EFFECTIVENESS OF THE 4-H LIFE SKILLS
APPROACH TO LEADERSHIP DEVELOPMENT

By

)

MERL ELDON MILLER
"o

Bachelor of Science
OkTlahoma State University
Stillwater, Gklahoma
1958

Master of Science
Oklahoma State University
= Stillwater, Oklahoma
_ 1971

Submitted to the Faculty of the Graduate Coliege
of the Oklahoma State University
in partial fulfillment of the requirements
for the Degree of
DOCTOR OF EDUCATION
December, 1981



LIBRARY

EFFECTIVENESS OF THE 4-H LIFE SKILLS
APPROACH TO LEADERSHIP DEVELOPMENT

Thesis Approved:

QLaz;é4<9 .f:{_ kﬁie7
d. The;/@ws r%‘

\/ .
onndlt) L

14430759



PREFACE

This study is concerned with determiningvthe effectiveness of the
4-H Life Skills Approach to Leadership Devé]opment to teach skills ne-
cessary to perform leadership roles as compared to traditional methods
utilized in 4-H. The research focused on the frequency and direction
of skills change during a test period as perceived by youth and the
adults working with the youth. The treatment was compared to a control.
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Key, the writer’s_committee chairman and major adviser, and to Dr.
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CHAPTER 1
INTRODUCTION

The 4-H Program originated as the youth educational arm of the
Cooperative Extension Service. The Cooperative Extension Service,
since its beginning in 1914, has dedicated itself to the service of
people. Programs, which began with the Cooperative Extension Servicé
and later were known as 4-H, began with an emphasis in agriculture.
This emphasis continued for many years and is still inherent to 4-H
‘Program offerings. As the program grew and areas of offering ex-
panded, the emphasis centered on the total development of boys and
girls. The growth and development of boys and girls from the very
early stages has been accomplished through the utilization of a cadre
of volunteer Tleaders who have been trained and are supported by sala-
ried Extension staff.

The overall objective of 4-H, as stated in Oklahoma 4-H for Cen-

tury IIT 1is in two parts:

1. Provide the opportunity for all youth to develop their
own greatest potential,

2. Provide for adult education through development and
training of leaders to share the program with youth
(10, p. 9).
This Tisting of objectives points to the dual emphasis of 4-H youth
programs. The mission, as presented by Hoopfer (20), states:

4-H programs strive through a human growth and develop-
ment model to help people, both youth and adults, gain



additional knowledge, skills and attitudes for énd as

participating self-directing, productive and contri-

buting members of society (p. 1).
Both the twc part objectives and the mission statement refer to the de-
velopment of both youth and adults. In addition, both refer to or
imply the development of potential and/or skills. Through the years,
as goals for the 4-H Program have emerged, the development or the
teaching of skills has included the teaching or development of leader-
ship abilities, both in youth énd adults conducting the program.

Leadership is of ultimate importance to any organization and to
society. There have been many studies to examine the importance and
methods of leadership development. Early studies about leadership re-
flect on the leader as someone who has, or is born with the ability or
qualities, related to being a Teader. These traits or abilities were
thought to be inherent in the Teader. Support for this stance was at-
tempted through studies dealing with leadership from a trait standpoint.
Certain groups of traits were thought to be necessary to successful
leadership; however, later studies and observations revealed that not
all traits were present in all situations, and yet many leaders were
found to be successful. This indicated that leadership was dictated
by the specifics of the situation. The situational approach included
variables of the position or setting of leadership, the behavior of
the leader, as well as the personal characteristic of the leader.
Accompanying this situational approach was the belief that most
people could increase their effectiveness to perform in leadership
roles by learning and developing skills.

Leadership development is of major concern to the Cooperative Ex-

tension Service, as was emphasized in the Qklahoma 4-H for Century III




staff guide (10). Occurring at approximately the same time, a 1976
éurvey by the Cooperative Extension Service of the Southern Region
States identified leadership development as a priority concern for
development. Further support to leadership development as a priority

came from 4-H in Century III (13). This report recognized the need

to teach youth Tife skills that would help them become-self-directing,
productive, and contributing members of society.

Acting on data obtained from the 1976 survey, the Southern Re-
gion Literature Committee appointed the Southern Region Leadership
Subcommittee (SRLS) to develop materials to teach leadership to youth
beginning at the nine year old level and extending throughout the 4-H
experience. The SRLS in 1978 reviewed the available 4-H materials and
found that current 1eadershipymater1a1s approached leadership from a
functional standpoint with Tittle attention to how members were to
learn to function as a leader. The materials did not include learning
experiences to teach how to perform functions of ]eadership. The SRLS
recommended a life skills approach as the most effective method to
develop 4-H Teadership.

There were a number of classifications of 1ife skills in the Tit-
erature and some are more appropriate than others for leadership skills.
A determination of generic areas suitable for leadership was synthe-
sized in 1979. More specific first and second priority Tife skills
were grouped under these generic areas. The generic areas, as re-
ported by Miller (23, p. 39) include: "The six generic categories
included: understanding self, relationship, decision making, learn-

ing, group process, and management."



Following the work of this study the SRLS continued their work
with the development of new materials to teach skills necessary to
perform Teadership skills. The materials contained learning experi-
ences to attempt to teach the specific skills in each general category
to the 4-H members. Learning experiences included simulated activities,
supervised learning activities, apprenticihg activities, exploring ac-
tivities, and others. Attempts were made to include a variety of ac-

tive learning experiences.
Statement of the Problem

The 4-H Leadership Life Skills (4-H LLS) materials were intro-
duced to the Southern Region and to other states at a National Work-
shop in January of 1980. The‘materia]s presented a process and at
the same time guided the Tearner and facilitator through a seaquence
of learning experiences, analyses, and evaluation.

Participants in the 4-H Program, adult and youth, indicate that
1eadership skills are taught through the many projects and activities
of the 4-H club program. Numerous program materials and a variety
of interacting approaches are used in 4-H. Program materials specifi-
cally designed for teaching leadership are also utilized in some set-
tings. Some 4-H clubs or groups give special attention to attempting
to teach leadership while others make no specific effort to teach
leadership.

The central problem was to determine if the 4-H Life Skills Ap-
proach to Leadership Development (LSALD) as presented through the 4-H
Leadership Life Skill materials was a more effective method of teach-

ing skills necessary to perform leadership tasks than current methods.



Findings should determine whether additional research efforts and the
writing of supporting materials to further develop the process are

warranted or suggested.
Purpose of the Study

The primary purpose of the study was to determine if the 4-H Life
Skill Approach to Leadership Development presented through the 4-H
Leadership Life Skills materiais was a more effective meahs of teach-
ing certain priority life skills than current methods. The study
provides information on which program development, resource allocation,

and further assumptions and research could be based.
Objectives of the Study

In order to accomplish the purpose of the study the investigation
was directed toward the following more specific research objectives:

1. To determine if there was a change in the leadership 1ife
skills of participating youth during the test period,

2. To determine if the 4-H youth perceive their skills level
differently than tneir adult volunteer leaders,

3. To determine if there was a difference in the skills level
between the treatment and control groups,

4., To determine if there was a difference in the skills levei:
a. between age groups,
b. between Extension districts,
c. between rural and urban places of residence, and

d. if the participants were group officers.
Rationale for the Study

The beginning of 4-H was nearly simultaneous in a number of



locations (Iowa, Ohio, Kentucky, Oklahoma, Texas, and others). Ffom
ihis beginning near the start of the century, the program has grown
into the current acclaimed and effective youth arm of the Cooperative
Extension Service. Initially, the 4-H Program was concerned with the
teaching of agricultural production skills, soon followed by skills
Inecessary for a quality home Tife. The genijus of thevprogram and the
uniqueness of its foundation in the land grant system has been copied
by many nations around the world.

Even with the enviable record and acclaimed successes, it has be-
come increasingly necessary for the Extension Service and 4-H Programs
to be accountable for support and to justify the continued relation-
ship to the land grant university system, the United States Department
of Agriculture, and county governing bodies. On a national Tevel, re-
quirements were enacted for the annual accountability of the effective-
ness of Extension programs in all subject areas. Concurrently, society
changed and the needs of traditional Extension audiences and pbtentia]
audiences have brought about the broadening and expanding of 4-H pro-
grams from the original production skills to more general youth devel-
opment and the Tearning of skills necessary for living. This more
general direction was more difficult to quantify actual results, and
placed great pressure on the 4-H youth development programs. Though
va]umni of the 4-H Program attested to the benefits and effectiveness
of 4-H to teach skills useful throughout 1ife, there is still little
research to verify these claims.

Since 4-H attempts to teach leadership skills, it was reasonable

to develop instructional materials for teaching these skills. The



resulting Southern Region 4-H Leadership Life Skills materials were a

product of efforts by a multistate development committee which wrote,

piloted, and eventually distributed materials to be used to teach

leadership 1ife skills. The question then was raised--were the mater-

“ials effective in the teaching of leadership life skills to youth par-

ticipating in the 4-H Program? Research will provide evidence of:

1.
2.

The learning of Teadership 1ife skills,

The effectiveness of materials designed specifica11y to teach
leadership life skills,

Strengths and weaknesses of the materials and approach,

Support data for further work in preparation of materials

for use in teaching life skills, and

Data that can be used in making decisions regarding the
allocation of resources to the continued development of the
process and printing of materials.

Assumptions

The following assumptions are related to this research study and

were made for the purpose of the study:

1.

Increases in skills acquired during the test period were the
result of leadership life skills training and other training
methods, :

The questionnaire used adequately assessed the participants'
perception of leadership skills (Appendix A),

Acceptance of the concepts which are the basis of the mater-
jals utilized as the treatment (Appendix B).

Limitations

An attempt was made in this study to allow as much freedom in

program operation as possible, both with the treatment and the control

groups. The target population included all of the 4-H club members in
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the state of Oklahoma. In an attempt to sample this}group, the treat-
ment was confined to groups within counties that had participated in
an in-depth training program on the utilization of the 4-H LSALD and
4-H leadership 1life skills (LLS) materials. Counties which had not
participated in the in-depth training or which were not uéing the 4-H
LLS materials were utilized and the control counties were selected from
that group.

The research recognized the following specific limitations as the
study was conducted: |

1. The method of facilitating the teaching/learning within the

group was widely varied and heavily depended on the abili-

ties of the volunteer leader,

2. There may have been no overt effort to include the teaching/
learning of leadership in groups sampled for the control,

3. The sampling came from only one type of 4-H club program,
commonly referred to as continuing type groups, and did not
include more informally organized short term and mass media
type delivery systems,

4. The size of the groups varied as did the ratio of adult vol-
unteer leaders to youth,

5. Participation in the study was voluntary, and
6. Treatment groups were Timited to those counties which partici-

pated in the training, while the control group was limited to
counties which had not participated in the training.

Definitions

The following definitions were presented to avoid misunderstand-
ing, to enhance continuity, and to provide clarity:

1. Cooperative Extension Service:

The organization created by the Smith/Lever Act of
1914 and is a cooperative function between the United
States Department of Agriculture, the Tand-grant



university of each state, and the local county govern-
ment. . . . The terms 'Extension,' 'Extension Service,'
and 'Agricultural Extension' will also be used and are
to be thought of as synonymous with the defined term

(11, p. 7).

2. Cooperative Extension Staff: All county, district, and state

extension staff with 4-H responsibilities. The term "salaried staff"
and "agents" were also used and were used as synonymous terms.
3. 4-H:
. a youth development program which utilizes a var-
jety of program methods and areas of interest (known as
projects) to reach and teach all youth 9 to 19 years of
age regardless of race, color, national origin, resi-
dence or membership in any other organization (10, p. 6).
4. 4-H Club: A multiproject or single project continuing group
which is usually organized for specific age groups and usually is oper-

ated under the leadership of officers and adult volunteer leaders.

5. 4-H Club Members: Youths, aged 9 to 19, that participate in

a 4-H club. This did not include 4-H members who participated in short-
term or mass media 4-H Programs.

6. 4-H Leadership Roles: "Elected or appointed positions in the

4-H Program" (7, p. 1).

7. Leadership:

The art of influencing others in the making of decisions.
It requires the performance of functions which help a
group to achieve its directions. Leadership is devel-
oped, learned behavior and requires the ability to find,
develop, and encourage the talent of others (29, p. 1).

8. Life Skills: ". . . our abilities that are useful for living
everyday 1ife. They include thinking, doing and feeling skills" (6,
p. 1).

9. Process: A method of doing something, generally involving a

number of steps to achieve an identified task or goal.
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10. Volunteer Leaders: Adults or mature youth who were volunteer-

ing their time and were "engaged in helping children and youth learn
in 4-H learning groups (often called 4-H clubs)" (26, p. 2). The terms
"4-H Jeader," "adult volunteer," and "youth leader" were also used

with synonymous meaning.



CHAPTER II
REVIEW OF LITERATURE
Introduction

Leadership and the development of 1eadersh1p_ski1]s are universal
issues of study and concern. The development of leadership activities
of program participants has been integral to 4-H, though not always
professed, since its beginning. Such abilities once developed or
learned are used by the participant when the situation presents itself
in later life. Such rationale has led to the use of the term "life
skills."

The evolutionary stages of 4-H leadership and the development of
leadership abilities and 1ife skills education are concurrently re-
lated. A review of current thinking based on knowledge and practice
was especially relevant to this study.

The review of Titerature and presentation of the background infor-
mation was divided into three major areas and a summary. The areas
included:

1. Contemporary 4-H programming,

2. Leadérship development, and

3. Life skills education.
Contemporary 4-H Programming
A Took into the first decade of our country's third century was

11
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the purpose of 4-H in Century III (13). In addition, recommendations

for direction and thrust that would keep 4-H strong and growing while
maintaining the strengths of the traditional program was included in
this task force effort. The foreward states:

AN AMERICAN INVENTION, the 4-H Program of the Coopera-
tive Extension Service originated near the beginning of
the 20th century as a result of a vital need to improve
life in rural areas. Introducing improved methods of
farming and homemaking, 4-H taught youth to 'learn-by-
doing.' Designed for both boys and girls, the first 4-H
'projects' included home canning of tomatoes as well as
raising corn and hogs.

There was a close affiliation between the school and the

home in this early 4-H Program--adults in the family often

being persuaded to adopt new practices as a result of the

success experienced by the 4-H youth.

