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PREFACE
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CHAPTER I
~ INTRODUCTION

Throughout history, leadership development has been a major con-
cern of education, business, military, and social service agencies.

A great many studies have examined the importance of leadership de-
velopment.

A number of different approaches were prominent in leadership re-
search. The first concentrated effort to find factors that result in
leadership was the trait approach (Wood, 1976, B. 132). This was the
theory thaf leaders are born, not made. Li ttle’ research Suppofted
this theory. Research by Gouldner (1950, p. 34) concluded that "there
is no reliable evidence concerning the existence of universal leader-
ship traits." Halpin (1966, p. 81) reported that "we will greatly
increase our understanding of leadership phenomena if we abandon the
notion of leadership as a trait, and concentrate instead on the analy-
sis of behavior of leaders."

A éecond-leadership approach centered around leadership styles.
Based on an experiment by Lewin, Lippit, and White, three leadership
styles were examined: autocratic, democratic, and 1aissei faire |
(Johnson and Johnson, 1975, p. 21). ,

. Hersey and Blanchard (1972, p. 69) focused on the situational ip-
proach to leadership. The emphasis was on the behavior of leaders

and their group members in various stiuations. Therefore, it was



2
believed that most beople can increase their effectiveness in leader-
ship roles through education, training, and development. The many
-varied leadership theorfes and approaches emphasized the need fofrcon- '
tinued study in the area of leadership development.

Leadership was a long time concern of the 4-H program. The 4-H
program was a youth development program which utilizes a variety of
program methods and areas of interest to reach and to teach all youth
nine to 19 years of age regard]ess of race, color, national origin,
residence, or membership in any other organization (Cooperative Exten-
sion, 1976). The 4-H program was administered by the Cooperative Ex-
tension, which is conducted jointly by the United States Department
of Agriculture, states through their land-grant;university system,
~and county governments. The major objectives of Oklahoma 4-H were:

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 the
youth (Cooperative Extension, 1976, p. 9).
Statistical reports (Strom,v1978) indicated there were 140,622 4-H
members and 7,278 adult volunteer leaders in the Oklahoma 4-H program
during the 1977-78 program year. The 4-H program was coordinated by
cooperative extension personnel.

~ Leadership development was a priority concern of the Oklahoma 4-H

Program and of Cooperative Extension. Throughout 4-H and Century 111

(Extension Committee on Organization and Policy, 1976), priority at-
tention was drawn to the need for programming for teens.'involving
more youth and adult vo1unteers. and expanding the program. Each was
| dependent on leadership and the learning of skills which will make

effective leaders,



The National 4;H Volunteer Leadership Committee (1973) listed
leadership development as a major goal for all 4-H groups and further
stated that members begin to learn 1eadershipvthe.day they join 4-H.
A 1976 survéy of CdOperative Extension Southern Region States identi-

fied leadership development as a priority concern for_Titerature

(Southérn Region Literature Committee, 1976). Oklahoma 4-H for Cen-
tury 111 (Cooperative Extension Service, 1976) also identified leader-

ship deVe]opment as a major thrust of the Oklahoma 4-H program.

The 4-H in Century III report (Extension Committee on Organiza-
tion and Policies, 1976) recognized the need to teach youth life
skills that will help them become self-directing, productive, contri-

kbuting members of society. In 1973, the state‘4-H leaders (Texas
Agriculture Extension Service, 1974, p. 4) expressed their be]ief‘
that 4-H should be a program directed toward the devélopment of lifé
skills (thinking, fee]ihg, and doing) in areas such as initiating in-
quiries, reiating to others, relating to change, using signs and
techno]oéy, enhancing mental and physical health, deve]oping‘communi-
cation abilities, making vocational choices, and using time, talents,
and money. The National 4-H Citizenship Development Commi ttee (1973,
p. 1) used "the term 'life skills' to dénote competencies that are
deemed useful for living in an interdependent society. Thevconéept
‘skflls’ . . . denotes an amalgamation of psychomotor, affective and
cognitive behaviors.” In a review of existing 4-H literature, the
Southern Region Leadership Subcommittee (1978) found that cufrent 4-H
leadership materials approached leadership from a functional stand-
point and did not include learning experiences to teach how to perform

the functions. They recommended a life skills approach as the most



urfectivn nﬁthdd to develop 4-H leadership. The 1979 Leadership Con-
sulting Group at National 4-H Conference also encouraged the use of
life skills in.leadership development. They submitted the fdl]owing
recommendation: "that life skills need to be identified and consid-
ered as a means of development of leadership. (United States Depart-
ment of Agriculture, 1979, p. 3)." R

The deﬁocratic process of program development in 4-H was Tisted

by the 4-H in Century IIl report (Extehsion Committee on Organization

and Policy, 1976) as one of its major strengths. It involved utiliz-
ing youth and adults to determine content,‘methods of delivery, andA
direction of 4-H program development. This kept 4-H closely tied to
the néeds and interests of youth, adults, and families. To expand
leadership development and develop 4-H 1éadershjp curriculum, there

was a need to determine the life skills hecessary to perform 4-H leader-

ship roles.
Purpose and Objectives

‘The overall purpose of this study was to develop a priorized list
of life skills necessary to perform 4-H leadership roles and to analyze
responsés‘of selected 4-H members, volunteer leaders, and cooperative
extension staff toward this listing. The Study provided information
helpful in the development of 4-H leadership curriculum and training
to implement the curriculum. The specific objectives of this research
were: | | o

1. To identify and prioritize a list of life skills neces-
sary to perform 4-H leadership roles.

2. To analyze the leadership life skills identified by 4-H
members, adult volunteer leaders, and cooperative



extension staff and categorize by generic category,
learning domain, and task or maintenance function.

3. To determine if 4-H members, adult volunteer leaders,
and cooperative extension personnel differ in their
listing of 1ife skills necessary for 4-H leadership
roles.

4. To wake recommendations for 4-H leadership curriculum

development and implementation based on a life skills
approach.

Research Question

One research question guided the planning and anélysis of this
study. Were theré differences in the prioritized ratings of life
skills by 4-H members, adult volunteer leaders, and cooperative ex-

tension personnel?
Assumptions

The following assumptions existed for the study:

1. That leadership development is an important goal of the
4-H program.

2. That 4-H leaders and members responding are fam111ar with
the 4-H program and 4-H leadership roles. '

3. The 4-H members, leaders, and extension agents responded
truthfully and in the most objective way possible.

Limitations

The following limitations were acknowledged by the researcher:

1. The findings of this study are limited to 4-H members,
volunteer leaders, and extension professionals within
Oklahoma--one state of 50 that may have similar situa-
tions and needs for such information.

2. Dué to the selection process for respondents, the re-
sults are limited to those serving in elected 4-H
leadership roles.



3. This research is limited to those life skills necessary

' for leadership development which include only a por-
‘tion of all life skills.

4. The validity of the research may be affected by the use

of the DELPHI technique which violates random sampling
procedures. '

Definitions

Several terms had specific meaning for this study. The follow-
ing definitions provided clarity:

Cooperative Extension Staff: All county extension employees -

with 4-H responsibility, district 4-H staff, and state 4-H staff.
4-H:

A youth development program which utilizes a variety of
program methods and areas of interest to reach and teach all
youth nine to nineteen years of age regardless of race,
color, national origin, residence or membership in any other
youth organization (Oklahoma State University Cooperative
Extension Service, 1976, p. 6).

4-H Leaders: Volunteer adults "engaged in helping children
and youth learn in 4-H learning groups (often called 4-H Clubs)”
(Natidna] 4-H Leadership Development Committee, 1973, p. 2).

4-H Leadership Roles: All elected or appointed leadership posi-

tions within the 4-H program. Leadership roles include such positions -
‘as okganizationa] leader, officers, etc. |

4-1 Members: "Youth nine to nineteen years of age who voluntar-
ily participate in any of Extension's youth deQelopment programs,
ranging from only minimal involvement to participation in alf oppor-

tunities available" (Kruse, 1976, p. 26).



Leadership:

The art of influencing others in the making of deci-
sions. It requires the performance of functions which help
a group to achieve its directions. Leadership is developed, -
learned behavior and requires the ability to find, develop,
and encourage the talent of others (National 4-H Urban De-
velopment Committee, 1976, p. 1).

Life Skills:

The term 'life skills' is used to denote competencies
that are deemed useful for living in an interdependent
society. The concept of 'skills' as used in this model
denotes an amalgamation of psychomotor, affective, and cog-
nitive behavior (National 4-H Citizenship Development Com-
mittee, 1973, p. 3).



CHAPTER 11
REVIEW OF LITERATURE
Introduction

Leadership and leadership development were universal topics of
discussion and concern. The following review of literature examined
‘those topics which were relevant to the research pfoblem of 4-H
leadership development. In order to better examine the concepts, the
research was divided into the following topics: definition of leader-
ship, leadership theories, 4-H leadership development, life skills ed-

ucation, life skills education in 4-H, and the DELPHI technique.
Definition of Leadership

A great deal was written regarding definitions of leadership.
According to Haiman (1951, p. 4), "leadership refers to that process
-whereby an individual directs, guides, influences or controls the

thoughts, feelings or behavior of other human beings." Terry (1960)

~ and Koontz and 0'Donnell (1959) defined leadership as influencing ,

people in the achievement of a common goal or group objectives.

' Tannenbaum, Weschler, and Massarek (1959, p. 24) enphasized the
intefpersonal and situational influences in their definition of
leadership, "interpersdna1 inf1uence exerc%sed in a situation direeted
through the communication process toward the attainment of a special-
ized goal or goals.” Beal, Bohlen, and Radabaugh (1962) defined

8



leadership as learhed behavior and stressed that anyone.can improve
himself by the proper study and application. Hersey and Blanchard
(1972, p. 68) defined ]éadership as "the process of influencing the
activities of an individual or a group and its efforts toward goai

achievement in a given situation.”
Leadership Theories

Many theories of leadership were developed throughout the years.
There was a need for concise, experimental, and theoretical approaches
to leadership. Stouffer (1949, p. 363) stated:

There are few practical problems facing social sci-

ence more urgent than that of studying leadership ex-

perimentally and developing some test hypotheses to re-

place the copybook maxims that now fill most manuals on

leadership, whether written for the Army, for industry,

or for organizations like the YMCA.

In recent years, 1eadership theories emphasizing skills and behav-
ior replaced trait theories. Gibb (1967) theorized that participative
leadership was the best alternative. He emphasized such skills as
creating an atmosphere, communication, openness, trust, and respect.

The Leadership Contingency Model by Fiedler (1967) examined the most
effective leadership style for a particular situation. 'He'considered
three situation variables which determined whether a situation was
favorablé or unfavorable to a leader: (1) leader-member relations,
(2) task structure,’and (3) position power. .

Hersey and Blanchard (1972) focused on observed behavior in their
leadership approach. They theorized that people could increase their

effectiveness in leadership roles through education and training.
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The Survey Research Center at the University of Michigan at-

“tempted to locate clusters of leadership characteristics that related
to each other and the test of effectiveness of each relationship. The |
studies.identified_tuo concepts termed employee orientation and pro-
duction orientation (Katz, Macooby, and Morse, 1950).

Research by Cartwright and Zander (1960) observed that group be-
havior fell into two categories: goal achievement or maintenance of
the group. They further observed that both goal achievement and
maintenance behaviors may occur simultaneously.

Leadership studies at Ohio State University (Halpin, 1969, p. 290)
narrowed the descriptioh of Teader behavior to two dimensions: Ini-
tiating Structure and Consideration. Initiating Structure referred to

the leader's behavior in delineating the fe]ationship be-

tween himself and members of the work group and in en-

deavoring to establish well defined patterns of organiza-

tion, channels of communications, and methods of procedure.

Consideration referred to behavior indicative of friend-

ship, mutual trust, respect, and warmth in the relation-

ship between the leaders and the members cof his staff.

To gather data on leader behavior, a Leader Behavior Description
Questionnaire was developed. The Leader Behavior Description Question-
naire was composed of a series of short, descriptive stataﬁents of

ways leaders may behave. The 15 items in each dimension were listed
below.

