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The  sub jec t  o f  volunteerism  has  been covered  In  numerous  s tud ies
(Boyce,  1971;  Nay lo r ,  1976) . T h e  p o p u l a r i t y  o f  t h e  s u b j e c t  I s  f u r t h e r
re f l ec ted  In  t he  fac t  t ha t  t oday  vo lun tee rs  con t i nue  to  p lan  an  increas-
l n g  r o l e  I n  o u r  s o c i e t y . The  4 -H  p rog ram i s  one  o f  the  ma jo r  p rog ram
areas  o f  the  Coopera t i ve  Ex tens ion  Serv ice ,  and ,  as  an  ou t -o f -schoo l
you th  educa t i ona  I  p rog ram, r e l i e s  h e a v i l y  o n  v o l u n t e e r  l e a d e r s  f o r  t h e
success of  the program. These  vo lun tee rs  con t r i bu te  the i r  t ime ,  t a len t ,
a n d  e f f o r t  t o  f u r t h e r  t h e  g o a l s  o f  t h e  e x t e n s i o n  o r g a n l z a t l o n . Sev-
era l  s tud ies  have addressed the  ro le  o f  4 -H vo lun teers  In  enabling  t he
ach ievement  o f  4 -H goa ls . Some o f  these  s tud ies  have  emphas ized  the
reasons  fo r  vo lun teer ing  and  the  e f fec t i veness  w i th  wh ich  an  agency  may
u t i l i ze  i t s  vo lun teer  personne l  (Boyce ,  1976 ;  Nay lo r ,  1973) .

T h e  c o n s i d e r a b l e  a m o u n t  o f  l i t e r a t u r e  o n  4 - H  v o l u n t e e r s  c l e a r l y
ind ica tes  tha t  the  cen t ra l  and  impor tan t  ro le  o f  t hese  vo lun tee rs  in t he
o rgan iza t i on  canno t  be  ove remphas i zed . Two per t  i nent  i ssues tha t  need
to  be  addressed  regard ing  the  ro le  o f  vo lun tee rs  inc lude  an  understand-
Ing  o f  why  peop le  vo lun tee r  and  t he  establishment  o f  a  sys temat ic  p ro-
g ram fo r  the  deve lopment  o f  vo lun teers . A n  a s p e c t  o f  t h e  l a t t e r  i s s u e
i s  t h e  f o c u s  o f  t h i s  s t u d y . Basic  con t inu ing  changes  In  soc ie ty  as  we l l
a s  changing  l e a d e r  r o l e s  m a k e  it  i m p e r a t i v e  t o  h a v e  a  v i a b l e  p r o g r a m
for  the  deve lopment  o f  4 -H vo lun teers . Dol an  (1969)  p resen ted  a  leader -
sh ip development  process that  had seven subprocesses or  phases: L e a d e r
identification, leader  se lec t i on , l e a d e r  o r i e n t a t i o n ,  l e a d e r  training,
l e a d e r  u t i l i z a t i o n ,  l e a d e r  recognition,  a n d  l e a d e r  e v a l u a t i o n .  F o l l o w -
i n g  a  r e v i e w  o f  l i t e r a t u r e  f o r  this  s t u d y ,  t h e  a u t h o r s  i d e n t i f i e d  a n d

g rouped  the  4 -H  vo lun tee r  l eade rsh ip  deve lopmen t  p rog ram componen ts
under  s ix  subareas,  v iz : (a)  r e c r u i t i n g ,  (b)  t r a i n i n g ,  (c) m o t i v a t i o n ,
(d)  r e c o g n i t i o n ,  (e)  r e t e n t i o n ,  a n d  (f)  s u p e r v i s i o n .

Purpose and Object I ve

The  ma in  pu rpose  o f  th i s  s tudy  was  to  de te rm ine  the  leve l  o f  impor -
tance  o f  these  s ix  a reas  o f  vo lun teer  leadersh ip  deve lopment  as  per -
ce ived by  vo lun teers  and by  4-H agents . The  pe rcep t i ons  o f  t he  vo lun -
teers  were  seen as  paramount  s ince they  were  the  ta rget  fo r  the  leader -
sh ip  deve lopmen t  p rog ram and  s ince  the i r  d i rec t  participation  In  identi-
fying  t h e  l e v e l  o f  importance  o f  t he  deve lopmen t  a rea  wou ld  re f l ec t  t he
leve l  o f  emphas is  they  perce ived as  necessary  fo r  each area .  The per -
cept ions  o f  the  agents  were  deemed necessary  s ince they  were  respons ib le
f o r  p l ann lng ,  conduc t i ng ,  coo rd i na t i ng  and  eva lua t i ng  coun t y  educa t i ona l
programs for  4 -H and youth .

