
the pleasure and satisfaction that comes from successful leadership
performance."21

The approaches or rationales for determining tralning needs are
many. Bass and Vaughan22 suggest that there are two questions which
must be asked in assessing training needs. These are (1) Who needs
training? and (2) What training do they need?

McGehee and Thayer23 state that an adequate training program
depends upon securing reliable information based upon:

1., Who is to be trained

2. By whom are they to be trained

3. In what are they to be trained

4, How they are to be trained

5. How the results of training are to be evaluated.

In seeking to provide answers to these informational questions,

the authors suggest examining:

21Burton W. Kreitlow, E. W. Alton, and Andrew P. Torrence,
Leadership for Action in Rural Communities (Danville, Illinois: The
Interstate Printers and Publishers, Inc., 1960), pp. 133-34.

22Bernard M. Bass and James A. Vaughan, Training in Industry:
The Management of Learning (Belmont, California: Wadsworth Publishing
Company, Inc., 1966), p. 76.

szcGehee and Thayer, op. c¢it., pp., 22-23,
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1., Organization analysis~-determining where within the
organization training emphasis can and should be placed.

2. Operations analysis—-—determining what should be the
contents of training in terms of what an employee must do
to perform a task, job, or assignment in an effective way.

3. Man analysis--determining what skills, knowledge, or
attitudes an individual employee must develop if he is to
perform the tasks which constitute his job in the organiza-
tion.

"Determination of people's needs is the first consideration of

program planning. The questions asked by the public are expressed
needs. They are felt needs which people strive to meet by seeking

- ""Needs of people are generally of two major kinds:

information,"
those of which they are aware and those of which they are unaware."25
These needs may be called "felt" and "unfelt" needs.

Extension agents are good sources of needs. They know the
county and have identified both the felt and unfelt needs of the
people. Also, Extension gpecialists are well informed about the situa-
tiont in the state about research findings avallable, aqd therefore, are
good sources of needs of which pecple are often unaware.26

Johnson27 recognized that needs may be both felt and unfelt. He

indicated that three things are required for needs to be felt and

reported. These are: '"(1) appropriate sensitivity to one's state and

24Fred P. Frutchey, "The Learning-Teaching Process," in H. C.
Sanders (ed.), The Cooperative Extension Service (Englewood Cliffs,
New Jersey: Prentice-Hall, Inc., 1966), p. 57.

25

Ibid., p. 56.

26Ibid,

27Earl 5. Johnson, Theory and Practice of the Social Studies

(New York: The Macmillan Company, 1956), pp. 218-19.
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conditions; (2) some knowledge, however vague or clear, or accurate or
inaccurate it may be; (3) and the ability to make an evaluation or
judgment.,"

Johnson categorizes training negds in terms of those which:28
1. an individual has

2. a group has

3. must be met immediately

4, can be met in the future

5. call for informal training activities

6. call for on-the-job instruction

7. call for off-the-job instruction

8., the company can best meet within itself

9, the company can meet best through outside resources

10. an individual can meet in concert with others

11. an individual can meet only by himself.
IV, LEADERSHIP ROLE OF THE 4-H COMMUNITY LEADER

"The widespread use of unpaid, local lay leaders represents one
of the Cooperative Extengion Service's important and unique contribu-
tions to the field of informal adult education."29

Lay leaders are adults who, as an auxlliary and non-professional

activity, spend a portion of their time carrying on some type of

28Richard B. Johnson, "Determining Training Needs," in Robert L.

Craig and Lester R. Bittel, Training and Development Handbook (New York:
MeGraw-Hill Book Company, 1967), p. 17.

29Curtis Trent, "Lay Leadership,'" in H. C. Sanders (ed.), The
Cooperative Extension Scrvice (Englewood Clifls, New Jersey: Prentice-
Hall, Inc., 1966), p. 315,
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educational activity of a natiomal, state, or local agency or organiza-
tion on a continuing basis.30 Lay leaders for the most part require
specialized, brief, and clear-cut training., This is to glve them the
immediate skills they need to carry out thelr responsibilities.al
"Leaders are the catalyst for group action, the voice for group
expression, the tool through which the group considers and carries out

32 The volunteer leader

its decisions. Leaders are made, not born."
takes more responsibility for organizing groups, committees, and
programs. Leaders also now have greater opportunities to teach indi-
viduals or groups in certain subject matter areas., They have shown that
they can assist 4~H club members with the skills needed for project
work, and can guide members in developing their ability to work with
others in grOups.33

The primary role of the 4-H community leader in the 4-H club
program is to help effect desirable changes in the behavioral patterns
of 4-H members, parents, and project leaders. Some of these changes

include increased knowledge and understanding, new attitudes and values,

and acquisition of skills.

30Alexander Liveright, "Lay Leaders in Adult Education" (unpub-
lished Doctoral thesis, The University of Chicago, Chicage, Illinois,
1956), p. 7.

3leril 0. Houle, "The Education of Adult Educational Leaders,"
in Malcolm S. Knowles (ed.), Handbook of Adult Education in the United
States (Chicago, Illinois: Adult Education Association of the U.S.A.,
1960), p. 120,

32

Kearl and Copeland, op. cit., p. 34.

331b1d., p. 36.
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The following is a list of qualities of leadership compiled by
Clark34 from the principle findings of various studies he reviewed per-
taining to leadership:

1. A sense of purpose and direction.

2. Enthusiaem.

3. Friendliness and affection.,

4, Integrity.

5. Technical mastery.

6. Intelligence.

7. Faith.

8., Teaching skill.

9. Physical and nervous energy.

Finding persons with these qualities is not an easy task, and
getting the qualified persons to accept a leadership position is some-
times an even more difficult task., Fortunately for 4-H, there are those
who take on the responsibilities of community leadership. R. C.
Johnson35 found in his research some of the reasons why people are 4-H
leaders. He found that they consider 4-H a valuable educational pro-
gram. In addition, they like children and receive personal satisfac-
tion from serving as a leader. An important reason stated was that many

served simply because they were asked to do the job.

34Robert C. Clark, "A Review of Leadership Studies," in G. L.
Carter, Jr. and Robert C. Clark (eds.}, Selected Readings and Refer~
ences in 4-H Club Work (Madison: The University of Wisconsin, National
Agricultural Center for Advanced Study, 1961), p. 88.

35R0bert C. Johnson, "Training Needs of 4-H Club Leaders"
(unpublished Master's thesis, Colorado State University, Fort Collins,
Colorado, 19%63), p. 17.
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V. TRAINING THE 4-H COMMUNITY LEADER

The literature revealed several studies based upon the general
approach to perceived training needs. Most studies either dealt with
agents or leaders, and none were found in which the perceptions of
leaders and agents were compared within the same study. No state-wide
study in which 4-H leaders were asked to express their perceived train-
ing needs had been done in Kansas.

McCormick36 analyzed the training needs of 241 County Extension
Agents In Ohio on the basis of the response of Agents to a 127 item
questionnaire. The results revealed that agent perceptions of their
training needs could be ranked in order of importance in nine general
areas, as established by a National Task Force on Extension.

A similar approach was used by Serate37 in Kansas in compariﬁg
the expressed training needs of 195 Kansas County Agents to twelve
specific areas of the Educational Process. He found that the areas of
greatest training need, and the areas of least Importance, could be
identified.

In a recent study, Johnson38 used this same approach in

36Robert W. McCormick, "An Analysis of Training Needs of County
Extension Agents in Ohio" (unpublished Doctoral dissertation, University
of Wisconsin, Madison, Wiscomsin, 1959), pp. 1-240.

37David S. Serate, "A Comparative Analysis of the Expressed
Training Needs of Kansas County Agents in the Area of the Educational
Process" (unpublished Master's thesis, Kansas State University, Manhat-
tan, Kansas, 1965).

3831mmy P. Johnson, "Training Needs of 4-H Volunteer Adult
Leaders in Mississippi as Identified by the Leaders Themselves' (unpub-
lished Master's thesils, Mississippi State University, State College,
Mississippi, 1967), pp. 1-065.
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determining the training needs of 201 4-H leaders in Mississippi. He
was able to rank the training needs of leaders in twenty-five areas
generally considered as being useful to leaders. In addition, he com-
pared the effect of experience and other traits to perceived training
needs.,

Havens,39 in his study of new 4-H leaders in Washington state,
found that they need and can profit from "participation in a detailed,
well organized, timely, interesting, meaningful, challenging, effective

' He found that new 4-H leaders must be

4-H leader training program.'
trained early in thelr first year of 4-H leadership if the training
program is to be very effective in shaping their attitudes and philosophy
of 4-H. He found also that new 4-H leaders should be trained separately
from those who have been leaders for a year or more, and that the more
training sessions a new leader attends, the more likely he is to remain
active as a leader.