}nitiéting Structure -

1. AHe wakes his attitudes clear to the staff.
2. He tries out his new ideas with the staff.
*3, He rules witb an iron hand. ’

4. He criticizes poor work.

5. He speaks in a wmanner not to be questioned.
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N

He assigns staff members to particular tasks.
*7. He uqus without a plan,
| 8; He maintains definite standards of berformancé;
9. He emphasizes the meeting of deadlines.
10. - He encourages the use of uniform procedures.
11. He mwakes sure that his part in the organ1zat1on is under-
stood by all members. _
| 12; He asks that staff members fo]low standard rules and reg-
ulations.
13.  He lets stéff members know what is expected of them.
14. He sees to it that staff members are working up to
capacity.
15. He sees to it that the work of staff members is coofdinated.
Consideration -
1. He does personal favors for staff members.
2. He does little things to make it pleasant to be a member
of the staff.
3. He is easy to understand.
4. He finds time to listen to staff members.
*5. He finds time to himself.
6. He looks out for the personal welfare of 1nd1vidua1 staff
members.
*7. He refuses to explain his actions.
*8. He acts without consultating the staff.
*9, He is slow to accept new ideas.
10, He treats all staff members as his equals.
11. He is willing to make changes.
12, He is friendly and approachable.
13. He makes staff members feel at easeAwheﬁ talking with them.
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14. He puts suggestions made by the staff into operation.

15, He gets ‘staff approval on important matters before
going ahead (Halpin. 1969, p. 291).

*Scored negatively.

Results of studies using the Leader Behavior Description Ques--
tionnaire with air crew, school superintendents, and college dgpart-
mént heads yielded the following principle findings as summarized by |
Halpin (1969, p. 296). |
| 1. Evidence indicates that Initiating Structure and Con-

sideration are fundamental dimensions of leader behav-
ior, and that the Leader Behavior Description Question-
naire provides a practical and useful technique for
mgasuring the behavior of leaders on these two dimen-
sions.

2. Effect1ve leader behavior is assoc1ated with high per-
formance on both dimensions.

Halpin (1969, p. 313) further sumarized the results of these
studies by noting it should be possible to train leaders in the
leadérshipfskills that compose the dimensions of Initiating Structﬂfe
and Consideration. |

Blake and Moutoh (1964) adapted the Ohio State Studies into a
Managerial Grid using task accomplishment and»persona] relationships
as the two primary dimensions. Reddin (1967) added an effectiveness
dimension to the task and relationship dimensions in his 3-D Manage-
ment Theory. |

Résearch bykuoore'and Fredrickson (1977) recognizedvthe need for
coﬁnselors‘to understand and develop effective leadership skf]ls
They recoumended a Life Cycle Approach (Hersey and Blanchard, 1972)

as the most effective approach for counselors. This situat1ona1
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approach focused on éeIection of the most appropriaté leadership be? “
havior according to the maturity of the group as determined by tﬁe‘
fevel of functioning in meeting group goals.

~ Johnson and Johnson (1975) supported the functional theory of
leadership. This theory emphasized leadership as a matter of abili-
ties and skills that were learned. It further stressed the need to
determine what actions were necessary for the group to achieve its
goals and how group members should take part in these actions.

~ The theory of functional leadership included two basic ideas:
(1) any,meﬁber 6f a group May become a leader by taking #ctions that
serve group functions, and (2) any leadership function may be ful-
filled by different members performing a variety of relevant behaviors.
Leadership. therefore, was specific to a partidular group in a partic—l
ular situation. The functional approach to leadership asshmed that
leadership is a learned set of skills that anyone with certain mini-
mal requirements can acquire. From this theoretical point of view,
reﬁpOnsfb]e membership was the same thing as respohsib]e leadership
(Johnson and Johnson, 1975).

| In functional leadership, goal achievement and group maintenance
were the twovbasiévobjectives of a group. Any given behavior wobld |
affect both. Both could be served simultaneously or one could be:. .
served at the expense of the other. Johnson and Johnson;(1975), B
listed a suwmary of task and maintenance functions.

- Task Functions -

1. Information and Opinion Giver.
'2.v lnformationvand Opinion Seeker.

3. Starter.
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Direction Giver.

. Summarizer.

derdinator.

Diagnoser.

- Energizer.

Reality Tester.

Evaluator.

Maintenance Functions -

n.
2.
13.
14.
15.
16.
17.
18.
19,
20.

They recognized high scores on both task and maintenance as es-
sential for effective leadership. Lassey (1976, p. 11) also supported
functional leadership and listed very similar task and maintenance

functions. "Task functions must be executed to rationally select and

Encourager of participation.
Harmonizer and compromiser.
Tension reliever.

Conmunication helper.

Evaluator of emotional climate.

Process observer.
S_tandard setter.

Active listener.

Trust builder.

Interpersonal problem solver.

14

'_achieve goals; maintenance functions associated with emotional satis-

faction are required to develop and maintain group, community, or
organizational viability.” Lassey included the following task and

maintenance classifications:
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" Task Functions -

, Initiating activity: proposing solutions. suggesting new
ideas; providing new definitions of the problem, new attacks
on problems, or new organization of materials.

‘Information seeking: asking for clarification of sugges-
tions; requesting additiona] information or facts.

lnformationgg;ving_ offering facts or generalizations;
relating one's own experience to group problems as illustration.

Opinion giving: stating an opinion or belief about a sug-
gestton (or one of several suggestions), particularly concern-
ing its value rather than its factual basis.

- Elaboratin clarifying by giving examples or developing
meanings. tri?%b to envision how a proposal might work out if
it is adopted.

Coordinating: showing relationships among var1ous ideas
or suggestions; trying to pull ideas and suggest1ons together;
trying to draw together activities of varlous subgroups or
members. i

Summarizing: pulling together related ideas or sugges-
tions; restatgng suggest1ons after the group has discussed

them

Testing feasibility: making application of suggestions to
real situations; examining practicality and workability of
ideas; evaluating possible decisions.

Evaluating: submitting group decisions or accomplish-
ments to comparison with group standards, measuring accomp-
'llshments against goals. 3
: D1agnos1ng' determining sources of d1fficu1t1es, appro-

- priate steps to take next, the main blocks to progress (Lassey,
1976, pp. 11 13).

- Maintenance Functions -

Encouragin being fr1end1y, warm, responsive to others;
praising otaérs and their ideas; agreevng with and accepting
contributions of others.

Gate-kgggigg. - trying to make it possible for another
member to make a contribution to the group suggesting limited

talking time for ‘everyone so that everyone will have a chance
to be heard. v ,
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Standard setting: expressing standards for the group to
use in choosing its content or procedures or in evaluating
its decisions; reminding the group to avoid decisions which
will conflict with group standards.

Following: ing along with decisions of the group;
somewhat passively accepting ideas of others; serving as
~audience during group discussion and decision making.

} Expressing groug feeling: sensing and summarizing group
feeling; describing group reactions to ideas or solutions.
Consensus taking: tentatively asking for group opinions =

in order to tind out if the group is nearing consensus on a
decision; sending up 'trial balloons' to test group opinions.

Harmonizing: mediating; cbnci]iating differences in
points of view; making compromise solutions.

Tension reducing: draining off negative feelings by
jesting or pouring oil on troubled waters; putting a tense
situation into wider context (Lassey, 1976, pp. 11-13).

Leadership research has only begun. Although skills related
leadership theories were widely supported, there was no comprehensively
accepted leadership theory and comprehensive experimental studies in

research were sparse and inadequate.
4-H Leadership Development

_ 'Leadership development was an important aspect of the 4-H program.
" “Hundreds of thousands of volunteer leaders give extensive time, tal-
ents and peréonal_resourceé to support 4-H" (Extension Committee on

- Organization and Policy, 1976, p. 3). The Extension Cdmmiiteekon Or-
ganization and Policyv(1976) listed increasing leadership capabilities
of 4-H mewbers as a mission of the 4-H program. They identified tu6
‘najor goals related to leadership development.

1. . . . a highly desirable goal for the next decade of

Century 111 would be to double the number of volunteer
:leaders serving 4-H.
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2. .. . additional thousands of teenagers should be re-
cruited and trained for significant leadership roles
“and involved in the shaping of the 4-H program at the
local county, state, and national levels %p 6).

The National 4-H Volunteer Leadership Development Committee (1973)
identified leadership development as an important goa] for all 4-H |
groups. The committee also stressed the need for members to begin to
léarn leadership the day they join 4-H.

VA research study conducted at North Carolina State University
(Treat;'Pgrsons. Burnett, and Foster, 1975) related to use of incen-
~tives addressed the question "what do 4-H volunteers need to know if
they are going to use incentives effectively while working with
youth?* Mapy of the high-ranking competencies described general
leadership skills of all adults who wofk with youth. They included:

1. A positive self-concept and the ability to relate to
- children, parents, and other volunteers.

2. A regard for the basic worth of each individual as a
human being.

3. An objectivity and tolerance in coping with varying
~ philosophies of youth, parent, and other volunteers.

4. Perception that leadership fulfills both the volunteer's
~  and youth's needs, but not at the expense of anyone.

5. A high priority given to the personal development of
each individual person.

The data were grouped into five categories:

--Assessing and’evaluating_member behavior.

-¢Coﬁmnﬁicating and interacting. |
-—Developing}personal skills.

--Developing self concept of members .

--Planning, conducting, and evaluating educational activities.

These corresponded with the leadershwp)skills ijdentified in other studies
{pp. 616-617).
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In research by Ho]ik and Claycomb‘(1964) community leaders who
- felt leadership depended on the ability to perform certain tasks
listed the following as important:

Organizing people in cooperative effort

Cosmunication .

Delegation of responsibility

Supervision

Stimulation of interest

Pace setting

Responsible
Initiation (p. 239).

Life Ski11s Education

The review of literature suppofted the need for an emphasis on
life skills in education. The National 4-H Citizenship Developmental
Committee (1973).defined life skills as competencies deemed useful for
living in an interdependent society. Rubin (1969) supported the con-
cepts that education for life and the development of skills reiated
to the real needs of life are crucial. Rubin (1969) further stated
that fn judging success on producing skillful neople, one must look
at the way they respoﬁd to life cfrcumstances rather than attempt to
measure their ability to perform specific school tasks.

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 knowl-
edgé. Berman (1971) identified the following skills of a process re-
1ated person: percéiving. krowing, communicating, showing concern
and affection, decision-making, patterning, creating, and dealibg with
the éthical. Rubin (1969) also emphasized the importance of perceptual
skills. |
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Much work has been done in Canada developing Life Skills Educa-
tion for a variety of settings. 'According to Curtis and Warren (1974,
p. 35): |

The tife skills groups have as their common objective the
development of life-enhancing skills which enable people
to cope successfully with the psychological demands of
everyday life. . . . Specifically they help individuals
acquire the interpersonal skills and abilities that are

~considered essential to successful negotiations of every-
day tasks and interactions.

vHimsl‘(1973. pp. 13-14) listed several assumptions of life skills
training.

The life skills training carries certain assumptions: that
life skills exist as identifiable and describable behaviors;
some people have these skills and can demonstrate them;
others can imitate them and through practice apply them to
their situation thus changing their behaviors.

Canadian life skills courses centered around five categories: self,
family, leisure, commnity, and job. Evaluations showed the Canadian
Life Skills progiams to be very successful.

In research evaluating a course for.college Students in life
skills, Vitalo (1974, p. 38) stated:

In summary, the life skills course represents a potent inte-
gration of systematic human relations training wiht train-
ing in problem solving skills and career decision making.
These skills equip students with the capabilities to relate
more effectively with crisis and in general to solve the
problems and make decisions that emerge within the context
-of their living more effectively. The benefits accruing
to the student, the instructor and society are many. . . .
Most pointedly, however, such a course represents the gen- .
uine fulfillment of our responsibility to equip students
:Ith the capabilities Qf Iive productive and fulfilling
- lives,

- Life Skills Education in 4-H

As early as 1927 the 4-H program incorporated the concept of life
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skills. In a speech at the first National 4-H Camp in Washington,
D.C., Smith, Director of the Federal Extension Service, said "educa-
tion is not preparationvof life, but life itself, and that 4-H clubs
could help interest boys and girls in real 1ife probiems” (Anderson,
1977, p. 16).
In défining the purpose of 4-H, State 4-H and Youth Leaders
(1974, p. 2) stated:
The focus [of 4-H} is on human interaction designed to de-
velops skills, abilities and understandings in youth and
- adults as participating and influential members of their
comunity. The central aim is for youth to acquire a set
- of skills for perceiving and responding to life's signifi-
. cant events, _
They identified four major areas of life skills: Tlearning how to
~learn, relating to change, using knowledge, and developing self; with
secondary skills under each such as using time wisely, viewing self
positively, and establishing and pursuing personal goals.