In 1914 the Smith-Lever Act established the Cooperative

Extension Service, an organizational entity of the United

States Department of Agriculture and the Land-Grant College

system. Created by this act and subsequent Tegislation to

conduct educational programs of an 'informal, non-resident,

problem oriented nature,' the Cooperative Extension Service

provided the professional staff and support needed to di-

rect the growth of the early 4-H program.

Today's 4-H Program of the Cooperative Extension Service in-

volves youth as the primary audience and adults and teens

as volunteer leaders (p. 1).
This brief history and futuristic view of the current program was back-
ground for a concise statemént of mission. The document states: "4-H's
mission is to help young people become self-directing, productive and
contributing members of society" (13, p. 3). The Tater work was ex-
panded by a National 4-H Developmental Committee to include: ". . . to
assist youth in acquiring knowledge, developing Tife skills, and form-
ing attitudes which will enable them to become self-directing, produc-
tive and contributing members of society" (28, p. 1). A further
expansion by Hoopfer (20, p. 1) included "both youth and adults" as a

part of the learning and development group.
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Such a broad mission stateﬁent was followed by more specific‘
goals and/or objectives. Such a mission was more precisely described
through the following list of goals proposed by the Goals and Objec-
tives Developmental Committee:

1. Learn, understand, and apply leadership roles,

Acquire a positive self concept,

Learn to respect and get along with others,

oW N

Understand and use sound health practices for mental,
physical, emotional, and social health,

5. Establish positive attitudes toward productive use of
leisure,

6. Understand and practice responsible skills related to
environment,

7. Participate in community affairs,

8. Acquire subject matter skills and knowledge in certain
areas of science and technology,

9. Explore and evaluate career and job opportunities, and

10. Develop volunteers as individuals and leaders in the 4-H
~Program (28, pp. 1-9).

Several of the goal statements refer to commonly accepted skills,
traits, or competencies related to leadership. However, the first
goal was specifically directed to 1eader5hip roles. It was further
explained in rationale related with the leadership role goal that:

Leadership skills benefit both individuals and our so-
ciety. Youth who develop leadership abilities are more
able to participate in the democratic process. At the
same time leadership skills help youth become self-
directing, responsible citizens capable of making effec-
tive decisions.

Leadership skills are learned. Four-H youth acquire
leadership knowledge, skills and status in a learning
environment enhanced by opportunities in organizations
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and educational activities supported by adult volunteer

leaders, materials and services of the Land Grant System

and a linked program structure that extends from local

club and county, through state to national (28, p. 2).

The mission of the organization and goals became operationalized
through actions and interactions of participants and resources. The
National 4-H Curriculum Design Team described the curricuium as
follows:

The ultimate description of the 4-H curriculum is the im-

pact 4-H has on the participants. It is everything partic-

ipants experience in 4-H. It is the sum total of the

situational factors and actors as they are received and

interpreted by the individual (27, p. 1).

As stated earlier, 4-H is a learn-by-doing educational program and is
frequently referred to as experiential 1earning. Such Tearning meth-
ods were integral to curriculum and were central to the program rather
than information being central to the program. Such a learn-by-doing,
experiéntia] centered curriculum had several features as reported by
the National 4-H Curriculum Design Team. These features include:

1. A two fold outcome: a) socially desirable behaviors

“and b) knowledge, skills, and understanding of sub-
ject matter which the individual elects to be in-
volved with,

2. Subject matter is used as a means to an end and an
end in itself,

3. The program content includes a series of purposeful
experiences;

4. Emphasis is placed on real 1life learning activities and
situations,

5. The individual is involved in planning their own learn-
ing,

6. Subject matter is cooperatively selected in the learn-
ing situations, and

7. Individual development is emphasized (28, p. 1).
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From an analytical standpoint four categories were proposed by
Stormer (32) as elements or components of 4-H curriculum. They in-
cluded intructional content, organizational arrangement, climate or
atmosphere, and instructional strategies. Each of the categories
contributed a part to the total curriculum. .

The academic base from which a total 4-H curriculum comes was two
dimensional--experiential and subject matter related. The academic
base for the experiential dimension of 4-H relates to the way humans
learn, develop, interact, and organize. The National Curriculum De-
sign Team Tisted the academic areas as:

1. Human Development,

Human Learning,

Human Interaction, and

How N

Human Organization (32, p. 5).
The academic base for the subject related dimension of 4-H was stated
to include the departments and specialists that professes knowledge and
experience in subject related areas, such as animal science. |
The current mission statement, the program goals and objectives,
and the operationalizing through curriculum suggested the relationship
of the contemporary 4-H program to leadership and to 1ife skills. They
each professed the evolution of 4-H. Leadership and life skills in

education and youth programs were likewise evolving.
Leadership Development

"The concept of leadership remains elusive . . ." (21, p. 177).
This continues to remain true today, "because it depends not only on

the position, behavior, and the personal characteristics of the leader
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but also on the character of the situation" (21, p..177). Even the
definitions of 1eadersh1p are vague and confusing. A definition can
be found to suit most situations and interpretations of leadership.

Many of the studies of leadership have focused on types of
leadership and upon the Teader. Early writings and studiés about
leadership reflected the leader as someone who has or is born with
the ability or qualities related to being a leader. This stance was
represented by studies dea]ing.with leadership from a trait standpoint.
Sets of traits were attributed to leaders and to leadership. These
traits were thought to be necessary.

Studies and observations soon revealed that not all traits were
present in all situations. This led to a view of leadership as dic-
tated by the specific situation. The situational approach included
variables of the position of leadership, behavior of the leader, as
well as the personal characteristics of the leader.

Focus of this part of the review centers on leadership as related
to management, decision making, and operation of an organization, bus-
iness, or educational system. An attempt was made to review the most
current literature. The question which remains is, "what types or
characteristics of leaders are required or more successful?" In spe-
cific leadership situations it appeared that traits and environments
were important. Leadership was apparently a blending of the leader
and the situation as a social transaction (21).

There was no definite agreement; however, there appeared to be
a trend in the direction of considering leadership from a multi-

factor approach. Considerable attention was given to the contingency
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theory proposed by Fiedler and Mahar (14). Hanson (18, p. 98) stétes,
“contingency theory is perhaps the most powerful current sweeping
over the public and private sectors of management."

A number of the studies reviewed look at the effects of leader
behavior on the performance of subordinates and the resulting effect
of the performance of the organizatfon. Such things as the leader's
ability, group ability, type of task, importance of task, comparisons
of formal and informal Teadership structures, and relationships are
being studied. Results that were quantified under controlled condi-
tions gave some hint as to what might work best under particular con-
ditions. The use of tools such as the Leader Behavior Description
Questionnaire (LBDQ) and other widely accepted measurements are giv-
ing reliable data to the study of leadership in education, as well as
other fields.

Brooks (3, p. 62) indicated that leadership and a tyrant are polar
opposites, and referred to leadership as "the shrewd and effective,
at the most, the wise and moral use of power." He dividéd leadership
into transactional and transforming. The transactional referred to
the negotiating, while the transforming referred to the action of the
leader to allow those who were following to discover their own abilities.

Dufty and Williams (12), in their study entitled "Participation in

‘Decision-Making," were primarily concerned with personal leadership
styles. They found that participatory decision making was more widely
used by heaus of departments in an academic institution than by
private enterprise and public service decision makers. The findings

also indicated support to the contingency theory that effectiveness

of leadership style was, in part, a function of the situation. They
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concluded that "Styles of leadership involving a higher degree of.
barticipation than is customary in public or private bureaucracies
are used without any apparent cost in terms of effectiveness" (p. 37).

Substantial support to the contingency theory training model was
provided through 12 studies recorded by Fiedler and Mahar (14). They
Aproposed that the effectiveness of the leader was dependent upon the
match between the motivational structure of the leader and factors of
the situation itself, 1nc1ud1ng control and influence of the leader.
Consistent results and improved performance were reported. "Each of
the twelve validation studies of Leader Match training yielded statis-
tically significant results of supporting the effectiveness of the
training method" (p. 56).

The study of the effect of leader behavior on the performance
and satisfaction of subordinates conducted by Gilmore, Beehr, and
Richter (15) utilized the LBDQ in the collection of data. This sci-
entific study revealed that a manipulation did cause a difference in
the quality and quantity of work. As the leader initiated structure,
the performance of subordinates did increase. Their findings verified
that as high structure and low consideration were included, the quality
- of the work was low. However, when high structure and high consider-
.ation were both included, work quality was high. When the Teader's
vbehavior was manipulated there was a significant difference in the
subordinate's performance level.

Hanson (18) gave support to Fiedler and Mahar's (14) contingency
theory and provided a framework for adapting to the educational set-

ting. Hanson concluded with "the intent of the contingency theory of
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management is to establish an optimal 'match' betweén the environ-
mental demands and the organizational response capabilities" (p. 113).

The amount of cooperation, the leader-group member relationship,
and the ability of the leader and group members were studied by
Kabanoff and 0'Brien (22). This laboratory experiment iné]uded the
manipulation of the leader ability as well as the type and difficulty
of the task. They found coordinated structures were significantly
more productive than non-coordfnated structures. Groups W1th high
ability leaders were more productive than groups with low ability
leaders. When collaboration was permitted, the ability of the group
leader did not have a significant effect on the group's performance.
Their findings indicated: |

The creative ability of group members was a significant

determinant of group productivity; the way in which

group members cooperated or organized themselves was as

important a determinant of group performance as member

ability; and group organization significantly modified

the effects of leader ability on performance (p. 530).

These findings suggested much more attention and research to the in-
teraction of leaders, leadership style, ability of the leader, the
group abilities, and the task demands was needed.

The idea of shared decfsion making and principal leader behavior
was studied by Moy]e~(24). As a part of this study, the Path-Goal
Theory of Leadership was utilized and three important categories were
used: (1) instrumental Teadership; (2) supportive leadership; and
(3) participative leadership. He found that instrumental leadership,
including items dealing with rules and regulations, was exerted with

caution by the school principals, but a committee used in planning

the curriculum viewed this as a positive leadership attribute. He
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further found that supportive leadership behaviors were quite 1mpdr—
fant to the teacher's job satisfaction as well as the effective func-
tioning of the curriculum committee. His final finding was that
participative leadership was undertaken in different ways. There—
was some selective sharing of information and an understanding on the
part of the teachers that participative leadership implied, at times,
the seeking of advice by the school principal.

The managerial theory of school superintendents and their atti-
tude was studied by Tillman and Rencher (33). They investigated high
and low achieving superintendents. Through a factor analysis approach
and application to a management grid they were able to determine the
management preference of superintendents regarding concern for people
and concern for pfoduction. Results of the study showed that superin-
tendents selected the 1, 9 (high consideration for people, Tow consid-
eration for production) management formulation over the 9, 1 (low
consideration for people, high consideration for productjon) formula-
tion. The results further showed a strong preference of the high
achieving superintendents for the 9, 9 (high consideration for people
and production) management formulation as the most typical management
style or style of leadership. The management grid is shown in Figure
1. The study indicated an implication to boards of education to "con-
‘sider the advantages which might be gained by selecting superintend-
ents who project the tendenty toward the 9, 9 management leadership
style" (33, p. 41).

Studies reviewed in this current examination of the literature

support a contingency approach to leadership. Models, other than
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Fiedler and Mahar's (14) contingency model, indicatéd the leadership
style or approach most effective was contingent on a number of factors
from the environment and personality traits.

Specific confirmations of factors can result in high levels of
production as Moyle (24) found when studying school princfpa1 behav-
iors and shared decision making. The instrumental leadership which
included "behaviors which define roles and relationships, stress rules
and regulations, schedule work‘to be done, stress standards of per-
formance, and explain why tasks should be done" (p. 43) was acceptable
and produced results. As long as the reasons for the rules and reg-
ulations was shared and understood, the productivity was satisfactory.
This was verified‘by the positive feeling of subordinates on the cur-
.ricu]um committee even though they were required to operate within
the rules. Another example was when suggestions and information were
seen as reasonable input to participative leadership. They understood
the reason for the limitations of involvement in the decisions process.

Fiedler and Mahar (14), in their explanation of the "Leader
Match" training program which was built on the contingency model, in-
dicated that it might be more appropriate to match leader style to
the situation rather than attempt to change the behavior of the
leader to fit the situation.

Many questions still remain unanswered in regard to leadership.
As new questions are raised, the area to be studied is more tightly

restricted.
4-H Leadership Development

Leadership was emphasized in 4-H Programs since the very early
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days (13). Many current writings refer to the priority and emphaéis
of leadership development. With this emphasis one would expect to
find many materials devoted to leadership development.

Many of the materials such as Teens Take the Lead were de-

signed for older youth. Thisvnortheast regional publication identi-
fied six major concepnts, including: |

1. Leadership is learned,
Leadership is a helping process,

Leadership is shared,

oW N

Leadership is a relationship between peoples,

5. Leadershib must be at the right time and place, and

6. Leadership is earned (S, p..2).

This quality pub]ﬁcation indicated that all six of these concepts of
4-H Teadership can be learned by both adult and youth members through
participation in 4-H projects and activities. Thus, the learning of
leadership skills was related to the project or activity and learning
was accomplished through trial Teadership role.

Other frequently used materials for the teaching of skills neces-
sary for leadership came from Virginia and Wisconsin. In both in-
stances the 4-H Tearner operated as an assistant to another person
followed by an apprenticing and finally accepting the full responsi-
'bi1ity of the leadership position or role. Both of these materials
are directed to the teenage youth. The adult was a model and/or the
facilitator.

Many officer, junior and/or teen Teader guides and manuals
focused on the functions the aspiring leader should perform. When

learning experiences other than apprenticing, trial of the job, or
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helping were included, there was little sequencing and logic to the
learning experiences. | |

The leadership development materia]é for the most part focused
on the functional aspect of the leadership job or role. In a review
of the existing 4-H Titerature, the Southern Region Leadership Sub-
committee found that current 4-H 1éadership materials approached
leadership from a functional standpoint. They further found that
most materials did not include any type of Tearning experiences to
teach how to perform the function described in the mafer1a1s (31).

This void of learning experiences to perform functions led to
recommendations by the Southern Region Leadership Subcommittee that a
life skill approach be proposed for the teaching of skills necessary

to perform leadership roles.
Life Skills Educatioh

The use of the term "1ife skills" in education is not new. The
understanding of the definition of 1ife skills and the direct and in-
direct implications were supported by present research and past
writings. "Life Skills," in itself, implies the learning of skills
that can and will be used throughout life.