Goyen40 found in his study that the general areas agents felt
were most important for community leaders were: guldance of the club,
understanding boys and girls, project work, and community responsibility.
He found that a relatively high percentage of Extension Agents felt that

the State 4-H staff should train leaders in: organization of 4~H club

work, characteristics of youth, how to meet the needs and Interests of

39James E. Havens, "An Analysis of a Training Program for

Washington's New 4~H Leaders' (unpublished Master's thesis, Washington
State University, Pullman, Washington, 1966).

40Goyen, op. cit.
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youth in 4-H, how to help boys and girls with individual problems, and
how a leader can determine thelr own programs,

Nicholls4l determined from his study that there was little
difference in the way leader respondents rated areas of training for
new or beginning leaders and for older, more experienced leaders. This
indicated that all the leaders felt a need for somewhat the same type of
training. The leaders indicated a need for at least some training in
all of the areas listed, and they wished to have an active part in

planning.

41Nicholls, op. cit.



CHAPTER III
CHARACTERISTICS OF KANSAS 4-H COMMUNITY LEADERS

Information concerning characteristics of 4-H community leaders
included in this study is presented in Table III.

Nearly eight out of ten leaders 1n the study had served six or
fewer years tenure. Approximately one-half of.the leaders had three or
fewer years experience as a 4-H leader. Slightly less than two out of
ten leaders had been 4~H leaders for ten years or more. This suggests
a high degree of leader turnover, and as a result, County Extension
Agents need to be persistent in planning and conducting training pro-
grams for 4-H leaders.

Slightly more than eight out of ten community leaders have also
served as 4-H project leaders.

Nine of ten leaders are high school graduates., Nearly half,
forty-five percent, have had some college or are college graduates.

About seven out of ten community leaders reside on farms.
Approximately one out of ten 1s rural non-farm, and another one out of
ten resides in a town of under 2,500 population, with the remaining one
out of ten living in towns with a population of 2,500 and abowve.

Six out of ten leaders earn their living from farming, and
another one out of ten have earnings from farm related occupations.

Six of ten leaders are women, and the remaining four leaders

are male.

30
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When the 4-H community leaders were asked whether they had been
4-H members, nearly one-half answered in the affirmative,

Information was requested about the size of clubs, in ranges
from less than fifteen members, to those of fifty-five members and over.
Approximately one-third of the clubs numbered fifteen to twenty-four
members, and slightly less than one-third numbered from twenty-five to
thirty=-four members. About one out of ten c¢lubs numbered under fifteen
members. Only two out of a hundred clubs contained fifty-five or more
members.

Nearly four out of ten Kansas 4-H Community Leaders had four or
more children. Only 2.5 percent had one child and five percent had no
children, At the time of the study, nearly nine out of ten leaders
either had children in 4-H, or have had children in 4-H.

Over five out of ten leaders are in the 30-44 year age bracket,
with slightly more than four out of ten leaders in the 45~60 year age
group.

When asked to indicate the number of training meetings the
leaders had attended from October 1, 1968, to March 10, 1969, one-half
said that they attended no training meetings, and nearly one-fourth
replied they had attended only one meeting.

Over one-third of the leaders said they devoted twenty-six days
or more per year to the 4-H program. Nearly nine out of ten leaders
answered they devoted eleven days or more per year, and only four out

of a hundred leaders devoted five days or less to the 4-H program,
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CHARACTERISTICS OF KANSAS 4-H COMMUNITY LEADERS, 1969

Factor Number Percent
YEARS OF TENURE
Less than one year &4 18
1-3 years 81 33
4-6 years 69 28
7-9 years 10 4
10 years and over 41 17
YEARS AS A PROJECT LEADER
None 50 18
1-3 years 80 33
4~6 years 57 | 23
7-9 years 21 9
10 years and over 37 15
EDUCATION
No high school 13 5
Some high school 13 3
High school graduate 110 45
Some college 71 29
College graduates 38 16
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TABLE III (continued)

Factor Number Percent

PLACE OF RESIDENCE

Farm ' 168 69
Rural non-farm 23 9
Town under 2500 20 8
Town 2500 and over © 34 14
OCCUPATION
Farm 148 61
Farm related 23 9
Not farm related 74 3Q
SEX
Male 92 38
Female 153 62

4-H EXPERIENCE
Yes 112 46

No 133 54
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Factor Number Percent
SIZE OF CLUB
Under 15 30 12
15-24 80 33
25=34 70 29
35-44 40 16
45-54 20 8
55 and over 5 2
NUMBER OF CHILDREN
None 12 5
One 6 2.5
Two 50 20.5
Three 83 34
Four 54 22
Five or more 40 16
4~H EXPERIENCE OF LEADERS' CHILDREN

Children in 4-H in the past 224 91
Children in 4-H at the time of

this study 207 84
No children 12 5
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TABLE III (continued)

Factor Number Percent
AGE

Under 30 10 4

30-44 130 53

45-60 101 41

Over 60 4 2

TRAINING MEETINGS ATTENDED FROM OCTOBER 1, 1968 TO MARCH 10, 1969

None 123 50
One 57 ; 23
Two 32 13
Three ‘ 16 _ 7
Four 6 2
Five or more 11 4

DAYS DEVOTED TO THE 4-H PROGRAM, 1969

1-5 days 9 4
6-10 days 23 9
11-15 days 38 16
16-20 days 52 21
21-25 days 35 14

26 days or more 88 36




CHAPTER 1V

TRAINING NEEDS OF 4-H COMMUNITY LEADERS AS PERCEIVED
BY LEADERS, AGENTS, AND SPECIALISTS

The purpose of this study was to determine the training needs of
4-H community leaders as perceived by 4-H leaders, County Extension 4-H
Agents, and State Extension 4-H Specialists,

In this chapter, data are presented in three major sections:
training needs of leaders as perceived by leaders, agents, and special-
ists; 4-H leader ranking of training needs; and the ranking of methods by
which leaders prefer to receive training as perceived by leaders, agents,
and specialists.

I. TRAINING NEEDS AS RANKED BY LEADERS,
AGENTS, AND SPECIALISTS

The rank order of the seven general areas of t;aining needs of
leaders as ranked by leaders, agents, and specialists is shown in Table
IV.

Leader and agent rankings showed little difference for all the
training needs. The speclalists ranked "Basic Needs of Boys and Girls"
first compared to leaders and agents who ranked this category fourth and
third respectiveiy. Specialists ranked "Evaluation Procedures' second,

with leaders ranking 1t third, and agents ranking the item fourth. This

36
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might possibly be an example of '"felt' and '"unfelt" needs as theorized
by Frutcheyl and Johnson.2

Three areas of training needs were ranked lowest by all three
groups. They were "Program Development and Execution," "Educational
Methods with Boys and Girls," and "Understanding 4-H Programs.' Leaders
and agents gave identical ratings while the specialists reversed the
areas of educational methods and program development in their rankings.

The amount of agreement concerning training needs between groups
of respondents was measured by Spearman's coefficient of rank-difference

correlation or rho.3 The agreement is indicated below:

Leaders and Agents .93
Leaders and Specialists 46
Agents and Specialists A6

Leaders and agents showed a very high degree of agreement,
significant at the .0l level. The amount of agreement between leaders
and specialists and between agents and specialists was not significant.

The consensus concerning training needs among the three respon-
dent groups as measured by Kendall's coefficient of concordance4 or W
was .82, significant at the .01 level.

Hypothesis 1. There 1s no difference in the rank order of

training needs of 4-H leaders as perceived by leaders, agents, and

1Fred P. Frutchey, '"The Learning-Teaching Process,” in H. C.
Sanders (ed.), The Cooperative Extension Service (Englewood Cliffs,
New Jersey: Prentice~Hall, Inc., 1Y66), p. 57.

2Richard B. Johnson, '"Determining Training Needs,'" in Robert L.
Craig and Lester R. Bittel, Training and Development Handbook (New York:
McGraw-Hill Book Company, 1967), p. 17.

3Spearman, loc. cit.