The Iowa Mission (Cooperative Extension Service, Iowa State Uni-

versity, 1978, p. 5) incorporated life skills education into the 4-H
program.

The Iowa 4-H curriculum will emphasize the dual object of
subject matter and living skills education for youth. Liv-
~ing skills can help people perceive and respond to life's
significant events. Living skills include:

Developing Self

Developing Social Responsibility
Learning How to Learn

Coping with Change

Using Knowledge

In a study assessing future trends in the 4-H progfam, E1 Sawi
(1977, p. 1) concluded that "the challenges to youth serving organiza-
tions and professionals are tremendous. They must address themselves
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to change and assist youth in attaining life skills needed to function
effectively in an ever changing social envifonment." The role of life

skills in 4-H and youth development was emphasized in 4-H in Century

'XIIv(Extension Committee on Organization Policy, 1976), a report out-
~ Vining goals and directions of the 4-H program. The 4-H mission was
described as helping young people become self-directing, productive,
and contributing members of society. Specific objectives included to
help young people learn practical skills, develop competencies, and
acquire knowledge. Vaughn (1978, p. 1) summarized the role of life
skills and the 4-H program: |
4-H, as a part of the Cooperative Extension Services

System, provides a setting in which science and education

are translated and applied into a perceptual program whereby

people may acquire a body of knowledge, social and technical,

which in combination is sometimes known as 'life skills.'

They learn how to develop their abilities, physical and in-

tellectual, as productive individuals and functioning mem-
bers of society. ,

The DELPHI Technique

The DELPHI Technique, a method for developing and improving group
consensds, was developed by Helmar and his colleagues at the Rand Cor-
poration in the early 1950's. Gray (1970, p. 127) described the
DELPHI Téchnique as a means of securing expert convergent opinion
Qithout bringing the experts together in face-toéface confrontation.
This was usually accomplished through the use of successive question-
naires and feedback designed to produce wore carefully considered
group opinions. The DELPHI Technique was used to predict behavior,
identify needs, aﬁ¢ establish priorities in education, business, and

science.
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. Dalkey (1969, V) described the rationale for the DELPHI as the age
old adage, "Two heads are better than one" when the issue is one where
exact knowledge is not available. ‘ _

According to Dalkey (1969, V) the DELPHI had three features:

(1) Ahonynous Response-opinions of the group are obtained by
- formal questionnaire, (2) Interaction and Controlled Feedback-

interaction is effected by a systematic exercise conducted

in several iterations, with carefully controlled feedback

between rounds, and (3) Statistical Group Response-the group

opinion is defined as an appropriate aggregate of individual

opinions in the final round.
These features were designed to minimize the biasing effects of domi-
nant individuals, irrelevant communications, and group pressure toward
conformity.' The DELPHI was an attempt to overcome the undue influence
of certain psychological factors which occur during round-table discus-
sion (Gray, 1970). ' |

Several advantages of the DELPHI were stated. Bramson and Parl-
ette (1978) listed four advantages to using the DELPHI. They included:
(l) the opportunity to use experts at a low cost, (2) the opportunity
to refine issues and solve problems, (3) the ohportunity for time for
reflections and building of concepts, and (4) minimal time required
- of respondents. Cone (1978. p. 12) also listed three advantages of
the DELPHI process:

1. Each respondent has an opportunxty to be involved in
each step of the process.

2. No member being polled is ever'required to defend his
or her position before another who may be a threaten-
ing figure or simply a better debator.

3. The process allows for natural development of a trend
on consensus. .

Experiments conducted by Rand in 1968 comparing the effectiveness of
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BLEPHE wilh face-to-tace discussion generally showed DELPHI‘to be su-
_ pcriof (halkey. 1969). |
0 ueaknésses'of the DELPHI cited in the literature included the
fact that consensus is only the initial step and DELPHI involves con-
siderable tabulation, record-keeping, and mailings (Armstrong et al.,
1975). Bramson and Parlette (1978, p. 246) listed the following dis-
advantages: high investment in staff time, long calendar time re-
quired to complete the procéss, the posSibi]ity of staff bias, and

difficulties in resolving conflicts that arise during the process.
Summary

Reseafch related to leadership theory emphasfzed the behavioral
aspect of leadership and the development of sk{l]s. The review of .
literature also showed leadership development as an important aspect
of the 4-H program.

Although spécificlistings of Tife skills varied greatly, thevgen-
eral description included those skills necessary for everyday living.
The review of literature related to life skills indicated they were
an important part of curriculum development. The literature Supported
the notion that 4-H Teadership development could be increased through
couricuium designed to teach leadership life skills.

'lnput‘from A-H wembers, adu}t volunteer leaders, and cooperative
extension staff familiar with 4-H leadership roles would be important
in leadership curriculum developmwent. Research showed DELPHI as a suc-
cessful technique for eliciting this input. By emphasizing 1eadérship |
develovﬁent based on a life skills approach, the 4-H program will ébn-

tinue to meet the goal of inCreased leadership development of youth

and adults,



CHAPTER 111
RESEARCH PROCEDURES

This chapter outlined the design used in conducting the research. -
An explanation of procedures used to execute the study including pop-
ulation and sample, instrumentation, data collection, and data analysis

were included.
Type of Research

The research design for this descriptive sﬁrvey was a modified
DELPHI. A series of three DELPHI questionnaires were used to devefop
_ and;analyze a prioritized list of Tife skills necessary to perform 4-H
leaderéhip roles. The DELPHI questionnaires were completed by se-
lected 4-H wmembers, volunteer adult 4-H 1eadefs, and Oklahoma Coopefa-

tive Extension personnel.
Population and Sample

The population for this study involved selected members of three
separate groups: 4-H members in Oklahoma, volunteer adult 4-H leaders,
and Oklahoma Cooperative Extension personnel. The DELPHI Technique
was designed as a means of gaining expert convergent opinion without
bringing the experts together (Gray, 1970). For this study, individ-
uals serving in representative leadership roles within the three pop-

ulations were considered experts on the life skills needed to perform

24
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4-H leadership roies. Each populatioh had a statewide organization
with elected district and state officers. Therefore, the district and
state 4-H officers, Adult Leaders and Parents Organization officers,
and Oklahowa Association of Extension 4-H Agents officers were selec-
ted to participate. This sample included 34 4-H members who sérve as
district and state 4-H officers; nine cooperative extension persbnne]
who serve as Oklahoma Association of Extension 4-H Agents officers; énd
15 volunteer adult leaders who serve as officers and district directors
of the Okiahona 4-H Adult Leaders and Parents Organization. Delbecq
(1975) supported the selection of such a group. He felt that in order
to have effective participation, DELPHI respondents muSt:

(1) feel personally involved in the problem of concern.

(2) have pertinent information to share. |

(3) be motivated to include the DELPHI task in their
"~ schedule. '

(4) feel that the aggregation of judgments of the panel

will include information they value and to which

they would not otherwise have access (pp. 87-88).
Selectfon by their peers to assume elected 4-H leadership roles indi-
cated the’respondents were recognized as capable leaders and had
‘pertinent information on 4-H leadership roles. The fact the respon-
dents were currently filling leadership roles should have hotivated
participation in the study. The results of the survey related directly

to the participants in their current leadership roles.
Instrumentation and Data Collection

A modified DELPHI Technique was used for this study. Three se-

quential mailings of DELPHI forms were used to obtain a-prioritized
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listing of Tife skills necessary to perform 4-H leadership roles.
Cyphert and Gant (1971, p. 273) concluded that,

.Virtually all (99 pércent) the respondents change in opin-

ion occurred in DELPHI Form III which informed them of the

first 'consensus' reached by the group. With hindsight,

one seriously questions the need for going beyond DELPHI

Form III. , »

Thus, the mddified process utilized in this study eliminated the
fourth DELPHI Form. The following three questionnaires were used to
develop the prioritized list of life skills neCessary for‘4-H leader-
ship roles. |

Questionnaire 1 requested the participants to answer thé question:
"what 1ife skil]s are necessary to perform 4-H leadership roles?" To
~establish reliabi]ity and validity, the questionnaire was pretested
with a group of members, volunteers, and exten;ion staff from the
Southern Extension Region. Based on their recommendations and thbse
of the thesis advisory committee, the questionnaire was then kevised
to improve form, readability, clarity, and ease of completion. Ques-
tionnaire I also included a personal data sheet containing the follow-
ing demographic data: (1) age, (2) sex, (3) tenure, and (4) extension
district. A cover letter accompanied Questionnaire I explaining the
purpose and format of the survey, its relationship to county program-
ming, and instructions for completing the first questionnaire. Ques-
tionnaire I was mailed February 28, 1979. The completed questionnaires
were returned to the researcher in preaddressed, stamped envelopes.
‘Follow-up telephone calls were made to those individuals not returningv
the questionnaire by the deadline. A total of 50 out of 58 question-
naires were returned on the first round. This was a 86.21 percent

participation rate for the Sampie.7 Five questionnaires were returned
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too late to be included in the research; therefore, the corrected per-
centage for the return was 77.59 percent. Questionnaire I'énd the
cover letter were included in Appendix A.

A total of 151 life skills were collected from the 45 usable
responses to Questionnaire I. This list was contained in Apéendix D.
The thesis advisory committee asSisted the researcher in reviewing the
life skiils to eliminate duplication and to combine similar life skills.
The committee also divided the skills according to the six géneric
categories as determinedAby the researcher and an expert in the field
of leadership. The generic categories included understanding self,
group process, rélationship,learning,nnnagement, and deciﬁion-making.
The end result of their deliberations was a list of 68 leadership life
skills within six generic'catégories., |

The life skills were then listed randomly By generic category on
Questioinaire I1. Questionnairé II and a cover letter were sent td
those‘who returned Questionnaire I. The respondents were first asked
to indicate by checking "yes" or "no" whether or not an individual th-
filling a 4-H leadership role should possess this life skill. If
rated "yes," the respondents were asked to rate the degree of impor-
tance on a seven-point Likert scale from least impdrtant (one) to
most important (séVeh). Questionnaire Il was reviewed for clarity by
extension prcfessionals'not included in the samb]e and appropriate
revisidns were made in the instructions and format.
| Questionnaire 11 and the cover letter were included in Appendix
B. Questionnaire Il was mailed April 2, 1979. A preaddressed,
stamped envelope was included for return of the questionnaire.
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Follow-up phone calls wére made to those not returning the question-
naire by the established deadline. There was a 100 percent return of
the 45 questionnaires. However, two questionnaires were returned too
late to be included in the analysis: therefore, the corrected return
rate was 96 percent.

" Upon receipt of Questionnaire I, the respbnseS were tabulated
and priority ratings were determined. The average rating for each 3
life skill was determined for each sample population. For example,
the average rating for life skill #1 by the members was determined.
Averages were alsoAfigured for the Leaders and Extension Professionals.
The average ratings of each life skill by the three groups were then
averaged to determine the overall mean rating for each life skill.
This was done to allow each of the three samplé populations equal in-
put despite the varying sample sizes. The 1ifé skills were then
listed in priority rating. Thg top 25 percent (17) life skills were
considered first priority and the second 25 percent (17) life skills
were considered second priority. |

The 34 life skills statements listed as first or second priority
were used as the basis for Questionnaire III. Each participant was
asked io confirm the consensus priority rating for each life skill or
- revise the rating and give the reason or reasons for making any |
changes. Questionnaire III was reviewed by extension professionals
not inclnded in the study to determine if the instructions and format{
were clear and readable and appropriate revisions were made. o

Ouestionnaire 111 and a cover letter were sent to respondents on
May 3, 1979. A pre-addressed stamped énvelope was included for return-

ing the questiomnaire. Phone calls were made to those not returning
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the questionnaire by the deadline. The return for Questionnaire III
was 40 of the 43 questionnaires (93 percent). Questionnaire III and

the cover letter were included in Appendix C.
Data Analysis

‘A namber of techniques were utilized to ahalyze the data. Fre-
quency count and pefcentages were used to report demographic data.
Frequency and percentages were also used to compare samples. The

first and second priority leadership life skills were categorized by

generic category, learning domain, and task or maintenance functions.



CHAPTER IV
ANALYSIS OF DATA
Introduction

The overall purpose of this study was to develop and analyze a
list of the life skills necessary to perform 4-H leadership roles. 'A
pribritized list of life skills necessary to perform leadership roles
‘was developed through the use of the DELPHI with responses from se-
lected 4-H members, adult volunteer leaders, and cooperative extension
professionals. As a result of the findings.of this study, more rele-
vant leadership material can be developed in Oklahoma.