S p e c i f i c a l l y ,  t h e  objectives  o f  th is  s tudy  Inc luded:

1 . T o  d e s c r i b e  t h e  l e v e l  o f  i m p o r t a n c e  o f  recruiting,  t r a i n i n g ,
motivation, r e c o g n l t l o n ,  r e t e n t i o n , a n d  s u p e r v i s i o n  i n  t h e  v o l u n t e e r
leadersh ip  deve lopment  p rog ram as  pe rce ived  by  4 -H  agen ts  i n  Oh io .
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2 . T o  d e s c r i b e  t h e  l e v e l  o f  i m p o r t a n c e  o f  r e c r u i t i n g ,  t r a i n i n g ,
m o t i v a t i o n ,  r e c o g n i t i o n ,  r e t e n t i o n ,  a n d  s u p e r v i s i o n  i n  t h e  v o l u n t e e r
leadersh ip  deve lopment  p rogram as  perce ived  by  4 -H vo lun teers .

3 . To  de te rm ine  i f  d i f f e rences  exist be tween  4 -H  agen ts  and  vo lun -
tee r  l eaders  on  the i r  pe rcep t ions  o f  t he  l eve l  o f  impor tance  o f  rec ru i t -
i n g , t r a i n i n g , m o t i v a t i o n , r e c o g n i t i o n ,  r e t e n t i o n ,  a n d  s u p e r v i s i o n  i n
the  vo lun tee r  l eade rsh ip  deve lopmen t  p rog ram.

Methodology

Research Design

T h i s  s t u d y  w a s  d e s c r i p t i v e  i n  n a t u r e  a n d  u t i l i z e d  m a i l  q u e s t i o n -
na i res in  a  survey for  data  c o l l e c t i o n .

P o p u l a t i o n s  a n d  S a m p l e

The popu la t ions  fo r  th i s  s tudy  were  ex tens ion  4 -H agen ts  and  vo lun-
t e e r  l e a d e r s  i n  t h e  s t a t e  o f  O h i o . A  comb ina t i on  o f  mu l t i - s t age  and
systemat ic  sampl i ng  techn iques  were  emp loyed  to  d raw a  rep resen ta t i ve
sample  o f  10  4 -H agents  and  320  4 -H vo lun teer  leaders  fo r  the  s tudy .

i ns t rumen ta t i on  and  Da ta  Co l l ec t i on

A ques t ionna i re  was  des igned  to  co l l ec t  da ta  on  the  pe rcep t ions  o f
responden ts  concern ing  s i x  subareas  iden t i f i ed  under  the  vo lun teer  lead-
e rsh ip  deve lopmen t  p rog ram. These s ix  areas were: R e c r u i t i n g ,  train-
i ng, m o t i v a t i o n , recogn i t i on ,  re ten t ion ,  and  superv i s ion . Respondents
were  asked  to  ind ica te  the  leve l  o f  impor tance  o f  s ta tements  pertaining
t o  t h e  s i x  a r e a s . The  l eve l  o f  impor tance  was  measured  on  a  6 -po in t
sca le  des igned as fo l lows: 0  =  no  impo r tance ,  1 =  I  ittle  impor tance ,
2  =  some impor tance ,  3  =  impo r tan t ,  4  =  h igh  impo r tance ,  5  =  essen t i a l .

A  pane l  o f  exper ts  was  used to  ascer ta in  the  con ten t  va l  idity  o f
the  ins t rument . Cronbach's  a l p h a  r e l  i a b i l  ity  coef f i c ien ts  were  es tab-
l i shed fo r  the  ins t rument  subsca les  f rom p i lo t  tes t  resu l ts .  The relia-
b i l  ity  c o e f f i c i e n t s  w e r e  .56  f o r  r e c r u i t i n g ,  .93  f o r  t r a i n i n g ,  .83  f o r
m o t i v a t i o n , .89  f o r  r e c o g n i t i o n , .86  f o r  f o r  r e t e n t i o n ,  a n d  .77  f o r
superv is ion. A  t o t a l  o f  1 0  (100%)  a n d  2 0 1  (63%) r e s p o n s e s  f o r  4 - H
agents  and vo lun teer  leaders , r e s p e c t i v e l y ,  w a s  r e c e i v e d  a f t e r  t h e  i n i -
t i a l  and  f o l l ow -up  ma i l i ngs . A  comparison  o f  ea r l y  and  la te  responden ts
revea led  no  s ign i f i can t  d i f f e rences  i n  the  means ,  so  a l l  t he  ques t i on -
n a i r e s  f r o m  t h e  f i r s t  a n d  s e c o n d  m a i l i n g  w e r e  c o m b i n e d ,  a g e n t s  w i t h
agen ts ,  and  vo lun tee r  l eaders  w i th  vo lun tee r  l eaders ,  and  ana lyzed .