AKendall, loc, cit.
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TABLE IV

SEVEN AREAS OF TRAINING NEEDS OF 4-H LEADERS AS RANKED BY
LEADERS, AGENTS, AND SPECIALISTS, 1969

Leader Agent Specialist

Training Needs Rank Rank Rank
(N=245) (N=30) (N=8)
Program, Promotion, and Incentives 1 2 3

Adult Recruitment, Involvement,

and Responsibilities 2 1 4
Evaluation Procedures 3 4 2
Basic Needs of Boys and Girls 4 3 | 1
Educational Methods with Boys and Girls 3 5 6
Program Development and Execution 6 6 5
Understanding 4-H Programs 7 7 7

Leader and Agent rho = .93, significant at the .01 level.
Leader and Specialist rho = ,46, not significant,.
Agent and Specialist rho = .46, not significant.

Leader, Agent, and Specialist W= .82, significant at the .01 level,
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specialists. This was supported by leaders and agents, but the
hypothesis was not supported when rankings of leaders and speclalists

or agents and specialists were compared.

I1. 4-H LEADERS RANKING OF TRAINING NEEDS

Nine variables were compared for significance by the use of the
null hypothesis. The hypothesis was stated as follows:

Hypothesis 2, There is no difference in the rank order of

training needs of 4~H leaders when compared by the varilables:
(a) tenure
{b) amount of formal education
(c) place of residence
(d) occupation

(e) sex
(f) 4-H membership

(g) age :

{(h) number of training meetings attended

(i) number of days devoted to 4-H.

Tenure, The rank order of training needs of 4-H leaders compar-
ing leaders from zero to three years of experience to leaders with four
or more years of experience is shown in Table V.

The tenure of a leader had little effect on the way the seven
general areas of tralning needs were ranked. Leaders with zero to three
years tenure ranked '"Adult Recruitment, Involvement, and Responsibili-
ties" first, while leaders with four or more years tenure ranked it
second, and chose "Program Promotion and Incentives' first.

The portion of Hypothesis 2 concerning the variable tenure was

retained, as the coefficient of rank-difference correlation, or rho, was

.89. This comparison was significant at the .0l level.
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TABLE V

THE RANK ORDER OF TRAINING NEEDS OF LEADERS AS SEEN BY LEADERS
WITH 0 TO 3 YEARS OF EXPERIENCE AS COMPARED TO THOSE
WITH 4 OR MORE YEARS OF EXPERIENCE, 1969

Years of Tenure

Training Needs

0 to 3 years 4 or more years
(N=125) (N=120)

Adult Recruitment, Involvement, and

Responsibilities 1 2
Program Promotion and Incentives 2 1
Basic Needs of Boys and Girls 3 4
Evaluation Procedures 4 3
Educational Methods with Boys and Girls 5 6
Program Development and Execution 6 5
Understanding 4-H Programs 7 7

rho = .89, significant at the .01 level,
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Education. The rank order of training needs of 4-H leaders
grouped by those with no high school, some high school, and high school
graduates, as compared to those leaders with some college or college
graduates is shown in Table VI,

The amount of formal education had little effect upon the way
the seven general areas of training needs were ranked. Hypothesis 2
was retained, as the coefficient of rank-difference correlation, or rho
was .93. This correlation was significant at the .01 level.

Place of Residence. Leaders were asked to indicate their place

of residence. Table VII shows the rank order of training needs as seen
by leaders residing on farms, compared to leaders residing in rural non-
farm areas, in towns under 2,500, and in towns of 2,500 population and
over. With the exception of '"Program Promotion and Incentives" and
"Adult Recruitment, Involvement, and Responsibilities," all areas of
training needs were ranked the same.

Along with the number of training meetings attended between
October, 1968, and March 10, 1969, place of residence had the least
effect on ranking of any variable compared in the study. The coeffi-
cient or rank-difference correlation was .96, so Hypothesis 2 in rela-
tion to place of residence was retained, as this was significant at the
.01 level.

Occupation. The rank order of training needs of leaders by farm
and farm related occupations as compared to occupations not farm related

is shown in Table VIII.
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TABLE VI

THE RANK ORDER OF TRAINING NEEDS OF 4-H LEADERS AS SEEN
BY LEADERS THEMSELVES COMPARED BY EDUCATION

Formal Education

No High School,
Some High School,
High School Graduate

Some College,
College Graduate

Training Needs

(N=136) (N=109)

Adult Recruitment, Involvement, ‘

and Responsibilities 1 ' 2
Program Promotion and Incentives 2 1
Evaluation Procedures 3 3
Basic Needs of Boys and Girls 4 . 4
Educational Methods with Boys and

Girls 5 6
Program Development and Executlon 6 5
Understanding 4-H Programs 7 7

rho = .93, significant at the .0l level.
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TABLE VII

THE RANK ORDER OF TRAINING NEEDS OF 4-H LEADERS AS SEEN BY LEADERS
RESIDING ON FARMS AS COMPARED TO LEADERS RESIDING ON RURAL
NON-FARM, TOWNS UNDER 2500, AND TOWNS 2500 AND OVER

Place of Residence

Rural Non-Farm

Training Needs Farm Towns Under 2500
Towns 2500 and Over
(N=168) (N=77)
Program Promotion and Incentives _ 1 2

Adult Recruitment, Involvement, and

Responsibilities 2 1
Evaluation Procedures 3 3
Basic Needs of Boys and Girls 4 4
Educational Methods with Boys and Girls 5 5
Program Development and Execution 6 b
Understanding 4-H Programs 7 7

rho = .96, significant at the .01 level.
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TABLE VIII

THE RANK ORDER OF TRAINING NEEDS OF 4-H LEADERS AS SEEN BY LEADERS
WITH FARM AND FARM RELATED OCCUPATIONS AS COMPARED
TO OCCUPATIONS NOT FARM RELATED

Occupation
Iraining Needs Farm and Not
Farm Related Farm Related
(N=171) (N=74)
Program Promotion and Incentives 1 2
Adult Recruitment, Involvement and
Responsibilities 2 1

Basic Needs of Boys and Girls 3 6
Evaluation Procedures 4 . 3
Educational Methods with Boys and Girls 5 4
Program Development and Execution 6 5
Understanding 4~H Programs 7 7

rho = .75, significant at the .05 level.
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Leaders with farm and farm related occupations switched the
first and second rankings "Program Promotion and Recruitment' and "Adult
Recruitment, Involvement, and Responsibilities,"

The major difference in the ranking of training needs concerned
the category '"Basic Needs of Boys and Girls.'" Leaders with farm and
farm related occupations ranked this category third, and leaders in non-
farm related occupations ranked 1t sixth. It is possible that those
leaders whose occupations are not farm relatadwfeel that they are aware
of some of the basic needs of boys and girls, and that they need more
training in the areas of evaluation procedures, educational methods,
and program development and execution. Again, this could be an "unfelt"
need as theorized by Frutchey5 and Johnson.6

Hypothesis 2 on the variable occupation was retalned because rho
was .75.

Sex. Male leaders rank order of training needs was compared to
female leaders. Data are shown in Table IX.

There was considerable difference in the way men and women ranked
the first five categories of training needs. Whether leaders were 4-H
members was the only other variable in the study that showed less
agreement than the comparison by sex of the leaders.

Male leaders ranked '"Basic Needs of Boys and Girls" second, and
females ranked the category fifth. It may be that women leaders have

more time, or take more time, to read than do men leaders, and buy

5Frutchey, loec. cit.

6Johnson, loc. cit.
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THE RANK ORDER OF TRAINING NEEDS OF LEADERS BY MALE
LEADERS AS COMPARED TO FEMALE LEADERS

46

Sex
Training Needs Male Female
(N=92) (N=153)
Adult Recruitment, Involvement and
Responsibilities 1 2
Basic Needs of Boys and Girls 2 5
Program Promotion and Incentives 3 1
Evaluation Procedures 4 3
Educational Methods with Boys and Girls 5 4
Program Development and Execution 6 6
Understanding 4~H Programs 7 7

rho = ,71, significant at the .05 level.
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reading material concerning developmental tasks and basic needs of hoys
and girls. This might cause them to feel they need little, if any,
training in this category.

Females ranked "Program Development and Incentives" first, and
males rated the category third. "Program Development and Execution"
and "Understanding 4-H Programs' were ranked sixth and seventh respec-
tively by both groups., However, since there was little agreement among
the first five categories as expressed by men and women, this might
suggest that separate training sessions for men and women leaders should
be consldered by those who plan and conduct the training meetings.

The ccefficient of rank-difference correlation or rho was .71,
so the null hypothesis on the variable sex was retained.