The sample population total of 53 included 34 4-H members, 15
adult volunteer leaders, and nine cooperative extension professionals.
Of the total sample, 40 completed all three questionnaires (68.97 per-
cent). The return for each sample population was as fol]ows.‘ The
~ questionnaire return rate for extension professionals was 9 out of 9
(100 percent). There was a somewhat lower return rate for adult volun-
teers and 4-H members. Fffteen adult volunteer leaders Qere.sént Ques-
tionnaire I; Three adult volunteers did not return ;he questionnafre.
One returncd the questionnaire with a note declining to participate
due to family obligatiohs. Two questionnaires were returhed by adult

volunteers too late to be of value to the study. The corrected per-
centage rate for the adult volunteer leader population was 9 out of 15

(60 percent).
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Questionmaire 1 was sent to 34 4-H members. Thirty (88.24 per-
cent) of the questionnaires were returned. Three questionnaires were
returned too late to.be of value on the first round. Two‘question—
naires were returned too late for tabulation on the second round and
three were received too late to be analyzed on the third round. The
corrected return rate for 4-H members was 22 out of 34 (64.71 percent).
The data from these three samples was summarized and analyzed in re-

lation to the objectives and research question in Chapter I.
Demographic Data

In order to more fully identify the sample surveyed in the study,
the following demographic data are presented in Tables I, II, and III.
The percentages refer to the percent of the sample the group repre-

sents.

Volunteer Adult 4-H Leader Sample

The nine officers and district directors of the Oklahoma 4—H.
Adult Volunteer Leaders and Parents Organization represented 4-H vol-
unteer adult 1eaders of Oklahoma. Table I Tisted demographic data
by numbers and percentages.

The Okléhoma Cooperative Extension Service was divided geo-
graphically into five extension districts. The following leaders from
each of the five districts were included in the study: Southeast,
three (33.33 percent); Northwest, two (22.22 percent); Southwest, two
(22.22 percent); Central, one (11.11 percent); and Northeast, one

(11.71 percent).
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TABLE 1

DESCRIPTION OF NINE 4-H VOLUNTEER ADULT
LEADERS NUMBER AND PERCENTAGE

Description - Classification Number Percent

Extension District

Northwest 2 22.22
Southwest 2 22,22
Central 1 11.11
Northeast 1 11.11
Southeast 3 33.33
‘Sex |
Male : 2 22,22
Female 7 77.78
Age
15 years or younger 0 0
16-20 0 0
21-25 0 0
26-30 0 0
31-35 3 33.33
36-40 2 22.22
41-45 2 22.22
46 or older 2 22.22
Number of Years as 4-H Volunteer Leader
Less than one ' 0 0
One year to less than three 0 0
Three years to less than five 0 0
Five years to less than ten 5 55.56
Ten years or more 4 44 .44
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TABLE II

DESCRIPTION OF NINE COOPERATIVE EXTENSION PRO-
FESSIONALS NUMBER AND PERCENTAGE

 Description - Classification ' Number Percent

Extension District

Northwest 2 22,22
Southwest 3 33.33
Central 2 22.22
Northeast 1 11.11
Southeast 1 11.11
Sex
Male 3 33.33
Female 6 66.67
Age
15 years or younger 0 0
16-20 ' 0 0
- 21-25 3 33.33
26-30 4 44,44
31-35 k .11
36-40 1 11.11
41-45 0 .0
46 or older 0 0
Number of Years as Extension Professional
Less than one | 0 0
One year to less than three 4 44,44
Three years to less than five 1 1111
Five years to less than ten 4 44,44
Ten years or moré 0 0
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CTABLE 111

DESCRIPTION OF TWENTY-TWO 4-H MEMBERS
NUMBER AND PERCENTAGE

Description - Classification “Number Percent

Extension District

Northwest 7 31.82
Southwest 4 18.18
Central 4 18.18
Northeast 2 9.09
Southeast 5 22.73
Sex
Male ' 4 18.18
Female ' ' i 18 81.82
Age ,
15 years or younger 2 9.09
16-20 20 90.91
21-25 0 0
26-30 0 0
31-35 0 0
36-40 0 0
41-45 0 0.
46 or older 0 0
Number of Years as 4-H Member
Less than one "0 0
One year to less than three _ 0 0
Three years to less than five T 4.55
Five years to less than ten 16 72.73

Ten years or more 5 22.73
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0 the nine participanté, the majority (77.78 percent) were fe-
male. The largest single age group was 31-35 years of age, including
three volunteer leaders (33.33 percent). The 36-40 years of‘age‘
group, the 41-45 years of age group, and the 46 years and older age
'group each contained two volunteers (22.22 percent).

The tenure of the volunteer leaders was concentrated in two
groups. Five volunteers (55.56 percent) had five years to less than
ten years experience and four volunteers (44.44 percent) had ten

years of experience or more.

-Cooperative Extension Professionals

The Cooperative Extension Professionals sample included nine pro-
fessionals who serve as officers of the Oklahoma Association of Exten-
sion 4-H Agents (Table II). They were divided émong the five exten-
sion districts as follows: Southwest, three (33.33 percent); North-
west, two (22.22 percent); Central, two (22.22 percent); Northeast,
one (11.11 percent); and Southeast, one (11.11 percent).

The professionals included six females (66.67 percent) and three
males (33.33 percent). The majority of the brofessiona]s ranged in
age from 21 to 30. Three professionals (33.33 percent) were in the
'21-25 age range and four (44.44 percent) in the 26-30 age range. The
31-35 age range and the 36-40 age range each contained one profes- 
sioha] (11.11 percent).

Tenure of professionals ranged from one year to less than ten.
Four professionals (44.44 percent) fell within the one year to less

than three year range and four within the five years to less than ten
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year range. One extension professional (11.11 percent) had three years

to less than five years experience.
4-H Members

Oklahoma 4-Hers were represented by 22 district and state 4-H
officers (Table III). The geographic breakdown was as follows: WNorth-
west, seven (31.82 percent); Southeast, five (22.73 percent); Central,
four (18.18 percent); Southwest, four (18.18 percent); and Northeast,
two (9.09 percent). | ‘

The majority of the 4-H members were fema1e1(81.82 percent).
Twenty 4-H members (90.91 percent) were 16-20 years of age and two
(9.09 percent) were 15 years or younger in age.

The number of years in the 4-H program ranged from 16 members
(72.73 percent) who had been involved in the 4-H program from fiye
years to less than ten years, to one member (4.55 percent) who had
three years experience to less than five. Five (22.73 percent) had
been members ten yéars or more.

The responses to Questionnaires 1 and II were summarized and in-
cluded in Appendixes D and E. The final responses.fo the DELPHI on
Questionnaire IIl were summarized and analyzed in re]étion to the ob-

jectives of the research.
~ Analysis of First Priority Leadership
Life Skills

The first objective of the research study was to identify and
prioritize a list of the life skills necessary to perform 4-H leader-

ship roles. The responses tou Questionnairé 111, which were the final
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responses to the DELPHI, were analyzed in relation to Objective .l us-
ing the mean score of the percentage of agreement by each of the three
~sample populations. This allowed each group equal input. Analysis of
the responses to Questionnaire III revealed nine first priority leader-
ship life skills on which thére was 100 percent agreement. The fre-
quency énd percentagewere included in Table IV. These included:
1. Cooperate and work with others.
3. Develop an attitude of responsibleness and dependabi]ity.v
7. Involve and motivate others. |
8. Do your beét. |
10. Practice good citizenship.
11. Admit and deal with mistakes.
12. Recognize the worth of the individual.
13. Exhibit enthusiasm.
15. Be sensitive to and care about dthers.
Four Tife skills had a 98.48 average percent of égreement; They
included: |
' 4. Be honest and sincere with others.
6. Develop a friendly personality.

9. Work with anyone regardless of race, color, creed, or
economic factor.

14. Use rational and logical thinking.

Respondents exhibited Tower percentages of agreement on the first
priority rating for the reﬁaining leadership life skill stétements;
Respondents agreed that 1ife skill #2, "Develop pride and confidence
in self" should be first priofity by 96;97 percent. Two life skills

showed 96.30 percent agreement. They included #16, "Be opénminded,"



4-H MEMBERS, ADULT VOLUNTEERS, AND EXTENSION STAFF
 AGREEING WITH FIRST PRIORITY RATING BY
NUMBER AND PERCENTAGES

TABLE IV -

dult Volunteer kxtensibn Staff

4-H Members - TOTAL
Leadership Life Skills N =22 : Lﬁageﬁs N=9g _ N = 40 Mean of the
Number | Percent | Number Percent ¥ Number }Percent | Number Percent] sample percent

: N=22 N=23§ =9 No=.40 :

1. Zooperate and work with others. 22 1no El 100 2 100 40 100 100

2. Cevelop pride and confidence in'seTf. 20 - 90.91 9 100 9 100 38 95 96.97
3. Develop an attitude of responsib’.eness. 3 cependability) 22 100 @ 100 9 100 40 100 100

4. Be honest and sincere with others. 21 95.45 9 100 9 100 39 97.5 98. 48

. Win or lose graciously. 19 86.32 9 100 8 88.89 | - 36 90 91.74 -
* 6. Develop a friendly personality. 21 95.45 9 100 - 9 100 39 97.5 98.48

7. Involve and motivate others. 22 100 9 100 9 100 40 100 100
8. Do your best. ' 22 |10 9 100 9 100 40 100 100

9, Work with Anyone regardless of race, color, creed or 21 95.45 9 100 9 100 39 97.5 98.48

economic factor. : ‘

10. Practice good citizenship. 22 ‘ 100 9 .100 9 100 40 . 100 100
11. Admit and deal with mistakes. 22 100 9 ) 1?)0 9 100 40 100 100
_12. Recognize the worth of the individual. 22 100 9 100 9 100 40 100 100

13. Exhibit enthusiasm. 22 100 9 100 ‘9 100 40 100 - 100

14. Userational and logical thinking. 21 95.45 9 100 S 100 39 97.5 98.48
15. Be sensitve to and care about others. 22 100 9 100 '  97 100 40 100 100

16. Be openminded. 22 100 8 88.59 . 9 100 39 97.5 96.30
17. Encourage others. 22 }ioo 9 100 a__tgssge 1 139 915 96,30
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and #17, "Encourage others." The percentage of agreement with the
first priority rating for life skill #5, "Win or lose graciously"

was 91.74 percent. A complete listing of the number of respondents
disagreéing and the reasons for disagreement were included in Appen-
dix F.

| The second objective was to analyze the 1ife skills identified

by 4-H members, adult volunteer leaders, and cooperative extension.
personnel and categorize according to generic category, learning do-
main, and task or maintenance function. This was done to gain addi-
tional information he]bfu] in developing and evaluating 4-H leadership

development curriculum.

Classification by Generic Category

After consensus was reached on fhe first priority Tife skills
they were categorized by generic categories. The»six generic cate-
gories included understanding self, relationship, decision-making,
learning, group process, and management.

~In examining the final first priority life skills, there was a
- high emphasis on skills related to understanding self. Eight (47.65
percent) of 17 first priority life skills related to understanding
self (Table V). Relationship skills included five of the first pri-
ority leadership skills (29.41 percent). Two (11.76 percent) of the
firét priority leadership 1ife skills involved 1earnin9 skills. There
was one (5.88 percent) first priority leadership life skill in each
of the group process and management categories. None of the first
priority leadership life skills as rated by 4-H members, volunteers,

and leaders fell within the decision-making category.
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10.
11.
12.
13.
14.
15.
16.
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TABLE V

CATEGORIZATION OF FIRST PRIORITY LEADERSHIP

LIFE SKILLS BY GENERIC CATEGORY

40

"Encourage others.

Generic Category

Cooperate and work with others.
Develop pride and confidence in self

Develop an attitude of responsibleness
and dependability

Be honest and sincere with others.
winlor lose graciously. |
Develop a friendly personality.
Involve and motivate others.

Do your best.

Work with anyone regardless of race,
color, creed, or economic factor.

Practice good citizenship.

Admit and deal with mistakes.
Recognize the worth of the individual.
Exhibit enthusiasm.

Use rafiona] and logical thinking.

Be sensitive to and care about othérs.

Be  openminded.

