ABSTRACT

MARTINEZ, HERIBERTO N.

Attitudes and Beliefs of 4-H Volunteers Towards Matters of

Concern in the North Carolina 4-H Program and Volunteer Values.

(Under the direction of

RICHARD T. ilLES and R. DAVID MUSTIAN.)
The purpose of this study was to investigate North Carolina 4-H volunteers' beliefs, attitudes,
and values as a foundation upon which to describe and explain certain aspects of the 4-H
organizational culture. In addition, the results of this study are needed as a partial basis for
planning and programming activities to be carried out by the North Carolina 4-H program.
The study identifies matters of concern to 4-H in North Carolina, and it measures volunteers'
beliefs and attitudes towards these matters of concern. Matters of concern include any aspect,
problem, or organizational issue that is considered to be vitally important to 4-H in North
Carolina now or in the future. These matters of concern were identified by a panel of experts
that included professional staff of the 4-H organization at the swe level and representative 4-H
volunteers. To determine the beliefs and attitudes of North Carolina 4-H volunteers towards
these matters of concern was the primary focus of this inquiry.

In addition, the study also

provided a profile of 4-H volunteer core values using the Rokeach Value Survey (1973).
The population of the study consisted of aaive . adult 4-H volunteers in the state of Nonh
Carolina.

A random sample of 32 counties in North Carolina was selected in a manner to

ensure that the sample represented a mixture of rural and urban counties as well as a geographic
mixture of Mountain, Piedmont and Coastal Plain counties. A sample of 721 four-H volunteers
were randomly selected from these 32 counties, and a total of 344 responses (48 percent) were
used for statistical analyses. A general description of the sample for this study indicates that a
high percentage of respondents are white, married, females, with a college degree, with no child
in

4-H, serving as 4-H volunteers less than twelve.a year. Most of these volunteers participate

in more than one of the six types of 4-H programs offered by the North Carolina Agricultural
Extension Service.

The

maj~rity

of the volunteers' beliefs and attitudes were favorable towards the matters of

concern presented in the study. Most of these matters of concern related to the 4-H program
needs to expand and diversify the curriculum, to support and to help 4-H volunteers,

to

increase the number of 4-H volunteers, to increase the number of 4-H volunteer leaders, and to
improve financial support.

Volunteers also felt undecided about a number of matters of

concern. These matters of concern were basically administrative or organizational issues. A
significant relationship was determined between 4-H volunteers' beliefs and attitudes towards
matters of concern and race, age, and marital status.
An assessment of the 4-H volunteers' values in order of importance as guiding principles in

their lives provided a portrait of their values. Typical volunteer values center around family
matters, sense of commitment to the community, and religiOUS beliefs. All the volunteers in the
different groups were consistent in the ranking of the more important values and the less
important values in both terminal and instrumental scales.
Finally, study results found that various combinations of terminal and instrumental values
correlate Significantly with the 4-H volunteers' attitudes and beliefs towards each matter of
concem This was also true when the 4-H volunteers' beliefs and attitudes towards matters of
concern are combined to form one variable.
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INTIlODUCTION
Every orpnizalion has beliefs, anitudes. and values which guide the behavior of its members
(Howard, 1987). Together, these concepts comprise what Rokeach (1972) calls a belief system.

Although belief system theory is based on the study of individual behavior, the literature
sugeIU WI an orpnizalion also develops a unique system of beliefs thai is institutionalized
and WI differentiates il from other organizations (Simirich, 1983; Ullal, 1983). Some experts
refer 10 the belief system as a key componenl of the organizational culture (Kast and
ROIenzweig, 1985). Such writers propose that the belief system provides pauemed ways of
thinking, feeling, and reacting that guide decision making and other activities of both
organizational members and constituents.
Each organization has guiding values, attitudes, and beliefs that are essential for institutional

success, whether the institution is a business, a school, a government agency, or a recreational
club (Deal and Kennedy, 1982; Howard, 1987; Peters and Waterman, 1982). A strong, welldefined culture, including the belief system, contributes Significantly to the long-term success of
organizations by guiding behavior and giving meaning to activities. Deal and Kennedy (1982)
say that "a strong culture is a system of informal rules that spells out how people are to behave
mOSI of the time; it makes people feel beller about what they do, and they are likely to work
harder" (p. 99). The organizational culture holds the organization together and expresses the
values, social ideals, and beliefs that organization members come to share.
Most of the time the content of these guiding concepts is based on unwrillen tenets, not
transmiW:d in formal or wrillen policies, and, consequently, very difficult to identify or explain.
However, values, attitudes, and beliefs, are manifested, according to Kotler (1985), through
orpniution members.

These concepts are also represented by the institution's heroes,

symbols, sayings, ceremonies, and creeds (Wells, 1989). In order to understand and explain the
total organization's system of beliefs or culture, individual members of the organization may be
assessed.

Just as the values, allitudes, and beliefs of an individual influence individual behavior,
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experts argue that the collective beliefs, attitudes, and values of the members of an organization
influence group behavior in the context of the common organization.

Pur:pose of the Study
The purpose of this study was to investigate North Carolina 4-H volunteers' beliefs, attitudes,
and values as a foundation upon which to describe and explain certain aspects of the 4-H
organizational culture. In addition, the results of this study were needed as a partial basis for
planning and programming activities to be carried out by the North Carolina 4-H program.
The study identified matters of concern to 4-H in North Carolina, and it measured volunteers'
beliefs and attitudes towards these matters of concern. Matters of concern include any aspect,
problem, or organizational issue that is considered to be vitally important to 4-H in North
Carolina now or in the future. These matters of concern were identified by a panel of experts
that included professional staff of the 4-H organization at the state level and representative 4-H
volunteers.

To determine the beliefs and attitudes of North Carolina 4-H volunteers towards

these matters of concern was a primary focus of this inquiry.

In addition, the study also

provided a profile of 4-H volunteer core values using the Rokeach Value Survey (1973).

Background of the Study
The 4-H program in North Carolina is conducted under the auspices of the North Carolina
Agricultural Extension Service (NCAES). NCAES has the function of linking research and higher
education. with the people across the state of North Carolina. Extension work is an out-of-school
system of education in which adults and young people "learn by doing;" the fundamental
objective of Extension is to provide developmental support for the people of the United States
and, thus, improve the overall quality of life (Kelsey and Hearne, 1963).
By deSign, NCAES is a component of the Cooperative Extension System (CES).

The

Extension organization in each of the states and territories is a partnership among federal, state,
and county governments for its support and oversight.

The federal partner, the Extension
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Service (ES), is a unit of the United States Department of Agriculture. In North Carolina, state
level administration for NCAES is located at the two land grant universities.

These are

institutions of higher education sustained and supported by the Morrill Acts of 1862 and 1890,
and expanded by the Hatch Act of 1887, the Smith-Lever Act of 1914, and subsequent legislation.
North Carolina State University in Raleigh and A & T State University in Greensboro perform
this function and provide credibility as a source of research-based, unbiased information and
expertise (Sanderson, 1988).
The CES's program structure traditionally has included agriculture, community
development, 4-H youths, and home economics.

Contemporary NCAES programs are also

directed towards the following areas of wide public concern: (1) sustainability of agriculture;
(2) water quality and waste management; (3) conservation and management of natural resources;
(4) revitalization of rural North Carolina; (5) improving nutrition, diet and health; (6) increasing
family economic and emotional stability; (7) building and developing human capital; and
(8) assisting youths at risk (NCAES, 1990).
Among Extension's many unique characteristics is the involvement of volunteers in the
determination and delivery of its programs.

Since its inception. the Cooperative E.xtension

System has taken advantage of the valuable resource of volunteer effort by using them not only
in service-providing roles, but in decision making and advising roles as well.

The use of

"volunteer co-operators" in early on-the-farm demonstrations began this long standing
Extension-volunteer collaboration. In the 4-H program, 4-H volunteers actually preceded 4-H
professi0!lals in that volunteers led the "com clubs" and "tomato clubs." which served as
forerunners of 4-H (Sanderson, et aI., 1988).
Today, Extension continues to recognize the importance of the volunteer support and
participation in traditional as well as new programs .. A recent nationwide Extension publication,
Understanding Cooperative Extension· Our Origins Our Opportunities (Sanderson, 1988),
includes among the ten guiding values of Extension that "extension methods are based on
helping clients become volunteers" (p. 58).

As an indispensable member of the E.xtension
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system, the volunteer provides comprehensive infonnation and feedback on emerging issues
and national initiatives already being implemented.

In addition, they provide information

about their values and their visions for Extension's present and future (ECOP, 1988). There is
general agreement among Extension organizational leaders that the maximum involvement of
both potential and actual constituents is important in identifying organizational values in setting
a desired direction for Extension (Dalgaard, el ai, 1988).
For the North Carolina Agricultural Extension Service (NCAES) the role played by its
volunteers is vital.

One of the five strategic goals identified by National Extension leaders

(Positioning Extension for the '90s, 1989) is to "foster an environment that will enable staff
members and volunteers to achieve their full potential" (p. 5). The implications of this goal
emphasize the need for carefully planned efforts to provide optimal working conditions for staff
as well as for volunteers. An appropriate way to help address this goal is to ftrSt assess the staffls
and volunteers' basic beliefs, attitudes, and values as well as other characteristics. Accordingly, it
is important to understand the belief system of these volunteer constituents as a key component
of the total organizational culture of NCAES.

The 4-H Program
The 4-H program in North Carolina is the educational youth development program of the
NCAES.

Four-H enables youths to develop life skills by acquiring new knowledge and

technological skills useful in practical situations (Extension 4-H Program, 1985). The primary
4-H audi~nce are boys and girls between the ages of 9 to 19, although some programs are
directed towards younger children.
As with most Extension activities, 4-H is a cooperating program of the United States

Department of Agriculture, the state land-grant institutions, and the county governments.
However, citizens serving as volunteers and private industry, giving support through national,
state, and local channels, are partners as well (USDA, 1980). Youth and adult volunteers help
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determine programs, conduct day-to-day activities, and interact with staff in decision making
roles.
The NCAES' 4-H mission statement establishes that 4-H is an out-of-school educational
youth program administered through volunteer leadership (NCAES, 1989).

Volunteer 4-H

leaders are responsible for providing support and guidance to 4-H members as well as for
organizing and coordinating activities that will result in the 4-H member development.
Volunteer 4-H leaders are key individuals in ensuring that the aims and objectives of the 4-H
program are met.

Likewise, Extension 4-H agents and field professionals in each of the 100

counties and the Cherokee Indian Reservation in the state of North Carolina are responsible for
recruiting, training, placing, and supervising of the 4-H program volunteers.

As manager for

these volunteers, the 4-H agent has direct responsibility for guiding them. The agent and other
professionals provide leadership for this group of volunteers, each of whom has distinctive
needs, personality types, and belief systems that influence individual behavior (Haas, 1979).
Since the 4-H agent, or manager, is working with and through individuals and groups to
accomplish organizational goals, it is evident that one priority for the agents would be to
understand as much as possible why volunteers behave the way they do. The understanding of
organizational culture, including volunteers' beliefs, attitudes, and values can help to explain and
predict volunteer behavior.

This understanding may enhance the chances' of effectively

managing these adults in their roles as 4-H volunteers in the Extension organization.

Research Problem
The definitions of organization culture share features with the anthropological definitions of
societal culture (l(Qst and Rosenzweig, 1985). They emphasize the importance of shared values
and beliefs and their effect on behavior:
. . . culture is the social or normative glue that holds an organization
together. It expresses the values or social ideals and beliefs that
organization members come to share and includes enduring guidelines
that shape their behavior. (Smircich, 1983, pp. 334-336)
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At the very foundation of a culture are its beliefs, attitudes, and values. These are fundamental
and essential elements that influence members and impact upon the way in which an institution
operates.
In recent years, researchers and experts in organizational development and management
have taken a profound interest in the cultures of businesses, industrial organizations, universities,
and government agencies.

In Search of Excellence, by Peters and Waterman (1982), has

emphasized the influence of values in successful organizations. Deal and Kennedy (1982) have
emphasized the importance of these core values as well as the critical means by which they are
disseminated in a complex organization.

Finally, Simerly and his associates (1987) have

reported that any organizational plan must be consistent with the organizational culture to have
any chance of success. All of these works provide useful insights for organizations. like NCAES,
that wish to create an environment that encourages excellence for its constituents, including
volunteers. As a component of the Extension culture, the 4-H volunteers' belief system is a
powerful internal force affecting the organization. By assessing the volunteers' beliefs, attitudes,
and values, it is possible to infer the cultural realities and aspirations that members or
employees of the organization want or imagine for the future.

It is critical to ascertain

discrepandes between what people say they value, or what they envision for the future. and the
way they, or their organization, actually operate. Such information could provide "dues needed
to determine appropriate direction as well as actions for positive change.
As noted earlier, NCAES' educational programs have been developed within the following

four broa~ areas: (1) the production, processing, and marketing of agricultural, forestry, and
other natural resource products; (2) home economics; (3) 4-H and youth development; and (4)
community resource development.

However, within recent years the NCAES has been

redirecting some programming efforts and resources ·towards resolving certain critical issues of
wide public concern identified by the dtizens of the state. Such issues programming focuses on
planning, deSigning, implementing, and evaluating programs using expertise from a variety of
disciplines and professional and volunteer input from several conventional program areas. As
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this trend continues and changes occur within NCAES, critical decisions will be made with
regard to certain maners of concern. It is important that these matters of concern be identified
by Extension professionals as well as volunteers. Identification of these matters of concern and
the new issues addressed by NCAES will help facilitate a consensus of beliefs, attitudes, and
values among volunteers and staff. Disagreement between professionals and volunteers would
be highly dysfunctional and would likely send contradictory messages to Extension publics. To
help bring about concensus and cooperation, this study identifies matters of concern to the 4-H
program and assesses 4-H volunteers' beliefs and attitudes towards them.

Research Questions
This study will address the following research questions:
1. What are the matters of concern relative to the North Carolina 4-H program?

2. What are the beliefs and attitudes of 4-H volunteers towards matters of concern in the
North Carolina 4-H program?
3. How do 4-H volunteers rank order certain core values in terms of their importance as
guiding principles for their everyday living?
4. Are certain core values of 4-H volunteers related to their beliefs and attitudes towards the
selected matters of concern in the North Carolina 4-H program?
5. Are selected demographic variables, such as race, gender, age, and certain behavioral
variables, such as hours of volunteering work, tenure as a 4-H volunteer, type of 4-H
~rogram

with which the volunteer is involved, and whether or not the volunteer has a

child in 4-H related to the 4-H volunteers' beliefs and attitudes towards matters of
concern in the North Carolina 4-H program?