Four-H Membership. Leaders who were 4~H members were compared

wlith leaders who were not in 4-H, as shown in Table X. There was less
agreement concerning training needs on this variable than any other
variable in the study,

Leaders who were 4-H members ranked "Program Promotion and
Incentives" first, as compared to non 4-H members who ranked "Adult
Recruitment, Involvement, and Responsibilities'" as their number one
training need. This seems to be a reasonable assumption, since leaders
without a 4~H background would in all probability, lack a background in
adult recruitmenﬁ, involvement, and responsibilities concerning the 4-H
program.

"Basic Needs of Boys and Girls" was ranked second by leaders who
had been 4-H members and leaders with no 4-H background ranked three

other categories ahead of that category. Leaders without 4-H experience
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TABLE X

THE RANK ORDER OF TRAINING NEEDS OF LEADERS WHO WERE 4-H MEMBERS
AS COMPARED TO LEADERS WHO WERE NOT 4-H MEMBERS

4-H Membership

Training Needs

Members Non-members

(N=112) (N=133)
Program Promotion and Incentilves 1 2
Basic Needs of Boys and Girls 2 5
Adult Recruitment, Involvement and

Responsibilities 3 1

Evaluation Procedures 4 3
Program Development and Execution 5 6
Educational Methods with Boys and Girls 6 4
Understanding 4-H Programs 7 7

rho = .64, not significant.
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ranked "Educational Methods with Boys and Girls'" fourth, and leaders who
had been in 4-H ranked the category sixth.

The coefficient of rank-difference correlation or rho, was .64,
the lowest in the study, and therefore the null hypothesis in relation
to the variable of 4-H membership was rejected.

Age. Leaders forty-four years of age and under were compared to
leaders forty-~five years of age and over, as shown in Table XI,

The younger leaders ranked '"Adult Recruitment, Involvement, and
Responsibilities” first, while the older group of leaders rated the same
category third, and ranked "Program Promotion and Incentives' first. It
is most probable the younger leaders would be the newer leaders, and
with the lesser amount of tenure would be more concerned about "Adult

Recruitment, Involvement and Responsibilities,"

than would older, more
experienced leaders., The more experienced leaders seem to feel more
confident in this area, and were more concerned about evaluation proce-
dures, which they expressed in thelr rating of second for that category.
The younger leaders ranked the same category fourth.

Hypothesis 2 stated that there is no difference in the rank order
of training needs of 4-H leaders when comparing leaders' training needs
to the age of the leaders. Using Spearman’'s coefficient of rank-differ-
ence correlation7 or rho to measure the agreement, rho was .82, so

hypothesis 2 concerning the variable age was retained, as the comparison

was significant at the .05 level.

Spearman, loc. cit.
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TABLE XI

THE RANK ORDER OF TRAINING NEEDS OF LEADERS AS SEEN BY LEADERS
44 YEARS OF AGE AND UNDER AS COMPARED TO LEADERS
45 YEARS OF AGE AND OVER

Age
Tratadng Heads 44 and Under 45 and Over
(N=140) (N=105)

Adult Recruitment, Involvement and

Responsibilities 1 . 3
Program Promotion and Incentives o 1
Basic Needs of Boys and Girls 3 4
Evaluation Procedures 4 2
Educational Methods with Boys and Girls 3 ' 5
Program Devglopment and Execution 6 ‘ 6
Understanding 4-H Programs 7 7

rho = .82, significant at the .05 level.
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Number of Training Meetings Attended. The rank order of train-

ing needs of 4-H leaders as seen by leaders who attended training
meetings between October 1, 1968, and March 10, 1969, as compared to
leaders attending no training meetings during the same period of time,
is shown in Table XII.

The questionnalre specifically defined leader training meetings
as those meetings conducted by leaders, agents, and specialists, who
presented information related to the job of a éommunity leader. Ome
hundred twenty-three 4-H leaders sald they attended mo training meetings,
as compared to cne hundred twenty-two 4-H leaders who indicated that
- they attended one or more meetings during the same period of time.

Place of residence, and the variable of attendance at training
meetings between October 1, 1968, and March 10, 1969, showed the most
agreement of any variables in the study,

The rank coefficient of correlation was .96, showing signifi-
cance at the .0l level to retain the null hypothesis.

Number of Days Devoted to 4-H, The response of leaders in

regard to the number of days devoted to 4-H Club work, including travel
time, planning meetings, training, events, etc., is shown in the latter
part of Table III. The rank order of leaders devoting twenty days or
less as compared to leaders devoting twenty-one or more days, is shown
in Table XIII.

The rank coefficient of correlation of .93 is significant at the
.01 level, indicating very little difference in the rankings of the
seven categories Bf training needs in relation to the number of days

devoted to 4-~H. The null hypothesis was retained.
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TABLE XII

THE RANK ORDER OF TRAINING NEEDS OF LEADERS AS SEEN BY LEADERS WHO
ATTENDED TRAINING MEETINGS BETWEEN OCTOBER 1, 1968 TO
MARCH 10, 1969, AS COMPARED T(Q LEADERS ATTENDING
NO TRAINING MEETINGS DURING THE SAME
PERIOD OF TIME

Training Meetings Attended

Training Needs No Meetings One or More
Meetings
(N=123) (N=122)
Program Promotion and Incentives 1 2
Adult Recrultment, Involvement, and
Responsibilities 2 1
Evaluation Procedures 3 3
Basic Needs of Boys and Girls 4 4
Educational Methods with Boys and Girls 5 5
Program Development and Execution 6 6
Understanding 4-H Programs 7 7

rho = ,96, significant at the ,01 level.
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TABLE XIII

THE RANK ORDER OF TRAINING NEEDS OF LEADERS AS SEEN BY LEADERS WHO
DEVOTED UP TO AND INCLUDING TWENTY DAYS PER YEAR AS
COMPARED TO LEADERS WHO DEVOTED TWENTY-ONE OR
MORE DAYS PER YEAR TO THE 4-H PROGRAM

Days Devoted to 4-H

Eratilag) Reeds 20 Days or Less 21 or More Days

(N=122) (N=123)

Adult Recruitment, Involvement, and

Responsibilities 1 2
Program Promotion and Incentives 2 1
Basic Needs of_Boys and Girls 3 4
Evaluation Procedures [ 3
Educational Methods with Boys and Girls 5 ' 5
Program Development and Execution 6 6
Understanding 4-H Programs 7 7

rho = .93, significant at the .01 level.
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A summary of the leader rank order of training needs and
Spearman's coefficient of rank-difference correlation8 or rho, in rela-
tion to the varilous variables in the study, is presented in Table XIv.

ITI. COMPARISON OF METHODS PREFERRED BY LEADERS,
AGENTS, AND SPECIALISTS

The final section of the questionnaire contained nine methods
often employed to train 4-H community leaders,. Leaders were asked to
rank the methods in the order in which they preferred to receive train-
ing. Agents and specialists were asked to rank the methods by which
they felt community leaders preferred to receive training. The data
are presented in Table XV.

Agents agree with 4-H leaders on the first two methods by which
leaders preferred to receive training. These were leader training
meetings and talking with experienced leaders.

The 4-H leaders ranked the method "4-H Manuals, Literature,
and Bulletins' third as a method by which they preferred to receive
training, and agents ranked it sixth. It appears that agents were not
placing as much significance on the value of the manuals, literature,
and bulletins for the training of leaders as did the leaders. Agents
ranked county 4-H events such as 4-H Day, fairs, and contests eight,
while leaders ranked the item fifth.