Group Process

Understanding Self

Understanding Self
Relationship

Understanding Self

'Understanding Self

Management

Understanding Self

Ré]ationshib
Undérstanding Self
Understanding Self
Relationship
Undersfandihg Self
Learning
Relationship
Learning

Relationship
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Classification by Learning Domain

After consensusvwas reached on the first priority leadership
skills, the thesis advisory cémmittee divided them by learning domain.
The three domains included cognitive, affective, and psychomotor
(Bloom, 1961). There was an extremely high percentage of first pri-
ority 1eédership 1ffe skills that were categorized in the affective
domain. Fourteen of 17 (82.35 percent) were categorized as affective.
Table VI included the 1isting of life skills by learning domain. Life
skill #14, "Using rational and logical thinking," was categorized as
cognitiVe and life skill #8, "Do your bést,"as psychomotor. Life
skill #9, "Work with anyone, regardless of race, color, creed, or
economic factor," was categorized as a combination of the cognitive

t

and affective domain.

Classification by Task or Maintenance

The 17 final first priority life skills were categorized into
task or maintenance functions (Lassey, 1972) by the thesis adviséry
committee. Task functions related to accomplishment of group goals
and maintenance functions were functions neCessary for emotional sat-
isfaction and growth of the group. Eleven (64.71 percent) of the
first priority life skills were classified as maintenance of group
functions. These included 1ife skills numbers 3, 4, 6, 7, 10, 11, 12,
13, 15, 16, and 17. The remaining six (35.29 percent) were classified
as task functions. Table VII showed the categorization of each first

priority life skill by task or maintenance.



TABLE VI

CATEGORIZATION OF FIRST PRIORITY LIFE
SKILLS BY LEARNING DOMAIN
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Leadership Life Skill

Learning Domain

10.
1.
12.
13.
14,
15.
16.
17,

Cooperate and work with others.

Develop pride and confidence in self.

Develop an attitude of responsibleness and
dependability.

Be honest and sincere with others.
Win or lose graciously.

Develop a friendly personality.
Involve and motivate others.

Do your best.

Work with anyone regardless of race, color,
creed, or economic factor.

Practice good citizenship.

Adinit and deal with mistakes.
Recoghize the worth of the individual.
Exhibit enthusiasm. |

Use rational and logical thinking.

Be sensitive to and care dbout others.
Be openminded.

Encourage others.

Affective

- Affective

Affective

| Affective

Affective
Affective

Affective

Psychomotor

Cognitive &

Affective

Affectivev
Affective

Affective
Affective
Cognitive
Affective
Affective
Affective




TABLE VII

CATEGORIZATION OF FIRST PRIORITY LEADERSHIP

LIFE SKILLS BY TASK OR MAINTENANCE

FUNCTION
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9.

0.

12.
13.
14.
15.
16.
17.

Leadership Life Skill

Leadership Function

Cooperate and work with others.
Develop pride and confidence in self.

Déve]op an attitude of responsibleness
and dependability.

Be honest and sincere with others.
Win or lose graciously.

Develop a ffiend]y personality.
Involve and motivate others.

Do your best.

Work with anyone regardless or race, color,
creed, or economic factor.

Practice good citizenship.

Admit and deal with mistakes.
Recognize the worth of the individual.
Exhibit enthusiasm.

Use rational and logical thinking.

Be sensitive to and care about others.
Be openminded.

Encourage others.

Maintenance

Task

Task
Maintenance
Task
Maintenance
Maintenance

Task

Task
Maintenance
Maintenance

Maintenance

Maintenance

Task

Maintenance

Maintenance

Maintenance
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Analysis of Second Priority Leadership

Life Skills

In analyzing the second priority life skills, 100 percent of the
‘respondents agfeed on the second priority rating for three life skills
(Table VIII). These included:

26. Considerneeds of all involved.

| 27.. Be flexible.

28. Accept and understand others.

There was 98.48 percent agreement on the second priority rating for
five additional life skills. Those five life skills included:

22. Be tactful.

23; Meet and get along with others.

31. See things objective1y.

32. Ré]ate to other people.

34. Be an effective role model.

Three leadership life skills received 96.97 percent,agreement
by respondents on second priority ratings. They were:

18. Create an air of comfortableness and acceptance in
groups.

24. Learn from others.

25. Exhibit patience.

Life skills #21, "Take initiative," and #29, "Manage time effec-
tively" followed with 96.30 percent agreement on the second priority
rating. Respondents agreed by 95.44vpefcent that lffeAskill #30,
"Follow as well as lead," was second priority. _

Nearly 95 percent (94.78 percent) agreed with the rating for
1ife skill #20, "Respect others and their pfoperty"; 92.59 percent



4;H MEMBERS, VOLUNTEER LEADERS, AND EXTENSION PRO-

TABLE VIII

FESSIONALS AGREEING ON SECOND PRIORITY RATING

BY NUMBER AND PERCENTAGE

[ 4-H Members \‘o’:gnteer ieaders! Extensicn Staff Total Mean for percent
Leadership Life Skill ‘N = 22 N=2¢ N=9 N =40 of these sample
Nurber | Percent|Wumber | Percent | Namber | Percent| Wumber | Percent;  Populations
18. Create an air of comfortableness and acceptance 20 9%.9 9 ‘ 100 ' 150 18 95 96.97
of groups. 5 ’ i
19. Consider Input of a1l members of group. 20 100 7 i 77.78 9 | 108 6 30 92.59
20. Respect others'iheir property. 21 95.45 8 : 88. 86 g 150 38 .| 95 94.78
21. Take fnitfative. 22 100 8 88.89 9 100 39 97.5 96.30
22. Be tactful, 21 95,45 9 100 9 100 39 97.5 98,48
23. Meet and 9th along with others. 2] 95.45 9 100 9 100 39 97.5 98.48
24, Learn fron; others.. 20 90.91 g 100 9 100 38 95 '96.97
25. Exhibit patience. 20 90.91 9 100 9 100 38 95 96.97
26. Consider needs of all involved. 22 100 9 100 9 100 &) 300 100
27. Be flexible. 22 100 9 100 9 100 40 100 100
28. Accept and understand others, 22 100 9_ 1 100 9 100 40 100 100
29. Mamage time effectively. 22 100 8 88.39 9 100 39 97.5 96.30
30. Follow as well as lead. 19 86.32 9 100 9 100 37 92.5 95.44
31. See things objectively. 21 95.45| 9 100 s | 100 |98 - 95.48
32. Relate to other people. 21 95.45 9 100 9 ; 100 39 97.5 98.48
33. Be open to progressive change. 21 95.45| 7 77.78 9 ' 100 37 92.5 91.08
3. B¢ an effecitve role model. 2| esasl o 100 g | o ! 35 lors 98,28

17
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agreed with the rating for #19, "Consider input of all members";

and 91.08 percent agreed with the rating for #33, "Be open to pfog-
ressive change." Respondents exhibited 91 percéni or greatef agree-
ment with the consensus priority rating on all second‘priority Teader-

ship life skills.

Classification by Generic Category

Second priority leadership 1ife skills fell within five of the
generic life skills categories. Table IX included the listing by
generic categbries. Seven (41.18 percent) second priority life skills
 were relationship skills. Four (23.53 percent) second priority Teader-
| ship 1ife skills related to Group Process, and Fhree (17.65 percent)
were from the Management category. Two (11.76 Percent) Understanding
Self skills received second priority rating and one (5.88 percent)
Learning life skill was rated as second priority. No decision-making
skills were included in the second priority ratings for leadership

Tife skills.

Categorization by Learning Domain

The thesis advisory committee categorized the second priority
leadership life skills as identified by consensus -into ledrning do-
mains. Table X contained the breakdown. Nine (52.94 percent) of the
second pridrity life skills were categorized as from the affective
domain. They included life skills numbers 18, 20, 23, 25, 27, 23.‘32.'
33, and 34. Eight (47.06 percent) were from the cognitive domain.
These life skills were numbers 19, 21, 22, 24, 26, 29, 30, and 31.



TABLE IX
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CATEGORIZATION OF SECOND PRIORITY LEADERSHIP
LIFE SKILLS BY GENERIC CATEGORY

Leadership Life Skill

“Generic Category

18.

19.
20.
21.
22.
23.
24,
25.
26.
27.
28.
29,
30.
31.
32.
33.
34.

Create an air of comfortableness and ac-

ceptance in groups.

Consider input of all members of the group.

Respect others and their property.

Take initiative.

Be tactful.

Meet and get along with others.

Learn from others.

Exhibit patience.

Consider needs of all involved.

Be flexible.

Accept and understand others.
Manage time effectively.
Fd]iow as well as lead.

See things objectively.

‘Relate to other people.

Be open tovpfogressive change.

Be an effective role model.

Group Process
Group Process
Relationship
Management
Relationship
Re]ationship.
Learning
Relationship

Group Process
Understanding Self
Relationship |
Management

Group Process
Understanding Self
Relationship
Management
Relatibnship




TABLE X

CATEGORIZATION OF SECOND PRIORITY OF LIFE
SKILLS BY LEARNING DOMAIN
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Leadership Life Skill

Learning Domain

18.

19.
20.
21.
22.
23.
24,
25.
26.
27.

29.
30.
31.
32.
33.

34,

Create an air of comfortableness and ac-
ceptance in groups

Consider input of all members of the group.

Respect others and their property.

 Take initiative.

Be tactful.

Meet and get along with others.
Learn from others.

Exhibit patience.

Consider needs of all involved.
Be flexible.

Accept and understand others.
Manage time effectively.

Follow as well as lead.

See things objectively.
Relate to other people.

Be open to progressive change.

Be an effective role model.

Affective

Cognitive
Affective
Cognitive
Cognitive

Affective

Cognitive -

Affective

Cognitive
Affective
Affective
Cognitive
Cognitive
Cognitive
Affective
Affective
Affective
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Categorization by Task and Maintenance

of Function .

The majority of the second priority leadership life skills were
classified as maintenance of group functions by the thesis advisory
comittee. Eleven (64.71 percent) second priority life skills were
classified as maintenance functions (Table XI). They included life
skills 18, 19, 20, 22, 23, 25, 26, 27, 28, 32, and 34. Six (35,29
percent) were catégorized as task functions by the advisory committee.

They included life skills 21, 24, 29, 30, 31, and 33.
Analysis of Research Question

One research question was posed in conducting the research re-
ated to leadership life skills, "Were there di%ferences in the pri-
oritized rating of leadership life skills by 4-H members, volunteer

adult leaders, and extension professionals?"

Frequency and percentage were used to analyze the ratings by 4-H
members, volunteer adult leaders, and staff for each 1eadership'1ife
skill. Tables IV and VIII contained the data. A1l three sample pop-
ulations agreed on ratings for nine of the 17 first priority leader-
ship life skills. These included 1ife skills 1, 3, 7, 8, 10, 11, 12,
13, and 15. On four additional life skill numbers 4, 6, 9, and 14,
the percentage of 4-H member agreement with first priority ratings

~ was 95.45 percent, as compared to 100 percent by voluntegrs and ex-
tension staff. This was a difference of less than five percent. The

4-H member rate of agreement on the first priority rating for leader-

ship life skill #2, "Develop pride and confidence in sélf,“ was 90.91]



TABLE XI

CATEGORIZATION OF SECOND PRIORITY LEADERSHIP
LIFE SKILLS BY TASK OR
MAINTENANCE FUNCTION

Leadership Life Skill Leadership Function

18. Create an air of comfortableness and ac-

ceptance in groups. Maintenance
19. Consider input of all members of the group. Mainfehance
20; ‘Respect others énd their property. Maintenance
21. Take initiative. Task
22. Be tactful. Maintenance
23. Meet and get along with others. Maintenance
24, Learn from others. Task
25.‘ Exhibit patience. Maintenance
26. Consider needs of all involved. Mafntenance
27. Be flexible. Maintenance
28. Accept and understand others. Maintenance
29. Mabage time effectively. Task
30. Follow as well as lead. Task
31. See things objectively. Task
32. Relate to other people. Maintenance
33. Be open to progressive change. Task
34. Maintenance

Be an effective role model,
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percent as opposed to 100 percent by volunteers and extension staff.
Two life skills, #16, "Be openminded," and #17, "Encourage others”
received 100 percent agreement on first priority by two groups and
88.89 percent agreement by extension professionals.

Adult volunteer leaders appeared most satisfied with the first
priority Eatings with on]y one leadership skill, #16, "Be openminded"
not receiving 100 percent agreement on the first priority rating.
~ Extension pkofeséionalsshowed]OO percenf agreement on the rating;,
for 15 of 17 leadership life skills. Life skills #5, "Win or lose
graciously" and #17, "Encourage ofhers" did not receive 100 percent
agreement. The 4-H members showed the least agreement on first pri-
ority ratings with 11 of 17 leadership Tife skills receiving 100 per-
cent agreement. Although there were differences, it appeared 4-H
members, volunteers, and leaders generally agreéd on the first pri-
ority leadership life skills.