Significance of the Study
The NCAES has begun a planning process to continuously assess the important factors

emerging now and in the future and to work towards positive change. Some of the steps already
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taken by Extension in this process are as follows: conducting a values audit of professional staff,
conducting environmental scans, developing a mission statement, determining organizational
goals, and selecting action steps (Wells, 1990).

Potential contributions of this study to this

continuing organizational process include: (1) identifying 4-H matters of concern relevant to the
mission and goals of the organization, (2) determining beliefs and attitudes of 4-H volunteers
regarding these matters of concern, and (3) assessing core values of volunteers who are
Extension partners as well as a key public for educational programming.
A values assessment of Extension professionals has been conducted earlier (Safrit, 1989).
An assessment of Extension volunteers ' beliefs and attitudes as well as their values can help to

give focus and unity to the critical decisions that will result from strategic plans. Extension and
4-H administrators can use this study in making program decisions that will profoundly affect
4-H in North Carolina, its 100 counties, and the Cherokee Indian Reservation. The information
has potential relevance to 125 professionals, over 20,000 volunteers, and 125,000 young people
throughout the state.
Knowledge about the values of 4-H volunteers is important for a variety of reasons. For
example, volunteers are likely to choose roles that contribute towards positively addressing
matters of concern that are most important to themselves.

Moreover, volunteers will be

attracted to organizations that demonstrate values that are congruent with their own values.
Thus, effective recruitment of volunteers appears to require some understanding of the values of
these potential volunteers.

It is, therefore, reasonable to assume that the most efficient

recruitme!lt efforts demonstrate comprehension of those values associated with volunteering.
For example, a willingness to contribute time and support to a civil rights organization may be
associated with the interest of the volunteers in equality. The values of volunteers can also be
expected to affect directly the nature of the agent-volunteer relationship (Best and Kirkpatrick,
1977). Furthermore, because of the direct contact between the volunteer and the young 4-H
member, volunteers as role models may transmit certain values to youths.

In any case, the

values of adult volunteers are likely to impact on the youth-volunteer relationship.
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Finally, it must be pointed out that efforts to clarify shared beliefs, attitudes, and values of
constituents is a difficult but critically imponant aspect of preparing an organization for change.
Speaking from the corporate context, Arrington and Sawaya (1984) say that while identifying
issues is relatively easy, what is most difficult to obtain is an internal and consistent viewpoint
on constituents' beliefs, attitudes, and values that will align company interests with the resolution
of an external issue. Thus, the mere identification of state-wide issues is not a guarantee for
successful development of programs to address the issues. NCAES must focus its resources upon
issues and problems that are consistent with shared beliefs, attitudes, and values of the members
of the organization, including both professionals and volunteers. In working to understand and
strengthen its organizational culture, NCAES can move to develop enduring guidelines that will
shape the system-wide behavior of its members and result in increased organizational
effectiveness and efficiency.

Limitations of the Study
Recognized limitations of the study include:
(1)

Generalization of the findings will be restricted to Extension 4-H volunteers in North
Carolina.

(2)

The nature of all North Carolina 4-H volunteer jobs may have more variety,
autonomy, identity, and significance than many volunteer jobs in other agencies. If
so, this reduces the possibility to generalize to other volunteer populations in North
~arolina

(3)

or elsewhere.

The responses represent attitudes and beliefs of the participants which may be
influenced by variables not included in this study.

(4)

Situational factors, such as variations in conimunity size, vary among subjects but were
not considered as factors in the study.
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Definition of Terms
4-H yolunteer - Any adult who contributes to the 4-H program or specific 4-H members in one
of the following categories: (a) program to 4-H (club, special interest, or school

enrichment volunteer); (b) services to other volunteers (master volunteer, mentors); (c)
indirect services (steering committee members); (d) advocate (person who exerts
influence with public officials); (e) administration (accountant who keeps 4-H books);
and/or <0 policy (4-H Foundation members, Leaders Association member). The
individual who is not paid with Extension funds to perform this service for 4-H can be
counted as a volunteer leader. An individual who provides a service to 4-H in the line
of his/her occupational responsibilities is not considered to be paid for his/her service
to 4-H and may be counted as a volunteer. (ES-237 Guidelines NCAES 4-H program,
1990)

Adyisorv groups - The basic purpose of the advisory groups is to work with the Extension 4-H
agent through the county in order to help plan and carry out educational programs of
the 4-H youths, both annual and long-range. (Cole, 1983)
Attitude - A relatively enduring organization of beliefs around an object or situation
predisposing one to respond in some preferential manner. (Rokeach, 1972)

Jklis:f .. Any simple proposition, conscious or unconsoous, inferred from what a person says or
does, capable of being preceded by the phrase "I believe that . . .." The content of a
belief may (a) describe the object of belief as true or' false, correct or incorrect; (b)
evaluate it as good or bad; or (c) advocate a certain course of action or a certain state
of existence as desirable or undesirable. (Raven and Rubin, 1983)
Community clubs program - One of the foundations of 4-H. A delivery mode program that
offers the opportunity for youths to plan and conduct activities that center around a
variety of subject matters to the interest of the 4-H member. (North Carolina Extension
Agents' 4-H Guide, NCAES)
Instrumental value - An instrumental value is a "mode of conduct which is personally and
sooaUy preferable in all situations with respect to all others, such as: honesty, courage,
chastity, or adherence to the Golden Rule.· (Rolceach, 1972, p. 112)
Matters of concern - Matters of concern pertain to any aspect, problem, or organizational issue
that is considered to be vitally important to 4-H in North Carolina now or in the future.
These matters of concern were identified by professional leaders of the 4-H
organization at the state level and representative 4-H volunteers.
SchOol enrichment program - A cooperative effort between the 4-H program and the school
systems in each county. The 4-H agent, program assistant or adult volunteer leader is
responsible for introducing and explaining 4-H curricula to the classroom teacher. The
classroom teacher is responsible for teaching. the 4-H curriculum to the students and for
enrolling students as 4-H members. (North Carolina Extension Agents' 4-H Guide,
NCAES)
Specjal interest program - A delivery mode that utilizes at least six hours of research-based
subject matter as its CllrriClllum.. The subject matter is taught by an trained person. It is
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an out-of-school delivery mode conducted when schools are not in session. (North
Carolina Extension Agents' 4-H Guide, NCAES)
Terminal value = A terminal value is an end-state of existence which is personally and socially
worth striving for, such as equality, freedom, or self-fulfIllment. (Rokeach, 1968)
Type of 4-H proa:ram = Include all the organizational units studied in this investigation. Four of
these programs are units through which subject matter is taught by volunteers to the
youths. These types include: community clubs, school enrichment groups, special
interest groups, and the after school program groups. The other two programs are the
supporting groups financially and in the overall decision making process for the 4-H
program. These are: advisory/planning committees, donor/supporters. (North Carolina
Extension Agents' 4-H Guide, NCAES)
~ =

An enduring belief that a specific mode of conduct or end-state of existence is
personally or socially preferable to an opposite or converse mode of conduct or endstate of existence. A value system is an enduring organization of beliefs concerning
preferable modes of conduct or end-states of existence along a continuum of relative
importance. CRokeach, 1968; 1973; 1979)
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REVIEW OF UTERATURE, CONCEPTUAL FRAMEWORK, AND
RELATED RESEARCH

Recent literature indicates that the concept of culture is useful in developing and managing
organizations (Deal and Kennedy, 1982; Kast and Rosenzweig, 1985; Peters and Waterman, 1982;
Smircich, 1983). Major components of organizational culture are values, attitudes, and beliefs
which influence the institutional behavior of every member in the organization and,
consequently, influence the overall actions of the organization.

According to Ball-Rokeach,

Rokeach, and Grube (1972), values, attitudes, and beliefs form a comprehensive beltej system
that provides individuals with a cognitive framework for engaging in all kinds of mental activities
that ultimately culminate in action. According to Rokeach (1972), a belief system represents the
total universe of a person's beliefs about the physical world, the social world, and the self.
Rokeach presents this system as being organized along several dimensions, or subsystems, of
varying scope. These subsystems are identified for individuals as: (1) dozens of rank ordered
values, (2) thousands of different attitudes, and (3) tens of thousands of different beliefs.
In the follOwing, the researcher differentiates among the concepts of values, attitudes, and
beliefs in order to clarify their meaning and to construct a conceptual framework for this study.
The development of these three concepts provides the primary rationale for th.is study as it
attempts to assess the beliefs, the attitudes, and the values of 4-H volunteers. This assessment
could become a foundation for understanding and explaining aspects of the 4-H organizational
culture.
The conceptual review of literature begins with a discussion of the most central component
of the belief system--values. Values are crucial to the formation of a self-identity, or attitude
towards self. Values may be viewed as a set of beliefs, organized around the self, that comprise
the most fundamental element of the belief system (Ball-Rokeach, Rokeach, & Grube, 1984). This
section presents a discussion of values, attitudes, and beliefs. It is proposed that the collective
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values. alliNcies. and beliefs of individual 4-H volunteers represent the values. auiNdes, and
beliefs ol the 4-H volunleer allNn: within the Exlension organization.
Aha the review of liIerature and a presentation of the conceptual schema of the srudy, an

examination of related research will be provided.
fomulated

10 guide this

Finally a presentation of the hypotheses

investigation is given.

The concept of values has been of concern to social scientislS since the early 1930's.
However, the contributions of Talcott Parsons, with his book The Strucrure of Social Action in
1937 and later works done with his associates during 1950-1965, represent the center around
which primary considerations of the concept subsequently revolved.

According to Spates

(1983), the major accomplishment of The Structure pf Social Actipn was to shift the meaning of
the concept of values from one that conformed to the Latin term va/ere, meaning "to be worth"
to ·conceptions of the desirable" that influence the human being. This shift changed the term
from an economical to a more psychological or affective concept that relates more to the
individual personality.
Values were defined by Parsons (1937) as normative agreemenlS or moral beliefs to which
people appealed for the ultimate rationales of action. He considered values to be the governing
componenlS of aU social systems, with the characteristics of (a) providing moral persuasion, (b)
imposing sanction towards violators, and (c) being transmitted from generation to generation.
Spate~

(983) summarized significant contributions of Parsons and his associates to value

theory as follows:
1) they provided the primary orienting definition of values in sociology as:

"value being a conception, explicit or implicit, distinctive of an
individual or charaaeristic of a group, of the desirable which
influences the selection from available modes, means and ends of
action;" (p. 29)
2) they established that without common values, social life is hardly possible;
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3) they conceived the notion of value-orientations, which means that there are specific
social value parameters or systems of linked values;
4) they proposed that institutionalization of values in any social group could produce a
"perfea" effea. In other words, the rules, if followed, will lead to no conflicting actions;
5) they endorsed the idea that values might be a controlling factor in social life. This
generated much interest because it suggested that since values play an important role
in sodal affairs, studying them can help in the production of a unified theory of human
behavior.
In conclusion, values became recognized as an indispensable condition of society,
systematically organized, of limited variabilityj in the ideal case, they could produce totally
harmonious social action.
controversy.

However, many of these ideas proposed by Parsons inspired

Three fundamental criticisms to Parsonian theory were: (1) the lack of

sophisticated empirical support; (2) the deductive imposition of preordained categories on
reality; and (3) the unresearchable level of abstraction. Due to this lack of adequate empirical
evidence, social scientists could not infer with certainty the role values play in social life (Blake
& Davis, 19(54).

However, according to some researchers in the field (Robinson & Shaver, 1973; Spates,
1983), there is work on values that has attempted to remedy this situation, building a body of

knowledge about values based on empirical research. The two most influential works come from
Kohn (970) on social classes and their values and from Rokeach (1968-1980) on general value
systems.

The work of Kohn and Rokeach differs from other value studies.in that both

investigators attempted to ground their measures in empirical data gathered from the
populations studied, i.e., they let the population under consideration (adults, students, etc.)
provide input for the generation of their own values. Furthermore, these two important studies
of value analysis have produced extensive comparative data and tested key empirical
hypotheses. The result of their work was a widespread interest in values.
Three major areas in which there is universal a~reement on the concept of values among
social scientists are as follows:
(1) Most social scientists agree that a complex of values exists in every culture, some of

which are universal and common to all cultures. Rokeach (1968) found thirty-six common or
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generic values.

These values, however, vary in terms of rank or importance from society to

society, among groups in society, and from individual to individual within a group. Thus, it has
been proposed by Rokeach that the number of values within any social group is constant, but
the rank or importance of each universal value is culture specific.
(2) Most value systems are probably hierarchical in nature. Individuals can rank values in
terms of importance and influence upon their lives at any given time (Kluckhohn, 1951;
Rokeach, 1968). That is to say one can make statements, such as: "It is more important to me to
be honest than to be competitive." Such a statement implies that for this person the value of
honesty is ranked higher than the value of competitiveness.
(3) Values,

like attitudes and beliefs, are intervening variables-- hypothetical constructs

whose existence is assumed in order to attempt to explain human behavior (Adler, 1956).
Values influence judgments and decisions in an individual.

Values are inferable from verbal

statements and other observable behaviors. However, equating values with behavior presents
problems because it is extremely difficult to identify which observable actions represent which
values.

Rokeach's Values Theory
The literature assesses Milton Rokeach's work on values as the most significarn advance in
value theory (Priest & Bridges 1984; Robinson & Shaver, 1973; Spates, 1983; Surlin and Suire,
1987). Like earlier value analysts, Rokeach has been interested in investigating the entire value
spectrum.. To that end, he designed the Value Survey, in which respondents are instructed to
rank order .two different sets of values. Rokeach divides values into two distinct hierarchies: a set
of 18 terminal values and a set of 18 instrumental values.
Terminal values are preferences for certain end ·states, such as equality, freedom, or selffulfillment. Instrumental values are preferences for broad modes of conduct, such as honesty,
courage, or chastity (Rokeach, 1968; 1973; 1979). Terminal values identify desirable ends in life
while instrumental values are the means for attaining these ends. These two sets of values are

1(J

anaftled in a "sad., in ~ 0I1heir reIaIiYe imponance to the individual. Thus, when
raIua

CIOIIIe

inlo conftics, abe

hiaher

nnkecI values will Iene as more impolWlt aiteria for

cIedI60nI and adionI dian lower anlaed Yalues.

loIreach'l lhecftlical pdndpIa (1968; 1972; 1979) reprding the concept of values have
beeD carefully developed and

&Ie

hiahIY reprdecl by ezperts in the

field. They have been used

eJdleI""eIy in IlUdiei 01 the values of studenls and adubs in the United Stales, Canada, Great
BriIain.

AusInlia. llnel.

Nic:anaua. as well as other counbies (Feather, 1981; Rokeach, 1979).

His

values InIlnamenl has ellabUlhed and mainIained irs aecbbility and ulility for the last 15 years.
A.

mater COnIribulion is that the mttument &ives researchers a common frame of reference

(Sikula.