Leaders ranked "Home Visits by Extension Agents' seventh among
the methods by which they preferred to receive training. Agents ranked

the method fourth, and specialists second. Perhaps the low rating by

Spearman, loc., clt.
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TABLE XIV
SUMMARY OF THE LEADER RANK ORDER OF TRAINING NEEDS AND SPEARMAN'S®

COEFFICIENT OF RANK~-DIFFERENCE CORRELATION OR rho OF
THE VARIOUS VARIABLES CONCERNING EYPOTHESIS 2

Level of

Variable =k Significance

0 to 3 years experience (N=125)
4 or more vears experlence (N=120) +89 01

No high school, some high school, high school
graduates (N=136)
Some college and college graduates (N=109) .93 .01

Leaders residing on farms (N=136)
Rural non-farm, towns under 2500, towns 2500
and over (N=109) .96 .01

Farm and farm related occupations (N=171)
Not farm related occupations (N=74) .75 .05

Male leaders (N=92)
Female leaders (N=153) _ 71 .05

Leaders who were 4~H members (N=112)
Leaders who were not in 4-H (N=133) 64 NS

Leaders 44 years of age and under (N=140)
Leaders 45 years of age and over (N=105) .82 .05

Leaders who attended no training meetings between
October 1, 1968, and March 10, 1969 (N=123)
Leaders who attended one or more tralning meetings
between October 1, 1968, and March 10, 1969
(N=122) +96 01

Leaders who devoted up to and including 20 days
per year to the 4~H program (N=122)
Leaders who devoted 21 or more days to the 4-H
Club program (N=123) .93 .01

a
Spearman, loc. cit.

bRoscoe, loec. cit.
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TABLE XV

RANK ORDER OF THE METHODS BY WHICH LEADERS PREFER TO RECEILVE
TRAINING AS PERCEIVED BY LEADERS, AGENTS,
AND SPECIALISTS

Leader Agent Specialist
Methods Rank Rank Rank
(N=245) (N=30) (N=8)
4=H Community Leader Training Meetings 1 1 3
Talking with Experienced Leaders 2 2 1
4-H Manuals, Literature, and Bulletins 3 6 4.5
Visits and Calls to County Extension
Office 4 3 4.5
County 4-H Events (4~H days, fairs,
contests, etc.) 5 8 7
Newsletters and Circular Letters 6 5 6
Home Visits by Extension Agents 7 4 2
4-H Council Meetings 8 7 8
Mass Media (newspapers, magazines,
Kansas 4-H Journal, radio, TV, etc.) 9 9 9

Leader and Agent rho = .75, significant at the .05 level.
Leader and Specialist rho = .70, significant at the .05 level.
Agent and Specialist rho = .86, significant at the .01 level.

Leader, Agent, Specialist W = ,84, significant at the .01 level.
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the leaders indicated that they have received relatively little, or no,
training through the method of home visits in the past.

Hypothesis 3. There is no difference in the rank order of

methods preferred by leaders as perceived by leaders, agents, and
specialists.,

The rank order of methods by which leaders prefer to receive
training as perceived by 4-H leaders, agents, and specialists, is shown
in Table XV. The consensus or agreement concefning methods between any
two groups of respondents as measured by Spearman's9 coefficient of

rank-difference correlation or rho was:

Leaders and agents 75
Leaders and specialists «70
Agents and specialists .86

All three measurements were significant at the .05 level. The
.01 level of significance was .78, so the agent-specialist comparison
was significant at the .01 level,

The consensus or agreement concerning preferred methods among
the three respondent groups as measured by Kendall'slO coefficient of

concordance was .84, significant at the ,01 level.

9Spearman, loc, cit.

10Kendall, loc. cit.



CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

The purpose of this study was to determine and analyze the
training needs of 4-H community leaders as perceived by leaders, County
Extension 4-H Agents, and State Extension 4-H Specialists.

The specific objectives of the study were:

1. To determine the rank order of a selected group of training
needs of 4-~H community leaders as perceived by leaders, County Extension
4-H Agents, and State Extension 4-H Specialists.

2. To determine the amount of consensus among the respondent
groups as to the rank order of importance of the selected group eof train-
ing needs of 4-H community leaders.

3. To determine if there are assoclations between the expressed
training needs of 4~H community leaders, and such factors as:

tenure
amount of formal education
place of residence
occupation
sex
4-H membership
age
number of training meetings attended
number of days devoted to the 4-H program.
4., To determine the rank order of a selected group of methods

by which leaders prefer to receive training, as percelved by leaders,

agents, and specialists.
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5. To determine the amount of consensus among leaders, agents,
and specialists as to the rank order of methods by which leaders prefer
te receive training.

The data included in this study were analyzed in terms of
hypotheses and objectives established for the study. The statistical
comparisons were Spearman’'s coefficient of rank-difference correlation1
or rho, which was used to illustrate or measure the consensus or agree-
ment between two groups of respondents. Kendall's coefficient of
concordance2 or W, was used to show the agreement or consensus among
the three respondent groups.

Hypothesis 1. There is no difference in the rank order of

training needs of leaders as perceived by leaders, agents, and special-
ists. In comparing Spearman's coefficient of rank-difference correla-
tion3 or rho, the hypothesis was supported by leaders and agents, but
rejected when the rankings of leaders and specialists or agents and
gpeclalists were compared.

The hypothesis as measured by Kendall's coefficient of concor-
dance4 or W, was significant at the .01 level, and was retained.

The leaders and agents had close agreement on the training needs
of leaders. The coefficient or rank correlation or rho was .923. There

was less agreement between leaders and specialists and between agents

1Spearman, loc. cit.
2Kendall, loc, cit.
3Spearman, loc. cit.

4Kendall, loc. cit.
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and specialists. The rho comparison was the same, and quite low for
both groups, .46. One major factor causing this difference was the
number one ranking by specialists of the category "Basic Needs of Boys
and Girls." Leaders ranked this item fourth and agents rated the |
category third.

Another major difference in the ranking of training needs con-

cerned the category "Evaluation Procedures,"

Speclalists ranked the
category second, leaders ranked the category third, and agents rated the
item fourth.

Hypothesis 2. There is no difference in the rank order of train-

ing needs of leaders when compared by the variables:
{a) tenure
(b) amount of formal education
(c) place of residence
(d) occupation
(e) sex
(£) 4-H membership
(g) age
(h) number of training meetings
(1) number of days devoted to 4-H.

There was little difference when leaders were compared by years
of experience, level of formal education, place of residence, number of
training meetings attended, and the number of days devoted to the 4-H
Club program.

The age 6f leaders, occupation, sex, and whether leaders had

been 4~H members showed the least agreement iIin the study, although there
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was no significant difference except on the variable as to whether
leaders had been 4-H members.

All of the variables in hypothesis 2 were retained except
whether leaders had been in 4-H. On this variable, the hypothesis was
rejected, The younger leaders expressed a desire for training in the
categories of "Adult Recruitment, Involvement, and Responsibilities," as
compared to "Program Promotion and Incentives' for the older leaders.
Another difference concerned the category "Evaluation Procedures.'" The
younger leaders rated the category second as compared to fourth for the
older leaders.

The major difference in the ranking of leaders when compared by
occupation occurred in the "Basic Needs of Boys and Girls' category.
Farm and farm~related occupation leaders rated the category third as
compared to a ranking of sixth by leaders in occupations not farm-
related.

"Basic Needs of Boys and Girls" accounted for the major differ-
ence in ranking when male leaders were compared to female leaders.
Males ranked the category second as compared to fifth for females.

The most statistical difference occurred when leaders who were,
or had been, 4-H members were compared to leaders who had not been in
4~H. Leaders who were in 4-H ranked "Basic Needs of Boys and Girls"
second as the category they most needed training in, as compared to a
ranking of fifth by leaders who had not been in 4-H.

Leaders who were in 4-H ranked "Adult Recruitment, Involvement,
and Responsibilities'" as their number three training need, and leaders

who had no 4-H experilence ranked the category first.
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"Educational Methods with Boys and Girls" accounted for the
other difference. Leaders who had been in 4~H ranked the category sixth
as compared to fourth ranking by leaders who were not 4-H members.

Hypothesis 3. There is no difference in the rank order of

methods preferred by leaders as perceived by leaders, agents, and
speclalists,

Leaders ranked "4-H Manuals, Literature, and Bulletins' third,
while agents ranked the item sixth. Leaders ranked "Home Visits by
Extension Agents'" seventh among the methods by which they preferred to
receive training. Agents ranked the method fourth, and specialists
ranked it second.

The hypothesis was retalned as the consensus or agreement
between any two groups of respondents, as measured by Spearman's
coefficient of rank-difference correlation, was significant at the .05
level,

The consensus or agreement among the three respondent groups as
measured by Kenda11'56 coefficient of concordance was .84, significant

at the .01 level.

Recommendations

1. Approximately one-half of the leaders had three or fewer
years of tenure, - This suggests a high degree of leader turnover, and
as a result, County Extension Agents need to be persistent in planning

and conducting training programs for 4-H leaders,

5Spearman, loc. cit.

6Kendall, loc. cit.
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2., In leader recruitment it would be worthwhile to note that
ninety percent of the leaders had two or more children, and that seven
out of ten had three or more children. About ninety percent have or
have had children in 4-H, and ninety-four percent of the leaders were
between the ages of thirty and sixty. Leaders are well educated as
ninety percent were high school graduates. County Extension Agents and
leader recruitment committees should direct their efforts towards these
audiences.