In analyzing the second priority leadership life skills, there
were three life skill statements that received similar ratings (100
percent) by 4-H members, adult volunteer leaders, and extenSion staff
(Table VIII). ‘They were #18, "Create an air of comfoftableness and
acceptance in groups," #24, "Learn from others,"” and #25 "Exhibit
patience.”" Two respondent groups égreed on the second priority rating
for 12 of the second priority life skills. Of those 12 life skills,
volunteer leaders and extension agents agreed on ratings for nine,
while members differed on the percentage of agreement. The 4-H mem-
bers agreed 95.45 percent with the second priority raiing for five
of those skills; 90.91 percent with the ratings for three skills, and

86.32 percent with the rating for one skill.
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Volunteer leaders differed in the percentage of agreement from
thé other two sample pbpulations on‘three life skills. Volunteers
agreed 88.89 percent on two life skills, #21 and #29, and 77.78 per-'
cent on life skill #33, while members and extension staff agreed 100
percent Qith the priority rating.

The three sample populations showed different percentages of
-agreement on two second priority leadership life skills, life skills -
#33 and #20. On those skills agreement ranged from 88.89 percent to

100 percent and from 77.79 percent to 100 percent.

Extension professionals showed the most agreement with the second
brjority ratings with 100 percent agreement on all 17 life skili,rat—
ings. Volunteer leaders agreed 100 percent with the second priority
ratings on 12 of the 17 life skill statements. %Members showed the
greatest amount of disagreement with the second priority ratings.'v
They agreed 100 percent with the ratings on six of the second priority
Tife skill statements. |

Although differences existed in the number and percent agreeing

_ with the secoﬁd priority 1eadership life skills, theydid not appear to
be great. All groups showed over 75 percent agreement on all the

second priority leadership life skills.



CHAPTER V

'CONCLUSIONS AND RECOMMENDATIONS
Introduction

The purpose of the study was to develop a prioritized Tist of
life skills necessary to perform 4-H leadership roles based on the
input of Oklahoma 4-H members, volunteer adult leaders, and}coopera-
tive extension staff and to analyze the responses of the three respon-
dent grouﬁs. The specific objectives included?r to identify and pri-
oritize a list of life skills necessary to perform 4-H leadership
roles; to analyze the leadership 1ife skills identified by 4-H members.A
volunteer leaders, and cooperative extension staff and‘categorize
by generic category, learning domain, and task or maintenance function;
to determine if 4-H members, volunteer adult leaders, and cooperative
~ extension personnel differ in their listing of life ski]lé necessary

for 4-H leadership roles; and to make recommendations for 4-H leader-
: §hip curriculum development and implementation based on a life skills
approach.

" The research method wés descripfive survey. The research instru-
ment was a modified DELPHI. The respondents included 22 4-H members,
nine adult volunteer leaders, and nine extension professionals, all
selected based on elected leadership positions within their respective
state organizations. Analysis of the data was primarily by number gnd '

53
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percentage. Relationships were analyzed among the sample populations.
First and second priority leadership life skills were also categorized

by generic category, learning domain, and task or maintenance function.
Summary of Major Findings

In this study, respondents identified 68 1ife skills necessary
for-success in 4-H leadership roles. The group then determined 17
first priority and 17 second priority ]ife skills. The mean percent-
age of the total group based on the percentages of agreemeht for the
priority rating of each of the three sample populations was above 90
percent for all the first and second priority life skf]]s. This indi-
cated a very High percentage of agreeement or consensus on the priority
ratings.

Eight (47.65 percent) of the first priority leadership Tifeskills
were understanding self skills and five (29.41 percent) wére relation-
ship skills, indicating a high emphasis on interpersonal skills. The
remaining three skills were group process, ménagement, and learning.
The second priority skills had a high concentration of relationship
skills (41.18 percent) with lesser concentrations of group process
(23.53 percent) and management skills (17.65 percent). Understahding
self and learning skills were represented. No decision-making skills
appeared in either the first or second priority lists. |

When the final first priority life skills were categorized by
task or maintenance of group functions, the majority were maintenance
fun&tion related. Eleven (64.71 percent) of the first priority life

skills were maintenance and six (35.29 percent) were task related.
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Lleven (64.71 percent) of the second priority life skills were cate-
gorized as maintenance of group and six (35.29 percent) were task
related. »

- The final listing of life Teadership skills was categorized by
learning domain; there was a high percentage of first priority skills
that were located in the affective domain. Fourteen (82.35 percent)
of the first priority leadership life skills were in the affective do-
main. The Tife skills that were agreed upon as second priority were
more evenly divided with eight (47.06 percent) in the cognitive domain .
and nine in the affective domain. Very few leadership life skills
were categorized as psychomotor.

- Differences onvthe responses were analyzed by population. Al-
though there were differences, the high percent§ges of agreement

tended to negate the importance of these differences.
Conclusions

In analyzing the major findings in relation to the objectives of
the research study, several conclusions were drawn. The high percent-
age of agreement (above 90 percent) with the consensus ratings for the
first and second priority leadership life skills indicated there was
agreement on the life skills important for 4-H leadership roles.

When the final listing of first and second priority leadership
life skills were categorized by generic category, learning domain and
task or maintenance functions, several trends appeared. There was 2
high emphasis on bnderstanding self and relationship skills. .This
could be partially explained by the personal development nature of

the 4-H program. It could also have been a result of recent program
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emphasis on understanding self and relationships at district and

state leadership conferences and through the 4-H Career and Life Plan-

ning Program.

There‘was a lack of decision-making skills identified. This lack
of decision-making skills Tisted as first and second priority could
have resulted from a lack of respondents seeing themselves as involved
in decision-making. A lack of emphasis on decision-making skills in
4-H programs or the fact that respondents simply felt they were not
as important as other leadership 1ife skills may be the reason.

The majority of first priority leadership life skills were cate-
gorized in the affective learning domain. This was attributed to the
nature of leadership and the emphasis on skills related to attitudes;

The méjority of the first priority leadership life skills were‘
categorized as maintenance of group functions. This appeared to re;
flect more emphasis on group growth and possibly less emphasis on
task completion and accomplishment within the 4-H program. The second
priority leadership life skills reflected a hore even balance between
task and maintenance functions.

There were few differences in the priority ratings between 4-H
members, adult volunteer leaders, and extension staff. This indicated
agreement among the clientele and extension professionals on important
leadership life skills and should aid in the adoption of leadership

materials based on a Tife skills approach.
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Recommendations

Program Development

The following recommendations should be considered as potential
methods for improving Oklahoma 4-H leadership development. The recom-
mendations are directed to the Oklahoma Codperative Extension Admin-
istration, district and state 4-H staff, county extension professionals,
and other interested professionals, volunteers, and 4-H members. The
recommendations are based on the list of 17 first and 17 second pri-
ority leadership life skills developed through the use of three se-
quential DELPHI forms. These identified 1ife skills and the related
literature are the basis for the recommendations that follow:

1. That leadership deve]dpment based on a life skills ap-
proach is a valid method for approaching leadership
curriculum. Further, the curriculum should emphasize
the leadership skills identified as first and second
priority.

2. Extension philosophy encourages involvement of the cli-
entele in program planning. The DELPHI Technique is a
good tool for doing this and should be considered for
use in other curriculum and program development.

3. That 4-H leadership curriculum should be evaluated to
determine if it encourages maximum leadership develop-
ment in both task and maintenance functions.

4. That 4-H leadership curriculum should reflect Tearning

experiences appropriate for the learning domain of
leadership Tife skills.

Further Study

The results of the study suggest the need for further research
related to 4-H leadership development. The following recommendations

~are offered:
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That research be conducted using a questionnaire to de-
termine if a random sample of the population agrees with
the first prior1ty leadership life skills.

Research be conducted to determine if the 4-H program is
teaching those leadership skills identified as first
priority.

Further research be done regarding 4-H leadership devel-
opment and completion of task and maintenance functions.

This study be replicated utilizing community leaders to
determine if life skills needed for 4-H leadership roles
are representative of life skills needed for leadership
roles in general.

Research is needed related to decision-making'skills and
their relationship to 4-H leadership development.

This study deals exclusively with those in elected leader-
ship roles. Research is needed regarding nonformal '
leadership roles in 4-H, including such roles as work-
shop instructor, project leader, and activity leader.
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QUESTIONNAIRE I
(To be returned in stamped, pre-addressed envelope.)

Purpose of the Study

- This study is designed to identify life skills necessary to per-
form leadership roles in 4-H such as holding an office or serving on
~a coomittee. This information will be used in developing literature
and leadership training for 4-H members and volunteers.

Definitions

Life Skills: abilities that are useful for living. They include
thinking, doing, and feeling skills, :

Leadership Roles: positions such as organizational leader, proj-

~ect leader, officer, activity leader, comittee member. and comnittee
chairperson.

Directions

Please list at least 10 life skills you think are necessary to -
perform 4-H leadership roles. No particular order is necessary. List
in the space provided below.

: E}AﬂPLES of Life Skills Necessary for 4-H Leadership Roles

1. The ability to listen effectively.
2. The ability to conduct a ueeting using parliamentary
procedure.,

Please List Life Skills Necessary for Performing 4-H Leadership Roles:

(Continue on back, if necessary)
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Code (1) (2} (3)

Fosition (4)

Name (Optional)
ALL ABOUT YOU

DIRECTIONS: Personal information is needed about you. Select the
nuwber (1-8) that best answers the question and write it in the space
to the left of the question number.

6. How many years have you served as a 4-H volunteer leader?

1. Less than 1 year

2. 1 year to less than 3 years

3. 3 years to less than 5 years
4. 5 years to less than 10 years
5. 10 years or more '

7. What is your present age?

1. 15 years or younger 5. 31-35
2. 16-20 6. 36-40
- 3. 21-25 ‘ v 7. 41-45
4. 26-30 8. 46 years or older

8. What is your sex?

1. male
2 female

9. In which extension district do you live"

1. Northwest
2. Southwest
3. Central
4. Northeast
5. Southeast
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COOPERATIVE EXTENSION SERVICE

OKLANDMG .YATC Uﬂ.“'.l"

4-0 AND VWT“ ocvn.mtuv no--n..

DIVISION OF AGRICULTURE
STVILLWATER, ODXLAMOMA 740%6

February 28, 1979

We are currently in the process of developing 4-H leadership ma-
terials. In order for these materials to be valid and useful, we need
the input of 4-H members, adult volunteers, and professional staff
who are actively involved in 4-H leadership roles. As one method of
obtaining this information, Retta Miller is condycting a study to de-
termine the life skills necessary to perform 4-H leadership roles. '

 _Retta has our approval and support for this study. As a district or

state 4-H officer, we would 1ike for you to share your expertise in
the area of leadership.

We hope you will agree to participate in this study by reading
the enclosed letter and responding to the enclosed questionnaire.

Thank you for your:cooperation.

Sincerely,

William F. Taggart
Associate Director

WET-RM/dkm

Entlosures

Note: Sent to vistrict and State 4-H Officers, Oklahoma 4-H Adult
Volunteer Leaders, Organization Board of Directors, and
OAE4-HA Officers and Directors.