Ju ....

a: Sikula,

1983). The value categories that have been developed by Rokeach have

been arefuDy defined and tesled.

Resulting research has provided the most complete

conr.emporary ponnil of American values, their lies to class, age, race, religiOUS affiliation, and
variouIlUbaakures (Surlin a: Suire, 1987).

To fuather darily the concept of values, it is useful to compare values and attitudes. As
menIioned above, values and altitudes

lie two

separate subsystems of the broader belief system.

The dislincliona among values and attitudes suggest that an adult possesses thousands and
perhapI rena of thousands of atliludes towards specific objecrs and situations, but only a few

dozens of inllNmental values and terminal values.

A value is viewed as a disposition of a

peaon, as is an atlilUde. However, a value is more basic than an attitude, often underlying it.

For example, a

suona appleCialion or feeling for -equali~

is a value, whereas viewing primary

heallh ca~ phyIidans in North Carolina as wrong for not wanting to provide opportunity for
equal heaI&h
(1979),

care IerYices to the low income population is an attitude. According to Rokeach

nlues -tene as DndudI or atreria to guide not only action but also judgement, choice,

allilude. enh.,rton,
Since

a peaon

aqpImenI.

pel •• eI lei

ezhonalion, rationalization, and attributions of causalilY- (p. 2).

COIIIideabIy fewer values than attitudes, Rokeach condudes that the

value concept prorida us wiIb a more praClk:al analytical tool for describing and ezplaining
simjhriftee

and clUfeaeuces ..... peaons, grouP'. nations, and adtures.
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A"". . . . .

II.oIrach (1972) aqpaes. foc:ua

OIl

specific objecIs and situations. An aailude is an

on-n'ion IOWUdI caWn ob;eas or situations which resuks from the application of a

value 10 concme objecII (1beodonen

a: Theodoaen,

1969). Rakeach

beyond alliludel in dw nlues are an -imperative to action, -

SUggeslS

aenenl

that values 80

whereas attitudes are simply

evaIuaIive beliefI dw det.ermine preference and may not necessarily lead 10 overt behavior on
the put of the indmdual.

Pinally, Rokeach'. theory purports that since values are considered to underlie and
detcnDine one'. allibldes, beliefs, and behavior, a change in values should lead to changes in
reWed allilUdes, beliefs, and behavior.

Rokeach has provided initial data that address value

theory in terms of the linkage of values with the causes of value change (Rokeach, 1973).

Consequendy, there is a growing body of literature on the process of how to change values.

ThiI slUdy makes an effort to clarify the important elements of the belief system so that one
can eumine the relationships and inlerac:lion, as well as gain insight regarding the influence of
the belief system on behavior. Thus, one can conclude that in this study it is not appropriate to

look at values independently of other concepts that form the belief system.

Anip"w
Por weD over half a cenllll)" social psychologists have considered attitudes a concept cenual

to understanding human behavior. In fact, one of the earliest scholarly books in social science
(Thomas

a:

Znaniecki, 1918) refen to the entire field of social psychology as the study of

allilUdei. ~ to Gordon AUport (1935), the concept of altitude is the keystone in the
IInICIUJe

of American soc::iaI psychology.

However, despite the centtai position of aUilUdes in social psychology and personality
lheoIy, some researchers aqpJe that it is difl'1Olll to COmpare and contrast the definitions in the
IiIaalW'e conceptually (Blumer, 1955; Rokeach, 1m). A review of the literature reveals that

definiIions of auilUde often appear 10 be inleJCbanaeable, especially in the conrext of attitude
measwemen& and hypotheaiHescina A solution to the pobJem is offered by Katz and Stotland
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(1959) who provide the following rationale for the utility of the concept of attitude to social
scientists:
... efforts to deal with the real world show our need for a concept more
flexible and more covert than habit, more spedfically oriented to social
objects than personality traits, less global than value systems, more
directive than beliefs, and more ideational than motive pattern. (p. 466)
There are two popular definitions of the telm attitude. First, some theorists (Katz & Stotland,
1959; Triandis, 1971) proposed that attitudes have three components: affective, behavioral, and
cognitive. The cognitive component consists of the beliefs and ideas a person has about some
attitude object (Harding et aI., 1969). For example, one may hold the view that women are more
intuitive than men and consider this to be a known fact or truth. The affective component of an
attitude is the emotional feelings one has about the attitude object or one's like or dislike for the
object. The behavioral component of an attitude is one's action tendencies towards the object.
For example, in this study one variable examined is the amount of time a volunteer gives to
serving 4-H community clubs, the object in question. The inference can be made that the more
time given, the more positive the attitude or feelings of the volunteer towards 4-H community
clubs.
Since it causes some potential confusion to imply three separate themes when using the
single w.ord attitude, many researchers have become much more precise in the use of the telm.
The second definition of the telm attttude was provided by Fishbein and Ajzen (1972). They

suggest the telm attitude be used only in reference to the evaluative dimension, to indicate like
or dislike towards the object. The objects of attitudes can vary. They can be abstract ideas,
behaviors, 'Or tangible objects, such as a house, a car, people, and groups. Raven and Rubin
(1983) also define attitudes as evaluations of objects, "likes and dislikes," or, in Bem's (1970, p.
324) words, "affInities for and our aversions to objects." From a review of the literature, this
researcher has concluded that measurements of attitudes tend to be measures of likes and
dislikes.
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As mentioned above, social scientists suggest that one of the most important functions

attitudes might serve is expressing more deep-seated values (Katz, 1960; Raven & Rubin, 1983;
Rokeach, 1972).

It could be argued that specific attitudes are a manifestation of a person's

central values and self-concept. For example, American women activists in the current feminist
movement no doubt value the concept of equality. The expression of positive attitudes towards
political figures supporting civil rights and the Equal Rights Amendment are ways that American
feminists may visibly express their commitment to the value of equality.
Attitude formation is also closely linked with values. The literature identifies four ways in
which individual attitudes are formed:
(1) Modeling and Observational Learning. Bandura (1977) has shown that we often learn
new responses--and hence new attitudes-by observing and attempting to imitate the
behavior of role models, e.g., parents, peers, and reference groups. Attitudes are
influenced by the people who play significant roles in our lives.
(2) Classical Conditioning Theory. The basic principle of classical conditioning is that a
previously neutral stimulus becomes associated with an unconditioned stimulus which
always causes an automatic response. For example, a child who hears his father
talking about being mugged by a "dirty, no-good Arab" may experience a fear
response. From then on, the child begins to associate Arabs with aggressive behavior,
and every time he/she has to deal with Arabs, he/she experiences that response,
which, in tum, can develop into general mistrust and prejudice against Arabs.
(3) Reinforcement and Instrumental Learning. When individuals receive social approval for
their attitudes, these attitudes will be reinforced; conversely, if the attitudes are
disapproved of, they will not be reinforced.
(4) Self-Perception and Attitude Formation. Many of our attitudes are learned by direct
experience with the attitude object or by inferring what our attitudes are by watching
our own behavior. In the past, Allport (1935), the first prominent investigator of
attitudes, argued that attitude formation in the individual is the result of prior
experience. The theory holds that people behave in ways that are consonant with
their attitudes, that is, that their behavior is a function of their attitudes.

Beliefs are what we know about an object or what we think we know about it (Raven & Rubin,
1983). Conceptually, beliefs are in close association with attitudes and behavior. Although
beliefs are not directly evaluative, as in the case of attitudes, they may contribute towards our
evaluation of objects. The association of beliefs with attitudes and behaviors is so strong that we
can often infer a person's attitude towards an object, or an issue, if we know a person's beliefs
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Centrality Theory
Centrality theory applies to the whole belief system, i.e., the system that goes from a few
dozens of values, to thousands of attitudes, to tens of thousands of beliefs. Values are very basic
and central to the individual and will influence related attitudes, beliefs, and behavior. Levitin
(1973) says that the influence of central values becomes an abstract frame of reference for
perceiving and organizing experience and for choosing among courses of action. For example,
Saxon (1983) argues that to be motivated in performing and maintaining a work assignment, the
volunteer must be able to satisfy a set of established values. An analysis of these values becomes
the· basis for supervisors of volunteers in order to select work assignments that facilitate the
retention of volunteers.
The construct of values as the more central concept in the belief system can be used (a) to
explain behavior that has already occurred, (b) to set goals and evaluate potential
consequences, or (c) to influence an individual's beliefs and attitudes.

Once a value is

internalized by an individual, Rokeach (1972, p. 160) points out that:
... it becomes, consciously or unconsdously, a standard or criterion for
guiding action, for developing and maintaining attitudes and beliefs
towards relevant objects and situations, for justifying one's own and
othersl actions and attitudes, for morally judging self and others, and for
comparing self with others.
Rokeach adds that values can also be standards employed to influence the values, attitudes, and
actions of others, e.g., parents l influence on their children's values, attitudes, beliefs, and
behavior.
A study of volunteers I attitudes towards 4-H matters of concern is, to a large extent,
dependent upon central values. A study of this nature cannot deal with the concept of attitude
in isolation.

While an attitude represents several beliefs focused on a specific object or

situation, a value is a single belief that transcendentally guides actions, judgments, attitudes, and
beliefs across specific objects and situations, often focusing beyond immediate goals to more
ultimate end-states of existence (Kluckhohn 1951; Smith 1963; Williams, 1967).
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Orunizatignal CullUl'e
The preceding discussion of concepts relating to the belief system can be further clarified

by examining the broader concept of organizational culture.

Culture refers to the collective

mental programming of people in a sotiety who develop common values, attitudes, beliefs, and
preferred means of behaving (Sathe, 1983). A culture consists of patterned ways of thinking,
feeling, and reacting that are acquired through language and symbols that create a
distinctiveness among human groups. A system of shared values, attitudes, and beliefs is the
building block of culture (Sathe, 1983). Hofstede developed an interesting analogy between
individual personality and culture:
Culture is to a human collectivity what personality is to an individual.
Culture could be defined as the interactive aggregate of common
characteristics that influence a human group's response to its
environment Culture determines the identity of a human group in the
same way as personality determines the identity of an individual.
Moreover, the two interact; ·culture and personality" is a classic name
for psychological anthropology. Cultural traits sometimes can be
measured by personality tests. (Hofstede, 1980, pp. 25-26)
1bis overall view of culture is important when making comparisons across societies and

using culture as the independent variable.

However, there is another view -- that of

organizational culture. Organizations may develop their own unique cultures that differentiate
them from other organizations within the same industry or society. Thus, Smirdch (1983) says
that organizations are culture-produdng entities.
Organizations can be seen as open systems in interaction with their environments. They
absorb values, beliefs, and norms from the external culture (Kast & Rosenzweig, 1985). These
shared

val~es,

attitudes, and beliefs result in significant long-term success when they serve to

guide effective behavior and give meaning and purpose to activities within the organization
(Peters & Waterman, 1982). Thus, culture fulfills important functions in the organization.
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Summary of Conceptual Framework
The culture of an organization guides the behavior of the institution's members, establishes
identity, and provides meaning to the overall activities. Organizational culture is represented by
a system of shared values, attitudes, and beliefs. Since institutions as well as persons possess
fewer values than attitudes and beliefs, the literature considers the value concept more basic
than attitudes and beliefs, often influencing them.
The 4-H organization structure and its programs represent one essential component of the
NCAES organization.

Four-H volunteers are an important group working for the 4-H

organization and its programs.
organizational culture.

Values held by 4-H volunteers are part of the Extension

This connection suggests that organizational behavior will likely be

related to 4-H volunteers' values, attitudes, and beliefs. This study of volunteers' values, attitudes,
and beliefs can bring about a better understanding of the 4-H program and, consequently, the
NCAES organization's culture.

Such understanding can help in designing and maintaining

appropriate organizational structure as welll as in planning and executing effective
organizational behavior to move 4-H and NCAES successfully into a new century.

Conceptual Schema
The preceding review of literature provided the framework for both the formulation of the
rationale for the study and for the subsequent conceptual schema. The dependent variable in
this study is the 4-H volunteers' attitudes towards matters of concern in the North Carolina 4-H
program. fhis variable was theorized to be potentially affected by the independent variables
(1) age, ethnic origin, gender, educational level, marital status, number of children, and (2) time

volunteering, tenure as a 4-H volunteer, and type of 4-H program. It is further theorized that the
dependent variable possibly could be affected by an 'intervening variable, the 4-H volunteers'
values.
The independent variables, in this case social background variables as well as behavioral
variables, were chosen based on the assumption that attitudes and beliefs of the volunteers are

Figure 1: Conceptual Schema
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fonned as a result of past experiences. These independent variables include age, ethnic origin,
gender, educational level, marital status, children in 4-H, time volunteering, tenure as a 4-H
volunteer, and type of 4-H program in which they are involved.

The rationale for each

independent variable is:
1. Age - Several studies have indicated that volunteer participation varies according to age.

Smith, et al. (1972) indicated that persons 35 to 55 years of age exhibit higher voluntary
participation rates than younger or older persons. Banning's 1970 survey of 237 adult
volunteer 4-H leaders in 42 states found that the "typical" 4-H volunteer leader was
. between 36 and 5S years.

Two other studies revealed that the average age of 4-H

volunteers was 39 in Ohio (Ladewig, 1980) and 41 in Texas (Denmark, 1971). Finally, a
study conducted by Henderson (1979), to identify selected characteristics and motivators
of 4-H leaders in Minnesota, reported that the age of the 200 leaders surveyed was between
the ages of 36 and 44.
In a study in Iowa, Boehnke (1953) found that younger 4-H volunteers, compared to
older ones, considered awards received for partidpation to be a very important incentive
for volunteering. These findings may reflect differences in attitudes and beliefs among
volunteers of different ages.
2 Ethnic origin - Studies using the Rokeach Value Survey have shown differences in value

profiles or priorities according to race.

Values as an intervening variable in this study

may have an effect on the 4-H volunteers' attitudes and beliefs
3. Gender. - Payne et al. (1972) found that types of membership in voluntary .organizations
varied by gender. Most of the 4-H studies prior to 1980 showed that the majority of 4-H
leaders were women (Henderson, 1979; Lewis, 1980; Sawer, 1980). Nationally, women
accounted for two-thirds of the total 4-H leader force in 1980 (USDA-4-H, 1981).

4. Educational level - Payne et al. (1972) reported that a higher level of education is associated
with both more extensive and intensive involvement. This finding is not consistent in the
literature.

A 1980 4-H leader study in Ohio revealed that the higher the level of
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educational attainment of the volunteers, the fewer years they serve as 4-H advisors
(Ladewig, 1980).

Liles (1980) found that 4-H adult volunteers' educational level was

determined to significantly influence attitude change towards the North Carolina
Agricultural Extension Service. Other studies reported that the "typical" 4-H volunteer is a
high school graduate (Henderson, 1979; Ladewig, 1980; Sawer, 1980).