3. When asked to indicate the number of training meetings the
leaders had attended between October 1 and March 10, one-half of the
leaders said they had attended no training meetings. An additional
twenty-three percent sald they attended only one training meeting.
(Training meetings were defined as "meetings conducted by leaders,
agents, and specialists who presented information specifically related
to the job of a community leader.'")

When leaders who attended no training meeting were compared to
those leaders attending one or more training meetings, there was essen-
tially no difference in the ranking of training needs., Leaders who
attend training meetings apparently have the same training needs as
those who attend no meetings. Since nearly three-fourths attended one
or no training meetings, County Extension Agents should vigorously
promote training meetings, and also employ at least two or more methods
other than meetings to train leaders.

4. Nearly nine out of ten leaders said they devoted eleven or
more days to the A—H program. Over one-third sald they devoted twenty-

six or more days to the program. County Extension Agents should be
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aware of the time leaders devote to the 4-H program, and whenever pos-
sible, take steps to minimize leader time,

5. The 4-H leaders ranked the method "4-H Manuals, Literature,
and Bulletins" third as a method by which they preferred to receive
training, and agents ranked it sixth., It appears that agents should
place more significance on the value of manuals, literature, and
bulletins for the training of leaders.

6. Leaders ranked "Home Visits by Extension Agents' seventh
among the methods by which they preferred to receive training. Agents
ranked the method fourth, and specialists ranked the item second, so
agents and specialists should be aware that home visits as a method of
leader training was seventh among nine methods by which leaders prefer
to receive training, This information should be interpreted by each
agent according to the situation involved., It could mean that leaders
do not have the opportunity to receive training in this manner, and so
do not realize the effectiveness of it., If this is the case, agents
need to make more effort to go to the leaders in their homes for train-
ing assistance, On the other hand, if the agent is making extensive
use of home visits for training, perhaps he needs to re-evaluate his
techniques so that leaders will consider the home visits a help rather
than time wasters.

7. When the rankings of tralning needs of men leaders were
compared to female leaders, there was little agreement among the
first five of the seven categories. This suggests that County Extension
Agents should be aware of this lack of agreement, and consider separate

training programs to meet the needs of both men and women leaders.,
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Joint training programs should emphasize as wide a variety of the needs
as possible to include things of interest and assistance to both the
men and women leaders.

8. The category of training needs entitled '"Basic Needs of
Boys and Girls' accounted for the major difference in the rankings when
leaders were compared by occupation, sex, and 4-H membership.

The specific training needs included in the category "Basic
Needs of Boys and Girls" were characteristics, interests, and needs of
three different age groups, and the understanding of developmental
tasks of boys and girls.,

Leaders with farm and farm-related occupations ranked this
category third, and leaders in non-farm related occupation ranked the
category sixth, Male leaders ranked it second, and females ranked it
fifth. The category was ranked second by leaders who had been 4-H
members, and leaders with no 4-H background ranked the same category
fifth.

It is recommended that further study be given to the category of
"Basic Needs of Boys and Girls" to determine the significance for
assisting the leaders with their training needs. Attention should be
focused on the variables occupation, sex, and whether leaders were 4-H
members, when planning training programs in thils need area, so as not to
duplicate previoﬁs information the leaders may have received from
various sources, and yet be of the most assistance to those who feel a
lack in this area. Each agent should take the individual county leader
background situation into consideration and plan the training program

accordingly.
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KANSAS 4-H COMMUNITY LEADER TRAINING NEEDS 72

Questionnaire

General Instructions

a., Please read and respond to each item of the questionnaire
but do not sign your name.

b. There are no "right'" or '"wrong" answers. We are interested
in your opinion, based on your knowledge and experlence.

c. Please disregard the IBM numbers in the left margin as they
B. M. are to be used for tabulation purposes only.

d. Please re-check the total questionnaire after you have
completed it to make sure you have responded to all items
on all pages.

e. The questionnaires are numbered for research purposes, but
no attempt will be made to identify individual questionnaires,
and all individual answers will be kept strictly confidential.

f. Please indicate your county:

CHECK THE APPROPRIATE BLANK IN EACH OF THE FOLLOWING:

7. How many years have you been a 4~H community leader?

L. Less than one year 4, 7-9 years
2. 1-3 years 5, 10 years and over
3; 4-6 years
8. How many years experience have you had as a 4-H project leader?
L. None 4, 7-9 years
2, 1-3 years 5. 10 years and over

3. 4-6 years

9. Amount of formal education?
1s No high school 4. Some college
2. Some high school 5. College graduate
3. High school graduate

10. Where do you live?
I Farm 3. Town under 2500
2, Rural non-farm 4, Town 2500 and over

11. Occupation?
L Farm 24 Farm related 3. Not farm related

12. Your sex?
1 Male 24 Female

13, Were you ever a 4-H member?
1. Yes 2. No If yes, where

(county and state)
14, How many 4-H members are in your club?
1. Under 15 3. 25-34 5, 45-54
2. 15-24 4, 35-44 6. 55 and over



15. How many children do you have? 73

0 y L . 2 y 3 , & » 5 or over
16. If you have children, have they ever been in 4-H?

1. Yes 2. No
17. 1If you have children, are they presently in 4-H?

1. Yes 2. No
18. What is your age?

2; 30-44 _ 4. over 60

19. How many 4-H leader training meetings have you attended since
October 1, 19687 (Meetings conducted by leaders, agents, and
specialists who presented information specifically related to the
job of a community leader)

1 None 4, 3 meetings
2. 1 meeting 5. 4 meetings
3. 2 meetings 6. 5 meetings or more

20. On the average, how many 4-H community leader training meetings do
you attend per year?

1, None 4, 3 meetings
2. 1 meeting 5. 4 meetings
3. 2 meetings 6. 5 meetings or more

21, Approximately how many days per year do you devote to 4-H Club work?
(Include travel time, planning, meetings, training, events, etc.)

L. 1-5 days 4, 16-20 days
2, 6-10 days 5. 21-25 days
3. 11-15 days 6. 26 days or more

THE FOLLOWING SECTION CONTAINS A LIST OF ITEMS OR AREAS OF INFORMATION
GENERALLY NEEDED BY 4-H LEADERS TO PERFORM THEIR DUTIES MOST EFFECTIVELY.
WE ARE INTERESTED IN YOUR TRAINING NEEDS WHICH WE WOULD LIKE FOR YOU TO
CIRCLE ON THE SCALE. THE DEFINITION OF THE SCALE IS AS FOLLOWS:

No L S M WM
1l -- means I need no training concerning this item . . . . 1 2 3 4 5
2 -— means I need little training on this item . . . . . . 1 2 3 4 5
3 —— means I need some training concerning this item . . . 1 2 3 4 5
4 -~ means I need much training on this item . . . . . . . 1 2 3 4 5
5 -- means I need very much training concerning this item. 1 2 3 4 5

PLEASE CIRCLE ONE NUMBER ON THE SCALE FOR EACH ITEM ACCORDING TO YOUR
OWN TRAINING NEEDS.

No L S M WM
22, The organization of 4-H on community and county levels 1 2 3 4 5

230 HEIPing 4"1’[ Club Officel’.‘S . . e ¢ o a L) s & 4 . T} 1 2 3 4 5
24, The purpose and objectives of 4-H Club work . . . . . 1 2 3 4 5
25. Characteristics, interests, and needs of 8-11 year olds 1 2 3 4 5

26. How to evaluate the local club program . . . . . . . 1 2 3 4 5



27.
28.
29.
30.

31.

32.

33.
34
35,

36.

37.

38.
39'
40.

41.

42,

43,

44,
45.
46]

47.

48,
49.
50.

51.

The Kansas 4-H Foundation (its purpose, needs, etec.) .
The dutles of the 4-H community leader . . . . . . . .

Developing youth programs among low income groups

.
.

General 4-H rules, policies and requirements . . . . .

Planning and organizing the local 4-H Club program .

How to plan and conduct club projects (such as health,
safety, recreation, €tC.) + & o & o o & &+ o o 4 4w .

Using parliamentary procedures « + « « « s « « o« » »
Developing 4-H meetings in cooperation with schools .

How to obtain and maintain parent cooperation . . . .

Materials and helps available for community leaders .

How to prepare and give 4-H demonstrations and
1llustrated talks . .+ & & 4 & s+ o & 8 s s o4 e 8 s s s

How to evaluate the local 4-H Club program . . « + « &
Awards (those available, their place and how to use) .