Da ta  Ana lys i s

Measures  o f  cen t ra l  tendency ,  pe rcen tage  d is t r ibu t ions  and  f requen-
c ies  were  computed to  descr ibe  charac ter is t i cs  o f  bo th  4-H agents  and
vo lun teer  leaders . P e r t a i n i n g  t o  t h e  l e v e l  o f  i m p o r t a n c e  o f  v o l u n t e e r
leadersh ip  deve lopment  a reas , the  fo l low ing sca le  was used:  5  =  essen-
t i a l ,  4  = h i gh  impor tance ,  3  =  impor tan t ,  2  =  some  impor tance ,  1  =  lit-
t i e  impo r tance , and  0  =  no  impo r tance . The  mean ,  med ian ,  s t anda rd  dev i -
a t i on ,  r ange , and  f requenc ies  were  computed  to  descr ibe  4 -H agents  and
vo lun tee r  l eade rs  on  the i r  r a ted  pe rcep t i on  o f  t he  l eve l  o f  impor tance
o f  the  vo lun teer  leadersh ip  deve lopment -p rogram areas . A l s o ,  t - t e s t s  o f
significance  w e r e  u s e d  t o  d e t e r m i n e  i f  s i g n i f i c a n t  d i f f e r e n c e s  e x i s t e d
between  the  two  g roups  on  the i r  pe rcep t ions  o f  t he  l eve l  o f  impor tance
o f  the  s i x  vo lun teer  leadersh ip  deve lopment  p rogram areas . A n  a l p h a
l e v e l  o f  .05  w a s  s e t  a  p r i o r i .
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Resu Its

R e c r u i t i n g

Recruiting  was def ined as  the  sequence o f  s teps  or  ac t ions  invo lved
i n  t h e  e n r o l  lment  o f  vo lunteers  as 4-H c lub leaders . 4-H agents  and
vo lun teer  leaders  cons idered  i t  mos t  impor tan t  fo r  vo lun teers  to  rec ru i t
o ther  vo lunteers . The  mean  va lue  fo r  rec ru i t i ng  was  3 .12  and  2 .65  fo r
agen ts  and  vo lun teers ,  respec t i ve ly  (Tab le  1). N o  s i g n i f i c a n t  d i f f e r -
ence was found between the  means fo r  the  two groups. Other  recru i  t-
ing  i tems rece iv ing  h igh  scores  were "be  g i ven  a  j ob  desc r i p t i on  when
r e c r u i t e d ”  a n d  "be  r e c r u i t e d  f o r  s p e c i f i c  tasks" ( T a b l e  2).

Table 1

Compar ison  o f  4 -H  Agen ts  and  Vo lun teer  Leaders  on  Percep t ions  o f  Vo lun-
tee r  Leadersh ip  Deve lopment  A rea

Area
4-H Agents

M e a n SD-

4-H Vo lun tee r
Leaders

M e a n SD- +

Recru i t i ng 3 .12 0 .68 2 .65 0 .77 1 .89
Training 3.81 0 .42 3 .86 0 .67 .18
M o t i v a t i o n 3.51 0 .56 2 .82 0 .72 2.92*
Recogn i t i on 3 .13 0 .56 2 .32 0 .94 3.30*
Re ten t i on 3 .63 0 .48 2 .98 0 .73 2 . 8 0 ”
Superv is lon 3.31 0 .56 3 .04 0 .74 1 .15

*p<  .05.

T r a i n i n g

T r a i n i n g  w a s  d e f i n e d  a s  a n  o r d e r l y  s u c c e s s i o n  o f  r e l a t e d  e v e n t s
des igned  to  p repare  the  vo lun tee r  to  be  a  4 -H  c lub  l eader .  As  i nd i ca ted
i n  T a b l e  1 , 4-H leaders  and 4-H vo lun teers  cons idered t ra in ing  most
Impor tan t  by  rank ing  the  a rea  above  a l  I  o ther  a reas  w i th  mean scores  o f
3 .81  and  3 .86 ,  respec t i ve l y . The  d i f f e rence  in  the  two  means  was  no t
s i g n i f i c a n t . The  t ra in ing  i tem ranked  h ighes t  by  4 -H  agen ts  in  te rms  o f
l eve l  o f  impo r tance  was "volunteers  shou Id  unders tand the  ob jec t i ves  o f
the  4 -H p rogram, ” whereas  vo lun teers  ranked the  i tem "volunteers  shou ld
unders tand  you th  and  the i r  needs”  h ighes t . Other  t ra in ing  i tems rece iv -
ing h igh scores were “unders tand  the  ro le  o f  the  4 -H vo lun teer  leader -
s h i p ” and  “unders tand  how to  p  Ian  p rograms”  (Tab le  2).