5. Marital status - According to Smith and Reddy (1972), membership participation in voluntary
associations is higher for married persons than any other group. Studies examining 4-H
leaders' characteristics reported that the typical 4-H volunteer is married (Dalla-Pozza,
1966; Parrott, 1977; Young, 1970).
A review of the literature and consultation with experts in the field of 4-H and volunteerism
suggest that behavioral factors like number of children in 4-H, time volunteering, tenure as a 4-H
volunteer, and type of 4-H program should be studied as possible factors that may have an
influence on the dependent variable of the study. For exampte, as described in more detail
later, some studies show that volunteer leaders' length of service (tenure) is directly related to
specific attitudinal factors (Robs & Wannbrod, 1985; Wahl et al., 1980).
A descriptive model of the conceptual schema for this research study appears in Figure 1.

Review of Related Research
A review of the research on 4-H volunteers reveals that research aimed at assessing their
beliefs and attitudes towards program issues is almost non-existent. There have been only a few
studies wh.ich attempt to collect information about volunteers' attitudes towards job-related
factors. The same is the case for research studies on 4-H volunteers' values. A review of the
literature on the concept of value reveals no research specific to 4-H, but a considerable amount
of research has been conducted to measure human values in general using the Rokeach Value
Survey.

Relevant research on volunteers' belief system and Rokeach's work on values is

summarized in the following section.
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'ana and

Lawler (1961)

sa, mal nery YOlunree..s supervisor

is continually being

c:onIIOI'" wtIh mdenoe IhIl subordinala hold a variety olaailUdes 10wards him. towards the
orpniDlioft,

and, especnl.,. lOWII'dIlheir lObI. Even though supervisors are not sure of how

they should reaG lO YOIunIeeD' IUibides (Chambers, 1972; Weaver 1975), Porter and lawler
IUgaI

thai in order lO keep YOiunreell sadsliecl, more infonnadon is needed about their
The condnuAna performance of volunteers is direcdy affected by the

.a.udes and beliefs.

depee oIl11isfac:don their job provides (Chambell. 1972; Weaver 1975).

Serpnl and Sedlacek (1989) conduaed a slUdy on volunteers' personality types that

mal

concluded

voIunIeer.

through unclenllnding of characteristics and attilUcieI of individuals who

proaramI

can be cIeaipecI beaer lO recruit and retain volunteers. Subjects in the

study responded lO an -Adjec:live Checldisl, - selecting adjectives they perceived as desaibing

themlelves.

They also responded lO the -Self-Directed Search- instrument which measures

peaonality/occupational typologies.

The analysis of respenses indicated that there were

differences among the group' of volunteers and between volunteers and non-volunteers.

-

Volunteell. the study reports. seek environments in which they can express their strengths.

values. and primary charaaerislics. These results sustain and validate that an assessment of
volunreel'l' atlibldes lowards orpnizational struClUre and climate is necessary to effectively
retain volunreea in the program (Seraenl &: Sedlacek, 1989).
Browne (1986) enminecI the chanaerislics of volunteers and came up with four common
qu.Uttet

'Jbae were:

(1) inrenIily

of vision, (2) ability lO communicate agenda. (3) conviction

'I1Ie .....0IID8IIaft obcained aboul voIunreea' llliludes towards job faClOII can be of value in
plannina and in implementing fulUJe direaions

thaI will satilly and motivate volunleell

inwahed in the propIIIL In a . .ely conduClied by Preeman (1978). a lOCal of 149 ....H volunteer

lea...

weIe

inIeI I'iewed IepI'cIina the following thirteen job faClOn: recognition; pellonal

IfOIII'h; .....ioNbipi wiIb 0Iher 4-H lea.... arension staff. parenll. and other 4-H members;
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poIicJ and adminiIInlion; work condiIionI; auidance and training; and security. The results of

Preeman', ,tudy show WI faClOn conaibuting to job satisfaction (motivating factors) were
recoanition. work itself, responsibility, personal growth, achievement, and relations with
members and parenti.

PaClOn contnbuting to job dissatisfaction were guidance and training,

policy and administration. as well as relationship to leaders.

Based on these findings, the

author recommended wt administrators of volunteer programs or Extension field staff should
minimize dissatisfaction factors; instead, those factors which are associated with positive job
attitudes must be part of the leader's role in conducting the job.
In another study related to 4-H volunteer'S attitudes, Groff (1987) argues that Extension
professionals need proven models to help shape attitudes of adults. Her argument, based on
Loftquisl's (1987) three identified styles, represenrs the attitudes of adults towards working with
youths. In style I, adults view youths as objeas; in style 2, adults view youths as retipienrs of
programs; and in style 3, adults view youths as resources for developing and implementing
programs. Groff observes that aduk 4-H leaders who were trained to accept teens as resources
rellecled positive growth in their attitudes towards teens. She concluded that when programs are
designed according to style 3, youths are empowered to function responsibly and to assume
aduk-like roles.
Other studies measure association or relationship between attitudes and other different
variable" particularly partitipation.

Por example, a study of the Cooperative Extension

programs in the Patific Northwest area investigated factors that are essential in order to
satisfactorily incorporate volunteers into a food and nutrition education program. The level of
fulfillment that volunteers expressed and the number of hours served as a volunteer were
signifacantly related to loyal attitudes towards the sponsoring agency (Hillers, Panaranda, &
jenninp, 1981).

The Ohio 4-H program <Rohs &: Warmbrod, 1985) examined the relationship between

participalion and social, personal, as well as attitudinal factors. Several attitudinal factors and
social faaon of volunteen were found to be associated with voluntary partitipation. Some of

,.--

_
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the attitudinal factors tested were value of the 4-H organization, attractiveness of 4-H, and the
influential role of significant others. The more benefits leaders perceived 4-H had to offer to
them personally (attractiveness of 4-H), the more likely they were to continue as 4-H volunteer
leaders. As the leaders' perceived value of the 4-H organization decreased, so did their length
of service and level of involvement at the local and state level. A volunteer leader's length of
service was directly affected by specific attitudinal factors.

Rohs' study recommended that

further research be conducted on additional attitudinal and personality factors that may
influence volunteering.
Findings in a study on the effects of certain extension educational programs on selected
attitude changes in 4-H adult volunteers indicated that participation in Extension educational
programs significantly influences attitude changes (Liles, 1980).

Attitudes towards the 4-H

concept and the Agricultural Extension concept changed in association with individual's
participation in the educational programs. The educational programs were the Expanded Food
and Nutrition Education Program (EFNEP) and 4-H adult volunteer orientation training.

The

target population, low-income adults who were residents of public housing projects or adults
eligible to enroll in the EFNEP, also reported a change in the attitude variable mental health
status. The researcher also suggests that 4-H adult volunteers experienced positive mental health
effects from participation in 4-H educational programs.
Results of nine studies evaluating the effectiveness of volunteer programs in the public
schools, conducted by Cone and Johnson (1981), found significant and positive changes in the
attitudes of volunteers in both university and the corporate settings.

Other research efforts

(Wahl et at, 1980) have demonstrated that mental health volunteers have a more positive
attitude towards mental illness than volunteers in nonpsychiatric programs.

Wahl states that

such positive attitudes do not appear to be artifacts of volunteerism but result from participation
in volunteer programs.
Finally, this researcher found two other Extension studies that documented volunteers'
attitudes towards broad as well as specific issues. One of the studies investigates the perceived

/
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role of the Georgia Extension Setvice in rural counties, as viewed by three relevant groups that
included paid staff and volunteers. The Extension volunteers reported these attitudes: (a) very
strong support for Extension serving agricultural clientele; (b) a broad view of the Extension
Service's role in nonmetropolitan counties; and (c) the need for the Extension Service to
become more involved with the community resources development program area in nonmetropolitan counties (Hayes, 1984). In the second study, Coleman and Booth (1984) showed
that 4-H volunteers in the Maryland program have a positive attitude towards handicapped
individuals.

Studies Using the Rokeach Value Survey
In developing a measure of human values, Rokeach has refined a diagnostic tool that can be
employed reliably and validly across as well as within cultures, at all ages and educational levels
(Rokeach and Regan, 1980). The Rokeach Value Survey (RVS) has thus far provided researchers
with meaningful and comparative data for respondents between 11 and 90 years of age
(Rokeach, 1973).

It has provided data on national samples of Americans (Inglehart, 1975),

Canadians (Rokeach, 1973), Australians (Feather, 1975), Israelis (Rim, 1970), Vietnamese (Penner
& Anh, 1977), Nicaraguans (Kraft, 1977), Japanese (Calista, 1981), and West Germans (Schneider,

1977). The diagnostic instrument was also designed to be sensitive to change, as a result of
naturally occurring changes in life circumstances.
Studies conducted by Rokeach (1973), Williams (1970), and Inglehart (1975) have provided
the most I;omplete portrait yet of American values.

Initial values identified by Rokeach's

research that characterize the mainstream of American society, in order of Significance, include:
A World of Peace, Family Security, Freedom, Honesty, Ambition, Responsibility, Achievement
and Success, Activity and Work, Efficiency and Practicality, Progress, Material Comfort, and
Equality.
Feather (1975) and Schneider (1977) reported similar reliability data in studies on college
students in South Australia and West Germany. In their respective findings the subjects' values
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remained relatively stable over time in various countries, but they also argued that values
undergo gradual change. This gradual change is best appreciated when samples varying from
early youth to old age are compared with one another. For instance, the value "Salvation" is
ranked extremely low by eleven-year-olds and is seen to gradually rise with age, until it is ranked
third-most important by persons over 70. The value of "World of Beauty" is ranked seventh in
importance by those 11 years of age and moves to fifteenth down the list by the time people are
in their twenties. There it remains for Americans in their thirties, forties, and beyond.
Rokeach (1980) discovered that interpersonal value conflicts usually exist whenever a person
is encountering difficulties in interpersonal relations with, say, spouse, parent, boss, employee,
or group with which .one identifies. Examples of these interpersonal value conflicts are shown
by the following kinds of findings obtained from Rokeach and Regan's research in 1980: a) the
average American ranked "Freedom" relatively high in his or her value hierarchy, yet ranked
being "Independent" relatively low; b) 30% of a representative sample of Americans who
reported they cared about "Salvation" also reported they did not care about being "Loving," and
13% who cared about "Salvation" did not care about being "Forgiving;" and c) about 25% of
white college students at a midwestern university, who verbally supported civil rights for black
Americans, indicated that they did not care for "Equality" as a value; another 15%, who verbally
placed a high priority on "Equality," nonetheless, endorsed various racist positions (Rokeach,
1973).
The interpersonal value conflicts or contradictions among individuals' self-concepts, values,
and behaviprs lead to systematic change in the belief system of the individual. To reduce selfdissatisfaction, the person will change values, attitudes, or behavior to make them all more
integrated with one another and, more importantly, to make them more integrated with the
person's self-conception as a basically moral and competent person (Rokeach and Regan).
Rokeach and his colleagues have demonstrated that values are Significantly related to many
political attitudes and behaviors (e.g., Ball-Rokeach, Rokeach, & Grube, 1984; Rokeach, 1973,
1979). Mayton and Vickers (1988) used the RVS with the purpose of specifically assessing the
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value differences among individuals holding different attitudes towards the Soviet Union. This
particular study was designed to identify the underlying values which are associated with
attitudes congruent with the wdiabolicalw enemy image of the Soviet Union. Surlin and Suire
(987) also used what they called Rokeach's two-value model of political ideology to differentiate

the Socialist orientation from the Capitalistic orientation in their study to examine the
relationship between sodal and material values. A Socialist orientation, they say, is represented
by a high placement of both wFreedomw and "Equality,· while a Capitalist orientation is
represented by a high placement of "Freedom" and a low placement of "Equality" (Rokeach,
1973).
Surlin and Suire (1987) made the connection that the holding of salient material values is
related to a more positive perception of advertising on prime-time television and a stronger
desire for the lifestyle depicted on prime-time television advertising.

Materialistic values of

viewers are continuously being reinforced through viewing. Television advertising amplifies and
transmits material values, and it does so at the expense of sodal values.

The study found

Comfortable Life, Sense of Accomplishment, Pleasure and Social Recognition to be "material"
terminal values; World at Peace, World of Beauty, Equality, Inner Harmony and Wisdom were
found to be "sodal" terminal values. In the case of the instrumental values, Ambitious, Capable,
Independent, Responsible, and Self-Controlled were found to be "material" instrumental values;
Broadminded, Cheerful, Forgiving, Helpful, Imaginative, and Loving were found to be "social"
instrumental values.
TIle RC?keach Value Survey has also been used to identify values assodated with education.

Marks and Lemlech (987) used the RVS to compare the values of students beginning their
studies in teacher education in 1986 to students' values of 1976 and to teacher educators at
colleges and universities in California. While the stUdent groups were remarkably consistent
across the ten-year time span, the students and teacher educators significantly differed in a
number of key values important in the leaching profession. The researchers were intrigued by
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the possibility that a difference in values between student teachers and teacher educators was
sparking an increasing number of cases of friction between them.
The study identified four terminal (end-states of existence) values associated with education:
a sense of accomplishment, self-respect, wisdom, and freedom. Instrumental values (modes of
behavior) associated with education include: being responsible, capable, broadminded, and
intellectual. Rokeach (1979) also found evidence that there are additional values associated with
education. These values include equality, inner harmony, family security (terminal values) and
the instrumental values of being honest, courageous, imaginative, independent, logical, and
helpful.
Marks and Lemlech (1987) concluded that it would be expected that if teacher educators are
inculcating education values in their prospective teachers, these values would be highly ranked
by both professors and prospective teachers. Although most teacher education programs begin
with an introduction to teaching and social and psychological foundations for teaching, it is
apparent that teachers for metropolitan schools need direct instruction on diverse cultural
values, American sodetal values, as well as the effects of teacher planning, decision making,
teacher biases, and actions on student behavior.
The only study found by the researcher that tested volunteers, using the Rokeach Value
Survey, was done by Mahoney and Pechura (1980). The study examined the values of volunteers
for a crisis center "hotHne" telephone service.

The volunteers (19 males, 23 females) were

compared to an aggregately gender-matched control group of 42 evening college students at a
major urba~ regional university. A total of 12 values discriminated between the volunteer and
control groups.

Results suggest that, in contrast to control subjects, volunteers for crisis-

intervention centers are demonstrably more altruistic, with more highly developed interests in
sodal activity and an increased need for inner-direction. Value differences appear to be critical
in volunteer selection but are generally unrelated to retention.