Characteristics, interests and needs of 11-14
ye ar olds L] (] . L] L] . . . L] L] . . - L] L] L] L] . . L] . L]

Cooperation with other youth-serving agencies . . . .

Plans and details of county and state 4-H events (those
held, how and why members participate, etec.) . . . . .

Characteristiecs, interests and needs of 14-17
year OldS & ¢ ¢ & 4 4 s 6 6 w8 o4 s ok s b e w4 e s

How to prepare and give project talks and speeches . .
Short-term 4-H projects (less than a year in duration)

How to organize and conduct toUrS v & v o 4 o ¢ o o

How to plan and conduct local club events (such as
parents' night, achievement night, etc.) . + + « + + &

Organizing and conducting Clover (Junior) 4~H Clubs .
How to plan and work with project leaders . . . . . .
Attracting more men as project and community leaders .

Why and how members exhibit at fairs . . . . + « « . .

L )
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52,
53,
54.
55.
56.
57,
58.
59.
60.

61‘

How to "sell" 4-H programs to the community . . . .. 1 2 3 4
How to work with junior leaders . . . . . « « « + + » 1 2 3 4
Understanding developmental tasks of boys and girls . 1 2 3 4
Ways to give recognition (other than awards) . . . . . 1 2 3 4
Record keeping (value, purpose, how to f£ill out, etc.) 1 2 3 4
How to teach « 4 o o o v & s o o v 5 &+ « o o o o o » 4 1 2 3 4
Purpose of the local adult advisory committee ., . . . 1 2 3 4
The history and philosophy of 4=H . . « « « « « « & & 1 2 3 4
How to determine a 4-H'ers progress and development 1 2 3 4

Organizational procedures when a club becomes too
1arge 4 s 8 a4 ® s ® 8 8 5 e ® 8§ B & ¥ 8 ¥ e @& ¥ ¥ ® 1 2 3 l('

BELOW IS A LIST OF METHODS OFTEN EMPLOYED TO TRAIN 4-H COMMUNITY

LEADERS, PLEASE RANK FROM 1 TO 9 IN THE ORDER IN WHICH YQU WOULD PREFER
TO RECEIVE TRAINING., (ONE REPRESENTS YOUR HIGHEST PREFERENCE AND NINE
YOUR LOWEST)

62,
63.
64,
65.
66.
67.
68.
69.

70.

BANK 1 to 9
according to

your preference

4-H community leader training meetings . . . « + + « .

County 4-H events (4-H days, fairs, contests, etec.) .

4-H manuals, literature, and bulletins . + « « « « . .

Home visits by Extension agents . + « « & « &+ o « & &

Talking with experienced leaders « « + « o « s « « o &

Newsletters and circular letters « + o s+ o s o + o« & &

Visits and calls to county Extension office . . . . .

4-H C:Olm.cil meetingg ¢« = &4 = & @ ¥ & & [ I R I

Mass media (newspapers, magazines, Kansas 4-H Journal,
radio, television, €LEC.) + &« « 4 & s & + 4 o o & o &

RE-CHECK to be sure you have answered each item. Mail to: Larry Riat,
Room 126, Umberger Hall, Kansas State University, Manhattan, Kansas, 66502.

**THANK YOU*#*



Cooperative

X TIERISIOON SIERWVIGE

of Kansas State University .
Division of Extension ”Ta/”'”g ﬂl&' UN/VERSITV !0 tl]e

Office of Director

Umberger Hail
MANHATTAN, KANSAS 864508 March 10, 1969
Phone: 913 532-5820

Dear 4-H Community Leader:

The success of the Kansas 4-H Club program depends upon leaders
~ like you. The purpose of the enclosed questionnaire is to determine
the kinds of training you and other leaders feel you need in order

to carry out your duties as a community leader.

The results of this survey will be a valuable guide to State
4-H Specialists and to Extension Agents in planning and conducting
4-H community leader training programs. Only a small number of
leaders in Kansas are being sampled so it is important that your
opinion be included.

Individual questionnaires will be kept strictly confidential,
and all information will be reported in groups. Please do not feel
that there is a certain way that you should, or are expected to,
answer. Your responses should be in terms of your most sincere
feelings and beliefs.

Larry Riat, a graduate student in Extension Education, 1s con-
ducting the study. Return your completed questionnaire to him in
the enclosed self-addressed envelope.

Your prompt reply is important and appreciated. It will be
combined with others received to study the kinds of leader training
needed. Could we hear from you within a week?

Sincerely,

Glenn M. Busset
State 4-H Leader

GMB :mar



Cooperative

ESCIrIEIN STON SERVIGCE
of Kansas State University _
Division of Extension “Takf”g t/)e UNIVERSITY fO the (:“'

Office of Director
MANHATTAN, KANSAS 68506 March 10, 1969

Phona: 913 532.5820

Dear Fellow 4-H Agents:

I am studying training needs of 4-H community leaders as a part
of my graduate work at Kansas State University. The results should
benefit all of us in 4-H Club work.

The enclosed questlonnaire is the same one I am sending a sample
of leaders in the state. I would be grateful if you would complete
items 22 through 70 and return it to me. -

On items 22 to 61, please respond in terms of the training needs
YOU feel your community leaders have.

On items 62 to 70, please respond in terms YOU feel your community
leaders prefer to receive training.

I would appreciate it very much if you would return the question-
naire to me within a week to ten days, A self-addressed envelope is
enclosed for your convenience.

Sincerely yours,

Larry Riat
County Extension 4-H Agent

LR :mar
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EIXTIENSIODON SIEFRVIGIE

of Kansas State University

Division of Extension

oo o g “Taking the UNIVERSITY to the/:

Umberger Hal
MANHATTAN, KANSAS 64506 March 26, 1969
Phone: 913 432.5820

Dear 4-H Community Leader:

I am conducting a study to try to improve training for 4~H com-
munity leaders. In attempting to determine training needs, question-
naires were mailed to leaders in a few Kansas counties.

Some of these have been returned but many have not. If you have
not returned your questionnaire, would you please take a few minutes
and fill it out and mail it right away? ‘

Just in case you have misplaced the original questionnaire or in
the event that it did not reach you, I am enclosing another copy along
with a letter from the State 4-H Leader and a return envelope.

I am very much interested in your opinions. Please feel free to
write any comments about your job as a community leader, the training
you need, etc. on the back of the questionnaire.

Your reply is important and needed. I would appreciate hearing
from you. '

Sincerely yours,

Larry D. Riat
County Extension 4-H Agent



TABLE XVI

RANI. ORDER OT FORTY TRAINING NEEDS OF KANSAS 4-H COMMUNITY LEADERS

AS PERCEIVED BY LEADERS, COUNTY EXTENSION 4-H

AGENTS,

AND STATE EXTENSICN 4-H SPECTALISTS, 1969

i3

Leader Agent Gpec,
Training Needs Rank Rank Rank

(N=245) (N=30) (N=8)
Attracting more men as project and community leaderg=——=--— 1 4.5 22
Ways to give recognition (other than awards)-—--—-—————==—=- 2 8 5
How to obtain and maintaln parent cooperation-————————a——- 3 1 9.5
How to plan and conduct club projects (health, safety)--- 4 27,5 17
How to "sell" 4-H programs to the community=—=———=—e—m————- Bl 245 A%
How to teach-————————wuuu et T 2.5 12.5
Characteristics, interests and needs of 14-17 year olds~- 7 9 1.5
Awards (those available, their place and how to use)=-==-=- 8 11.5 25.5
How to work with junior leaders——-— —————— 9 4.5 3.5
How to evaluate the local club program--—==-————————me—w— 10 14 22
Record keeping (value, purpose, how to fill out)-----—=== 11 23.5 30.5
How to prepare and give project talks and speeches—--=--- 12 33.5 39
How to prepare and give demonstrations and 111, talkg——-- 13 32 34.5
Understanding developmental tasks of boys and girls——---- 14 16 3.5
Developing 4-H meetings Iin cooperation with schoolg—————- 15 30,5 17
Using parliamentary procedures—————————=—mrm oo e 16 23.5 25.5
Purpose of the local adult advisory committee———=—wm—————— 17 16 36.5
How to evaluate the local 4~H Club program—-——-—————e—————- 18 20.5 25
How to plan and work with project leaders—=w——e—wmme——e—— 19 6.5 17
Characteristics, interests and needs of 11-14 year olds-- 20 13 1.5
How to determine a 4-H'ers progress and development—-=—-—= 21 10 9.5
Plans and details of county and state eventg——-—————ee———- 22.5 33.5 36.5
Short term 4-H projects (less than a year in duration)--- 22,5 20.5 30,5
Materials and helps available for community leaderg=——-—=—-- 24 18 30,5
The Kansas 4-H Foundation (its' purpose, needs)——w==——m== 25 39 39
Characteristiecs, interests, and needs of 8-11 year olds-- 26 16 6.5
The duties of the 4-H community leader———=——————ssecammee—— 727 6,5 L2.5
Developing youth programs among low income groups§--—-—-———- 28 37 30.5
Planning and organizing the loecal 4-H Club program---—-— 29 16 0.5
Why and how members exhibit at fairg——=——=—=—r—————crem——— 30 28.5 25.%
Helping 4-H Club officers—m———m— e e 31 23.5 25,5
General 4~H rules, policies and requirements-—-—=—=—=c—mw—= 332 29 30.5
How to plan and conduct local club events——————=——mem—— -— 33 35 17
Organizing and conducting Clover (Junior) 4-H Clubs——-——- 34 30.5 25.5
Cooperation with other youth serving agencieg—w-—————————- 35 27.5 9.5
Organizational procedures when a club becomes too large-- 36 25,5 30,5
The history and philosophy of 4-H-————m—mmmommmmme e 37 40 22
How to organize and conduct tours——-———=——=smmemm——e—————— 38 38 17
The organization of 4-H on community and county levels--- 39 36 30.5
The purpose and objectives of 4-H Club work--—-—-—-—m——e—wm 40 19 17