M o t i v a t i o n

M o t i v a t i o n  w a s  d e f i n e d  a s  t h e  i n t r i n s i c  a n d  e x t r i n s i c  f o r c e  t h a t
i nduced  t he  i nd i v i dua l  t o  vo lun tee r  and  con t i nues  t o  sus ta i n  t he  i nd i -

v idua l ’ s  in te res t  in  the  4 -H o rgan iza t ion  as  a  4 -H c lub  leader . M o t i v a -
t i o n  w a s  r a n k e d  t h i r d  m o s t  i m p o r t a n t  o f  t h e  s i x  a r e a s  b y  4 - H  a g e n t s
w h i l e  4 - H  v o l u n t e e r  l e a d e r s  r a n k e d  i t  f o u r t h  i n  l e v e l  o f  i m p o r t a n c e
( T a b l e  1). T h e  m e a n  r a t i n g  f o r  t h e  a r e a  w a s  3 . 5 1  a n d  2 . 8 2  f o r  4 - H

Summer 1988 5 7



Table 2

Rank lng  o f  I t ems  on  Vo lun tee r  Deve lopment  Subsca les

Vo lun tee r  Deve lopmen t  S ta temen t

Mean  Rank ing  o f  I t ems
V o l u n t e e r

4-H Agents Leaders

Recru i t i ng

Vo lun teers  shou ld :
1. Be recru i ted  by  county  agents . 2 .60 2 .40
2 . Be recru i ted  by  o ther  vo lun teers . 3 .70 3 .10
3 .  B e  r e c r u i t e d  f o r  specific  t a s k s . 3 .30 3 .00
4 . Be recru i ted  fo r  spec i f i c  t ime per iods . 2 .90 1 .80
5 . Be  in te rv iewed  fo r  poss ib le  vo lun tee r

positions  and  se lec ted  based  on  the i r
competency. 2 .80 2 .30

6 . Be  g i ven  a  j ob  desc r ip t i on  when  rec ru i t ed . 3 .40 2 .90
- - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -

T r a i n i n g

Vo lun teers  shou ld :
1. Unders tand  the  ph i losophy  o f  the  4 -H

program. 2 .60 2 .40
2 . Unders tand the  ob jec t i ves  o f  the  4 -H

program. 4 .50 4 .40
3 .  Unders tand  the  ro le  o f  4 -H  vo lun teer

leadersh lp . 4 .30 4 .30
4 . Unders tand how to  p lan programs. 3 .90 3 .70
5 . Unders tand how to  conduct  programs. 3 .30 3 .80
6 . Unders tand youth  and the i r  needs. 3 .90 4 .40
7 . Unders tand  how to  conduc t  meet ings  us ing

par I i amentary procedure.   3 . 30  3 .20
8 . Unders tand how to  utilize  e d u c a t i o n a l

mater ia ls . 3 . 70 3 .50

1::
Unders tand how to  utilize  resource  peop le . 3 .50 3 .60
Unders tand how to  eva luate  4-H programs. 3 .00 3 .40

---------------------------~-~~~~~~~
M o t i v a t i o n

Vo lun teers  shou ld :
1. P a r t i c i p a t e  i n  s i g n i f i c a n t  d e c i s i o n  making

in  mat te rs  re la t ing  to  4 -H.
2 . P a r t i c i p a t e  i n  training  a c t i v i t i e s  i n s l d e

and  ou ts ide  the  4 -H  o rgan iza t ion  (e .g . ,
conferences ) .

3 . Rece ive  some monetary  reward .
4 . Receive  recognition  f rom the  4-H organiza-

t i o n .
5 . Rece i ve  recogn i t i on  f rom the  community  f o r

serv ices  rendered to  the  4-H c lub.

3 .30 3 .60

3 .50 3 .20
1 .80 2 .50

4 .20 2 .80

3 .70 1 .oo
6 . Rece ive  suppor t i ve  feedback

co-workers and professional
7 . Be  p laced  i n  a reas  re la t i ng

e s t s .
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Vo lun tee r  Deve lopmen t  S ta temen t

Recogn i t i on

Mean  Rank ing  o f  I t ems
V o l u n t e e r

4-H Agents Leaders

Volunteers  shou ld :
1 . Rece i ve  recogn i t i on  f o r  pa r t i c i pa t i ng  i n

the  4 -H program. 4 .10 2 .90
2 . Rece ive awards based on service. 3 .20 2 .60
3 .  Be  recogn i zed  pub l i c l y  t h rough  d inne rs  and

mass media. 3 .60 2 .40
4 . Rece ive  tang ib le  recogn i t i on  (p ins ,  ce r t i f -

i ca tes  o f  apprec ia t ion) . 3 . 50 2 .50
5 .  Be  g iven  a  cash  award . 1 .20 0 .60
6 . Be  g i ven  i n f o rma l  ve rba l  r ecogn i t i on ,

p ra ise  and  encouragement  by  o the rs
i nvo l ved  i n  t he  4 -H  o rgan i za t i on . 4 .30 3 .00