BB 1M AL SICHLINEL, §°N NS S ENNDMICE AND NELATES SIFLBS

LAGA BN AN LRNMIT EBMNIIARINNCESE COONENAYINE



68

- COOPERATIVE 8XTIN8I°_N: SERVICE

GELANGNA OVATVE UNIVERSIVY
6% SNO YOUTH DOVOLOSUENT SO0ARL NS

BIVISION OF ASRISULTURE
QVILLWATED, BELANSNL T8

february 28, 1979
.

hank you for aprneing Yo parvticipate in the study reaarding life
ST aeces ary to pertorm A< Teaderchip roles.  Your participation
will tavolve vecponding to three questionnaires.  The first is enclosed
in this betior and the other two will be mailed at different times.
owili tabe approximately one hour of your time to respond to each
cueatiomne e as folTow:

Questionnsive b

Ak oyon to List Fite wkills you think are necessary to
porforin 4.1 Teadbrahip roles,

Adint of Fife skills necessary to pertorm 4-H leadership
voled wil! he compiled trom o111 responses to Questionnaire |
andd mad led back to you. We will then ask you to rank the im-
portance of cach teadership life skill by uiing a priority
rating ~crie, : |

Questionmaive (11

The rank of each leadership life skill will be compiled
from the responses to Duestionnaive 1. You will then be
asked Lo agres with the order Visted or revise your opinion
af nrder and Tist the reason for making any changes.

from the infurmation obtained on Huestionnaire [I1 a sunmary of
A1t Yeadership Tite Shills in order of priority will be finalized.
this information will be.uysed in developino- Litorature and leadership
Legining,

Individual rownonse will pot be identificd and all results will
remain conf idential,

Please complite the athached information sheet and Questionmaire
Poand vetuen in dhe onclosed envie lope by March 16, 1979,

fhank you for your coopevation,
Sineervely,
ta Miller !
Sraft Ansistant

BM/ dbm

Fuclonure

Note: Sent to District and State A-H Officers, Oklahoma 4-H Adult
Volunteer Leaders Organization Board of Directors, and
OAEA-HA Officers and Directors.
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QUESTIONNAIRE I

Below i tbe Vist of Vife mm for A-H Ioadership roles which resulted from your response to
‘hnestnmkw i

BIRECTIONS:  In order Lo determine the most important leadership roles, please do two things.
Virst, decide whether or not youth and adults performing 4-H leadership roles should possess this
life <kill by checking {x) yes or no. Then rank each statement on a seven point scale ranging
from 1, Yeast dmportant, to 7, most important. Circle the level of importance. Several items
may wwive the same rating,

hould youth & adults performing
Leadership tife Skill Statement M-H legdership roles possess 1f yes, circle level of mportane
his life skill? Least Most
Yes No Important Important
EXNRLE: _ '
Listen effectively. X T 2 3 4 5 Q 7
MANAGEMENT ' '
s
4-H youth and adult leaders
“hould he able ta:
L. Mamage 4 vaviely of projects ‘ 1 2 3 4 5 (3 7
and wctivities at the same )
Lime. : ) i
2. le open to progressive change. 1 Y 2 3 A 5 6 7
3. fumction under stress. strain A 2 3 4 5 6 7
exhaustion. :
4. Tollow as well as lead. 1 2 3 4 5 6§ 7
. Take initiative. ' 1 2 3 4 5 6 7
L. tuvolve and motivate others. 1 2 3 4 5 6 7
I Condku t o wmeoting utilizing . 1 2 3 4 5 6 7
partimmtary procedure
He Recrwit and use volunteers, ) 1 2 3 L] 5 6 7
9. Plan proigrams and ictivitit-s. ) 1 2 3 4 5 6 7
10, Fxecute programs and activitiesy ' 1 2 3 & 5 6 7
1L Fvaluate programs and mi‘.lities. 1 2 3 4 5 6 7
17, Mamage time effectively. 1 2 3 4 5 6 7
1 Complote prejects. ' 1 2 3 4 5 6 7
14. Set veasonable rules and exer- 1 2 3 4 5 & .7
cise discipline, ‘
15 Mecomize and help others maxd i 2 3 4 5 6 7
wize individioal traits.
16. rlegate respansibility. 1 2 3 4 [ 6 7
"17.Mork wffectively with cammit _ l V.2 3 4 5 s 7
LEARNING SKILLS -
12, Learn asw information and ideas, . : ! 2 3 & 5 ¢ 7
19.1ke rational and losical think- ] 2 2 4 ] [ 7
ey
2.8 apenminded, : 1 2 3 4y 5 6 7
1 tdentify and understand the V2 3 4 s § 7
rale nt. lradership. ’




Leadorship Life Skill Statement’

hould youth & adults perfomiJ
-H leadership roles possess

is life skill?
Yes

No

If yes, circle level of impor-
tance.

Least
mportant

Most
Important

22.
PR

4,

25,

Use imagination and creative
thinking.

Apply knowledge in subject
mrlter aveas.

e resource materials.

Learn from others

t 2 3 4 5 .6 7

MCISION MAKING SKILLS

26. Assist members in setting geals

4-H youth & adult leaders
should be able to:

27. Assist members in selecting 1 2 3 4 5 6 7
proiscts,
S8 Assint mombers in selecting
cxperviences to accomplish qoals 1 2 3 4 5 6 7
200 etowwine altermatives. 1 2 3 4 5 6 7
. ' .
. jdentify problems or comcerns. 1 2 3 4 5 6 7
1. Consider advantages and dis- 1 2 3 4 5 6 7
advantages of alternatives.
32. Make on the spot decisions to 1 2 3 4 5 6 7
help the majority of people.
. 4-H youth & adults leaders
should be able to: .
GROUP PROCESS SKILLS
23, Cooperate and work with others, 1 2 3 4 7
4. Consider meeds of all involved. 1 3 7
5. Put aside own opinions and do 1 2 3 4 5 6 7
what is best for the entire
group.
36. Tollow as well as lead. 1 2 3 4 5 6 7
t/. Aceept majority rule. 1 2 3 4 5 6 7
WL Compromise 1 2 3 4 5 6 ?
1. Consider input of all mewbers 1 2 3 4 5 6 7
of the group.
0. Create an air of camfortable- 1 2 3 4 5 6 7
ness and acceptance in groups.
UNDERSTANDING SELF SKILLS
41. Set limits on self, } 2 3 4 5 6 7
A2. Exhibit enthusiasm. 1 2 3 4 5 6 7
A3. Win or lose qraciously. 1 2 3 4 5 6 7
4. llevelop aride and confidence ' 2 3 a4 5 § 1

L4

4‘5 -

in self,
Develap & friendly personality.

Nevelop an attitude of respon-
sihionoss and dependability.

-
N
w2
&
o
L
~

n



Leadership §ife Sk Statement

v

Should youth & adults performi

ng’lf yes, circle Tevel of impor-

4-# Yeadership roles possess tance,
this Yife skill)?
Least Most
’* Yes Ne Important Important

47. See things objectively. 1 2 3 4 5 6 ?
4%, Ow your best. 1 2 3 4 5 6 7
49, Bisplay a sease of hamer. 1 2 3 &4 5 6 7
0. Analyze and accept self. 1 2 3 4 5 6 7
Y. Be flesidle. 1 2 3 4 5 6 7
62, Admit and deal with mistakes. 1 2 3 4 5 .6 7
81, Practice geed citizenship. 1 2 3 4 5 6 7
GRS

RELATHONSMIP SKILLS
G4, tise qoad manmers. ) 2 3 &4 5 7
H%. Remewher names. 1 2 3 A 5 6 7
6. Respect others amd their 1 2 3 4 5 6 7

property. ’
57. influente others positively, 12 3 4 5 6 7
58, tncourage ethers. T2 3 4 5 6 7
W9, fNelate 10 other people. ' 2 3 &4 5 6 7
O, York with snyene reqgardloss of 1 4 3 4 5 6 7

vace, color, creed and economi

M(:(M‘T
61, Hecomize the worth of the 1 2 k] 4 5 6 7

individual, '
52. Meet: and gt alons with others. 1 2 3 4 5 6 7
43 Be sensitive to and care about 1 2 3 4 5 [ 7

others,.
64, Accept and understand others. 12 3 &4 5 6 7
65, Fxwibit patience. 1 2 3 4 .5 6 7
Oh. Be tactful. 1 2 3 4 5 & 7
6/ Be an offective role mndel. 1 2 3 4 5 6 1
Fi8. He et and sincere with 1 2 3 &4 5 6 1

others.

72
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COOPERATIVE EXTENSION SERVICE

OKLAHQOMA STATE UNIVERSITY DIVISIDN DF' AGRICULTURE

A-H AND YOUTH DEVELOPMENT PROGRAMS STILLWATER DKLAHDMA '740'74

:Q":‘:‘ -
April 2, 1979

Thank you for agreeing to participate in this study and for your
responses to Questionnaire I. They were great!: A total of seventy-
nine leadership life skills were compiled from your responses.

In an effort to organize your responses for use in Questionnaire
II, a conmittee reviewed the responses to eliminate overlap and or-
ganize similar life skills together.

Your task on Questionnaire III is to actually rank in order of
priority each leadership Tife skill statement for 4-H leadership roles.

First - You are to read each statement and decide whether or
not youth or adults performing 4-H leadership roles
should possess that 1ife skill by checking yes or no.

Second - If you checked “yes," then rank each 1ife skill in
order of pr1or1ty using a seven-point scale rang1ng
from 1, which is most important, to 7, which is
least important.

Please complete the questionnaire and return to me by April 16
in the enclosed envelope.

Thank you for_your support and cooperation.

Sincerely,

Retta Miller
Staff Assistant
4-H & Youth Development

RM/dkm
Note: Sent to District and State 4-H Officers, Oklahoma 4-H Adult

Volunteer Leaders Organization Board of Directors, and
OAEA-UA Officers and Directors.
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QUESTIONNAIRE I '

DIRECTIONS: ~ The most impertant leadership life skills as identified by a majority from
Questionmaive | and 11 are listed below. Please indicate if you agree or disagree with the
majority vatings be checking yes or no. If you disagree with the majority rating please ex-
plain why. Yo i L g :
Sty .

S,

teadership Life Skl with this
Statement P';:::" rating? If you disagree, why?
, ™ Yes | %o
RO
1. Conperate and work with FIRSY
athers. '
2. Develop pride and confi- FIRST
dence in self, —At i
1. tevelop an attitude of FInSY : : |
respons ibleness and
dependability. L
4. e honest and sincere FIRST
with others. -
5. Win or lose graciously. FIRST
- , . T
6. Develop a friendly FIRST
persenality. :
T 7. involve and mtivate FIRST
oﬂlm‘ﬁ.
B. Do your best. FIRST

9. Work with anyowe regard- |  FIRST
iess of race, celor,
creed and econamic

factor.

10. Practice qoed citizen- ‘ FInst
ship . i

11, Admit and deal with FIRSY

mistakes,
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ajority Do you agree v
Leadership Life Skilt Prierity with this 4
Statement Rating rating? 1f you disagree, why?
. Yes No : :
© e
2. Mecognize the -oﬂb of § FIRST
the io‘wi“l
13. Exhibit enthustase, FIRST
1. Use ratiml and lmlcal FIRST
thinﬂn.
19, Be sensitive to and FIRST
care about others.
16. Be opemminded. FIRSY
'17. Encourage others. FIRST

- . A
Other FIRST priority leadership 1ife skills statements:

i

8. Create an air of com- SECOND
T fortableness and
acceptance in groups.
19. Consider input of all SECOND
mewbers. of the growp.
2. Respect others and SECOND
their property.
2. Vake inittative. SECOND
?? Be tactful. SC“T #
23. feet and pl along Stmﬁ%
with others.
24, teamm from QM —T




7

Majority Do you agree
Leadership Life Skill Priority with this »
ctatement Rating rating? If you disagree, why?
) Yes No
25. Txhibit patience. SECOND
26. Comsider needs of all SECOND
involved.
27. Be flexible. SECOND
4. Accept and understand SECOND
others.
29. Manage Lime effectively.] SECOND
30. follow as well as lead. SECOND
31, See things objectively. SECOND
12. ftelate to other people. SECOND
33, Be open to progressive - SECOND
change. ‘
11. Be on effective role SECOND

moddel.

1

Other SECONMD priovity Vife skill leadership ctatements:

HAVE YOU IDENVIFIED 17 FIRST PRIORIYY LEADERSHIP

LIFE SKILLS AND 17 SECOND PRIORITY LEADERSHIP
LIFE SKILLS?
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COOPERATIVE EXTENSION SERVICE

!
i

ral

OKIAHOMA STATE UNIVERSITY ﬁ‘ DIVISION OF AGRICULTURE

A-H AND YOUUTH DIEVILLOPMENT PROGRAMSYG STILLWATER, OKLAHOMA 74074

i

May 3, 1979

Thank you for your promptness in returning Questionnaire No. II.
I appreciate the time you spent rating each life skills statement.

Enclosed is Questionnaire No. I1I. This is the final question-
naire you will receive.

Questionnaire No. III contains all top and second pr1ority leader<
Shlp life skills statements as determined by responses on Questionnaire
I, (

Your task is to agree or dwsagree w1th the maJor1ty response. If
you disagree, p]ease give the reason why.

Please complete the questxonnalre and mail by May 11. Thank you
very much for your cooperation in the study.

Sincerely,

Retta Miller
Staff Assistant
4-H & Youth Development

RM/dm

Notéi Sent to District and State 4-H Officers, Oklahoma 4-H Adult
Volunteer Leaders Organization Board of Directors, OAE4-HA
Offlcers and Directors.
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'Manugcmcptwﬁkj]]s

Manage a variety of projects with
a lot of different things going
on all the time.