TABLE XVII

80

MEAN WELGHTED SCORES OF FORTY TRAINING NEEDS OF KANSAS 4-H COMMUNITY
LEADERS AS PERCEIVED BY LEADERS, COUNTY EXTENSION 4-H AGENTS,

AND STATE EXTENSION 4~H SPECIALISTS, 1969

Leader Agent Spec.
Training Needs Mean Mean  Mean

(N=245) (N=30) (N=8)
Attracting more men as project and community leaders------ 3,567 3.867 3,375
Ways to give recognition (other than awards)-————=———————=— 3,518 3.733 4.125
How teo obtain and maintain parent cooperation-—-—-—-—————=———- 3.371 3.967 3.875
How to plan and conduct c¢lub projects (health, safety)---- 3.310 3.167 3.500
How to "'sell" 4-H programs to the community—-—-——-—-——em—— 3.261 3.800 3,500
How to teach--—- —————— --- 3,261 3.800 3.625
Characteristics, interests and needs of 14-17 year olds=--- 3,229 3,600 4,375
Awards (those available, their place and how to use)=—-—== 3.224 3,500 3,250
How to work with junior leaders---- -—--- 3,233 3.867 4,250
How to evaluate the local club program—--—————-————————e--= 3,208 3,433 3,375
Record keeping (value, purpose, how to fill out)=-—=———m——v 3,192 3.233 3,125
How to prepare and give project talks and speeches---~--— 3.114 3.000 2.625
How to prepare and give demonstrations and 111l. talkg--———— 3.110 3.033 2.875
Understanding developmental tasks of boys and girls———=—— 3.098 3.500 4.250
Developing 4-H meetings in cooperation with schools——————= 3.082 3,100 3,500
Using parliamentary procedures=—-—=—-= - ————--= 3,065 3.233 3,250
Purpose of the local adult advisory committee————————————- 3.057 3.400 2,750
How to evaluate the local 4-H Club program——————————————— 3.033 3.300 3.875
How to plan and work with project leaders———————————=————- 3,020 3,833 3,500
Characteristics, interests and needs of 11-14 year olds--- 3,012 3.467 4.375
How to determine a 4-Her's progress and development—-————--— 2,980 3.533 3.875
Plans and details of county and state 4-H eventg————==——w—- 2.963 3,000 2,750
Short—term 4-H projects (less than a year in duration)---- 2,963 3,300 3.125
Materials and helps avallable for community leaders—-—---- 2,935 3,367 3.125
The Kansas 4-H Foundation (its' purpose, needs, etc,)——--—- 2,914 2,767 2.625
Characteristics, interests, and needs of 8-11 year olds-—— 2,886 3.400 4,000
The duties of the 4~H community leader- ——=- 2,873 3.833 3.625
Developing youth programs among low income groups=-——————- 2,833 2,833 3.125
Planning and organizing the local 4-H Club program—-—-—-——-— 2,820 3,400 4,000
Why and how members exhibit at fairs—-—————————e—————————— 2,812 3.200 3.250
Helping 4-H Club officers~—————- ———— 2,755 3.267 2.875
General 4-H rules, policies and requirementg——=m=—r————a—- 2,751 3.133 2.625
How to plan and conduct local club eventg—————==———————— 2.727 2.967 3.500
Organizing and conducting Clover (Junior) 4-H Clubs=—==——v—- 2,718 3,100 3,250
Cooperation with other youth-gserving agencies—r==—c—e——wa- 2,710 3.167 3.875
Organizational procedures when a club becomes too large--- 2,637 3,200 3.125
The history and philosophy of 4-H-—--—e—emmmem e 2 576 2.667  3.375
How to organize and conduct tours—--=— — —-——= 2,506 2.833 3.500
The organization of 4-H on community and county levels--—~ 2,343 2,933 3,125
The purpose and objectives of 4-H €Club work-—-———————eee——o 2,322 3.333 3.500
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Purpose and Procedure

The purpose of this study was to determine the training needs of
4=H community leaders as perceived by leaders, County Extension 4-H
Agents, and State Extenslon 4-H Specialists.

All the 4-H community leaders in fifteen randomly selected
counties were Included in the study. Three hundred fifty leaders were
mailed questionnaires, of which two hundred forty-five, or seventy per-
cent, were returned and used. All thirty of the County Extension 4-H
Agents and the eight State Extension 4-H Specialists were included.

The questionnaire was divided into three parts. The first
part consisted of fifteen different face data items such as tenure,
sex, occupation, age, 4-H membership, place of residence, days devoted
to 4-H, amount of formal education, and the number of training meetings
attended.

The second part of the questionnaire contained forty items of
information generally needed by 4-H community leaders to perform their
duties most effectively., Perceptions were indicated bﬁ clreling a
number on a point scale of one through five., The forty training needs
were categorized into seven general areas of training. A mean weighted
score was computed for each category.

The third part dealt with methods by which leaders prefer to
receive training or information. Leaders were asked to rank the methods
in the order in which they preferred to receive training. Agents and
specialists were to rank the methods by which they felt community

leaders preferred to receive training.



Spearman's coefficient of rank-difference correlation or rho was
used to measure the consensus between two groups of respondents,
Kendall's coefficient of concordance or W was used to show the

agreement among the three respondent groups.

Summary of Results

Hypothesis 1 stated that there was no difference in the rank

order of tralning needs of 4-H leaders as perceived by leaders, agents,
and specialists. This was supported when leaders were compared to
agents, but rejected when rankings of leaders and specilalists or agents
and specialists were compared,

When comparing consensus among the three respondent groups,
Kendall's coefficient of concordance or W was significant at the .01
level, retaining the null hypothesis,

Hypothesis 2 hypothesized no difference in the rank order of

training needs of 4-H leaders when compared by tenure, amount of formal
education, place of residence, occupation, sex, 4-H membership, age,
number of training meetings attended, and number of days devoted to 4-H,

All comparisons were significant at the .05 level except on the
variable as to whether leaders had been 4-H members. On this variable,
the hypothesis was rejected.

Hypothesis 3 stated there is no difference in the rank order of -

methods preferred by leaders, agents, and speciallsts. Comparisons with
Spearman's coefficient of rank-difference correlation or rho were
significant at the .05 level. Kendall's coefficient of concordance was

significant at the .0l level. The liypothesis was retained.



Community 4-H leaders and County Extension 4-H Agents agreed
significantly as to the training needs of 4-H leaders. The amount of
agreement between leaders and speclalists or agents and specialists was
not significant.

There was little difference when leaders were compared by years
of experience, level of formal education, place of residence, number of
training meetings attended, or the number of days devoted to the 4-H
Club program. The age of leaders, occupation, sex, and whether leaders
had been 4~H members showed the least agreement in the study, although
there was no significant difference except on the variable as to whether
leaders had been 4-H members.,

Community 4-H leaders, County Extension 4-H Agents, and State
Extension 4-H Specialists agreed significantly as to the methods by

which leaders prefer to receilve training,