7 . Be  f i nanc ia l l y  sponsored  on  t r i ps ,  t ra in -
ing  con fe rences ,  e tc . 3 . 30 2 .30

_____-------------__----------------

Reten t i on

Vo lun teers  shou ld :
1 . Be rewarded fo r  the i r  t ime served  in  4 -H. 4 .10 2 .50
2 . Be  more  i nvo l ved  i n  p l ann ing  coun t y  4 -H

program. 3 .60 3 .20
3 . Be re imbursed fo r  some o f  the  expenses

i n c u r r e d  a s  a  r e s u l t  o f  4 - H  a c t i v i t i e s . 2 .80 1 .80
4 . Be g iven pro fess iona l  suppor t  by  4-H

agents. 4 .10 3 .70
5 . Be g iven suppor t  w i th  4-H programs by key

leaders and 4-H program assistants. 3 .90 3 .40
6 . B e  i n v o l v e d  i n  d e v e l o p i n g  t r a i n i n g  p l a n s

fo r  vo lun tee r  l eaders 3 .70 3 .00
7.  Be encouraged to  a t tend sess ions  by  mak ing

s e s s i o n s  i n t e r e s t i n g  ( e . g . ,  i n c l u s i o n  o f
movies,  cof fee braks,  etc . ) . 3 . 20 3 .10

________-______---__----------------

Superv is ion

Vo lun teers  shou ld :
1 . Be  p rov ided  w i th  cu r ren t  i n fo rma t ion  on

4-H th rough  the  supp ly  o f  cu r ren t  bu l l e -
t i n s .

2 . Meet  w i th  o the r  vo lun teers  and  4 -H  agen ts
to d iscuss the i r  problems.

3 . Be  g l ven  recogn i t i on  f o r  t he i r  i nvo l vemen t
in 4-H work.

4 . B e  c r i t i c i z e d  c o n s t r u c t i v e l y  i n  p r i v a t e
on ly  when i t  i s  necessary .

5 . Be  p rov ided  w i th  a  good  work  env i ronment ;
w-s cooperat ion  by  4-H program ass is t -
a n t s ,  e t c .

6 . Be  v i s i ted  a t  l eas t  once  a  year  by  the
coun ty  agen t .

7 . Be evaluated by 4-H Club members.
Be eva lua ted  by  4 -H agents .
Be eva luated by 4-H program ass is tants .

4 .10

3 .80

4 .10

3 .50

4 .00 3 .60

2 .80 2 .80
2 .20 2 .50
2 .80 2 .60
2 .50 2 .40

4 .00

3 .50

2 .70

3 .20
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agen ts  and  vo lun teer  leaders ,  respectively. A  t - t e s t  i n d i c a t e d  a  sig-
n i f  icant  d i f f e rence  be tween  the  two  means  (Tab l  1). T h e  m o t i v a t i o n
i tem ra ted  h ighes t  by  vo lun tee rs  on  the  subscale was ‘ *vo lunteers  should
b e  p l a c e d  i n  a r e a s  r e l a t i n g  t o  t h e i r  interests." The  i t em cons ide red
leas t  impor tan t  by  bo th  4 -H agents  and  vo lun teer  leaders  was  “vo lun teers
shou ld  rece ive  some monetary  reward . ” 4 -H  agen ts  i nd i ca ted  tha t  vo lun -
teers  should "receive  recogn i t i on  f rom the  4 -H  o rgan i za t i on ”  (Tab le  2).

Recogn i t i on

Th is  was  de f i ned  as  a  fo rma l  and /o r  i n fo rma l ,  f avo rab le  a t ten t i on
g iven  to  the  vo lun tee r  4 -H  c lub  l eader  to  p rov ide  h im/he r  a  sense  o f
app rec ia t i on ,  secu r i t y ,  and  be long ing . Recogn i t i on  was  ranked  f i f th  and
s ix th  i n  te rms  o f  t he  l eve l  o f  impor tance  by  4 -H  agen ts  and  vo lun tee r
leaders ,  respect ive ly . The  suba rea  o f  recogn i t i on  rece i ved  a  mean  ra t -
ing  o f  3 .13  f rom 4-H agen ts  and  2 .32  f rom vo lun teer  leaders .  The  t - tes t
i nd i ca ted  a  s ign i f i can t  d i f f e rence  be tween  the  two  means . 4-H volun-
t e e r s  w e r e  c o n s i s t e n t  w i t h  t h e  a g e n t s  i n  c o n s i d e r i n g  “ i n f o r m a l  v e r b a l
r e c o g n i t i o n ,  p r a i s e , and  encouragemen t  by  o the rs  i nvo l ved  in  the  4 -H
o rgan i za t i on ”  t he  mos t  impo r tan t  i t em (Tab le  2).