Not resist change in all areas of
the program and activities.

Function under stress, strain, and
exhaustion,

_ Include many leaders: and not be
the only leader.

Take initiative when others are
hesitant.

Involvé others.

Motivate others in a positive
manner (3).*

Conduct a meet1ng using parl1men-
tary procedure (5).

Recruit helpers or leaders.

Utitize volunteers input and ideas.

Plan, exécute, and evaluate local
club programs.

Organiie'groups through officers
and committees.

Assist with and provide support
for county activities.

Plan effectively ahead of time. -
Good manager of time.

Carry through on projects when
the going gets rough (4).

Learn how to handle an explosive
situation.

Discipline (3) and set reasonable
rules. :

Guidance-ability to realize when
someone is doing their best and
when they need more guidance.
Delegate responﬁibi]ity (2).
Eva]uat1on

Organize people and program (7).
Establish and carry out goals.
Lead as well as follow.

Chair committees.

Preparation.

Look for and recognize other
leadership.

Ability to realize individual
traits of a person.

Fornulate effective programs and
activities.

Relationship Skills

Knowing and using good manners (1)
Remember names.

'Having respect for others and
theivr property (2).

Influence others in the rvght
way. .

Relate to other people, youth
and adults (4).
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RelationShjpw§gj115 (Cont.)

Encourage slow youth as well
as eager. :

Ability to see p051t1ve in every
child.

Undebstand pebp]e (2).
Consideration of others.
Compassion for children.

~ Ability to get kids to function at
adult ego state.

Ability to give affection.
Build confidence in others.

Ability to meet others and get
along (friendliness) (2).

?b;l1ty to be sensitive to others‘
3

Accept others (1).

~Tact.

Help others.

Identify with people.
Recognizefneeds of others.
Exhibit patience (1).

Ability to care about people (1).

Learning Skills 4

Ability to learn new things
Use rational thinking.
- Openmindness (3).

Learning is trying new and
different ideas (1).

Think clearly (2).
Understand clearly (2)

'Identlfy and understand the role
of leadership.

Imagination and creativity.
Understand what you are doing.
Knowledge in subject matter areas.

Utilize resource materials and
information guides.

Reason and use common sense.

Ability to comprehend many sit-
uations.



Decision-Making Skills

Assist members in setting goals.

The ability to make quick decisions

to help the majority of people.
Make effective decisions.

Assist members in selecting proj-
ects.

Assist members in selecting ex-
periences to accomplish goals.

Weigh both sides of a situation
equally. '

Group.Process Skills

Work effectively with co-workers
as a producing unit.

Work well with other adults.

Cooperate and work with othefs

(1).

Considerate of needs of all 4-Hers

not only one special area.

Put ‘aside own opinions and do
what is best for entire group.

Follow as well as lead (1).
Accept majority rule.
Compromise.

Ability to draw participation
out of loners or shy people.

| . - - ‘
Create an air of relaxation in
groups.

Get group input.

Understanding Self

Develop pride in oneself as well as

others.

Determination to succeed.

Good, Friendly personality (1).
Willing to help when called on.
Dependable (1). |

Ability to relax.

.Self-confidence.

Ability to set limits on yourself.

Objectiveness.

Exhibit enthusiasm (5).

Ability to handle winning and
courage to fail (1).

The ability to change--adjust to
situations and people.

Responsible (3).
Dedicated.

Self-analyze--see your own
faults. :

Ability to respond positively to
situations and people.
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Understanding Self (Cont.)

) Be very patient‘(4).
Have good judgment.
Sincerity.
Courteous.

Honest.

Unselfish.
Understanding
 Determined (1)

Practice good character and citi-
zenship.

Flexibility
Ambitious.

Display sense of humor.
Understand and accept one's self.

Live one's life w1thout pressure
from others.

Like yourself.

Willing to give time and télent.
Admit mistakes and not be angry.
Do not depend on others.

Don't get discouraged.

Do your best.

Work hard.

Other Skills

Dressvfbr the occasion.

Develop pride in 4-H (1).

Teach good sportsmanship.
Willingness to spend money.
Willingness to drive many ﬁi]es.
 New Ideas. |

Set a positive example.

Allow others to express 1deas
and teach you.

Ability to make good lasting
impression.

Fairness.
Work hard.
Work efficiently.

Talen in portraying leadership.

*Numbers indicate the number of respondents listing the leadership

life skill,
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TABLE XI1

MEAN SCORES OF LIFE SKILL RATINGS ON

QUESTIONNAIRE 11

‘85A

Life Skill Professionals Volunteer Lead-

Members  Mean Score
Number Mean ers Mean Mean of Three
o Means
1 5.1 5,22 3.5 4.61
2 6 6 5.6 5.87
3 5.67 4.89 4.58 5.05
4 6 5.78 5.96 5.9
5 6.22 6 6.08 6.1
6 6.78 6.1 6.52 6.47
7 5 3.44 4.6 4.35
8 5.67 5.78 5.12 5.52
9 5.89 4.78 5.76 5.48
10 5.89 4.78 5.52 5.4
1 5.67 4.78 4.48 4,98
12 5.89 6 5.88 5.92
13 5.11 5.11 5.72 5.31
14 5.11 5.22 5.04 5.12
15 5.44 5,22 4,72 5.13
16 5.67 5.22 5.32 5.40
17 5.56 5.22 5.4 5.39
18 5.67 6 5.68 5.78
19 6.44 6122 5.96 6.21
20 6.33 5.78 6.44 6.18
21 6.22 5 5.92 5.71
22 6 5.78 5.2 5.66
23 5 5.33 5 5.11
24 5.44 5.33 4.96 5.24
25 6.1 5.89 6.12 6.04
26 5.56 5.44 4,92 5.31
27 5.33 5.56 4.32 5.07
5.78 5 4.68 5.15

28



TABLE XII (Continued)
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Life Skill - Professionals Volunteer Lead-

Number

29
30
31
32
33
34
35
36
37
38
39
50
41
42
43
44
45
46
47
48
49

50

51

Mean

5
5.1
5

5
6.56
6.22
6.22
5.78
5.89
6.11
6.22
6.44
5.11

6.56

S O O OOy O O

6.4
6.56
5,22
5.33
6.11
5.56
6.56

Mean Score

Members
ers Mean Mean of Three
Means
4.67 4.24 4.64
5 5.16 5.09
4.33 4.48 4.60
4.89 4.24 4.7
6.78 6.88 6.74
5.44 6.24 5.97
5.11 5.56 5.63
5.56 6.2 5.85
5 5.48 5.46
4.89 5.56 5.52
6.33 5.88 6.14
6.22 5.8 6.15
5.56 4.16 4.94
5.67 6.48 6.24
6.67 6.52 6.58
6/56 6.6 6.65
6.1 6.68 6.52
6.67 6.72 6.69
5.67 5.4 5.88
6.33 6.72 6.46
5.33 4.92 5.49
5.67 5.76 5.81
5.89 5.4 5.95
6.22 6.28 6.31
6 6.44 6.32
6.2 5.76 5.73
4.22 4 4.52
6.44 5.84 6.13
3.89 5.6 5.02
5 . 6.04 6.16

.89



TABLE XII (Continued)
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Life Skill. Professionals Volunteer Lead- Members

Number

59
60
61

62
63
64
65
66
67

68

Mean Score
Mean ers Mean Mean ‘of Three
; Means
6.56 5.22 5.84 5.87
6.56 6.33 6.24 "6.38
6.56 6 €.28 6.28
6.33 5.67 6.16 6.05 -
6.11 6.2 6.28 €.2
6.11 5.89 5.84 5.95
5.89 5.89 - 6.32 6.03
5.78 6.44 5.92 6.05
6 5.89 5.64 5.84
6.67 6.64 6.62

6.56
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TABLE XVIII

4 H MEMBERS' REASONS FOR DISAGREEING WITH LEADERSHIP
LIFE SKILLS PRIORITY RATINGS

Life Skill Statement

Number Disagreeing

Reasons for Disagreement

First Priority |

2. Develop pride and self confidence

4. Be honest and sincere with others.

5. Win or lose graciously.

6. Develop a friendly personality.

9. Work with anyone regardless of
race, color, creed, or economic
factors.

14. Use rat1ona1e and logical th1nk-

ing.

I think confidence is very important,
but pride can get in a leader's way.

I feel you will develop pride and self-

‘confidence as a result of other leader-

ship skills.

No, leader or not, in 4-H you should be
this way all the time.

-This is not qu1te as .important as other

skills.

This should have a high priority but it
is more of a personal skill that needs
to be developed by each of us.

Being a good leader may help overrate
an unfriendly disposition.

This isn't as important as some other
qualities.

This should have a high priority but
there are others I feel should be rated
higher. It is sometimes hard to be
logical and rat1ona1 We just have to
do our best. :
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TABLE XVIII (Continued)

Life Skill Statement

Number Disagreeing

Reasons for Disagreement

‘Added to First Priority
Listen to others'
Second Priority

18. Create an air of comfortable-
ness and acceptance in groups

ideas.

19. Consider input of all mem-
- bers of the group.

20. Respect others and their
property.

I think this should be a first. If you
don't have a comfortable air, the con-
ditions won't be right for learning.

It is important that a group feel com-

fortable with you. If the group is

uncomfortable with you, you will prob-

ably be uncomfortable also. It is hard
to accomplish anything this way.

Should be another first. Everyone's
ideas are important in making a well
rounded and unbiased group.

Everyone should have a chance to have

their input, no matter how small or un-'

reasonable. We should always be will-
ing to listen to the thoughts and
feelings of others.

You should always give respect to
others. That's how you want to be
treated. - '
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TABLE XVIII (Continued)

Life Skill Statement

Number Disagreeing

Reasons for Disagreement

Second Priority (Cont.)

22,

23.

24.

25,

30.

Be tactful

Meet and get along with
others.

Learn from others.

Exhibit patience.

Follow as well as lead.

Delete--1 feel it is important to be

tactful, but it isn't real important

in many cases when people need to be

praised for encouragement. Criticism
is necessary though, to a certain ex-
tent.

First--important.

First--important.

This should be first priority. A
leader has to learn to be a better -
leader. . '

Should be number one.

I feel it should have a first priority
rating, because if you don't have a
certain amount of patience, you will
never be able to lead well.

I think it is important to follow as
well as lead, because we should always
be open to learning new things from
other leaders.

Number one priority.

#1--One cannot be a leader at all
times. One must be willing to be
second when others attempt to take

16



TABLE XVIII (Continued)

Life‘Skill Statement

Number Disagreeing Reasons for Disagreement

Second Priority (Cont.)

31. See things objectively.

32. Relate to other people.

33. Be open to progressive
change.

34. Be an effective role model.

Added to Second Priority
Learn to work with all age groups

over. This should be first because it's
a basic part of leadership.

1 Number one--If we can't see things ob-
jectively, we are not being very open
minded. We need to always be open to
others' opinions.

] First, because this is important for a
leader; otherwise, there is no communi-
cation.

1 Should be number one.

1 It is very important, especially for

younger members, to see a leader doing
the proper things; therefore, they have
someone to look up to and copy.

Listen to others.
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TABLE XIX

VOLUNTEER ADULT LEADERS' REASONS FOR DISAGREEING WITH
PRIORITY RATING OF LEADERSHIP LIFE SKILLS

Life Skill Statement 'Number'Disagreeing - Reasons for Disagreement

First Pribrity
16. Be openminded.

Delete--replace with be open to progres-
sive change in all programs.

-—

Second Priority

19. Consider input of all member , 2 Should be first priority.
of group. : ‘ '
20. Respect others and their 1 First--you must respect others and their
property. , : property if you are to be a good leader.
27. Take initiative. 1 Should be first priority.
29. Manage time effectively. ] Should be first.
33. Be open to progressive change. 1 First priority.

Added to Second Priority
1. Be progressive minded, not permissive ~ 3. Be prepared to share leadership.

minded. v . 4, Know how to obtain leadership help.
~2. Know how to find contact people. ‘
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TABLE XX

EXTENSION PROFESSIONALS' REASONS FOR DISAGREEING WITH
LEADERSHIP LIFE SKILLS PRIORITY ITEMS

Life Skill Statement Number Disagreeing Reasons for Disagreement -

First Priority

5. Win or lose graciously. . 1T No--true, but feel other things could be
' » emphasized.
17. Encourage others. ' T No--be a leader in the right way.

v6.
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