Miller (23) accumulated documentation that supports the use of
life skills in education. She stated:

Rubin (1969) supported the concepts that education for

life and the development of skills related to the real

needs of 1ife are crucial. Rubin further stated that

in judging success on producing skillful people, one

must look at the way they respond to Tife circumstances

rather than attempt to measure their ability to perform
specific school tasks.
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Berman (1971) emphasized the need to develop process skills.

She stated that children and educators must acquire process

related skills in order to deal with change and the rapidly

changing body of knowledge. Berman (1971) identified the
following skills of a process related person: perceiving,
knowing, communicating, showing concern and affection,
decision-making, patterning, creating, and dealing with the
ethical. Rubin (1969) also emphasized the importance of

perceptual skills (p. 18).

The Canadians have done much work and -utilized extensively a life
skill process in education and particularly in manpower and vocational
training. Accbrding to Hims1 (19, p. 13), a definition of life skill
is: "Life skills, precisely defined, means probiem solving behaviors
appropriately and responsibly used in the management of personal af-
fairs." In the same writing, Hims1 indicates a number of assumptions
about 1ife skills and 1ife skills training:

A course aimed at training people in the life skills, im-

plies certain assumptions. In order to have a life skills

course, the 1ife skills must exist as identifiable and de-

scribable behaviors. In addition, it requires that some

people already have those skills and that they can demon-

strate them; it requires that others can imitate them, and

through practice, apply them in their own life situations,

changing their behavior from what they once were, and so,

learn (pp. 13-14).

A further expansion of the definition was given by Gryba (17, p. 3)
and was stated to mean "problem solving behaviors appropriately and
responsibly used in the management of personal affairs." The discus-
sion included "this definition implies developing skills that are
relevant to one's life space, otherwise they would not be appropri-
ate" (pp. 3-4). In the design of a life skill course for adoles-
cence, the approach recognized that learning occurred in three
learning domains: cognitive, affective, and psychomotor. According
to Gryba (17):

It assumes that students can achieve affective learning
and behavioral learning by practicing in suitable
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learning experiences in much the same way as cognitive

learning occurs when students are provided with learning

experiences appropriate in the cognitive domain (pp. 4-5).

This Tearning process and the use of skills throughout 1ife was
seen by Conger (5, p. 1) in this manner: "Life skills training is an
example of a social invention which is based on some very important
theoretical formulations. . . ."

The use of the term "Tife skills" and the relating of 4-H activ-
ities to this type of learning can be traced to the late 1920's. In-

creasingly, the teaching learning process utilized in 4-H is referred

to as a life skills process. The National 4-H Citizenship Development

Committee indicated "the term 'life skills' to denote competencies
that are deemed useful for 1iving in an interdependent society" (25

H

p. 1). The concept "skills .v. . denotes an amalgamation of psy-

chomotor, affective and cognitive behaviors" (p. 1). Use of the word
phrase "1ife skills" and the accompanying explanation closely follows
that reported in other educational Titerature.

In work done by Hoopfer (20), the 4-H mission was expanded and
integrated to include overall skills areas identified in 4-H and other
educational media. These overall skill areas were proposed to include:

1. Learning how to learn,

2. Maintaining or acquiring a positive self concept,

3. Relating to others, and

4. Coping with physical, social, economic and political
systems (p. 1).

An overall global model was proposed with overall 1life skills related
to the mission and serving as an umbrella to all learning that takes

place within the 4-H Program. More specific classifications of skills
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included leadership, citizenship, vocational, and avocational life
skills. It was indicated that these were not intended to be all in-
clusive and that some additional specific classifications could be
added. It was added that these were not to be considered as sacred
categorizations. ’

Hoopfer (20) went on to cite classifications of generic life
skills isolated by Miller (23). Those generic classifications in-
clude:

1. Communications,

2. Decision making,

3. Getting along with others,

4. Learning to learn,

5. Management,

6. Understanding yourself, and

‘7. Working 1in groups.

The global model proposed by Hoopfer (20) illustrated the experential
learning of even more specific skills that were subdivisions of the
generic areas. |

Resulting from the Southern Region Leadership Subcommittee (31),
a process of learning 1ife skills was developed. The generic classi-
fications previously cited were simplified and included. These clas-

sifications, as presented in the Helper's Guide include:

1. Communications,

2. Decision making,

3. Getting along with others,
4. Llearning,

5. Management,
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6. Understanding yourself, and
7. Working in groups (6, p. 7).

In the members' publication Exploring 4-H Leadership, 1ife skills

were defined as ". . . thinking, doing, and feeling skills that help

us succeed everyday" (8, p. 1). In addition, Exploring 4-H Leader-

ship speaks of leadership being performed fn the context of leader-
ship roles defined as ". . . leadership positions in 4-H. They may be
elected, chosen, or appointed. There may be many leadership roles in
4-H" (8, p. 1).

This rather different approach to the teaching of skills was
shown to be acceptable to volunteer and salaried staff by Grimm-
. Peltomaki (16). In the conclusion to her study, she stated:

Based on results and findings of this study, the researcher

concludes that . . . members, leaders/helpers, and agents

are receptive to incorporating the 'life-skills' approach

to leadership development into the . . . program (p. 50).
Summary

This review of studies and current writings projected a 4-H Pro-
gram situational statement that was futuristic in focus and showed
relationships to leadership development and to a life skills approach
to the teaching/learning process. The review of current writings in
ieadership development supported a multifactor or contingency type
theory that was adaptable to a 1life skills method of teaching/learning
and supported the contemporary mission of 4-H. Life skills education,
though cited early in 4-H history, became inreasingly a part of pro-
gram operation and shows definite processes that were apparently ac-

ceptable to volunteer and salaried staff.



CHAPTER III
DESIGN AND METHODOLOGY
Introduction

This chapter will describe the methods used énd the procedures
followed in conducting this study. It was necessary to determine
the population that would be considered and the method of collecting
information relative to the purposé of the study. In order to col-
lect these data, the population was identified and an instrument was
developed. A procedure was established for the data collection and
methods were appointed to analyze and give meaning to the raw data.
The purpose of the study, to determine if the 4-H life skills
approach to leadership development presented through the 4-H leader-
ship life skills material is a more effective means of teaching cer-
tain generic Tife skills than current traditional methods, was stated
through four objectives. To fulfill this purpose, the objectives
were restated in a null hypothesis form for testing. The null hypoth-
eses included: \
1. There is no apparent difference between the pre tests
and the post tests on leadership life skills for par-
ticipating youth: ‘
a. as perceived by leaders,
b. as perceived by members.

2. There is no significant difference in the perceptions youth
nave of their change in leadership life skills when compared

29
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to that of their adult volunteer Teaders' perceptions
of the changes in the youths' leadership skills.

3. There is no significant difference in the leadership life
skills change between the treatment and control groups:

a. as perceived by leaders,
b. as perceived by members.

4. There is no significant difference in the leadership life
skills change:

a. Between age groups:
f. as perceived by leaders,
2. as perceived by members,
b. Between extension districts:
1. as perceived by leaders,
2. as perceived by members,
c. Between ruré] and urban place of residence:
1. as perceived by leaders,
2. as perceived by members, and
d. Between group officers and non-officers:
1. as perceived by leader,

2. as perceived by members.
Population

The population considered for this study was the entire enroll-
ment in the 4-H Club Program of the state of Oklahoma. Because of the
limitation of time and resources, it was considered more feasible to
base the study on a representative sample of the population. A method
of selecting a sample size for a large popu]ation was obtained by

using a formula for sampling populations as defined by Cochran (4)



31

and others. The formula is given as:

t2 PQ

where:

sample size
1.96

0.5

1-P

0.05

population size

= U O U ¢ =S
n

In order to generalize with confidence to the total 4-H Club popU]a-
tion, a confidence level of 0.95 was choseh. When the appropriate
values were substituted into the formula, the resulting n = 380.91.
The figure was rounded to 380 for the treatment and control sémp]e

size.
Treatment

The treatment utilized in this study was the introduction of

Exploring 4-H Leadership, the entry level learning publication of

the Southern Region 4-H Leadership Life Skills materials (8). The
introduction of thé materials was accompiished through the efforts

of the Tocal volunteer Teader working with the youth of 4-H clubs.
The local volunteer leaders were trained to use the materials by
attending a county training session or one of several district train-

ing offerings.
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The district training sessions were open to counties wishing to
participate and that attended with a county team of adult volunteer
leaders and agents. Counties were.encouraged to participate and 40
of the 77 counties participated with county teams. The training ses-
sions were one or two day workshops with active participation by the
volunteers and agents. All participants at the training sessions
were informed of the approaching research project and that several
counties would be asked to be a part of the study.

The district 4-H agents were asked to obtain up to four volunteer
counties from those receiving the training to make up the treatment
group. The willingness of the volunteer leader to participate was a

contributing factor to clubs being included.
Control

The control was to be the traditional operation of the 4-H Club
with the 4-H project work, activities, events, and program that was
planned by the club. The program of the control was conducted with
the assistance of the local volunteer leader utilizing resources avail-
able for the program.

The 37 counties not receiving the treatment training were the
source of the control for the study. The district 4-H agents were
asked to obtain up to four volunteer counties with similar Staffing,
population, and socio-economic backgrounds to the treatment counties.
An equal number of control counties to the number of treatment

counties was necessary.
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The sample for the study consisted of treatment and control

counties. The sample size was to be 380 4-H members for the treat-

ment and 380 4-H members for the control.

Staff from 28 counties

responded to the district 4-H agents and volunteered to participate.

The proposed participating treatment counties and the paired proposed

control counties are included in Table I.

TABLE I

PROPOSED PARTICIPATING TREATMENT
COUNTIES AND PAIRED PROPOSED

CONTROL COUNTIES

Treatment Counties

Control Counties

Lincoln
Logan
McClain
Tulsa

Craig
McIntosh
Wagoner

Garfield
Kay
Alfalfa

Latimer

Beckham
Custer
Washita

Central District

Northeast District

Northwest District

Southeast District

Southwest District

Cleveland
Grady
Seminole
OkTahoma

Mayes
Muskogee
Ottowa

Beaver
Dewey
Grant

Coal

Comanche
Garvin
Greer
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Each participating county sample size was suggested to be 40
youth and their volunteer leaders. Since only 28 youth per county
would yield a sample greater than fhe proposed, it was planned to
randomly drop youth back from the 40 per county to 28 per county.

The counties were also to be over sampled to allow room for natural
attrition rates. |

The number of clubs to be included in each county sample was de-
pendent upon the size of the club. It was suggested that all youth

in a club be included.
Modified Sample

Substantial difficulty occurred in getting complete information
from the proposed participating counties. Of the original 28 cognties,
usable information was received from 17 counties, representing four
of the extension districts. A revised pairing of participating coun-
ties was developed using 16 counties. Counties with similar staffing,
population, and socio-economic backgrounds were paired. Counties from
one district were paired with similar control counties from another
district since no usable control counties were available for a compari-
son. MNeither of the counties from the Southeast District were included.
The final pairing of counties is_given in Figure 2.

The number of clubs involved in each of the counties varied. A1l
individuals in a club were included in the sample. Therefore, one to
five clubs were required to accumulate the sample.

The sample size from participating counties varied from 7 to 34

participants. Equal numbers of treatment participants were paired



35

Treatment Counties Control Counties
b McClain Seminole
S .
5B Tulsa : : —— QOklahoma
< .2 . -
35

Northeast
District

Northwest
District

__—-Cleveland

f//

"""""""" ///

McIntosh—

Craig\\\\\\‘\\

\\5\\
\\\\\\\\\\‘\\Grant

Garfield - Dewey

Alfalfa . S Beaver

Beckham — : Greer

Custer Comanche

Southwest
District

Figure 2. Participating Treatment Counties
Paired with Participating
Control Counties
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with contfo] participants. The-sma11er number of participants defer-
hined the sample number for the two counties. The counties with
larger numbers of participants were randomly dropped back to an equal
size. A table of random numbers was used to choose participants (2).
The total participation in the study and the distribution is given in
Table II.

The number of clubs involved in each of the counties ranged from
one to five. The number of youth participating in each club depended
on the size of that club and, when necessary, to reduce the size of
the sample from a county. This reduction was done on the basis of
randomly dropping participants from all clubs based on the student
number. The number of adult volunteers involved with the study varied
in proportion to the number of clubs in a county sample. The number
of clubs in each county sample is given in Table II.

Several reasons were involved in the dropping of counties from
the proposed to the actual participation. Those reasons included:

1. " Answer sheets lost in mail--two counties,

2. Work with LLS material began before pre test given--
one county,

3. No adult evaluation forms completed--three counties,
4, No action on one or both tests--four counties,

5. Pre and post test youth participants did not match--
one county, and

6. Data complete but no treatment county to be compared
with--one county.

Instrument

The purpose of the study was to determine the effectiveness of



TABLE II

COUNTIES, CLUBS, AND 4-H MEMBERS
PARTICIPATING IN THE STUDY

‘ Number of

County Number of Clubs Participants
McClain -3 ~ o 27
Seminole N 2 27
Tulsa 1 22
Oklahoma 3 22
McIntosh 1 23
Cleveland 2 23
Craig . 5 21
Grant 4 21
Garfield 1 11 -
Dewey 2 _ 11
Alfalfa 3 11
Beaver | 5 11
Beckham ‘ '] 34
Greer 1 34
Custer 1 | 7
Comanche 2 ‘ 7

Total - 16 37 312
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the 4-H leadership 1ife skills material to teaching generic skills
essential to perform leadership roles and not. the development of
instruments that could be used in measuring the development of skills.
It was, however, necessary, to develop an instrument that would give
a determination of the level of perceived performance abiiity of a
number of specific skills in each of the generic classifications.
The evaluation tools included jn the 4-H leadership life skills ma-
terials were selected as the basis for the data collection 1nstrument.
 The evaluation instruments that were included as a part of each

of the generic classifications of skills included in the Agent/Leaders'

Guide were brought together as is illustrated in Appendix C (7). The
seven evaluation scales contained 60 statements of skills considered
to be a part of leadership.

Exploring 4-H Leadership, the entry level learner publication

used‘as the treatment, was revised (8). It was found that 25 of the
60 specific skills statements were included in the treatment materials.
A1l seven of the generic skills classifications were included. The
relatively brief evaluation statements used a simplified Likert scale
(need to learn - need to improve - can do well).