Re ten t i on

Re ten t i on  was  de f i ned  as  the  ac t i ons  i nvo l ved  i n  reduc ing  vo lun tee r
turnover. The  two  re ten t ion  i tems ranked  h ighes t  by  4 -H agen ts  in  te rms
o f  l eve l  o f  Impor tance  were “vo lun teer  leaders  shou ld  be  g iven pro fes-
s iona l  suppor t  by  4-H agents”  and "volunteer  leaders  shou ld  be rewarded
f o r  t h e i r  t i m e  s e r v e d  i n  4-H." Vo lun tee r  l eaders  cons ide red  the  i t em
“vo lun teer  leaders  shou ld  be given profess iona l  suppor t  by  4-H agents”
as  the  mos t  impor tan t  i t em o f  t he  i t ems  measu r ing  the  re ten t i on  doma in
( T a b l e  2). 4 -H  agen ts  cons ide red  re ten t ion  o f  h igher  impor tance  than
d id  vo lun teer  leaders . A  s ign i f i can t  d i f f e rence  was  found  i n  t he  mean
ra t ing  o f  3 .63  and  2 .98  fo r  4 -H agents  and  vo lun teer  leaders ,  respec-
t i v e l y  ( T a b l e  1). Responden ts  ind ica ted  tha t  vo lun teer  leaders  shou ld
be  more  i nvo l ved  i n  p l ann ing  coun ty  4 -H  p rog rams  and  i n  deve lop ing
t ra in ing  p lans  fo r  vo lun tee r  l eaders  (Tab le  2).

Superv is ion

Superv is ion  was  de f ined  as  the  enab l ing  ac t ions  used  by  agen ts  to
faci I  itate  the work  o f  vo lunteer  leaders . Concern ing  superv is ion ,  the
i tems cons idered most  impor tan t  by  4-H agents  were  “vo lun teers  shou ld  be
prov ided  w i th  cu r ren t  i n fo rmat ion  on  4 -H  th rough  the  supp ly  o f  cu r ren t
b u l l e t i n s !  a n d “ v o l u n t e e r s  s h o u l d  b e  a i v e n  recognition f o r  t h e i r
invo lvement  in  4 -H work . ” 4-H vo lun teer -  leaders  c&sidered  t h e  i t e m
“vo lun teers  shou ld  be  p rov ided  w i th  cu r ren t  i n fo rmat ion  on  4 -H  th rough
t h e  s u p p l y  o f  c u r r e n t  b u l l e t i n s " the  mos t  impor tan t  o f  the  superv is ion

i  terns. “Cons t ruc t i ve  c r i t i c i sm”  and  “meet ing  w i th  o ther  vo lun teers  and
4-H agents to d iscuss thei r  problems” were  among i tems ranked  impor tan t
on  the  superv is ion  subscale ( T a b l e  2).

D iscuss ion  and  Imp l i ca t ions

The  need  fo r  a  sys temat i c  vo lun tee r  deve lopmen t  p rog ram i ncorpo-
ra t ing  aspec ts  o f  the  f ind ings  o f  th is  s tudy  cannot  be  over -emphas ized
w h e n  v i e w e d  i n  t h e  l i g h t  o f  a n  o v e r a l l  s u c c e s s f u l  4 - H  p r o g r a m . The
m e a n  v a l u e s  o f  t h e  s i x  s u b a r e a s  a s  r a n k e d  b y  b o t h  a g e n t s  i n d i c a t e d
tha t  they  pe rce ived  a l l  s i x  a reas  as  impor tan t  i n  the  deve lopment  o f  4 -H
vo lun teer  leaders . A  mode l  o f  vo lun tee r  l eade rsh ip  deve lopmen t  (F igu re
1), beg inn ing  w i t h  r ec ru i t i ng  and  encompass ing  t r a i n i ng ,  mo t i va t i on ,
r e c o g n i t i o n ,  r e t e n t i o n ,  a n d  s u p e r v i s i o n ,  w o u l d ,  t h e r e f o r e ,  s e e m  v e r y
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appropriate. Al though deemed important, recruiting and recognition were
r a t e d  as  t h e  l o w e s t  t w o  areas  o f  t h e  s i x  i n  i m p o r t a n c e  b y  b o t h  4 - H
agents and volunteer leaders, suggesting that whereas  the volunteer
development program  may begin with a recruitment drive, participants in
the study considered the subsequent actions of training, motivation,
superv iaion, and retention more important.
important of the six  subareas  s tudied.

Training was considered most

Figure 1. Model  for  volunteer development.