The most efficacious use of

recruitment effort may be directed at comprehension of those values distinctively associated
with volunteering behavior.
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This research indicates that there are substantial differences in values between volunteers
and nonvolunteers. In general, volunteers showed greater emphasis on what Mahoney and Katz
(1976) identified as the "Educational," "Personal Integrity," and "Interpersonal Openness"
orientation, in contrast to nonvolunteers who showed more positive evaluation of "Economic,"
"Religious," "Societal Integrity," and "Interpersonal Constriction" dimensions.
In general, it could be said that crisis center volunteers appear to be altruistic, emotionally
sensitive, and stable as a group. The significant interaction of "Obedient" is interesting because
Mahoney and Katz (1976) found that "Obedient" loaded highly on "Interpersonal Constriction,"
in contrast to the general interpersonal openness of the volunteer group.

Summarv of the Related Research
The related research that has been presented here shows the importance of volunteers'
attitudes towards job-related issues. Volunteers' attitudes affect their performance in and their
/

satisfaction with the job.

Most of the studies concluded that there is a need for the

identification and understanding of volunteer attitudes in order to retain, to motivate, and to
plan programs using volunteers. Finally, some studies on volunteers' attitudes reponed that the
participation as a volunteer affects their attitude towards their job. In other words, volunteers'
participation is directly proportional to their attitudes towards the job.
Even though only a limited amount of research on volunteers' values has been conducted in
the past, a review of research on human values reveals that the Rokeach Value Survey is an
excellent

~nalytical

instrument to study any group or subculture. It has been shown that the

number of values within a social group is the same, but how individuals rank order them
depends on the situation and culture. Research based on the Rokeach Value Survey has found
that human values undergo change as individuals experience interpersonal difficulties and life
transitions. Value changes or a new ranking order on the individual's values sometimes result in
a structural change of their belief system. Some values within those identified by Rokeach can
be used to predict people's political ideology and educational orientation.
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SNdy Hypotheses
Theories and research discussed earlier demonstrate that there are several interrelated
variables which are associated with the study's dependent variable, 4-H volunteers beliefs and
attitudes towards matters of concern in the North Carolina 4-H program. The variables
identified by the study to be most relevant to the dependent variable are social background
variables, behavioral variables, and 4-H volunteers' values. Three hypotheses were formulated to
test the relationships between the dependent and independent variables.

The following

hypotheses guide this research:
Hypothesis I. The 4-H volunteers' beliefs and attitudes towards matters of concern in the North
Carolina 4-H program are associated with the volunteers' social background variables: sex,
race, age, educational level, marital status, and whether or not they have a child in 4-H.
Hypothesis II. The 4-H volunteers' beliefs and attitudes towards matters of concern in the North
Carolina 4-H program are associated with the 4-H volunteers' behavioral variables: time
volunteering, tenure as a 4-H volunteer, and type of 4-H program that they volunteer for.
Hypothesis III. The 4-H volunteers' beliefs and attitudes towards each matter of concern in the
North Carolina 4-H program are associated with various combinations of 4-H volunteer
terminal values or various combinations of 4-H volunteer instrumental values when the
other independent variables are controlled. This is also true when the 4-H volunteers'
beliefs and attitudes towards matlers of concern are combined to form one variable.
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MEmODOLOGY
This chapter contains four sections describing the methodology used in this research
project.

These sections are: (1) population and sample, (2) instrument development and

instrumentation, (3) data collection procedure, and (4) data analysis procedures.

Population and Sample
The population for this study consisted of active adult 4-H volunteers in the state of North
Carolina.
A random sample of 32 counties was selected in a manner to ensure that the sample
represented a mixture of rural and urban counties as well as a mixture of mountain and coastal
counties. The list of 100 counties was divided into eight subgroups, using the North Carolina
Agricultural Extension Service's eight districts. Each of the 100 counties in the eight districts was
given an ordinal number in alphabetical order. Using a table of random numbers, four counties
were selected from each of the eight subgroups, providing a sample of 32 counties to be
included in the study. The counties selected were: Avery, Cherokee, Madison, and Yancey from
the Western District; Alleghany, Ashe, Caldwell, and Forsyth from the Northwestern District;
Mecklenburg, Polk, Rowan, and Rutherford from the Southwestern District; Durham, Orange,
Person, and Randolph from the Northern Piedmont District; Halifax, Nash, Wake, and Wilson
from the North Central· District; Columbus, Hoke, Sampson, and Scotland from the South
Central District; Bertie, Camden, Gates, and Hertford from the Northeastern District; and
Beauford,

~amlico,

Pender, and Wayne from the Southeastern District.

The NCAES' Administration Council approved this study, and a letter from the 4-H state
leader was mailed to the 32 agents from selected counties asking for their participation in the
study (Appendix A). The letter, mailed on August 16, ·1990, requested a complete mailing list of
active 4-H volunteers working in the county with community clubs, special interest, school
enrichment, after school, advisory/support groups, as well as donor activities. A sample of 800
volunteers was selected at random from the list received from all the 32 counties.

A

'7

11'._'"
....tr.

1aIGnI.....,

sa CID'....... Two
me ••aiaIl 01800 wIu_ell in this
mr it _wa'a, lepcaaadwe ollhe IDIal Nofth Carolina 4-H YOIunreeII

ada ~ die

(1) .... =

pap n r " IIId (z).o .....'

'.....

•

IaIGftI

IiaUIed Ihe • •CIion 01 • IaqJer number of woIunIeerL

Qg91 " . . ., .

n. ... IUI'weF mechod wuleleaed 10 obWn infonnalion from me laqeled subIeeD

dill....

1he IeIeIIda inIIrumenl

for

wu divided inlo lhree major pans. An explanation of how

die . . two . . . . . were developed .. praenred nat.
1.

5ca'An one
0.. oldie obieaiwa of

~ . . . . . ~ cancem

.aMUde. .....

IIIdaIiftly

me INdy

is to dewmine aUibldea and beliefs of 4-H volunteers

in lhe North Carolina 4-H propam. Rokeach's (1972) definition of

endurina orpnililiOft of beUefs around an

object or libl.lion: sulleltl

lhIl aD .n.... incarpcnte belie... bul, nol all betie'" are necessarily a pall of alliblcles. It was
nat . . . . .

or UIe6a1 for IhilIIUdy to clilfemnliare whether lhe volunteers' respoRlel to Section 1

01_ ..... IM..... were etIher beliefs or .Uiludea. Therefore, in this sbldy alliblciel and beliefs
......... u •

*'lie c:oncepl and measured boIh together.

Secaon 1 of the qualionnaire conlained 23 items, USinl Liken-lype salel to oblain
inf........ OD Ibe reIpONIelU' aailUdei and beUefs towards mallen of concern in the Nonh

CaroMaa 4-H . . . . . now and in the future. Eacb item c:onsisled of • aitica1 element or iIIue
=7

r ..,. caneIpODded to one of the ezpreued

die He

IDIUeI'I of

concem or issues

resullina &om

' .1 Group 1'edInique <NG'O.

n- II .......' IIIIGUnl 01 IiIenNre Oft maIIe.. of concem in the North Carolina 4-H
...... or .... NCAI!S; lhaeCore, lhiI researcher deCided to aenenle and valiclale • lilt of
__

1M He

~ ('IN! "Ih " . .

'

I ~

......... -

4-H

-..e aaIf and Idec:fed, 4-H voIunreea,

To accomplilh IhiI abjecIift,

T..... "que . . . . . . The MGT II one 01 .eweral1llUClWecl, ..... paup

can be UIed in needs ... rameN. to

aenerale

ale80ria of potenlial needs

38

andlor alternative solutions to perceived specific problems. The process is based on a set of
rules and uses silent idea generation, structured reporting of ideas within the group, discussion
to clarify reponed ideas, and prioritizing ideas to develop a product in a short period of time
(Cummings, 1988). The product of the process is a rank ordered listing of ideas produced in the
group.
The purpose of using the NGT for this study was to generate a list of critical matters of
concern in the Nonh Carolina 4-H program now and in the future. These matters of concern
were incorporated into a survey questionnaire designed to assess the relative importance 4-H
volunteers gave to each issue. The experts participating in this Nominal Group Technique were
members of the 4-H state staff (a total of nine). They were knowledgeable about and had a
broad range of perspectives on the problems or issues under consideration. On May 18, 1990,
the group met and participated in the following four-step process:
a. Silent Idea Generation.

Two days prior to the meeting, a worksheet was given to

participants with the problem statement printed at the top (Appendix B).

The problem

statement asked: "Specifically, what are the critical elements or issues that you consider to be
vitally important to 4-H in North Carolina now or in the future?" The instructions asked group
members to respond using short (less than ten words) written phrases. No one in the group was
allowed to talk about the problem or work together with others in step one. The purpose was to
give the members time to react silently and independently to the problem statement, with their
own ideas resulting in divergent responses. Their responses were brought in for the subsequent
group meeqng.
b. Reporting of Ideas. At the meeting, each member of the group was allowed to share his
or her ideas. The researcher asked each of the experts to report one written thought. Each
person was asked for one idea at the time, and the process was repeated three to four times. The
idea, with the person's exact words, was recorded on a newsprint mounted on a flipchart. Each
idea was labeled with a letter of the alphabet. When the alphabet was exhausted, double letters
were used.
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participanls could choose to pass. and the researcher went to the next person. The person
that passed was able to state an idea later when his/her turn arrived. No discussion of the ideas
durina thiI phase was allowed. The purpose of serial reponing of ideas was to equalize the
opportunity to present ideas.
c. oUQlSSipn pf Clarification.

The discussion conveyed the meaning, logic, or thought

behind an idea. The purpose of the discussion was not to debate the issue or to argue the worth

of the idea, but to clarify its meaning. The worth of the idea was decided in the voting process,
step.. All flip-chart sheets were posted around the room so that all responses were visible. The
group eliminated duplications and cleared all doubts about the meaning of the ideas.
d Rankins pf Ideas. A day after the meeting, the researcher distributed a one-page list of the

generated ideas and five 3x5 index cards to each person. Each participant was ask to record the
five ideas of highest priority from those listed on the page (one selection per card).

Each

person wrote one phrase and the idea's identifying leuer(s) on each card. The group members
were asked to identify the idea with the highest importance and rank it a 5, the next highest in
importance a 4, and so on. The cards were colleded and points were added for each idea.
The five matters of concern ranked by each participant represented the most significant
ones from his/her individual perspective.

In other words, participants prioritized their most

significant items. Therefore, any item that received a 'vote was considered in the interpretation
of results.
In order to generate a list of matters of concern from the 4-H volunteers, a letter was sent to
a randomly. selected group, 15 total, of 4-H volunteer leaders with the same problem statement
that had been posed to 4-H state staff (Appendix C).

Volunteers worked individually and

returned their ideas in a self-addressed, stamped envelope that was provided. There were two
different procedures followed with the volunteer exercise. First, the researcher provided two
examples of the matters of concern to the volunteers with the purpose of giving them a clea~
idea of what was meant by matters of concern.

These two examples came out of the list

aenented by die 4-H state sulf. Second, the researcher did not have a group meeting with the
seleaed voIunreen.

I. . . received from volunteers were added to those generated by the 4-H state staff. Then,

seep four &om die Nominal Group Technique was followed again, but this time volunteea as well
as die 4-H stare staff had a chance to vote for their favorite five issues. The result was a list of 23
maaen of c:oncem important to the North Carolina 4-H program.

2. ScaimTwp

After an ahaUllive search of the literarure and discussions with experts in the field of sodal
psychology, this researcher concluded that Rokeach's Value Theory is the best fitted to satisfy

some 01 the objeaivea of this srudy. These objectives were: a) to determine the 4-H volunteers'
rank order of core values in terms of their importance as guiding prindples for their lives, and

b) to delermine the relationship that may exist between core values and the 4-H volunteers'
attibldel and beliefs towards matters of concern. The

two

major reasons for selecting Rokeach's

work in this arudy are:
1) One of the major purposes of Rokeach's work is to analyze the concept of values by

drawinS from

the whole value spectrum, making it possible to investigate consequences

of values change on related changes in attitudes and beliefs (Spates, 1983).

To

appreciate the Significance of values to understanding human behavior, it is important
to understand the relationships among values, attitudes, and beliefs. Much of Rokeach's
~

2)

cIeaIa with differentiating among the concepts of values, attitudes, and beliefs.

lokeacb also deYeloped an instrument to measure values that has reliably and validly
been employed across as well as within a.drures and for all ages and educational levels

OtoIaeach and Regan, 1980).
Seaion cwo includes the Rokeach Value Survey, an instrument that assesses an individual's

hierarc:hic:al arrangement of two kinds of values-terminal and instrumental. Terminal values
refer to preferable end swes of exisrence, and instrumental values refer to preferable modes of

\,....-/
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condua.

The terminal values were selected from a large list drawn from a search of the

literature and an interview process (Rokeach, 1973). Several hundred concepts were identified
and ultimately reduced through elimination of duplicated meanings, of items that were too
specific, and of items that did not represent end states of existence (Rokeach). The instrumental
values were a result of pruning from 555 personality traits (Rokeach, 1973). Again, the pruning
was performed on the basis of duplicated meanings, the values important in American Society,

those values likely to be maximally discriminating across social status, race, age, and other
demographic variables as well as those values minimally intercorrelated. Certain values such as
·survival" and "health" were not included because they were considered to be too important;
people were not expected to vary enough in their ranking of such values (Rokeach, 1979).
Supportive reliability data for this value scale were reported by Rokeach in the United States
(1973), Norman Feather in Australia (1975), and Manfred Schneider in West Germany (1977).
The test-retest reliabilities for the RVS have been found to be .74 for terminal values and .65 for
instrumental values in an American college sample and .74 for terminal values and .70 for
instrumental values in an Australian college sample (Rokeach, 1979).
The construct validity of the RVS instrument has been less extensively studied. Since the
procedure involves rank ordering,

ipsative data are produced (Thompson, Levitov, &

Miederhoff, 1982). If a subject chooses to rank a value as number one, then, consequently, the
remaining values must be ranked lower. Thus, the subject'S response to one item constrains
responses to the remaining items. The important limitation on ipsative procedures is that the
usual statist.ics are not applicable since such statistics depend on assumptions systematically
violated by ipsative procedures (Kedinger, 1973).
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Instru mentation
1. Section One

Following are the 23 matters of concern selected and stated as in Section 1 of the mail
questionnaire:
1. The 4-H program does not currently receive the research based support from the entire

university system.
2. There is a need to broaden the awareness of the varied learning opportunities available

through 4-H.
3. The North Carolina 4-H program should broaden awareness and acceptance of all
volunteers contributing to 4-H system-wide.
4. There is no need to broaden awareness of the importance of volunteers among the
Extension paid professionals.
5. The North Carolina 4-H administration has already defined an achievable mission for the
state 4-H program.