The 25 items on the evaluation instrument were restated to in-
clude a stem statement and four response choices. The response choices
ranged from a maximum response of very well, strongly agree, or very
much, to a minimum response of very poorly, strongly disagree, or
very little. No neutral position was included. There was some re-
ordering of statements on the instrument to aid in clarity. The
first draft of the instrument contained 25 statement items (Appendix

D).
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The instrument statements were reviewed and a determination was
made that some statements included more than onelcentral thought.
Therefore, it was felt advisable tb add additional statements that
would allow each statement to contain a single thought. This was
accomplished by adding two statements bringing the total to 27.

Refinement and clarification of the instrument was accomplished
by requesting the district 4-H agents to reyiew the instrument. A
number of minor changes were suggested and were included in the final
questionnaire (Appendix A). The district 4-H agents also asked a
limited number of youth to review the instrument to determine if it
was understandable for the age youth involved. Some vocabulary prob-
lems were encountered with younger youth.

In order to determine the effectiveness of the 4-H leadershjp
Tife skills approach, it was necessary to establish the stage of de-
velopment of skills at the beginning of a period. Then, after the
introduction of the treatment materials, it was necessary to deter-
mine the skills level after that treatment. A pre test and a post
test were used. The same instrument was administered at the beginning
of the period and at the designated close of the period. The level
of development of the youth was determined by the perception of the
youth and the perception of the adu]t volunteer working with the
youth. The pre and post test were the same test. The same test was
also used for the youth and adult leaders. The time lapse between
the pre test and the post test was a minimum of two months and a max-'

imum of three months.
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Data Collection

The Extension agents with 4-H responsibility in counties that
had agreed to participate in the study were asked to attend a brief-
ing session at which time the procedure was explained. Copies of the
questionnaires and answer sheets were distributed as well as instruc-
tion sheets for‘use with the volunteer Teaders who would actually be
administering the questionnaire in most 1nstancesi A copy of the let-
tervand instrubtion sheet is included in Appendix E. In this letter
they were asked to return the pre test by January 23 and the post test
by March 27. Because of club meeting schedules, both the pre test re-
turn date and the post test return date were extended to allow for up
to a three month treatment time.

The answer sheets uéed to collect the responses from both the
adult volunteer and the youth participants were standard testing sheets
used by Oklahoma State University's Bureau of Tests and Measurements.
General information data were collected on the information section of
the questionnaire and in Section I of the response area. Section II,
beginning with number 41, was used for marking the responses to the
actual questionnaire. A coby of the answer sheet is included in
‘Appendix F. Answer sheets required marking with a pencil in order to
scan with the op-scan equipment. A similar response sheet is used in
the computerized 4-H enrollment system (COPES) and similar sheets are
used in public school standard testing programs. Therefore, the stu-
dents were relatively familiar with this kind of response sheet.

The general information section of the answer sheet proved to be

a source of confusion to the adult volunteer leader and to the 4-H
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member. Since this was a standard answer sheet for use with the Okla-
State University Bureau of Tests and Measurements, the participants
placed the county number in the area provided for the course number,
used the space provided for the section as the code number for the
club, and used the student number section for the 4-H member's identi-
fication number. Careful attention was necessary to assure consistent
identification. Some problems arose in transferring the information
from the answer sheets to the computer center.

~ When the pre tests were not received by the time requested, a
follow-up letter was mailed to counties who had not returned the pre
test. There were also three counties that had not completed the pre
test answer sheets on each individual by fhe adult volunteers. A
follow-up letter was sent to these counties to request this information
(Appendix G).

The post test instruction sheets and answer sheets were distri-
buted in late February. A letter accompanied these items (Appendix H).
The instruction sheet, questionnaires, and answer sheets, were the
same as used in the pre test. When the post tests were not received
by the designated time, a follow-up letter was mailed to those coun-
ties to encourage their return. Follow-up telephone countacts were
also made to each of the counties, as well as a report given to the
district 4-H agents for their follow through with a contact (Appendix
I).

The raw data were scanned at the Oklahoma State University Bureau
of Tests and Measurements and transferred to discs in the University
Computer Center. Printouts of the raw data brought attention to a few

missing scores. When there were missing scores, the researcher went
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back to the answer sheets to obtain the response. The information was
inserted into the data. There were a few questions (less than 10)
left blank by the respondents. When there was a blank on the answer
sheet a response equal to that of the corresponding respondent's

score on the other test was included. For instance, when question 43
was blank on member 10-2-7 pre test, the same value was used as ap-
peared on question 43 for member 10-2-7 on the post test. This pro-
_duced a no change, but there wére no cells with missing data in the

data set.
Analysis Procedures

The purpose of this study was to determine if the 4-H Tife skills
approach to leadership development was a more effective method than
current traditional methods of teaching leadership 1ife skills to 4-H
members. The pre test and post test questionnaire comp]éted by the
4-H members and leaders provided general information and perceived
change in the leadership life skills of the member during the test
period. The general information gathered included: the age of the
4-H members and whether the members were officers of the club in which
they were participating. Through the coding of counties, it was also
possible to divide the participants into districts and location to
determine an urban or a rural county. The perceived levels of skills
were obtained from the completion of a Likert scale questionnaire.

Completion of the questionnaire required subjective judgment on
the part of the 4-H member and the adult volunteer leader. The 4-H
members were to give their perception of their abilities to carry out

the various skill statements. The leader was to give a perception of
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eaqhvindividua1 club member as to ability of the member to carry out
the skill statements. The adult volunteer at_the time of the pre

test and the post test was.the same individual but the level of associ-
ation with the individual varied. The number of participants from a
club was not constant nor were the number of clubs participating 1in
paired counties consistent. The number of leaders involved with the
youth varied in a direct proportion to the number of clubs.

A number of changes cou]d'conceivably occur in the general infor-
mation catégory during the test period. The 4-H member could reach a
birthday affecting the age and could either be elected as an officer'
or have their term as an officer expire. Because of these possible
changes, a decision was reached to apﬁ]y this information from the
.youth pre test only; likewise, information on district and location
was standardized to the youth member pre test.

The 27 items on the questionnaire provided information on each of
the generic skills classifications. The number of items for each of
these skills classifications varied from one to seven items. The gen-
eric classifications and the questions included in the classifications
appear in Table III. Each of fhe items had four possible responses;
therefore, it was possible to obtain a quantitative score. There was
an uneven number of items in each of the generic ski]1s classifications,
giving each question a different weighted value for the generic group-
ings. In the determination of overall change, all 27 items were con-
sidered, which gave an equal weighting to each question.

The intent of the study was to determine the change during the
tést period in the skills. In order to do this, the pre test was

compared to the post test to determine the difference in the two ratings.
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This difference could be either a plus, a zero, or a negative value.

- Rather than the quantity of that value, the information needed for

this study constituted the frequency of the change in a positive
direction, no change, or a negative direction. The same information
was gathered and analyzed for both the member and the 1eader separately.
Comparisons were made and analysis done for each of the seven generic

skills classifications and on all questions combined.

TABLE 111 |
GENERIC SKILLS CLASSIFICATIONS AND QUESTIONS

Number of

Questions Per
Classification Question Number Classification
1. Communications 41, 42, 43, 45, 46, 47, 48 7
2. Getting Along with Others 49, 50, 51, 52 4

(Relations)

3. Understanding Yourself 53, 54, 55 3
4, Working with Groups - 56, 57 2
5. Management 58, 65, 66, 67 4
6. Learning to Learn 44 | 1
7. Decision Making 59, 60, 61, 62, 63, 64 ‘ 6
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The Oklahoma State University Bureau of Tests and Measurements
was utilized to transfer the information gathered from the answer
sheets to discs that could be utilized through the Uaiversity Com-
puter Center (UCC). Data corrections and programming was done
through a rémote terminal. The University Computer Center utilized
an International Business Machine (IBM) Syétem 370, Model 158 com-
puter. A Statistical Analysis System (SAS) 79 Program was utilized
to perform the statistical computations (1).

An often used test of significance for this type of study is the
t test. Because of the variations of the club sizes, number of lead-
ers, and number of participants from counties, this procedure was not
used. The T scores would tend to result in an inflated probability
of significance, due to this increased variablity. Therefore, the
more conservative chi square statistical procedures were utilized to
test the hypotheses.

~ The SAS Program provided frequencies and chi square and explained

in the User's Guide: "the FREQ procedure can produce one-way to n-way

frequency and cross tabulation tables. Tables can be produced for
either numeric or character variables" (1, p. 120). Included in the
frequency procedures were both counts and percentages. The User's
 Guide also explained:
The CHI SQ option can be specified for two-way to n-way
tables. When it appears, the Chi-Square statistic, its
degrees of freedom, and its significance probability are
printed below two-way tables (including two-way tables
representing a level of one or more other variables)
(1, p. 120).
"Chi Square is a test of statistical significance. It helps to deter-

mine whether a systematic relationship exists between two variables"
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(30, p. 223). A definition of chi square is given by Bartz (2):

A technique that can be used to determine whether there
is a significant difference between some theoretical or
experimental frequencies and the corresponding observed
frequencies in two or more categories . . . the formula
for the calculation for chi square is
2 _ v (0-E)°
X =) g

where 0 is the observed frequency in a given category
and E is the expected frequency in a given category
(pp. 294-295).

Further explanation of chi square is given in the Statistical Package
for the Social Sciences (SPSS):

. . . while some small deviations can be reasonably ex-
pected due to chance, large deviations, i.e., large
values of Chi Square are unlikely. Since we do not know
what the actual relationship is in the universe, we in-
terpret small values of Chi Square to indicate the ab-
sence of a relationship often referred to as statistical
independence. Conversely, a large Chi Square implies
that a systematic relationship of some sort exists be-
tween the variables. . . . By itself Chi Square helps
us only to decide whether our variables are independent
or related. It does not tell us how strongly they are
related (34, p. 224).

Change that occurred was assigned a plus, 0, or minus and the
frequency of these changes for the generic skills classifications and
for all questions were determined. The direction of change was com-
pared by the various classifications through chi square analysis to

determine if there was a relationship occurring in the data.



CHAPTER IV
PRESENTATION AND ANALYSIS OF DATA
Introduction

The purpose'of this study was to determine if the 4-H life skills
approach to leadership development is a more effective means of teach-
ing certain priority 1life skills than current approaches.v A further
purpose was to provide data for use in accountability and future
decisions.

This chapter describes the sample and gives general characteris-
tics of the respondents. The responses of the 4-H members and their
leaders to the questionnaire are included. Finally, an analysis of
the data is presented and interpreted regarding the previously stated
hypotheses.

The study was based on a stratified random sample of Oklahoma 4-H
youth and their leaders. The characteristics of the respondents who
completed both the pre and post tests are included in this chapter.
The changes that occurred in the level of life skills as perceived
by both the leaders and the youth are reported. The sections that
follow present data on the frequency and the direction of change per-
ceived by the leaders and the 4-H members. Frequencies and direction
change data for the control and treatment are presented. The final

sectjon presents data on the frequency and direction of change for '

47
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the treatments between age groups, extension districts, place of resi-

dence, and if the 4-H member was an officer.
General Characteristics of Respondents

The respondents are also referred to as participants. All of the
respondents were from three extension districts. The distribution of
the respondents in each of the districts is shown in Table IV. The
districts included were the Central, Southwest, and Northwest districts.

The age of the responding youth ranged from 9 to 18 years. The
age groupings were divided into pre-teen, 9-12 year olds; teens, 13-
15 year olds; and older teens, 16-19 year olds. And is shown.in
Table IV, the greatest number of respondents were in the pre-teen age
group and the fewest number in the older teen age group.

In the general information section of the questionnaire the youth
were asked to indicate if they were presently serving as an officer in
their local 4-H club. That information is given in Table IV. At
least one youth was serving as an officer in each of the counties

sampled.
Responses to Questionnaire

Data were collected on each of the 312 participants. A pre-test
was given at the beginning of the test period to the 4-H members and
a duplicate questionnaire was completed by the volunteer working with
each of the youth. At the end of the test period the youth completed
the same questionnaire and the adult volunteers completed the ques-
tionnaire on the individual youth. Mean scores for the responses on

the pre test by the leaders and members for each of the skills



TABLE IV

DISTRIBUTION OF PARTICIPATING 4-H MEMBERS
BY AGE GROUP, DISTRICT, LOCATION, AND
OFFICE FOR EACH COUNTY AND TYPE

Co. Age Group * District ** | Location || Ofticers

County # 1 PT 1 T 1 0T C 1 sw | N 1 0 !l Rural Urban '! Yes ' No
Control ‘
Cleveland 1115 4 4 23 23 7 116
Beaver 6 3 5. 3 11 n 8 3
Dewey 7 2 5 4 11 11 7 4
Grant 91 13 5 3 21 21 12 9
Oklahoma 11 1] 10 6 6 22 22 10 112
Seminole 12 5112 10 27 27 8 119
Comanche 22 6 1 7 7 1 6
Greer 25 | 29 5 34 34 4 |30
Totals 83 | 43 30 49 41 22 44 134 22 bl 57 199
Treatment

McClain 51 21 5 1 27 27 21 6
Garfield 8 6 5 11 11 4 7
Tulsa 131 13 7 2 22 22 7 |15
Craig 14 3110 8 21 21 14 7
McIntosh 16 1115 7 23 23 5 ;18
Alfalfa 20 1 5 5 11 N 9 2
Beckham 211 23 6 5 34 34 7 |27
Custer 23 7 7 7 3 4
Totals' _ 69 | 54 33 49 4 22 44 134 22 l 70 |86

Pre Teen (9-12 years of age), T = Teen (13-15 years of age),
Older Teen (16-19 years of age).

* Age Greup: PT
0T

** District: C = Central,SW = Southwest, NW = Northwest, 0 = Not compared in districts.

ot
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classifications and all skills were calculated. The same calculations
were done for the post test. Differences were calculated by subtract-
ting the pre test mean from the post test mean for leaders and members.
The same procedure was fepeated for the control and treatment. This

information is given in Table V.
Change in Skills During the Test Period

The mean scores for all skills on the post test were greater than
the pre test for both the leaders' and members' perceptions in the
control and treatment. The differences are shown in Table V. The
post test mean scores for all skill areas except in the control group
were greater than the pre test mean scores. Skills classification 3
was understanding yourself, classification 4 was working with groups,
and classification 7 was decision making.

The mean score differences for the treatment group were larger

than the mean score differences for the control for each separate
skills classification and for the all skills group. The data indi-
cate a greater improvement for the treatment than the control group
during the test period. The means and differences are presented in
Table V.