While the recruit ing effort may be continuous and targeted at the
entire community, some  rel iance may be placed on exist ing volunteer
leaders to recruit  other volunteers. This  has the advantage of  taking
some work load off  the 4-H agent and an added advantage of  an informal
select ion process,  s ince volunteers’ relationships  wi th  n e w  recruit5
would already have  k ind led  interest  in the 4-H organization. The
results suggest  that  a  job descript ion during this  effort may be help-
f u l . It  is  recommended that in this  regard, a “volunteer expertise
pool” be establ ished in  each county with  county 4-H agents compil ing
list5 of resource volunteers whose expertise can be drawn  on by al l
c lubs. The l i s t  may have the volunteer’s  name, expertise (or f ield of
interest) , most probable t imes avai lable,  address,  and telephone num-
ber. Volunteers on this l ist  may or may not be regular club advisors.
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Sabrosky  and H i l l  (1965)  no ted  tha t  t he  dec i s ion  to  rec ru i t  ce r ta in  peo -
p le  fo r  vo lun teer  4 -H work  was  in f luenced by  the i r  apparen t  sk i l l s  and
a t t i t udes  and  by  t he  amoun t  o f  t r a i n i ng  one  t hough t  t hey  wou ld  need .

P e r t a i n l n g  t o  t r a i n i n g , t h e  f i n d i n g s  s u g g e s t e d  t h a t  v o l u n t e e r s
shou ld  be  made to  unders tand  the i r  ro les  w i th  respec t  to  the  ph i losophy
a n d  objectives  o f  the  4 -H program. Thus any  vo lun tee r  l eade rsh ip  deve l -
opment  p rogram shou ld  Incorpora te  the  sys temat i c  p rov is ion  o f  pe r t inen t
i n fo rma t i on  on  4 -H . P lann ing  and  conduc t i ng  o f  p rog rams  i nvo l v i ng
aspec ts  such  as  the  use  o f  educa t iona l  p rograms and  the  u t i l i za t ion  o f
resource  peop le  shou ld  constitute  key  aspects  o f  the  t ra in ing  program.

The  Impor tance  o f  t ra in ing  has  been  recogn ized  in  p rev ious  s tud ies
by  Boyce  (1971)  and  the  Na t i ona l  4 -H  Vo lun tee r  Leade rsh lp  Deve lopmen t
Commi ttee ( 1973). Boyce sugges ted  tha t  the  training  program shou ld
a s s i s t  t h e  l e a d e r  i n  d e v e l o p l n g  t h e  basic  skill I s  n e c e s s a r y  t o  p e r f o r m
the  assigned  task ,  q i ve  the  l eade r  a  f ee l i ng  o f  con f i dence ,  and  p rov ide
the  leader  w i th  suppor t  and  an  oppor tun i t y -  fo r  pe rsona l  g rowth . T h e
report o f  t he  Na t i ona l  4 -H  Vo lun tee r  Leade rsh ip  Deve lopmen t  Commi t t ee
sugges ted  bu i l d i ng  t r a i n i ng  a round  the  individual's  own s i tua t ion . T h e
commi t t ee  u rged  t he  consideration  o f  i nd i v i dua l i zed  i ns t ruc t i on  t h rough
programmed tex ts , s e l f - l e a r n i n g  c e n t e r s , vo lun tee rs  counse l i ng  vo lun -
teers ,  rad io ,  te lev is lon  and  o ther  techno log ies .

Wi th  rega rd  to  mo t i va t i on ,  vo lun tee rs  emphas ized  p lacemen t  i n  a reas
r e l a t i n g  t o  t h e i r  i n t e r e s t . Th is  f i nd ing  i s  impor tan t  i n  the  sense  tha t
4-H may be a t  a  s tage where  severa l  specialized  p e o p l e  m a y  b e  n e e d e d  a s
resource  peop le  by  severa l  c lubs  ins tead o f  an  adv isor  fo r  each  c lub .
Vo lun tee rs  may  be  fu r the r  mo t l va ted  by  a l l ow ing  them inc reas ing  pa r t i c i -
pa t ion  In  dec is ion -mak ing  mat te rs  re la t lng  to  4 -H .  This  shou ld  be  re in -
f o r c e d  w i t h  s u p p o r t i v e  f e e d b a c k  f r o m  c l i e n t s ,  c o - w o r k e r s ,  a n d  profes-
sional  l e a d e r s h i p . F reeman (1978)  exam ined  t he  o rgan i za t i ona l  f ac to r s
contributing  to  t he  mo t i va t i on  o f  t he  4 -H  vo lun tee r  l eade rs  and  found
t h a t  f a c t o r s  c o n t r i b u t i n g  t o  J o b  s a t i s f a c t i o n  ( m o t i v a t i o n  f a c t o r s )  w e r e
recognition, work  i t se l f ,  respons ib i l i t y ,  persona l  g rowth ,  ach ievement ,
a n d  relations  wi th  members  and parents .