6. The NCAES organization has not communicated clearly what 4-H is today to North
Carolinians.
7. Volunteers in 4-H now receive current and beneficial training.
8. The 4-H program needs to work on developing strategies and skills for working with youths
that are developmentally and culturally sensitive.
9. To motivate 4-H volunteers, the organization should give award incentives such as free
trips and vacation weekends.
10. The excellence of the current 4-H curriculum and the volunteer staff will cause the 4-H
program to be recognized as a state level "player" working with other state agencies.
11. The 4-H administration needs to support more issues programs that impact on today's
youths vs. traditional programs.
12. The North Carolina 4-H program has adequate programs dealing with family interaction.
13. Financial resource development at the county level needs to be improved.
14. Tlie North Carolina 4-H program needs curriculum material addressing needs of
dysfunctional families.
15. There is a need for increased total program involvement and commitment of 4-H
leaders and members.
16. Not having enough 4-H volunteers contributes to current 4-H volunteers' burnout.
17. The 4-H agent needs to have more face-to-face contact with volunteers.
18. All the 4-H programs need to be widely promoted with urban audiences.
19. Future 4-H leaders should receive more specific working guidelines.
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20. The 4-H curriculum needs to be updated and the quality of materials improved
2l. There is a need to inaease resources to support experientialleaming in 4-H.

22. Developing programs to motivate older youths to partidpate in 4-H is not needed.
23. There is a need for annual recognition of volunteers by top 4-H offidals.
Each of the 23 items represents a statement in Section 1 of the survey in which respondents
(4-H volunteers) were asked to circle the number that represented the response that best
expressed their personal attitude or belief towards that particular statement Response choices
were as follow: SDA
=

= strongly disagree with the statement; DA = disagree with the statement; U

undecided; A = agree with the statement; SA = strongly agree with the statement.

2. Section Two
In Section 2 of the instrument, the Rokeach Value Scale (RVS) was used. This scale assesses a
respondent's hierarchical arrangement of two kinds of values: instrumental and terminal. Table
1 shows a list of the two kinds of values.
In Part A of the RVS, subjects rank ordered 18 alphabetically listed terminal values along
dimensions of the relative importance of each of these values to themselves.

In Part B, subjects

then rank ordered 18 alphabetically listed instrumental values, again in terms of relative
personal· importance. Subjects were instructed to arrange and rearrange the order ef the values
until they determined the order which best represented the relative importance of each value to
them.

3. Section Three
Finally, in Section Three of the survey, respondents were asked to provide basic background
information that was used to categorize the respondenJ.S. Information obtained includes date of
birth, gender, race, current marital status, number of children, highest level of formal education,
type of 4-H program volunteering, years of volunteer service for the Extension service, and time
volunteering (in hours per month).
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Table 1. Rokeach's Tennina1 and InsbWnenral Values

TERMINAL VALUES

INSTRUMENTAL VALUES

A COMfORTABLE UFE
(a prosperous life)

AMBmous

AN EXOllNG LIFE

BROADMINDED
(open-minded)

(a stimulating, active life)
A SENSE OP ACCOMPLISHMENT

(lasting conbibution)
A WORLD AT PEACE

(hard-working, aspiring)

CAPABLE
(competent, effective)

(free of war and conflict)

CHEERFUL
(lighthearted, joyful)

A WORLD OP BEAmY
(beauty of nature and the arts)

CLEAN
(neat, tidy)

EQUAUTY
(brotherhood)

COURAGEOUS
(standing up for your beliefs)

FAMILY SECUlU1Y
(ra.ldng care of loved ones)

FORGIVING
(willing to pardon others)

FREEDOM
(independence, free choice)

HELPFUL
(working for the welfare of others)

HAPPINESS
(contentedness)

HONEST
(sincere, truthful)

INNER HARMONY
(freedom from inner conflict)

IMAGINATIVE
(daring, creative)

MATURE LOVE
(sexual and spiritual intimacy)

INDEPENDENT
(self-reliant, self-sufficient)

NATIONAL SECUlU1Y
(protection from attack)

INTELLECTUAL
(intelligent, reflective)

PLEASURE
(an enjoyable, leisurely life)

LOGICAL
(consistent, rational)

SALVATION
(saved, etemallife)

LOVING
(affectionate, tender)

SELF-RESPECTED
(self-esteem)

OBEDIENT
(dutiful, respectful)

SOCIAL RECOGNrrION
(respect, admiration)

POLITE
(courteous, well-mannered)

TRUE FRIENDSHIP
(close companionship)

RESPONSIBLE
(dependable, reliable)

WISDOM
(a mature Understanding of life)

SELP-CONTROLLED
<restrained, self-disciplined)
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ICUdy

pUrpoia

inllJWnenl

WU

pretested in Wayne County with 75 active volunteers.

The

01 the preust were: (a) to dellelmine clarity of the instructions and items, (b) to

determine apprmamare time required to complere the instrument, (c) to determine preference
(01

fannat 01 the qualionnaire, (cO to evaluate face validity, and (e) to evaluare content validity.

The final version of the quellionnaire represents suggested changes from the pretest, such as

modification of the style and order of the items. A copy of the study's questionnaire can be
(ound in Appendiz D.
VoIwueera from the selecred counIies were sent a survey and a personal cover letter from
the county 06-H agent (Appendix E). Volunree1'S that fined out the questionnaire returned it to
the Stare Extension office in a self-addressed, stamped envelope that was provided.

Dara AnalV¥'

frequency distributions usin8 the independent variables were calculated in order to
summarize the characteristics of the population.

Por estimating the reliability of Likert's

technique of summared ratings Cronbach's Alpha was used. This measure of hom08eneity is
used when measures have multiple-scored items, such as the attitude scale.

The Statistical

Program for the Social Sciences (SPSS) provided a coefficient alpha as the index of reliability.
Analysis of variance was used to establish relationships between attitude scores and the

independent variables: sez, race, age, educational level, marital status, and whether or not they
have a

c:hik! in "-H, rime volunreering,

tenure as a 4-H volunteer, and type of 4-H program that

they volunreer fOl. POI aU statistical tests, the .05 level of probability was used to accept or reject
the scudy's hypotheses.

The researcher computed the ranking order of teOninal and instrumental values accordin8
to the mean value SCOla per each value in the Rokeac:h Value Survey. The Kendall1s Rank Order

Condalioll CoefficieDl wu applied to describe the relationship between attitude scores and
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value hierarchies among 4-H volunteer groups.

Kendall's Coefficient of Concordance was

utilized to determine the relationship among volunteers grouped according to attitudes scores.
To test whether or not terminal and instrumental values can account for the variations in
the 4-H volunteers' attitudes and beliefs towards matters of concern the multiple stepwise
regression analysis was used.
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FINDINGS

The objectives of this inquiry were to: (1) identify important matters of concern in the
North Carolina 4-H program, (2) determine the attitudes and beliefs of 4-H volunteers towards
matters of concern in the North Carolina 4-H program, (3) determine the rank order of 4-H
volunteers' core values in terms of their importance as guiding principles for their lives, (4)
determine any relationship that may exist between the attitudes and beliefs towards the selected
matters of concern and core values, and (5) describe selected demographic and behavioral
characteristics of 4-H volunteers as well as determine how 4-H volunteers' attitudes and beliefs
towards matters of concern vary according to these characteristics.
The findings of this study are introduced in a framework consistent with its objectives and
hypotheses. They are presented as follows: (1) survey response, (2) characteristics of survey
respondents, (3) volunteers' beliefs and attitudes towards matters of concern, and (4) 4-H
volunteers' values.

The relationships between the various demographic and behavioral

characteristics as well as volunteers' attitudes and beliefs are also reported.

Survey Response
A total of 800 four-H volunteers were randomly selected from 32 counties in North Carolina
to respond to the survey.

As mentioned above, individuals received a cover letter, a

questionnaire, and a self-addressed, stamped return envelope.
A total of 79 survey packets were returned to the sender by the post office because of
incorrect a~dresses or incorrect addressee, resulting in a total sample of 721. A total of 370
questionnaires were received for a 51 percent return rate. Questionnaires which did not have
complete background information (6 total), or which had more than five items unanswered (11
total), were removed from the sample. Nine surveys were received unanswered. A total of 344
responses (48 percent of the sample) were used for statistical analyses.
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Characteristics of Survey Respondents
An

overall profLie of the 344 volunteers who participated in this study is provided (see Table

2), including the following characteristics: gender, race, age, educational level, marital status,
whether or not the volunteer had a child in 4-H, and type of 4-H program with which the
volunteer was involved.
The majority of respondents were females, 74.4 percent, as opposed to males, 25.6 percent.
The age of respondents ranged from 18 to 85, with a mean age of 42 years.
The majority of respondents were white (77.0 percent). Two other race categories were
represented within the group of volunteers in the study. The proportional representation for
these are 17.2 percent black and 5.8 percent of other races, including Hispanic, Native American,
and Asian. Over seventy-eight percent of the volunteers were married, 11.3 percent were single,
and 10.2 percent of the volunteers were either divorced, separated, or widowed. The largest
group of volunteers (63.1 percent) did not have a child in 4-H at the time of this study, while the
other 36.9 percent had least one child in the 4-H program. Over 57 percent of the respondents
had a Bachelor'S degree (57.2 percent), 11.3 percent had a high school diploma only, 28.2
percent had post graduate education, and 3.2 percent did not have a high school diploma.
The largest group of respondents reported volunteering in 4-H for 3 to 5 years (25.0
percent), and the next largest group had been volunteering for less than 6 months 09.2
percent). Those with a tenure of 1 to 2 years (17.4 percent), 6 to 10 years (14.2 percent)...more
than 10 years (14.0 percent), and 6 months to 1 year (10.2 percent) comprised the remaining
sample.
The majority of respondents (41.6 percent) volunteered less than twelve hours per year.
Volunteers serving 1 to 3 hours per month accounted for 21.8 percent; those volunteering 4 to 8
hours per month accounted for 20.6 percent, and the remaining 16.0 percent of the volunteers
served for more than 8 hours per month.
The frequency distribution of 4-H volunteers participating in six different types of 4-H
programs is summarized in Table 3.

The data collected in the questionnaire showed the
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Table 2. Frequency and Percentage Distribution of 4-H Volunteers By Characteristics

Characteristic
(imrJ.e. r

.dU

Frequency

Percent
N - 344

Male
Female

88
256

25.6
74.4

18-36
37-45
47-85

120
126
98

32.0
36.6
31.4

59
265
20

17.2
77.0
5.8

270
39
35

78.5
11.3
10.2

11
39
197
97

3.3
11.3
57.2
28.2

127
217

36.9
63.1

66
35
60

19.2
10.2
17.4
25.0
14.2
14.0

Ethnic Origin

Black
White
Other
Marital Status

Married
Single
Other
ErJ.ucattonal

Level

Some School
High School Diploma
Bachelor'S degree
Post Graduate degree
ChUrJ. in 4-H

Yes
No
Te.Z:U"llI: .~ " l{Ql"'l1t~
Less than 6 months
6 months to 1 year
1-2 years
3-5 years
6-10 years
More than 10 years
TIme. Volunt«ril1i
Less than 12 hours
1-3 hours a month
4-8 hours a month
More than 8 hours a month

86
49
48
143
75
71

55

41.6
21.8
20.6
16.0
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number of volunteers serving in each type of 4-H program, many of whom served in two or
more programs. The 4-H program that received the most contribution is the community club
with 152 volunteers, followed by the special interest type with a total of 114 volunteers. The
after-school program had the lowest number of 4-H volunteers with 68.
Table 3. Frequency Distribution of 4-H Volunteers by Type of 4-H Program.
Type of 4-H Program

Community club
School enrichment
Special interest
After school
Advisory/planning committees
Donor/su pporter

Frequency 1

percent2
(n - 344)

44.2
25.0
33.1
19.7
32.0
21.5

152
86
114
68
110
74

1 Some volunteers seroed In two or more programs

2percentage greater than 100 because some volunteers In more than one program

A detailed profile of the 344 volunteers by the six different types of programs is presented
in Table 4. Again, many of the volunteers in the study participated in more than one of the six
types of programs. The respondents were predominantly females in all of the six 4-H programs.
The program with the lowest percentage of females is the Donors with 64.9, and the program
with the highest number is the After School program with 89.7 percent. Almost 50:0 percent of
the volunteers in the Donors and Advisory groups were between the ages of 47-85. The majority
of the 4-H volunteers in the other four programs were younger, between the ages of 37-45.
Blacks accounted for only 8.8 percent of the 4-H volunteers in the Special Interest program,
but in the After School program, blacks constituted 20.6 percent of the total. Whites were the
majority in all the programs, with 67 percent of volunteers or more. Most of the respondents
were married and have obtained a college degree. Over 58.0 percent of the volunteers in the
Community Club program had at least one child in 4-H.

In other types of programs the

majority of the 4-H volunteers' children were not 4-H members.

Table 4. Prequency and Percentage Disuibution of 4-H Volunteers by ChaniClerislics and by Type of 4-H Program

Characterl.llc

fimJkr
Mile
Female

del

1&36
37-45
47-85

~

Black
White
Other

MadlB.l

.lliJlU~

Married
Single
Other

Communlry
Club
(%)
freq

School
Enrlchmenl
('Mo)
I freq

Type of Proaram
Afler
SChool
Inleresl
('Mo)
('Mo)
freq
I freq

Special

Advisory
Group.
(%)
freq

Donor.
freq

(%)

29.8
70.2

7
61

10.3
89.7

35
75

31.8
68.2

26
48

35.1
64.9

28.9
34.2
36.8

30
23
15

44.1
33.8
22.1

n
34

20.0
30.9
49.1

14
23
37

18.9
31.1
SO.O

8.8

20.6
67.6
11.8

15
85
10

n.3

13.6

14.0

14
46
8

9.1

8
61
5

10.8
82.04
6.8

89
15
10

78.1
13.2
8.8

49
12
7

72.1
17.6
10.3

89
9
12

BO.9
8.2
10.9

57
10
7

n.o

1.2
11.6
46.5
40.7

4
15
68
27

3.5
13.2
59.6
23.7

3
9
39
17

4.4
13.2
57.4
25.0

2
16
63
29

1.8
14.5
57.3
26.4

4
9
43
18

5.4
12.2
58.1
24.3

16
70

18.6
81.4

47
67

41.2
58.8

30
38

44.1
55.9

42

68

38.2
61.8

23
51

31.1
68.9

7.2
6.6
17.1
31.6
19.1
18.4

24

5

27.9
14.0
20.9
18.6
12.8
5.8

11
4
15
36
22
26

9.6
3.5
13.2
31.6
19.3
n.8

5
13
18
15
9
8

7.4
19.1
16.5
n.l
13.2
11.8

12
8
10
24
28
28

10.9
7.3
9.1
21.8
25.5
25.3

16
2
9
11
15
21

21.6
2.7
12.2
14.9
20.3
28.4

18.4
26.3
27.6
27.6

49
17 .
9
11

57.0
19.8
10.5
12.8

36
23
25
30

31.6
20.2
21.9
26.3

17
15
23
13

25.0
n.l
33.8
19.1

29.1
24.5
20.0
_ ~ __ 26.04

28
15
14
17

37.8
20.3
18.9
23.0

27
'125

17.8
82.2

16
70

18.6
81.04

80

SO
58
44

32.9
38.2
28.9

27
37
n

31.4
43.0
25.6

39
42

27
113
12

17.8
74.3
7.9

11
66
9

12.8
76.7
10.5

88

n.2

16

122
18
12

BO.3
ll.8
7.9

66
8
12

76.7
9.3
14.0

4
27
95
26

2.6
17.8
62.5
17.1

1
10
40
35

89
63

58.6
41.4

11
10
26
48
29
28
28
40
42
42

34

33

10
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I

l3.5
9.5

u.Y"l.IiQrJ IJ:J&.I

Some School
H.S. Diploma
B.S. Degree
Post Gnlduate
C~ild. irJ

W

Yes
No

rma

~'2l"lIt=dlle

< 6 months
6 mo.-l year
1-2 years
3-5 years
6-10 years
> 10 years

12

18
16
11

HQ.IH:l. Volu"t~tt

Less than 12 hours
1-3 hrslmo.
4-8 hrslmo.
> 8 hrs/mo.