The null hypothesis stated: There was no apparent difference
between the pre test and the post test on leadership Tife skills for
participating youth as perceived by leaders and members. The mean
data in.Tab1e V indicates there was an apparent change that occurred
during the test period for all skills, as perceived by both the

leaders and members for the control and treatment groups.



TABLE V

MEAN SCORES BY SKILLS CLASSIFICATION
FOR PRE TEST, POST TEST,
AND DIFFERENCES

Skills 1 Skills 2 Skills 3 Skills 4 Skills 5 Skills 6 Skills 7 A1l -
Communica- Relations Understand- Working Management Learning Decision Skills
tions ing Yourself with Groups to Learn Making
Control
Pre- Leader 1.952 2.090 2.115 2.135 1.926 2.109 1.960 2.041
Test  Member 2,117 2.335 2.329 2.407 2.128 2.314 2.245 2.268
Post- Leader 2.060 2.176 2.207 2.260 2.080 2.237 2.080 2.157
Test Member 2.145 2.385 2.310 2.388 2.168 2.321 2.239 2.279
Differ-Leader 0.108 0.086 0.092 0.125 0.154 0.128 0.120 0.116
ence  Member 0.028 0.050 -0.019 -0.019 0.040 0.007 -0.006 0.001
Treatment
Pre- Leader 1.817 1.946 2.015 2.016 1.737 2.006 1.787 1.903
Test  Member 2.138 2.426 2.378 2.413 2.196 2.365 2.271 2.313
Post- Leader 2.095 2.240 2.244 2.269 2.146 2.295 2.170 2.208
Test  Member 2.229 2.503 2.415 2.462 2.288 2.372 2.312 2.369
Differ-Leader 0.278 0.294 0.229 0.253 0.409 0.289 0.383 0.305
ence Member 0.091 0.077 0.037 0.049 0.092 0.007 0.041 0.056

LS
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Frequency and Direction of Pre Test to
Post Test Change as Perceived

by Members and Leaders

The purpose of the study was to determine if the life skills ap-
proach to leadership development was a more effective means of teach-
ing skills than current methods. Therefore, the frequency and
direction of perceived abilities in each of the skills areas was'cal-
culated. Three values were established to represent change in the
level of skills over the test period. Improvement was indicated by a
plus, remaining the same over the test period was indicated by a 0,
and a decline in the perceived abilities over the test period was in-
dicated by a minus. Chi square was utilized to determine the signifi-
cance of the results obtained. The statistical analysis included each
of the skills classifications and all skills for both control and
treatments. The frequencies, percentages, chi square, and probability
for the change in all skills, as perceived by members and leaders for
the control group, are reborted in Table VI. For the control group
there was no significant difference in the perception of the members
and the leaders.

Table VII presents the same informafion for the treatment group.
No significant difference in the perception of members and Teaders
was shown for the all skills classification.

There was a significant difference appearing in three of the
skills classifications. Skills 3, understanding yourself, and
skills 7, decision making for the control group, had the probability

level of 0.038 and 0.044, respectively. Skills 7, decision making,



TABLE VI

COMPARISON OF CHANGE FROM PRE TEST TO POST TEST
OF ALL SKILLS AS PERCEIVED BY MEMBERS
AND LEADERS FOR CONTROL

_ Member
0 + TOTAL
- f 24 2 25 51
% 15.38 1.28 16.03 32.69
(%2}
S
20 f 5 0 8 13
_§ % 3.21 0.00 5.13 8.33
+ f 37 9 46 92
% 123.72 5.77 29.49 58.97
TOTAL f 66 - 11 79 156
% 42.31 7.05 50.64 100.00
Chi Square = 3.350 Prob. = 0.501
TABLE VII

COMPARISON OF CHANGE FROM PRE TEST TO POST TEST
OF ALL SKILLS AS PERCEIVED BY MEMBERS
AND LEADERS FOR TREATMENT

Member

- 0. + TOTAL

- f 10 1 12 23

" % . 6.4 0.64 7.69 14.74
S

-§ 0o f 4 0 4 8

ki % 2.56 0.00 2.56 5.13

+ f 45 9 71 125

A 28.85 5.77 45.51 80.13

TOTAL f 59 10 87 156

% 37.82 6.4 55.77 100.00

Chi Square = 1.530 Prob. = 0.821
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showed a significant difference in the treatment group at the prob-
ability level of 0.005. Table VIII reports the findings for these
three skills classifications. |
The null hypothesis stated: There is no significant difference

in the perceptions youth have of their change in leadership life
skills to that of their adu1t volunteer leaders' perception of the
‘changes in the youth's Teadership skills. The data presented in
Tables VII and VIII show the perceptions of the leaders and youth.
The chi square was not significant for either the control or treat-

ment. Therefore, the null hypothesis was not rejected.

Frequency and Direction of Change Between

Control and Treatment

The changes in the members' skills between the treatment and
control groups, as perceived by the leaders and members, are presented
in Tables IX and X. Data on each of the generic skills c]assificé—
tions and all skills are included.

The null hypothesis stated: There is no significant difference
in the leadership life skills change between the treatment and con-
trol groups: (a) as perceived by leaders, and (b) as perceived by
members. |

The data presented in Table IX show the frequencies and percent-
ages fot the direction of change for each of the skills classifications.
and all skills. A comparison is shown for the treatment and control
groups. Chi square and probabilities were calculated for each of the
generic skills classification and all skills. The chi square for each

of the skills classifications except skills 6 were significant for the



TABLE VII

COMPARISON OF CHANGE FROM PRE TEST TO
POST TEST AS PERCEIVED BY MEMBERS
AND LEADERS WHERE THERE WAS A
SIGNIFICANT DIFFERENCE

Control, Skills 3, Understanding Yourself

Member
- 0 + TOTAL
- f 15 10 21 46
" % 9.62 6.41 13.46 29.49

~
S0 f 18 23 9 50
9 % 11.54 14.74 5.77 32.05
+ f 18 21 21 60
% 11.54 13.46 13.46 38.46
TOTAL f 51 54 51 156
% 32.69 34.62 32.69 100.00
Chi Square = 10.141 Prob. = 0.038
Control, Skills 7, Decision Making

Member
- 0 + TOTAL
- f 23 10 17 50
- % 14.74 6.41 10.90 32.05

Py .
0 f 12 0 9 21
g % 7.69 0.00 5.77 13.46
+ f 26 18 4 85
% 16.67 11.54 26.28 54,49
CTOTAL f 61 8 . 67 156
% 39.10 17.95 42.95 100.00
Chi Square - 9.797 Prob. = 0.044

Treatment, Skills 7, Decision Making

Member
- 0 + TOTAL
- f 12 4 3 19
% 7.69 2.56 1.92 12.18
w0 f 10 2 13 25
3 % . 6.41 1.28 8.33 16.03

<

S+ f 30 3¢ 48 112
% . 19.23 27.79 30.77 71.79
TOTAL . f 52 40 64 156
% 33.33 25.64 41.03 100.00

Chi Square = 14.781 Prob. = 0.005



TABLE IX

COMPARISON OF LEADERS' PERCEPTION OF CHANGE

FROM PRE TEST TO POST TEST IN SKILLS

BETWEEN TREATMENT AND CONTROL

Treatment Control
- - 2
Skills * 0 * 0 X P
Communica- f 108 19 29 76 32 48
tion 9 34.6 6.1 9. 24.4 10.3 15. 13.567 .0011
Relations f 84 48 24 64 42 50
% 26.9 15.4 7.7 20.5 13.5 16. 12.238 .0022
Understand- f 78 54 24 60 50 46
ing Self ¢ 25.0 17.3 7 19.2 16.0 14. 9.416 .0090
Group f 64 75 17 43 83 30
% 20.5 24.0 5 13.8 26.6 9. 8.122 .0172
M _ f 111 30 15 69 53 34
ot % 35.6 9.6 4. 22.1  17.0  10.9 |23.541  .0001
Learning f 50 93 13 34 103 19
to Learn % 16.0 29.8 4 10.9 33.0 6. 4.683 .0962
Decision f 112 25 19 85 21 50
Making % 35.9 8.0 6 27.2 6.7 16. 17.976 .0001
A1l f 125 8 23 92 13 51
Skills% 40.1 2.6 7 29.5 4.2 16. 16.804 .0002

96



TABLE X

COMPARISON OF MEMBERS' PERCEPTION OF CHANGE
FROM PRE TEST TO POST TEST IN SKILLS
BETWEEN TREATMENT AND CONTROL

Treatment ’ - Control
Skills + 0 - + 0 - X2 P
Communica- f 82 28 46 67 23 66 .
tion % 26.3 9.0 14,7 21.5 7.4 21.2 5.572 .0617
Relations f 64 51 41 70 38 48 ‘
% - 20.5 16.4 13.1 22.4 12.2 15.4 2.718 .2569
Qnderstand- f 50 70 36 51 54 51
ing Self % 16.03 22.44 11.54 16.4 17.31 16.4 4.661 . 0973
Group f 45 77 34 39 78 39
% 14.4 24.7 10.9 12.5 ~25.0  12.5 0.777 .6779
Manage- f /0 47 3y 61 45 50 ' ~
ment % 22.4 15.1 12.5 19.6 14.4 16.0 2.021 .3640
Learning f 30 96 30 34 89 33
to Learn % 9.6 30.8 9.6 10.9 28.5 10.6 0.658 .7197
Decision f 64 40 52 67 28 61 ,
Making % 20.5 12.82 16.7 21.5 9.0 19.6 2.903 .2342
AT f 87 10 59 79 - 11 66 .
Skills % 27.9 3.2 18.9 25.3 3.5 21.2 0.825 .6619

LS
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leaders' perceptions. The null hypothesis was rejected for all skills
and for six of the seven skills classifications. Therefore, there was
a significant difference in the 1ife skills change between the treat-
ment and control groups, as perceived by the leaders.

The same data on the perception of the members were presented in
Table X. The calculations of chi square and probabi]ities give quite
different results from that of the leader. The members' perception on
the change for treatment and control for each of the skills classifi-
cations and all skills with the chi square are not significant, as
indicated by probabilities ranging from .0617 to .7197 for each of the
skills and a probability of .6619 for all skills. These findings led
to a failure to reject the null hypothesis for the members' perception
on each of the skills and all skills. Therefore, there was no signif-
icant difference in-the"1eadership life skills change between the
treatment and contro] groups as perceived by the members.

The hypothesis was rejected based on the perceptions of the
leaders. The leaders perceived that there was a significant differ-
ence in the change of skills between the treatment and control groups.

The members perceived there was no significant difference.

Frequency and Direction of Changes

for Treatment

Between Age Groups

The treatment respondents ranged in age from 9 to 18 vears. The
age spread was clustered into three groupings: (1) pre-teens, (2)

teens, and (3) older teens.
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The data were analyzed by each of the skills classifications and
all skills for each of the age groups. The analysis was done for the
leaders' and the 4-H members' perceptions.

The null hypothesis stated: There is no significant difference
in the leadership 1ife skills change among age groups, as perceived
by leaders. The data in Table XI show that for all skills there was
a significant difference by age groups. Of the individual skills
classifications, three were shown to be significant and support reject-
ing the null hypothesis. This data is also presented in Table XI for
skills 4, 5, and 7.

The null hypothesis stated: There is no significant difference in .
the leadership life skills change between age groups, as perceived by
members. The data in Table XII on all skills failed to reject the null
hypothesis since the chi square was not significant. Only skills 5
supported the rejection of the null hypothesis at a probability of
0.023. On the basis of these findings, the null hypothesis would be
rejected for the leaders' perceptions while the null hypothesis would

be accepted for the members' perceptions.

Between Extension Districts

The data were analyzed making comparisons of the responses by
the treatment group for each of the extension districts and the paired
counties that crossed district lines. Again, both the leaders' and
the memBers' perceptions were analyzed separately for each of the
skills classifications and for all éki]]s.

The null hypothesis stated: There is no significant difference

in the Teadership 1ife skills change between extension districts, as



TABLE XI

COMPARISON OF CHANGE FROM PRE TEST TO POST TEST
OF ALL SKILLS AND SIGNIFICANT SKILLS GROUPS
BY AGE GROUP AS PERCEIVED BY LEADERS

A11 Skills
- 0 + TOTAL
- 0-Teen f 11 1 21 33
% 7.05 0.64 13.46 21.15
Pre- f 6 3 60 69
Teen % 3.85 1.92 38.46 44,23
Teen f 6 4 44 54
% 3.85 2.56 28.51 34.62
TOTAL f 23 8 125 156
% 14.74 5.13 80.13 100.00
Chi Square = 12.376 , Prob. = 0.015

Skills 4 Working with Groups

- 0 -+ TOTAL

0-Teen f 5 19 9 33
% 3.21 12.18 5.77 21.15

Pre- f 4 33 34 69
Teen % 1.28 21.15 21.79 44,23
Teen f 10 23 21 54
% 6.41 14.74 13.46 34.62

TOTAL f 17 75 64 156
% 10.90 48,08 41.03 100.00

Chi Square = 11.162 Prob. = 0.025



TABLE XI

(Continued)

Skills 5 Management

- 0 + TOTAL

0-Teen f 6 7 20 33

% 3.85 4,49 12.82 21.15

Pre- f 2 9 58 69

Teen % 1.28 5.77 37.18 44,23

Teen f 7 14 33 54

% 4.49 8.97 21.15 34.62

TOTAL f 15 30 111 156

% 9.62 19.23 71.15 100.00

Chi Square - 11.981 Prob. = 0.018
Skills 7 Decision Making

- 0 + TOTAL

0-Teen f 9 6 18 33

% 5.77 3.85 11.54 21.15

Pre- f 5 9 55 69

Teen % 3.21 5.77 35.26 44,23

Teen f 5 10 39 54

% 3.21 6.41 25.00 34.62

TOTAL f 19 25 112 156

% 12.18 16.03 71.79 100.00

Chi Square = 10.588 Prob. = 0.032



. TABLE XII

COMPARISON OF CHANGE FROM PRE TEST TO POST TEST
OF ALL SKILLS AND SIGNIFICANT SKILLS GROUPS
BY AGE GROUP AS PERCEIVED BY MEMBERS

A11 Skills

- 0 + TOTAL

0-Teen f 10 2 21 33
% 6.41 1.28 13.46 21.15

Pre- f 27 5 37 69
Teen % 17.31 3.21 23.72 44,23
Teen f 22 3 29 54
% 14.10 1.92 18.59 34.62

TOTAL f 59 10 87 156
% 37.82 6.41 55.77 100.00

Chi Square = 1.254 Prob. = 0.869

Skills 5 Management

- 0 + TOTAL

0-Teen f 7 15 11 33
% 4,49 9.62 7.05 21.15

Pre- f 12 19 38 69
Teen % . 7.69 12.18 24,36 44,23
Teen f 20 13 21 54
% 12.82 8.33 13.46 34.62

TOTAL f 39 47 70 156
% 25.00 30.13 44 .87 100.00

Chi Square = 11.310 Prob. = 0.023
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perceived by leaders. The data in Table XIII indicates the differ-
ences were not significant for the all skills classification. How-
ever, a significance was shown for four separate skills. Those skills
included understanding yourself, management, learning to learn, and
decision making (Table XIII).