A d e q u a t e  a n d a p p r o p r l a t e  r e c o g n i t i o n will s e r v e  t o  f u r t h e r
s t reng then  vo lun teers ’  mot i va t ion . T h e  findings  suggested  in fo rmal  ver -
b a l  recognition,  praise, and  encouragement  as  we l  I  as  the  p rov is ion  o f
t a n g i b l e - r e c o g n i t i o n  ( p i n s , c e r t i f i c a t e s  o f  m e r i t ,  a n d  cert i f icates  o f
apprectiation). T h e  a b o v e  together  w i th  the  p rov is ion  o f  p ro fess iona l
support  by  4-H agents  were  suggested as  ac t ions  tha t  wou ld  encourage the
re ten t ion  o f  vo lun teer  leaders .

Wh i le  the  log ica l  sequence  o f  even ts  seems to  be  rec ru i t i ng ,  train-
i n g ,  m o t i v a t i o n ,  recognition,  re ten t ion ,  and  superv ls ion ,  I t  I s  apparen t
tha t  some leve l  o f  superv is ion  mus t  be  exerc ised  by  the  4 -H agent  a t
e a c h  s t a g e  o f  t h e  c o n t i n u i n g  p r o c e s s  ( F i g u r e  1). T h e  r e s u l t s  o f  t h e
s tudy  ind ica ted  tha t  superv is ion  may  be  in  the  fo rm o f  p rov is ion  o f  cu r -
r e n t  i n f o r m a t i o n  o n  4 - H  t h r o u g h  t h e  s u p p l y  o f  c u r r e n t  b u l l e t i n s  a n d
schedu led  meet ings  w i th  o ther  vo lun teers  and 4-H agents  to  d iscuss  the i r
prob lems. S c h e d u l e d  visits  by  agents  and  some recogn i t ion  and  cons t ruc -
t i ve  criticism  were  deemed  app rop r ia te .

T h e  m o d e l  f o r  v o l u n t e e r  d e v e l o p m e n t  (Figure  1)  a r i s ing  ou t  o f  t he
study presents  a  gu lde for  recruiting,  d e v e l o p i n g ,  a n d  r e t a i n i n g  v o l u n -
teer  leaders. The  concep t  o f  rec ru i tmen t  has  been  and  will  con t i nue  t o
be  very  impor tan t  to  the  4 -H program s ince  the  p rogram re l ies  very  heav-
i l y  on  the  use  o f  vo lun teer  leaders . An  o rgan iza t i on  tha t  depends  heav -
i l y  on  vo lun tee rs  mus t  have  an  e f fec t i ve  rec ru i t i ng  p rog ram to  mee t  the
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e x p a n d i n g  r o l e s  o f  t h e  o r g a n i z a t i o n  o r  t o  a l l e v i a t e  t u r n o v e r . The
impor tance  o f  t r a i n ing  canno t  be  ove remphas i zed . Once recru  i t ed ,  con -
s i d e r a b l e  e f f o r t  m u s t  b e  m a d e  t o  t r a i n  t h e  v o l u n t e e r  l e a d e r s . It  i s
impo r tan t  t o  i nvo l ve  t he  new  vo lun tee rs  I n  p l ann ing  t he  t r a i n i ng  p rog ram
as much as  poss ib le ,  as  th is  w i l l  ensure  that  spec i f ic  areas o f  need are
accorded the  necessary  a t ten t ion .

I t  i s  i m p o r t a n t  t o  u n d e r s t a n d  a n d  s u p p o r t  t h e  m o t i v a t i o n  o f  t h e
i nd i v i dua l  vo l un tee r . T h e  d e c i s i o n  t o  v o l u n t e e r  i s  r e v e r s i b l e ,  a n d
agents  mus t  take  s teps  to  encourage  re ten t ion  and  in tens i f y  vo lun teer
comm i tment . B y  p a y i n g  a t t e n t i o n  t o  t h e i r  o w n  v a l u e s ,  a t t i t u d e s ,  a n d
behaviors as professional  superv isors, and  by  focus ing  on  the  goa ls  o f
the  4 -H  o rgan iza t i on ,  agen ts  w i l l  be  exe rc i s ing  pos i t i ve  i n f l uence  wh ich
may  in  tu rn  mot i va te  vo lun tee r  l eaders . A  good  recogn i t i on  componen t
b u i l t  I n t o  t h e  o v e r a l l  d e v e l o p m e n t  e f f o r t  w i l l  g o  a  l o n g  w a y  t o w a r d
ensur ing  tha t  the  a lms  o f  the  organization  a re  ach ieved .

F ina l l y ,  good  superv i s ion  mus t  be  p rov ided  by  agen ts  to  encourage
cont i nu ing volunteer i nterest  and commitment. Wi thout  a  sa lary  reward
sys tem,  every  e f fo r t  must  be  made to  ensure  tha t  the  new vo lun teer  wil l
have  a  long ,  happy  and  success fu l  per iod  o f  serv ice .
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