32
27
n

-

VI
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The majority of the volunteers in traditional 4-H programs, such as the Community Club,
Advisory Groups, and Donors have been serving for the last 3 to 10 years.

The School

Enrichment program has had most of its volunteers serving for the last year or two. In general,
the majority of the respondents have served the 4-H for 3 to 5 years. Finally, except for the
Community Clubs and the After School program, volunteers served 12 hours or less per year in
the different 4-H programs. However, volunteers in all the groups served in the other time
categories as well for types of 4-H programs (Le., 1-3 hours a month, 4-8 hours a month, and
more than eight hours a month).
Volunteers' Beliefs and Attitudes Towards Matters of Concern
One of the objectives of the study was to determine the attitudes and beliefs of 4-H
volunteers towards matters of concern in the North Carolina 4-H program identified by 4-H
experts. There were 23 total items on the attitudinal scale used to assess 4-H volunteers' beliefs
and attitudes.

The possible range of scores is from 23 to 115. Scores were determined by

summing the responses to each item on a 5-point scale ranging from 1 (strongly disagree) to 5
(strongly agree), indicating the degree to which the respondents agreed or disagreed with the
statement. An item value of 3 signified that the respondents were undecided or uncertain about
their beliefs or attitudes on that item.
Total scale scores which exceeded 69 (midpoint of the scale) were interpreted as indicating
a favorable attitude towards the matters of concern related to the 4-H program. The mean score
on the scale, indicating the respondents' attitudes towards the matters of concern in general, was
85.8. The 'scores ranged from 65 to 102. The data presented in Table 5 indicate that volunteers
generally had favorable attitudes towards the matters of concern in the North Carolina 4-H
program.
Table 6 provides a listing of the frequency distributions of the respondents' attitudes and
beliefs for each matter of concern in the North Carolina 4-H program as identified by
experts (Matters of concern are listed in Chapter 3).

4-H
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Table 5. Scale Scores on the Attitudes Towards Matters of Concern to the 4-H Program in
North Carolina
Percent

Number

Score

2.0
5.8

7

65-69
70-74
75-79
80-84
85-89

20
39
80
93
67
27

90-94
95-99
100-102

11.3
23.2
27.0
19.5
7.8

---1l

Total

---..ll
100.0

100

Mean - 85.8; Mode

= 86.0,'

Median - 86.0; SD. - 7.3

Table 6. Frequencies of the Attitudes and Beliefs of 4-H Volunteers Towards Maners of
Concern to the 4-H Program in North Carolina

Matters of Concern

Attitude Scale
Strongly
Disagree
%

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23

5.8
2.0
1.7
2.9
1.2
3.2
3.8
0.6
13.1
1.2
1.7
2.3
0.6
0.3
0.3
0.3
0.6
0.6
0.0
0.3
0.3
1.7
1.2

Disagree

Undecided

%

%

21.8
2.9
3.5
12.8
8.4
20.3
21.8
5.5
27.9
7.6
7.8
21.5
3.2
4.9
6.1
2.9
12.5
4.7
5.2
7.6
4.4
5.2
7.0

55.2
3.5
12.2
14.8
56.1
27.9
24.7
8.1
17.2
33.1
14.8
41.0
20.6
16.9
11.9
13.7
16.3
13.7
19.5
·30.8
13.7
7.3
10.8

Agree

Strongly
Agree

%

%

14.8
47.4
52.0
43.3
32.8
39.0
44.2
62.2
30.8
48.8
52.6
33.1
53.5
58.4
58.7
52.9
48.3
57.8
56.4
45.9
59.0
46.5
56.7

2.3
44.2
30.5
26.2
1.5
9.6
5.5
23.5
11.0
9.3
23.0
2.0
22.1
19.5
23.0
30.2
22.4
23.3
18.9
15.4
22.7
39.2
24.4
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The majority of the respondents' attitudes towards the 23 matters of concern were favorable,
indicating either agreement or strong agreement with the statement. When these two categories
("Agree" and "Strongly Agree") were combined, 15 of the statements represented favorable
attitudes at or above the 60 percent level (see Table 7).

Table 7. List of Matters of Concern about which the 4-H Volunteers Had Favorable Attitudes
Num.

Matter of Concern

2

There is a need to broaden the awareness of the varied learning opportunities
available through 4-H.

3

The North Carolina 4-H program should broaden awareness and acceptance of
all volunteers contributing to 4-H system-wide.

8

The 4-H program needs to work on developing strategies and skills for working
with youths that are developmentally and culturally sensitive.

11

The 4-H administration needs to support more issues programs that impact on
today's youths vs. traditional programs.

13

Finandal resource development at the county level needs to be improved.

14

The North Carolina 4-H program needs curriculum material addreSSing needs
of dysfunctional families.

15

There is a need for increased total program involvement and commitment of
4-H leaders and members.

16

Not having enough 4-H volunteers contributes to current 4-H volunteers'
burnout

17

The 4-H agent needs to have more face-to-face contact with volunteers.

18

All the 4-H programs need to be widely promoted with urban audiences.

19

Future 4-H leaders should receive more specific working guidelines.

20

The 4-H curriculum needs to be updated and the quality of materials improved.

21

There is a need to increase resources to support experiential learning in 4-H.

22

Developing programs to motivate older youths to participate in 4-H is needed.

23

There is a need for annual recognition of volunteers by top 4-H officials.
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There are five other matters of concern that the majority of volunteers felt undecided or
have split attitudes about. These are:
Num.

Matter of Concern

1

The 4-H program does not currently receive the research-based support from
the entire university system.

5

The North Carolina 4-H administration has already defined an achievable
mission for the state 4-H program.

6

The NCAES organization has to communicated clearly what 4-H is today to
North Carolinians.

7

Volunteers in 4-H now receive current and benefidal training.

12

The North Carolina 4-H program has adequate programs dealing with family
interaction.

Finally, the only matter of concern where most of the 4-H volunteers (41.0) disagree is:
Num.

9

Matter of Concern
To motivate 4-H volunteers, the organization should give award incentives such
as free trips and vacation weekends.

4-H Volunteers' Values
Tables 8 and 9 present the corresponding rank orders of Rokeach's terminal and
instrume~tal

values as reported by the 4-H volunteers. Both tables show four different volunteer

groups. In addition to the "Total" group, which consists of the 344 volunteers that responded to
the survey, three other groups were created by the researcher with the purpose of comparing 4H volunteers with different attitudinal scores.
The greup labeled "Less Positive" (n=15) represents those volunteers who have an attitude
score of less than 78. This group was formed by subtracting one standard deviation from the
total mean value of the attitude scores (85.8 - 7.3).

The "Very Positive" group consists of

Tabk 8. Ranking of Eighteen Tenninal Values in Order of Importance as Life's Guiding Principles to Four Groups of 4-H Volunteers.

I

Total

muA

-

-

las Positive

--

-

IW:.iUI.

N-344'

- -- -

---

-

----

Positive

N - 15

--y

- -

- -

IW:.iUI.

Very Positive

N - 278

muA

N - 51

Family Security

4.971

Family Security

2.600

Family Security

5.022

Family Security

5.392

Salvation

5.398

Freedom

6.733

Salvation

5.230

Salvation

5.824

Self-Respected

6.637

Sense of Accomplish

6.867

Self-Respected

6.665

Self-Respected

6.294

Wisdom

7.515

Salvation

7.067

Wisdom

7.604

Wisdom

6.706

Freedom

7.677

Self-Respected

7.267

Freedom

7.604

Happiness

7.471

Happiness

7.794

True Friendship

7.267

Happiness

7.701

Freedom

8.353

Inner Harmony

8.235

Mature Love

7.933

Inner Harmony

8.126

Inner Harmony

8.784

True Friendship

8.526

Inner Harmony

8.400

A World of Peace

8.486

Sense of Accomplish

8.824

A World of Peace

8.776

Wisdom

8.600

True Friendship

8.489

True Frienship

9.098

Sense of Accomplish

8.985

Happiness

10.600

Sense of Accomplish

9.129

Equality

9.686

Mature Love

9.759

Equality

10.933

Equality

9.727

A World of Peace

9.824

Equality

9.773

National Security

11.533

Mature Love

9.773

Mature Love

10.216

Comfortable Life

11.660

A World of Peace

11.667

Comfortable Life

11.781

Comfortable Life

10.686

National Security

11.834

World of Beauty

11.667

National Securi!y

11.838

National Security

11.902

World of Beauty

12.192

Excitinl1: Life

12.000

World of Beauty

12.191

Excitinl1: Life

12.196

Exciting Life

13.017

Comfortable Life

12.733

Exciting Life

13.223

A World of Beauty

12.353

Pleasure

13.570

Social Recognition

13.867

Pleasure

13.626

Pleasure

13.039

Social Recognition

14.413

Pleasure

14.333

Social ReCOgnition

14.500

Social Recogniti0f!_

14.098

. _ -

I
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~

Table 9. Ranking of Eighteen Instrumental Values in Order of Imponance to Four Groups of 4-H Volunteers.

I

Total

----- - -

.mn..o

---------1gIII

Less Positive

N-344.

--

-

-

-

----

~

-

Positive

.IDH..O

Very Positive

N - 278

N - 15

mu..o
N - 51

Honest

3.808

Honest

4.533

Honest

3.752

Honest

3.902

Responsible

5.735

Responsible

4.933

Responsible

5.679

Responsible

6.294

Loving

7.244

Loving

6.467

Loving

7.119

Ambitious

7.843

Forgiving

7.538

Courageous

8.067

Forgiving

7.378

Forgiving

7.980

Helpful

8.413

Capable

8.533

Helpful

8.245

Loving

8.157

Ambitious

8.991

Independent

8.867

Self-Controlled

8.939

Helpful

8.765

Self-Controlled

9.326

Polite

9.000

Ambitious

9.162

Self-Controlled

8.980

Capable

9.326

Forgiving

9.000

Broadminded

9.277

Courageous

9.137

Broadminded

9.442

Broadminded

9.200

Capable

9.324

Capable

9.569

Courageous

9.613

Cheerful

9.667

Courageous

9.784

Cheerful

9.725

Polite

10.131

Ambitious

9.733

Cheerful

10.234

Polite

9.667

Cheerful

10.134

Helpful

10.333

Polite

10.277

Independent

10.314

Independent

10.512

Self-Controlled

10.667

IndeI>.endent

10.637

Broadminded

10.412

Intellectual

11.235

Imaginative

11.267

Intellectual

11.183

Clean

10.961

Clean

11.523

Logical

11.933

Clean

11.504

Intellectual

11.275

Logical

12.299

Intellectual

12.067

Logical

12.245

Obedient

11.647

Obedient

12.456

Obedient

12.867

Obedient

12.583

Logical

12.706

Imaginative

13.468

Clean

13.800

Imaginative

13.547

Imaginative

13.686

I

\J\
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those who have an attitude score equal or greater than the total mean value plus one standard
deviation (85.8

+

7.3>. Finally, the largest group identified with this procedure is the "Positive"

(n'"'278) group, comprised of those respondents whose attitude score is between 78 to 93.
From the 18 terminal values, 4-H volunteers rank Family Security first in all four groups.
Honest is ranked first on the scale of instrumental values.

Last in the ranking order, three

volunteer groups select Imaginative on the terminal scale and Social Recognition on the
instrumental scale. The smallest group of volunteers, the Less Positive (15 volunteers), rank
Clean and Pleasure eighteenth (i.e., last) respectively. The rank order of values by the Positive
group (278 volunteers) is very similar to that of the Total group in both terminal and
instrumental values.
Kendall's rank order correlation was used to find out whether there is a significant
relationship between attitude groups and rank order of values. The Kendall's tau coefficient
between Total and Positive groups was .97 for terminal values and

.96 for instrumental values

respectively, indicating a strong relationship between the two groups (see Table 10).

The

correlation coefficient for Total and Less Positive is .71 for terminal values and .65 for
instrumental values, showing a moderately strong relationship between the two groups.
Table 10. Correlation Coefficients Among Volunteer Groups Rank Order of Terminal and
Instrumental Values
Volunteer Groups

Terminal
Values

Instrumental Values

Total & Less Positive 1

.71

.65

Total & Positive 1

.Cf7

.96

Total & Very Positive 1

.93

.88

Less Positive & Very Positive 1

.71

.61

Less Pos. & Pos. & Very Pos.2
.95
1 Based on Kendall's Tau calculations
2 Based on Kendall's CoeffiCient of Concordance

.96
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To detennine the relationship between the Less Positive, Positive and Very Positive groups
the researcher used the Kendall's coefficient of concordance (Kendall, 1948). This coefficient
measures the relation among several rankings of N objects or individuals. The results indicate a
significant relationship among the groups' rankings for both value scales, with a correlation
coefficient of .95 for tenninal values and .96 for instrumental values. These two coefficients are
significant at the .05 level, thus indicating a very strong relationship among ranking order of the
three groups of volunteers.
A more specific table is provided with the 4-H volunteers' ranking order of tenninal and
instrumental values by type of 4-H program (see Tables 11 and 12). Since many of the 4-H
volunteers who responded to the study were serving in more than one type of program,
reliabilities in this case are measured between the Total group of volunteers and each of the 4-H
program types using the Kendall's Tau coefficient. The reliability results for the rank order of
the tenninal values for the six different programs are:
Community Club
School Enrichment
Special Interest
After School
Advisory Groups
Donors

.97
.88

.95
.89
.92
.89

The reliabilities for the rank order of the instrumental values are:
Community Club
School Enrichment
Special Interest
After School
Advisory Groups
Donors

.96
.92
.95

.86
.88

.91

It is evident, from the above correlation coefficients, that there is a strong significant

relationship between each of the 4-H program types volunteers' rank order of values (terminal
and instrumental) and the rank order of values by the Total group which consist of the 344
volunteers that responded to the survey.