The null hypothesis stated: There is no significant difference
in the Teadership Tife skills change between extension districts, as
perceived by members. The members' perceptions produced the data con-
tained in Table XIV and was not significant and failed to reject the
null hypothesis. Only one of the individual skills (skills 3, under-
standing yourself) was significant and supported the rejection of the
nuil hypothesis. The findings presented in Tablex XIII and XIV failed
to reject the null hypothesis regarding differences between extension

districts, as perceived by both the leaders and members.

Between Rural and Urban Place

of Residence

The data were analyzed for change by‘place of residence. A1l
youth that lived in counties other than Oklahoma and Tulsa were clas-
sified as ruralf There were 134 youth in the rural classification
while there were only 22 in the urban group.

The null hypothesis stated: There is no significant difference
in the leadership life skills change between rural and urban place of
residenée as perceived by leaders. The data in Table XV failed to
reject the null hypothesis, as was indicated by the probability of
0.70. When analyzing the place of residence for each of the individ-

ual skills, none were significant.



TABLE XITI

COMPARISON OF CHANGE FROM PRE TEST TO
POST TEST OF ALL SKILLS AND SIG-

NIFICANT SKILLS GROUPS BY

DISTRICT AS PERCEIVED

BY LEADERS
A1l Skilils
- 0 * TOTAL
0 f 6 3 35 44
% 3.85 1.92 22.44 28.21
Central f 7 2 40 49
% 4.49 1.28 25.64 31.41
Northwest f 7 0 15 22
% 4.49 0.00 9.62 14.10
Southwest  f 3 3 35 a0
% 1.92 1.92 22.44 26.18
TOTAL f 23 8 125 156
% 14.74 5.13 80.13 100.00
Chi Square = 8.336 Prob. = 0.215
Skills 3 Understanding Yoursel?¥
- 0 + TOTAL
0 f 8 n 25 44
% 5.13 7.05 16.03 28.21
Central  f 10 9 30 49
% 6.41 5.77 19.23 31.41
Northwest f 2 9 1N 22
% 1.28 5.77 7.05 14.10
Southwest f 4 25 12 4]
% 2.56 16.03 7.69 26.28
TOTAL f 24 54 78 156
% 15.38 34,62 50.00 100.00
Chi Square = ?'I.OO'I Prob. = 0.002
Skills 5 Management

- . 0 + TOTAL
0 f 3 12 20 44
% 1.92 7.69 18.59 28.21
Central f. 6 1" 32 49
% 3.85 7.05 20.51 31.41
Northwest f 6 4 12 22
% 3.85 2.56 7.69 14.10
Southwest  f 0 3 38 |
% 0.00 1.92 24,36 26.28
TOTAL f 15 30 1 156
% 9.62 19.23 71.15 100.00
Chi Square = 20.498 Prob. = 0.002
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TABLE XIII (Continued)

Skills 6 Learning to Learn
0 : +

- TOTAL

0 f 5 19 20 S 44

% 3.21 12.18 12.82 28.21

Central f 4 26 19 49

% 2.56 16.67 12.18 31.41

Northwest f 3 14 5 22

% 1.92 8.97 3.21 14.10

Southwest f 1 34 6 41

% 0.64 . 21.79 3.85 26.28

TOTAL f 13 93 50 156

4 8.33 59.62 32.05 100.00

Chi Square = 16.716 Prob. = 0.010
Skills 7 Decision Making

- 0 + TOTAL

0 f 4 8 32 44

4 2.56 5.13 20.51 28.21

Central f 5 7 37 49

% 3.21 4,49 23.72 31.4

Northwest f 8 2 12 22

% 5.13 1.28 6.69 14.10

Southwest f 2 8 31 41

% 1.28 5.13 19.87 26.28

TOTAL f 19 25 112 156

% 12.18 16.03 71.79  100.00

Chi Square = 15.147 Prob. = 0.019

The null hypothesis stated: There is no significant difference
in leadership life skills change between rural and urban place of res-
idence, as perceived by members. The data presented in Table XVI fails
to support'rejecting the null hypothesis since the findings were not
significant at the .05 probability level. As was true of the leaders'
perceptions, none of‘the individual skills classifications were

significant.



TABLE XIV

COMPARISON OF CHANGE FROM PRE TEST TO POST TEST

OF ALL SKILLS AND SIGNIFICANT SKILLS GROUPS

BY DISTRICT AS PERCEIVED BY MEMBERS

A1l Skills
0 TOTAL
0 f 17 2 25 44
% 10.90 1.28 16.03 28.21
Central f 24 5 20 49
% 14.38 3.21 12.82 31.41
Northwest f 7 1 14 22
% 4.49 0.64 8.97 14.10
Southwest f 11 2 28 41
% 7.05 1.28 17.95 26.28
TOTAL f 59 10 87 156
% 37.82 6.41 55.77 100.00
Chi Square = 8.119 Prob. = 0.230
Ski1lls 3 Understanding Yourself

0 + TOTAL
0 f 8 22 14 44
% 5.13 14.10 8.97 28.21

Central f 13 27 9 49 -
. % 8.33 17.31 5.77 31.41
Northwest f 4 11 7 22
% 2.56 7.05 4.49 14.10
Southwest f 11 10 20 41
% 7.05 6.41 12.82 16.18
TOTAL f 36 70 50 156
% 23.08 44,87 32.05 100.00
Chi Square = 12.995 Prob. = 0.043



TABLE XV

COMPARISON OF CHANGE FROM PRE TEST TO
POST TEST BETWEEN PLACE OF RESI-
DENCE AS PERCEIVED BY

LEADERS
A1l Skills -
- 0 + TOTAL
Rural f 21 7 106 134 .
% 13.46 4.49 67.95 85.90
Urban f 2 1 19 22
% 1.28 0.64 12.18 14.10
TOTAL f 23 8 125 156
% 14.74 5.13 80.13 100.00
Chi Square = 0.696 , Prob., = 0.706
TABLE XVI

COMPARISON OF CHANGE FROM PRE TEST TO
POST TEST BETWEEN PLACE OF RESI-
DENCE AS PERCEIVED BY

MEMBERS
A11 Skills

- 0 + TOTAL

Rural f 47 9 78 134
% 30.13 5.77 50.00 85.90

Urban f - 12 1 9 22
‘ % 7.69 0.64 5.77 14.10
TOTAL f 59 10 87 156
% 37.82 6.41 55.77 100.00

Chi Square = 3.047 Prob. = 0.218
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Between Group Officers and Non-Officers

The data were analyzed by change in skills level, as perceived
by youth and adults, and by a classification of the young person
being an officer of the club or group or a non-officer. There were
70 participants who were not officers while 86 were officers during
the test period.

The null hypothesis stated: There is no significant difference
in the leadership 1ife skills change between group officers and non-
officers, as perceived by Teaders. Table XVII presents data for the
leaders' perceptions in the all skills classification that was signif-
icant at . the 0.004 probability level. 1In addition, the individual
skills on relations and decision making were significant. These find-
ings rejected the null hypothesis and indicated the 1eaders perceived
a difference in the skills level between officers and non-officers.

Table XVIII shows the members' perceptions of all skills for of--
ficers and non-officers. »The data was not significant and failed to
reject the null hypothesis for all skills. None of the skills classi-
fications were significant at the 0.05 level.

For the null hypothesis regarding a difference between being
group officers and non-officers, the perceptions of the leaders indi-
cated a rejection of the null hypothesis while the members' percep-
tions indiéated failure to reject. The leaders perceived that there
was a difference between the change made by the officers and the non-

officers. The members did not perceive this difference.



TABLE XVII

COMPARISON OF CHANGE FROM PRE TEST TO POST TEST
OF ALL SKILLS AND SIGNIFICANT SKILLS GROUPS
FOR OFFICERS AND NON-OFFICERS

AS PERCEIVED BY LEADERS

A1T Skills

- 0 + TOTAL
No f 17 5 48 70

% 10.90 3.21 30.77 44 .87

Yes f 6 3 77 87

% 3.85 1.92 49.36 55.13

TOTAL f 23 8 125 156
% 14.74 5.13 80.13 100.00

Chi Square = Prob. = 0.004

Skills 2 Relations

- 0 + TOTAL

No f 17 24 29 70

% 10.90 '15.38 18.59 44.87

Yes f 7 24 55 86

% - 4,49 15.38 35.26 55.13

TOTAL f 24 48 84 156
% 15.38 30.77 53.85 - 100.00

Chi Square - 10.086 Prob. = 0.005

Skills 7 Decision Making

- 0 + TOTAL

No f 13 13 44 70

% 8.33 8.33 28.21 44,87

Yes f 6 12 68 86

% 3.85 7.69 43.59 55.13

TOTAL f 19 25 112 156
' % 12.18 16.03 71.79 100.00

Chi Square = Prob. = 0.045
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TABLE XVIII

COMPARISON OF CHANGE FROM PRE TEST TO POST TEST
OF ALL SKILLS FOR OFFICERS AND NON-OFFICERS

AS PERCEIVED BY MEMBERS

A11 Skills

- 0 + TOTAL

No f 26 6 38 70

% 16.67 3.85 24.36 44.87

Yes f 33 4 49 86

% 21.15 2.56 31.41 55.13

TOTAL f 59 ~ 10 87 156
% 37.82 6.41 55.77 100.00
Chi Square = 0.991 Prob. = 0.609"
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CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
Summary

The purpose of this chapter is to present a summary of the study
which was conducted to determine the effectiveness of the 4-H life
skills approach to Teadership development in teaching skills necessary
to perform leadership roles compared to current methods. The conclu-
sions and recommendations presented are based upon a close examination
of the data and analysis of the data, and are consistent with con-
temporary educational and behavioral theories related to 4-H youth

development and the teaching/learning process of life skills.

Purpose of the Study

The primary purpose of the study was to determine if the 4-H life
skills approach to leadership development presented through the 4-H
leadership 1ife skills material was a more effective means of teaching

certain priority life skills than current methods.

Objectives of the Study

The investigation was directed toward four objectives in order
to accomplish the purpose of the study. The specific research objec-
tives include: (1)'to determine if there was a change in the leader-

ship 1ife skills of participating youth during the test period,
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(2) to determine if the youth perceive their skills differently than
their adult volunteer leaders, (3) to determine if there was a dif-
ference in the skills level between the treatment and control groups;
and (4) to determine if there was a difference in the skills level:
(a) between age groups, (b) between extension districts, (c) between
rural and urban places of residence, and (d) if the participants were

group officers.

Rationale for the Study

The 4-H program, since its beginning around the turn of the cen-
tury, became the acclaimed and effective youth arm of the Cooperative
Extension Service. Goals of the 4-H program have expanded from the
teaching of technical agriculture skills to the teaching of skills
necessary for life. .

Extension has an acclaimed record of success. The 4-H program
enjoys a reputable image. It is becoming more and more important to
substantiate and to justify accomplishments in order to maintain and
increase public resources directed to 4-H programs. Funding sources,
both public and private, are requiring accountability related to the
effectiveness of programs funded. In addition, the changing audience
and society that 4-H has available and that is being reached calls for
new and more effective methods of teaching skills necessary for every-
day life.

From the beginning of the program 4-H has attemptied to teach
leadership skills. The Southern Region 4-H Leadership Life Skills ma-
terial was a product of efforts by a multi-state developmental com- -

mittee to write, pilot, and distribute materials that attempted to
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effectively teach Teadership life skills. This research question
evolved to determine whether the materials were effective in teach-
ing Teadership life skills to youth who participate in 4-H programs.
The research should provide evidence of: (1) learning of leadership
life skills, (2) the effectiveness of materials designed specifically
for use in teaching skills, (3) strengths and weaknesses of the_.ap-
proach, (4) support data for further work in preparation of materfa]s,
and (5) data that can be used in making decisions regarding the al-
location of resources to the continued development of the process

and/or printing of materials.

Design of the Study

Literature and research related to the study was reviewed and,
following that, the research procedures were established to satisfy the
purpose and objectives of the studyﬁ The sampling procedures used for
the study was a stratified random sampling. Thé population was the'
entire 4-H club enrollment of the state. The design included a treat-
ment and a control group. The sample was to include counties from
each of the extension districts into both the treatment and the con-
trol. 1In addition, there was a sampling of urban and rural places
of residence. A1l age groups and levels of leadership in the clubs
were included. Treatment counties came from counties that had par-
ticipated in an extensive training program on the use of the life
skills approach and the materials. Counties of similar staffing,
population, and socio-economic makeup, were selected and paired with

treatment counties to form the control group. Clubs were selected by
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the extension agent in that county. Respondents were randomly dropped
back to an equal number to their corresponding group.

The original design included 28 counties and 380 individuals
from the contrcl and the treatment groups. Usable data were obtained
from 16 counties with 312 participants in the test (156 treatment and
156 control).

A Likert scale instrument was adapted from self evaluation scale
on specific skills found to be priority by earlier research. The in-
strument included items for each of seven generic skills classifica-
tions. Participants responded on an op-scan standard answer sheet.

The instrument was given to each of the respondents to determine
their perception of their skills. In addition, the volunteer leader
working with the youth was asked to complete the same questionnaire
on each of the youth participants. This pre test for the treatment

group was followed by the introduction of the Exploring 4-H Leadership

publication, which was the entry level learners' manual. The control
group continued with their existing involvement in the 4-H program.
At the conclusion of the test period the same participants and volun-
teer leaders were asked to complete the same questionnaire as the
post test.

Each item on the instrument had a four level Likert scale re-
sponse. The data was transferred to the computer center through an
op-scan reading to discs and to the central computer. The analysis
of data‘included the calculation of mean scores for each of the skill
classifications and for all skills for the control and treatment
groups. The remaining calculations and analysis were based upon the

frequency and the direction of change as reflected from the pre
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test to the post test. The changes were recorded for the perceptions
of the youth and the perceptions of the adult volunteers working with
the youth. Frequencies were clustered for each of the skills classi-
fications and all 27 items were clustered for the all skills classi- .
fication. This procedure was followed in order for the all skills
classification to reflect more accurately all of the skill items
rather than the unequal weighting due to the different number of items
in the skills classifications.

The study was interested in the change from a directional stand-
point. The intensity of that perceived change as reflected through
means and means differences was also of concern. Because of the un-
equal club sizes, county samples, and number of volunteers involved
with each of the youth participants, chi square was selected as the
most appropriate method for determinihg statistical significance. Chi
square was calculated on the various comparisons within the study and

a SAS program was utilized for the analysis.

Major Findings of the Research

The major findings of this study fit into four sections:
(1) changes in skills during the test, (2) frequency and direction of
change as perceived by members and leaders, (3) frequency and direc-
tion of change of control and treatment, and (4) frequency and direc-
tion of change of treatment: (a) between age groups, (b) between
districts, c) between rural and urban places of residence, and d) be-
tween officer and non-officer. 1In addition to the four sections, in-
formation was obtained on the sample background and general

characteristics.
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Changes in Skills During the Test Period. There was an apparent

improvement in the skills Tevel during the test period for both the
treatment and the control groups, as perceived by the leaders. This
was determined by calculating the mean scores for the pre test and
post test for all of the skills and for each of the skills
classification.

The pre test-post test mean scores for the all skills c]assifi-
cation were greater at the end of the test for both the control and
the treatment, as perceived by leaders and members. The mean scores
for each of the skills areas were also greater at the end of the
test period for the treatment group, as perceived by both the leaders
and the members. Three of the skills areas in the control group showed |
a decline in the members' perceptions of skills from the beginning to
the end of the test period.

The treatment-control mean scores differences perceived by the
leaders for each of the skills areas were greater for the treatment-
than for the control with the exception of one skill, and that skill
difference was the same.

There was little improvement in the skills Tevel during the test
period for both the treatment and control groups, as perceived by the
members. The means for all skills were greater for the post test;

however, the difference was very small.

Frequency and Direction of Change as Perceived by Members and

Leaders. When the null hypothesis related to this section of the study
was tested by using chi square, the null hypothesis was not rejected,

leading to the conclusion that there was no significant difference in
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the perception youth had of the change in their leadership life skills
to that of the adult volunteer leaders perception of the change of the
youths' Tleadership skills. This was true for both the treatment and

the control groups.

Frequency and Direction of Change of Control and Treatment. Fre-

quency and direction of change of control and treatment was the cen-
tral part of this research study--was there a difference in the
learning of leadership 1life skills that occurred during the test
period when the treatment and the control groups were compared? When
the data was analyzed, there was a split in the support of and the
rejection of the null hypothesis.

The perception of the volunteer leaders working with the youth
supported the rejecting of the null hypothesis that stated there was .
no difference. This same conclusion was drawn from each of the skills
classifications except learning to learn (skills 6). It should be
noted that only one item was included in this skills classification
cluster. |

Different findings were determined from the members' perception
of the change that occurred. There was no significance for chi |
square procedures. The members' perception supported accepting the
null hypothesis that there was no difference between the treatment

and control groups. This was true for all of the skills classifications.

Frequency and Direction of Change for Treatment Between Age

Groups. The three age groups included the pre-teens, teens, and
older teens. The perceptions of the leaders and the members yielded

different results. Data on the leaders' perception of change that
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occurred for the different age groups supported the rejection of the
null hypothesis, thus indicating that there was a significant differ-
ence in the leadership 1ife skills change between age groups. Three
of the skills classifications, working with groups (skills 4), man-
agement (skills 5), and decision making (skills 7) each supported the
rejection of the null hypothesis. _

The members' perception supported the null hypothesis that stated
there was no significant difference in the leadership life skills
change between age groups. Within the individual skills classifica-
tion, however, management skills (skills 5) supported the rejection
of the null hypothesis. The youths' perception on understanding

yourself (skills 3) had a probability of 0.058.

Frequency and Direction of Change for Treatment Between Extension

Districts. Findingé for the leaders and members were in agreement re-
garding the statement, "There is no difference between the change of
youth skills based on the district in which they live." Based on the
all skills classification, this null hypothesis would be accepted.

The findings did show that there was some difference between specific

generic skills areas.

Frequency and Direction of Change for Treatment Between Rural and

Urban Place of Residence. Data and analysis supported not rejecting

this null hypothesis and indicated that there was no significant dif-
ference between the Teariing of Teadership 1ife skills during the

test period based upon place of residence, whether rural or urban.
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Frequency and Direction of Perceived Change for Treatment Between

Group Officer and Non-Officer. The analysis of data from this re-

search hypothesis produced split support of the research null hypoth-
esis. Leaders' perceptions supported the rejection of the null
hypothesis and indicated that there was a difference in the learning
of leadership life ski]]é among the officers. Individuals' skills
classifications which supported this weré the getting along with.dthers
skills (skill 2), and decision making skills (skiils 7).

The analysis of the members' perceptions regarding this question
supported the null hypothesis that indicated there was no significant
difference between the officers and non-officers. All of the generic

skills classifications supported the null hypothesis.
Conclusions

The analysis of the data and the subsequent findings were the
basis for the following conc]usionsf |

1. There was an improvement in the skills necessary to pérform
leadership tasks as a result of participation in 4-H programs.

2. There was a difference in the perception youth had of the
change they made in leadership 1ife skills compared to the perception
of the adult volunteer leader working with the youth, as reflected
in the mean differences. However, the frequency difference tested
by chi square was not §tatistica]1y significant.

3. The life skills approach to leadership development, as out-
lined in the Southern Region 4-H Leadership Life Skills material, was

a more effective means of teaching skills necessary to perform leader-

ship roles than the other traditional approaches used in Oklahoma.
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4. The Tife skills approach to leadership development was more
effective in teaching the more complex skill classifications such as
working with group, management skills, and decision making skills,
than 5ther traditional methods used in Oklahoma.

5. There was a difference in the rate of learning based on age
with more complex Tife skills such as working with groups, management,
and decision making skills. | |

6. Younger 4-Hers tend to be Tess certain of their own individ-
ual abilities, as indicated by uncertainty of understanding yourself
skills (skills 3).

7. Youth were unaware of the extent of change that occurred
over a period of time. This was based on the differences of perception
of the youth and adults of the skill changes that occurred. The more
complex skills were frequently involved.

8. There was no difference in the learning that occurred based
on the extension district in which the program Was conducted.

9. There was no difference in the learning of leadership life
skills that took place based on the place of residence, whether rural
or urban.-

10. There was a difference in the leadership Tife skills change
from the performance of the youth as a club or group officer. VThis
difference.might have occurred because of the closer wbrking relation-

ship of the adult with the youth who were officers.
Recommendations

Based upon the findings of this study and the affirmation of

practices within the 4-H program of the Cooperative Extension Service,
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the following recommendations are made:

1. It is recommended that the Oklahoma State University Coopera-
tive Extension Service and the Southern Region continue to refine the
1ife skills approach to leadership development in order to maximize
the Tearning of leadership skills by youth participating in the 4-H
program.

2. It is recommended that resources be allocated to further’and
continue support of the development of the 1life skills approach to
leadership development as an effective means of teaching skills nec-
essary to perform leadership roles.

3. It is recommended that practitioners explore other methods
of teaching or presenting life skills to adults who, in turn, work
with youth as well as to youth in an effort to identify more effec-
tive means of teaching cohp]ex life skills.

4. It is recommended that the_]ife skills approach be incorpor-
ated into other subject matter materials as a part of the teaching |
and learning process.

5. It is recommended that age graded 4-H Leadership Life Skills
materials be developed to focus on awareness, learning, and develop-
ment of generic 1ife skills categories appropriate for the age and
capabilities of various age youth.

6. It is recommended that 4-H Leadership Life Skills materials
be developed which provide additional leadership roles appropriate
for youth not serving as club officers. The roles and suggested
learning experiences should relate to real role options available

and applicable to their interests and needs.
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Recommendations for Future Research

The following recommendations are based upon judgments resulting
from this research project. Further research would clarify or verify
several points raised in this research:

1. It is recommended that a Tongitudinal research project be
conducted that would span learning over a continuing period of sev-
eral years. It is further recommended that more than the Exg]or%ng

4-H Leadership publication be included in the teaching/learning

process (8).

2. It is recommended that future research design include equal-
izing fhe group sizes, the number of 4-H groups or clubs that partic-
ipate, and the number of adult volunteers who work with the youth.
This would reduce the number of variable and simplify analysis.

3. It is recommended that future studies utilize an assessment
of behavioral changes rather than the perception of youth and/or the

volunteers who work with the youth.
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4-H Member Questi‘onnmre

INSTRUCTIONS
1t will take you less than fifteen minutes Use a soft pencil, please (the machine cannot
to complete this questionnaire. You will be using read pen). You need not press hard, but please fill
a separate answer shoet, Please do not bend or in the box well and try to avoid making stray
fold the answer sheet. Only part of the answer marks on the answer sheets. 1f you necd to erase,
sheet will be used. do so thoroughly so as not to foul the machine that

. reads the answer sheets.
You may be unfamiliar with answer sheets
or find them a bit difficult to use. Frankly,
without this process other people would have to
spend weeks transferring your answers onto punch
cards. We appreciate your help in eliminating this
procedure.

The questionnaire is divided into two sections,
general information and leadership skills. Your
adult 4-H leacer will tell you how to complete the
general instruction section. Then go on to sectjon
11 leadership and mark the box (Examole ﬁ ﬁ ﬁﬁ)
that corresponas to the answer you want to give.

You will find arrous’intcrspersed among the
statements, indicating that the next answer sheet
number will be found at the top of the next column.
Following these arrows will prevent considerable

erasing.

Sectlon I - General Informaticn
1. Your neme. Print your last mame, your first 5. Use part I on the answer sheet items 1 and 2
name, then ycur middle initial. Then blacken the to mark your age. Black in the appropriate box.
letter box on the answer sheet which matches
each letter of your name. 1 (a) 9yr. {b) 10 yr. (c) 11 yr. (d) 12 yr. (e) 13 yr.
2, Where the answer sheet says Course Runber write 2 {a)14 yr.(b) 15 yr. (c) 16 yr. (d) 17 yr. {e) 18 yr.
in your county number and blacken the number below
which matches. “Your leader will tell you the 6. Use part 1 on the answer sheet items 3 to
number. answer. Blacken the appropriate box. Are you a

. . L. club officer?
3. Where the answer sheet says Sectien write in

your club nurber and blacken the numbers below {a) yes (b) no
which match,  Your leader will tell you this
nurber. ’ . 7. Use part I on the answer sheet item 4 to answer.

Blacken the appropriate box. Are you a:
4, Where the answer sheet says Student Number

write in your 3-H enrcliment number. Your leader (a) #-H member (b} Adult volunteer leader
will provide this information.

Now go to part I on the answer sheet and complete
jtems 41 through 67. The guestions are on the
reverse side of this sheet.



41,
42,
43,

a4,

a7
1.
a9,
s0.
fs.
52.
53,

54.

—

—

—

—

—

—

—

—

—

—

-

—

-—

1

Section Il - Leadership Skills

can keep records

(2) Very (b) Well (c) Poorly (d) Very
Well Poorly
can sheak before a group
{a) Very (b} Weil {c) Poorly {d) Very
Well Poorly

am a good listener
(a) Strongly (b) Agree {c) Disagree (d) Strongly

- Agree Disagree
can ask questions
(a) Very (b) Well (c) Poorly (d) Very
Well Poorly
can teach others )
(a) Very (b) Well (c) Poorly (d) Very
Kell Poorly
can explain my ideas through writing
{2) Very (b) Well (c) Poorly {(d) Very
Well Poorly

can express my thoughts and feelings without tatking t

(a) Very (b) Well (c) Poorly {(d) Very
Well Poorly
can explain my ideas by talking
(a) Very (b) Well (c) Poorly (d) Very
Well Paorly
accept and care about others
{a) Very (b) Much (c¢) Little ({d} Very
Much Little
encourage others
(a) very (b} Much (c) Little (d) Very
Much : Little
meet and get along with others
{a) VYery {b) Well (c) Poorly (d) Very
Hell Poorly
trust other people
{a) Yery (b) Much (c) Little (d) Very
Much Little

feel good about myself and my abilities
(3) Strongly (b) Agree (c) Disagree (d) Strongly
Aqree Disagree
feel I am enthusiastic

{a) Strongly (b) Agree (c) Disagree (d) Strongly
. Agree Disagree

65,

§7.

8.

59.

60.

61.

62,

63.

64.

65,

67.

—

—

—

—

—

—

—

—

—

—

—

Thanks for your help.
and questionnaire to your leader,

understand and know what 1 value
(a) Strongly (b) Agree (c) Disagree (4) Strongly
Agree
cooperate with others

{a) Strongly. (b) Agree (c) Disagree {g)} Strongly
Agree

Disagree
work as a team member
(a) Strongly {b) Agree (c) Disagres (d) Strongly
Agree : Disagree
feel I can p]aﬁ programs .
(3) Very {b) Well (c) Poorly {d) Very
Hell . Poorly

feel I can determine needs and interests

(3) Very {p) well (c) Poorly (g} Very
Kell Poorly
can set and carry out goals
(a) Very (b) Well (c) Poorly (d) Very
¥ell ’ Poorly
can identify and use resources
(a) Yery (b) Well f(c) Poorly (d) Very
Well Poerly
know what is most important to me
(a) Very (b} Well (c) Poorly {d) Very
Well Poorly
can use brainstorming
{a) Very (b) Well {c) Poorly {d) Very
Well Poorly
can make choices
(a) Very (b) Well (c) Poorly 'd) Very
Well Poorly
can evaluate people
(a) Very {b) Well {c) Poorly (d) Very
Kell Poorly
can evaluate programs
(a) very tb) Well {c) Poorly d) Very
Well Poorly

I am a responsible person

(@) Strongly (t) Agrce (c) Disagree {(d) Strongly
Agree . Disagree

Give your answer sheet

Disagree-
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Basic L.eadership Concepts

This leadership development program is designed to allow 4-H members
and volunteers an opportunity to develop life skills that will make them more
effective leaders. There are several basic leadership concepts underlying
these leadership materials.

® There are many leadership roles in the 4-H program. These leadership
roles include elected and appointed positions such as member, president,
committee chairperson, activity leader, and many more.

® Similar roles exist in other life situations. Leadership roles such as
president, member and committee chairperson are also found in other or-
ganizations and situations throughout life.

® Each role has duties that must be completed. There are certain tasks
which must be completed in order to be successful in any leadership role.

® These duties require performance of certain life skills. Skills needed
include communications, decision making, getting along with others, under-
standing yourself, working in groups, learning, and management skills.

@ Life skills can be learned. The two factors most important in learning
basic leadership skills are a desire to learn and knowledge of what is ex-

pected.
® [earning experiences can be developed to teach life skills. Both indi-

vidual and group learning experiences can be used to teach life skills.

® Skills must be practiced before they become part of your performance.
Developing a skill involves both learning information about the skill and
practicing the skill. 4-H provides an opportunity to practice new skills with
support and guidance. Apprenticing to an adult or older 4-H’er in the leader-
ship role is an excellent way to practice new leadership skills.

® When a life skill is learned in one setting, it will be of use in performing
similar leadership roles. Life skills learned to perform as a 4-H president will
also be used when serving as president of other groups.

® Different levels of a life skill may be required in different roles. The role
of member may require less proficiency in certain skills than the role of
president or organizational leader.
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Evaluation of Skills

Place an x on the line at the point which you feel reflects your

performance for each life skill listed.

i feel ¥ can: Need to

. Give directions.

learn

Need to
improve

Do well

. Express feelipgs. .

. Define terms.

. Keep records.

Lead discussions.

. Speak before a group.
. Listen effectively.

. Teach.

. Communicate through
writing.

10. Communicate nonverbally.

11. Communicate verbally.

1 feel I can:

1. Exhibit an attitude of
fairness.

Need to

fearn

Need to
improve

Do well

N

. Accept and care for others.

3. Be honest and sincere with
others.

. Be sensitive.

Encourage others.
. Recognize the worth
of others.

owva

7. Respect others and their
property. .

. Be tactful.

8
9. Meet and get along with
others.

10. Be an effective role model.

11. Trust other people.

I feel { can:

1. Develop a positive self-
concept.

Need to

learn

Need to
improve

Do well

2. Exhibit enthusiasm.

3. Develop pride and confi-

dence in my self.
4. Develop an attitude of
responsibility and

dependability.
5. Develop a friendly
personality,

6. Practice good citizenship.

7. Admit and deal with
mistakes.

8. Be flexible.

9. Understand and clarify my
values.




i feel 1 can: Need to Need to
tearn improve

1. Cooperate and work as a
team.

Do well

2. Involve people.

3. Follow as well as lead.

4. Consider the needs of all
involved.

5. Consider input from all
group members.

6. Create an air of ease
and acceptance in

groups.

| feel 1 can: " Need to Need to
' ' ' learn improve

1. Evaluate people and
programs.

Do well

. Plan programs.

. Delegate responsibility.

. Guide others.

[SA - VE RN N

. Exhibit a responsible
attitude.

. Manage time.

Organize. . .

® N o

. Coordinate people and
programs,

9. Take initiative.

0. Be open to progressive

change.

11. Conduct a group meeting
utilizing parliamentary
procedure.

t feel § can: Need to Need to
learn improve

Ask questions.

Do well

Accumulate knowledge.

Synthesize information.

Be open-niinded.
See things objectively.

WL LW -

Learn from others.

! feel | can: Need to Need to
learn improve
. Assess needs and interests.

Do well

. Set and implem:_nt goals.

. Identify and use resources.

. Set priorities.

WU b W N -

. Utilize brainstorming.

6. Select alternatives.
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15.

16.
17.

18.

19.

20,

21.
22.
23.
24.

25.

can keep records

can speak before a group

can listen effectively

can teach

can communicate through writing
can communicate non verbally
can communicate verbally
accept and care about others
encourage others

meet and get along with others
trust other people.

feel good about my self and
my abilities

feel 1 exhibit enthusiasm

understand and can clarify
my values

am cooperative and work as a
team member

can evaluate people and programs

feel I can plan programs

exhibit a responsible attitude

can ask questions

feel I can assess needs and
interests

can set and implement goals
can identify and use resources
can set priorities

can utilize brainstorming

can select alternatives

1)
1)
1)
(€Y
1)
n
1)
1)
)
1
1)
1)

(1)
1)

(1)

1
1)
1

ey

1)
1)

.(1)

)
)

n

Very
Very
Very
Very
Very
Very
Very
Very
Very
Very

Very

Well

Well

Well

Well

Well

Well

Well

Much

Much

Well

Much

Strongly
Agree

Strongly
Agree

Strongly
Agree

Strongly
Agree

Very

Very

Well

Well

Strongly
Agree

Very

Very
Véry
Very
Very
Very

Very

Well

Well

Well

Well

Well

Well

Well

(@)

(@)
(@)

(2)

(@)
(2)
(@)

(2)

()
(2)
(2)
(@)
()
(2)

Well
Well
Well
Well
Well
Well
Well
Some
Some
Well

Some

Agree(3)

Agree(3)

Agree(3)

Agree(3)

Well

Well

3)
(3)

Agree(3)

Well

Well

KWell

Well

Well

Well

Well

(3)

(3)
(3)
(3)
(3)

(3,

3

Poorly
voorly
Poorly
Poorly
Poorly
Poorly
Poorly
Littlé
Little
Poorly

Little

(4)
(4)
(4)
(4)
(4
(4)
(4)
4)
4
(4)
(4)

Very Poorly
Very Poorly
Very Poorly
Very Poorly
Very Poorly
Very Poorly
Very Poorly
Very Little
Very Little
Very Poorly

Very Little

Disagree(4) Strongly

Disagree

Disagree(4) Strongly

Disagree

Disagree(4) Strongly

Disagree

Disagree(4) Strongly

Disagree

Poorly (4) Very Poorly

Poorly (4) Very Poorly

Disagree(4) Strongly

Disagree

Poorly (4) Very Poorly

Poorly
Poorly
Poorly
Poorly
Poorly

Pooriy

(4)
4)
(C))
(4)
(4)
4)

Very Poorly
Very Poofly
Very Poorly
Very Poorly
Very Poorly

Very Poorly
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CODOPERATIVE EXTENSION E&2RVICE
| :

!

~
4
OKLAHOMA STATE UNIVERSITY =y DIVISION OF AGRIGCULTURE
A
4-H ANDYOUTH DEVELOPMENT PROGRAMS & STILLWATER, OKLAHOMA 74078
Esi '

January 8, 1981

Dear Co-Workers,

I would like to ask your help with a research project. This study
has been cleared through the associate director's office. Your support
will be greatly appreciated.

The study will attempt to determine how effective we are in 4-H at teaching
skills necessary for youth and adults.to be able to carry out leadership
roles. Other studies in Extension have not verified our successes at
teaching such behavioral skills.

Your help is needed to administer a self rating questionnaire to forty or
more 4-H age youth in your county. The 4-H members can be from one
or more clubs. The volunteer 4-H leader working with the club(s)
also needs to complete the same questionnaire on each 4-Her. This needs
to be done during the month of January.

During the remainder of January, February and March continue with
the (regular 4-H program planned or introduction of the Exploring 4-H
Leadership Life Skills program planned) for the club. Near the end of
March we need your help again to administer the same self rating question-
naire to the same 4-H members and to have the same volunteer 4-H leader
to compiete the questionnaire on each 4-Her again. -

An envelope is enclosed for your convenience in returning the
answer sheets. Please keep the answer sheets flat and mail in the
envelope provided by January 23, 1981. You need not return the question-
naire. A little later, about the first of March, a second set of ques-
tionnaires, answer sheets and return envelope will be mailed to you.
They should be completed and in the mail by March 27, 1981.

Your heﬁp and cooperation is certainly appreciated. When the
study is completed I will share with you findings that will be of interest
to you and that may be helpful to you or to the county program.

Thanks for your willingness to help.

Enclosures Sincerely,

e E A i

HMerl E. Miller
Program Specialist, 4-H

WORK IN AGRICULTURE ANDO RURAL DEVELOPMENT. YOUTH DEVELOMMENY, HMOME ECONGMICS ANO

RELATED FIELOS USOA-OSU AND COUNTY COMMISSIONERS COQPERATING
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Instructions for Adult lLeaders

Your help in doing this study is very much appreciated. I know it is
imposing on you and will require some of your time to help the members
complete the questionnaire and for you to complete a questionnaire on each
member. I assure you it is worthwhile to the overall 4-H program and will
be helpful to youth and leaders all across the state. Thanks!

Your help is needed to 1) have the 4-H members in your club complete
the questicnnaire by marking the answer sheet aooropriately and (2) complete
an answer sheet on each of the 4-H members in the club as you see their
skills. We will then have how the members see themselves and how you see
the members. Both viewpoints are important. Please return the answer
sheets. It is not necessary to return the questionnaire.

Section I of the questionnaire is general information necessary for the
analysis of the data. You may want to have each 4-H member fill out questions
1 through 7 as you instruct them. Question 4 which is the member number, can
come from the club roll and you may find it easier to mark the appropriate
member number prior to distributing the sheets. You would need to write the
person's name in ink on the top of the answer sheet. The course blank could
be used for this purpose.

Remember when you complete the form on the members you will need to
complete all of the afore items and indicate on question #7 that you are a leader
by marking (b). This will allow us to know that you are completing the question-
naire on one of your 4-H members.

Good luck. Instruction for Section I, questions #1 through #67 follows.
The 4-H member should compiete Section Ii, questions #41 through #67.

1. My name is

2. My County Number Is:

(1) Cleveland (6) Beaver (11) Oklahoma
(2) Grady . (7) Dewey (12) Seminole
(3) Lincoln (8) Garfield (13) Tulsa
(4) Logan (9) Grant (14) Craig
(5) McClain (10) Kay (15) Mayes
(16) McIntosh (21) Beckham (26) Washita
(17) Muskogee (22) Comanche (27) Coal
(18) Ottawa (23) Custer (28) Latimer
(19) Wagoner (24) Garvin

(20) Alfaifa (25) Greer

3. My Club Number Is:

Gy B W N

4, My 4-H Membership Number Is: This number can come from the
4-H roll in the secretary's book. A numbered list of members
could also be used. Attach the list to the answer sheets.
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February 23, 1981

Dear :

We are processing the Leadership Life Skills research pre-test
and find that we have not received answer sheets from your county. It
is very important to this research project that we receive data from
each of the participating counties.

A copy of my January 8th letter that accompanied the materials for
the pre-test is enclosed. The letter along with the instruction sheets
that were distributed to you should give adeguate information for your
follow throuch. T will ba looking forward to receiving your answer
sheets and suggest that you marktthis packet as pre-test to assure that
they are not mixed up with the post-test group that will be coming soon.

There is one item that I would call your attention to, and that is
related to the volunteer marking an answer sheet on cach of tha youth
who also completed an answer sheet. Information on each 4-H'er as the
membér perceives himself and as the volunteer leader perceives the 4-H
member is important.

Thanks for your cooperation and help. With your assistance this

research project can be carried out to a satisfactory completion and
provide data that can be useful for all of us.

Sincerely,

Merl E. Miller
Program Specialist 4-H

Enciosure
MEM:dr
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COOPERATIVE EXTENSION SERVICE

i
X

OKLAHOMA STATE UNIVERSITY {{';‘ DIVISION OF AGRICULTURE

4-H AND YOUTH DEVELOPMENT PROGRAMS AR STILLWATER, OKLAHOMA 74078
E's,':._

February 27, 1981

Dear Co-Workers:

Thanks for your help in the first part of the research project to
determine our effectiveness in teaching skills necessary to perform
leadership roles. As indicated in our conference, and in my January
8th letter, a second part, or post-test is also required. It is nearly
time for that post-test.

Your help is again needed to administer the same self-rating
questionnaire to the same 40 or more 4-H age youth who tock the pre-test.
The same volunteer 4-H leader working with the club (s) also needs to
complete the same questionnaire on each 4-H member as done before., This
needs to be done during the month of March.

Materials you will need to complete the post-test are enclosed.
(1) Several instruction sheets

(2) 4-H member questionnaires and

(3) Answer sheets.

A11 three items are the same as the pre-test. If you have any left over
answer sheets, please return the surplus with the completed post-test
answer sheets.

An envelope is enclosed for your convenience in returning the
answer sheets. Please keep the answer sheets flat and mail in the
envelope provided by April 3, 1981. This is a few days later than
previously indicated to allow you a little more time.

Your cocperation is certainly appreciated, and without your assistance
and the help of the leaders in your county this study would not have been
possible. Please extend my personal thanks to each member, leader and
staff person who helped.

Sincerely,

Merl E. Miller
Program Specialist 4-H
Enclosures (4)
MM:dr
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April 15, 1981

Dear

We're missing the post-test results on the Leadership Life Skills
research project from your county. It is very important that we receive
data from each of the participating counties. The data is scheduied to -
be processed and analyzed very soon and without your help there will be
a big void in the data.

If you are having problems in getting the information, please give
me a call. Your special help is needed to complete this study. I'l11 be
looking for your reply.

Sincerely,

Merl E. Miller
‘ Program Specialist 4-H
MEM:dr
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American Hampshire Herdsman, Peoria, Iilinois, February, 1959-
August, 1960; Instructor, Animal Science Department, Univer-
sity of Wisconsin, Madison, Wisccensin, September, 1960-May,
1961; Managing Editor, American Hampsire Herdsman, Peoria,
I11inois, June, 1961-February, 1966; Oklahoma State Univer-
sity 4-H Extension Agent, Caddo County, Anadarko, Oklahoma,
March, 1966-June, 1967; Oklahoma State University Extension
Agent, Area 4-H Program, Anadarko, Oklahoma, July, 1967-Jan-
uary, 1970; Oklahoma State University Extension State 4-H
Staff Assistant, Stillwater, Oklahoma, February, 1970-May,
1970; Oklahoma State University Extension State 4-H Program
Specialist and Assistant Professor, Stillwater, Oklahoma,
June, 1970 to present.




Organizations: Member of Alpha Zeta, Block and Bridle, Phi
Kappa Phi, Epsilon Sigma Phi, Oklahoma Association of Ex-
tension 4-H Agents, National Association of Extension 4-H
Agents, and former member of Oklahoma County Extension
Agents Association and National County Agents Association.