Table 11. Four-H Volunteers Rank Order of Tenninal Values for all the Different 4-H Types of Programs
Community
Clubs
N - 152

School Enrichment
N -.86

Values Ranking Order From 1 to 18
After
Advisory
Special Interest
N- 114
School
Groups
N 268
N 2110

Family Security

Family Security

Famil~

Salvation

Self-Respected

Self-Respected

Donor/ Supporter
N -74

Family Security

Family Security

Family Security

Salvation

Salvation

Salvation

Salvation

Salvation

Self-Respected

Happiness

Self-Respected

Self-Respected

Freedom

Happiness

Freedom

Self-Respected

Wisdom

Freedom

Wisdom

Freedom

Wisdom

Inner Hannony

Freedom

Wisdom

Happiness

Wisdom

Happiness

Wisdom

Sense of Accomplish

Sense of Accomplish.

Inner Harmony

A World of Peace

Inner Harmony

True Friendship

Happiness

A World of Peace

True Friendship

Inner Harmony_

True Friendship

Freedom

Inner Harmony

True Friendship

A World of Peace

True Friendship

Sense of Accomplish

A World of Peace

A World of Peace

Inner Harmony

Sense of Accomplish

Equality

A World of Peace

Equality

True Friendship

Happiness

Equality

Sense of Accomplish

Mature Love

Sense of Accomplish

Equality

Mature Love

Mature Love

Mature Love

Eguality

Mature Love

Mature Love

Equality

Comfortable Life

A World of Beauty

Comfortable Life

Comfortable Life

National Security

Comfortable Life

National Security

National Security

National Security

National Security

Comfortable Life

A World of Beauty

Comfortable Life

A World of Beauty

An Exciting Life

A World of

An Exciting Life

An EXciting Life

Pleasure

A World of Beauty

An Exciting Life

An Exciting Life

Pleasure

Pleasure

An Exciting Life

Pleasure

Pleasure

Pleasure

Social Recognition

Social Recognition

Social Recognition

Social Recognition

Social Recognition

Social Recognition

A World of

Beau~

Security

Beaut~

National Security

0\
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Table 12. Four-H Volunteers Rank Order of Instrumental Values for all the Different 4-H Types of Programs
Community
Clubs
N- 152

School Enrichment
N - 84

Val
Special Interest
N - 114

Honest

Honest

Honest

Honest

Honest

Honest

Responsible

Responsible

Responsible

Loving

Responsible

Responsible

Loving

Forgiving

Loving

Responsible

Ambitious

Ambitious

Forgiving

Loving

Forgiving

Forgiving

Forgiving

Forgiving

Helpful

Helpful

Helpful

Helpful

Loving

Helpful

Ambitious

Self-Controlled

Ambitious

Broadminded

Helpful

Loving

Broadminded

Capable

Capable

Self-Controlled

Courageous

Capable

Self-Controlled

Ambitious

Courageous

Polite

Broadminded

Courageous

Capable

Polite

Self-Controlled

Capable

Capable

Self-Controlled

Courageous

Broadminded

Broadminded

Ambitious

Self-Controlled

Broadminded

Polite

Courageous

Cheerful

Courageous

Independent

Polite

Cheerful

Cheerful

Polite

Cheerful

Cheerful

Cheerful

Independent

Independent

Independent

Clean

Polite

Independent

Intellectual

Intellectual

Intellectual

Inde~endent

Intellectual

Intellectual

Clean

Clean

Clean

Intellectual

Logical

Logical

Obedient

Logical

Logical

Obedient

Clean

Clean

Logical

Imaginative

Obedient

Imaginative

Obedient

Obedient

Imaginative

Obedient

Imaginative

J.ogi<.:a. l

Imaginative

Imaginative

Rankin
After
School
N - 68

der F
Advisory

Groups
N- 110

Donor/ Supporter
N -74

,
I
,

0\
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Hypotheses Testing
In the following section, each of the three research hypotheses are examined.

One-way

analysis of variance was used to determine if there was a significant relationship between mean
attitude scores and each independent variable on hypotheses one and two. Differences between
the means of groups of scores are tested by calculating the statistic F which compares the
variability between group measures (means) with the variability between individual scores within
the group.

Hypothesis One
HI:

There is no relationship between 4-H volunteers' beliefs and attitudes towards
matters of concern in the North Carolina 4-H program and volunteers' social
background variables: gender, race, age, educational level, marital status, and
whether or not they have a child in 4-H.

Based on the analysis of variance between the volunteers' beliefs and attitudes and each of
the social background variables, there was no significant relationship between gender;
educational level; and child in 4-H and attitudes towards matters of concern (see Table 13).
However, there were Significant relationships between race, age, and marital status and beliefs
and attitudes. Marital status, for example, had a F-value of 8.972 which is greater than 2.995 at .05
level. Volunteers' beliefs and attitudes varied most by marital status given that it had the highest
F-value.
The dif{erences between the means of groups of scores by race indicated that Whites have
the highest mean attitude score and Blacks the lowest. Volunteers 18-36 year of age had the
highest mean attitude score. And, those volunteers that are divorced, separated, or and widow
have the highest mean attitude score.
In conclusion, the researcher does not reject the null hypothesis suggesting that there is no
Significant difference in 4-H volunteers' attitudes towards matters of concern by gender,
educational level, and child in 4-H. However, the researcher rejects the null hypothesis stating
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that there is no significant relationship in the volunteers' beliefs and attitudes by race, age, and
marital status.

Table 13
ANOVA: Volunteers' Attitudes Towards Matters of Concern in the North Carolina 4-H Program
by Social Background and Behavioral Variables (N=344)
Source
Social Background Variables
Gender
Race
Age
Education level
Marital Status
Child in 4-H
Behavioral Variables
Time volunteering
Tenure as 4-H volunteer

F-VaIue

p-value

1.039
5.116
4.159
1.425
8.972

.3087
.0065·
.0164·
.2424
.0002·

.001

.9886

.710

.5461
.0701

2.059

• Significant at .05 level

Hypothesis Two
H2:

There is no relationship between 4-H volunteers' beliefs and attitudes towards matters
of concern in the North Carolina 4-H program and the 4-H volunteers' behavioral
variables of time volunteering, tenure as a 4-H volunteer, and type of 4-H program
that they volunteer for.

None of the behavioral variables (time volunteering, tenure as a 4-H volunteer, and type of
4-H program that they volunteer for) had a significant relationship with attitudes towards
matters of concern. The F-value results for the different types of programs were: for community
club, .651; ·school enrichment, .477; special programs, .866; after school, .172; advisory group,
.749; and donor, .780. Therefore, the null hypothesis two is not rejected, and it is concluded that
there is no relationship between 4-H volunteers' beliefs and attitudes towards matters of concern
in the North Carolina 4-H program related to the 4-H volunteers' behavioral variables of time
volunteering, tenure as a 4-H volunteer, and type of 4-H program that they volunteer for.
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Hypothesis Three
There is no significant relationship between the 4-H volunteers' beliefs and attitudes

H3:

towards each matter of concern in the North Carolina 4-H program and various
combinations of 4-H volunteer terminal values or various combinations of 4-H
volunteer instrumental values when the other independent variables are controlled.
This is also true when the 4-H volunteers' beliefs and attitudes towards matters of
concern are combined to form. one variable.
According to Chapman (1983), rank ordered data cannot easily be entered into multivariate
analyses or regression. However, procedures have been designed to convert rank ordered data
to a normal distribution (Hays, 1967). In order to accomplish this, the researcher converted
terminal and instrumental rank ordered values into a normal distribution by using the Fisher
and Yates (1948) designed scores for ordinal or ranked data. Thus, a given score was assigned
to each one of the values in the two sets of values.
Each value set was then used as an independent set of variables for multiple stepwise
regression analysis with the attitude and belief scores as dependent variables. Tables 14 and 15
contain the multiple regression analysis of each value set for each attitude and belief score and
the combined attitude score. For both of the value sets, various combinations of values explain
a percentage of the attitude and belief variance.
Tables are

signifi~ant

All of the combinations presented in the

at .05 percent. Overall, the regression procedure indicated a combination

of predicting variables significantly correlated with the attitude and belief scores of the
volunteers.. Therefore, the third hypothesis is rejected for those various combinations of values
that are significantly related to the volunteers' attitudes and beliefs towards matters of concern.

Table 14. Possible Combination of Terminal Values that Best Explain the Relationship Between 4-H Volunteers' Beliefs and Attitudes Toward Matters of
Concern and Volunteers' Values.

BeUef or Attitude

2

%

Terminal Values

4

Self-Respected, Inner Harmony, True Friendship, A World at Peace, Mature Love, A World of Beauty

3

Salv<1tion, Wisdom, Freedom, Mature Love, Equality, National Security, Social Recognition

3

4

Family Security, Salvation, Wisdom, Pleasure, Social Recognition

4

5

Self-Respected, Wisdom, True Friendship, National Security, An Exciting Life

5

4

Salvation, Wisdom, Freedom, Equality, National Security

6

6

True Friendship, A World at Peace, National Security, Pleasure, Social Recognition

7

5

Self-Respected, Wisdom, A World at Peace, Mature Love, Equality, National Security

8

5

Happiness, Inner Harmony, Freedom, Salvation, Self-Respected

9

4

A Sense of Accomplishment, Equality, Happiness, A ComFortable Life

10

4

Salvation, Self-Respected, Freedom, Inner Harmony, A world at Peace, A Comfortable Life

11

3

Family Security, Wisdom, Freedom, True Friendship, Social Recognition

12

6

A Sense of Accomplishment, An Exciting Life, Pleasure, Social Recognition

13

5

Family Security, Salvation, Self-Respected, Inner Harmony, True Friendship, Sense of Acc., Mature Love

14

5

Family Security, Salvation, Wisdom, Inner Harmony, Comfortable Life, An Exciting Life, Social Recognition

15

3

Family Security, Salvation, Inner Harmony, A Comfortable Life, A World of Beauty, Pleasure

16

7

Family Security, Self-Respected, True Friendship, A World at Peace, A World of Beauty, Pleasure

17

3

Self-Respected, Happiness, Sense of Accomplish., Equality, Comfortable Life, National Security, Exciting Life

18

4

Family Security, Inner Harmony, World at Peace, World of Beauty, Exciting Life, Pleasure, Social Recog.

19

6

Salvation, Inner Harmony, True Friendship, Mature Love, Equality, National Security, True Friendship

20

5

Wisdom, Happiness, True Friendship, Mature Love, A Comfortable Life, Social Recognition

21

4

Family Security, A World At Peace, Mature Love, Salvation, Pleasure, Social Recognition

22

6

Family Security, Self-Respected, Wisdom, A World at Peace, Equality, An Exciting Life

23

5

Wisdom, Inner Harmony, A World at Peace, An EXciting Life, Social Recognition

Attitudes Combined

5

Family Security, Salvation, ~isdom, Inner Harmony, True Friendship, A Sense of Accomplislunent, A
Comfortable Life, An Exciting Life

Percentage computed through Multiple Stepwise -Regression. It 1'I?fJresents the percentage of tbe relationshljJ between 4-H oolunteers'
altitudes and values that can be explained by the best combinations of values.
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Table 15. Possible Combination of Instrumental Values mat Best Explain the Relationship Between 4-H Volunteers' Beliefs and
Attitudes Toward Mailers of Concern and Volunteers' Values.
BeUef

01'

Attitude

2

0/0

Instrumental Values

3

Honest, Responsible, Loving, Forgiving, Ambitious, Self-Controlled, Polite

4

Loving, Self-Controlled, Capable, Broadminded, Courageous, Intelleaual, Obedient

3

3

Responsible, Helpful, Self-controlled, Courageous, Obedient

4

5

Helpful, Self-controlled, Capable, Obedient, Imaginative

5

3

Forgiving, Helpful, Ambitious, Self-controlled, Courageous, Polite

6

5

Responsible, Loving, Helpful, Capable, Courageous, Polite

7

4

Capable, Clean, AmbitiOUS, Logical, Obedient, Imaginative

8

2

Capable, Self-controlled, Polite, Self-controlled

9

4

Responsible, Loving, Obedient, Imaginative

10

4

Honest, Ambitious, Cheerful, Independent, Obedient

11

3

Responsible, AmbitiOUS, Self-controlled, Polite, Cheerful, Independent, Intellectual, Imaginative

12

5

Honest, Responsible, Loving, Broadminded, Courageous, Intellectual

13

2

AmbitiOUS, Self-controlled, Broadminded, Courageous, Imaginative

14

3

Honest, Responsible, Loving, Forgiving, Broadminded, Cheerful, Logical, Obedient

15

3

Ambitious, Self-controlled, Independent, Logical, Imaginative

16

3

Loving, Ambitious, Broadminded, Courageous, Polite, Independent, Ouedient

17

4

Loving, Broadminded, Cheerful, Logical, Obedient, Imaginative

18

6

Honest, Loving, Broadminded, Courageous, Independent, Clean, Imaginative

19

8

Self-controlled, Broadminded, Polite, Cheerful, Intelleaual, Logical

20

9

Honest, Responsible, Self-controlled, Courageous, Cheerful, Clean, Obedient

21

3

Responsible, Capable, Courageous, Polite, Clean, Logical

22

6

Responsible, Loving, Self-controlled, Polite, Independent, Imaginative

23

4

Responsible, Helpful, Self-controlled, Broadminded, Polite, Obedient, Imaginative

Attitudes Combined

4

Self-controlled, Broadminded, Courageous, Polite, Obedient, Imaginative

Percentage computed tbrougb Multiple Stepwise RegreSSion. It represents tbe percentage
attitudes and values tbat can be explained by the best combinations 0/ values.

0/ the relationsbip between 4-H IIOlunteers'

0\
0\
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Summary of Findings
A general description of the sample for this study indicates that a high percentage of
respondents are white, females, with a college degree, married, with no child in 4-H, selVing as 4H volunteers less than twelve hours a year. Most of these volunteers participate in more than
one of the six types of 4-H programs in the North Carolina Agricultural Extension Service.
Forty-four percent of the volunteers selVe in community clubs, 33.1 percent in special interest,
32.0 percent on advisory/planning committees, 25.0 percent in school enrichment, 21.5 percent
in donor/supporter, and 19.7 percent in the after-school program.
. The summary of the 4-H volunteers' beliefs and attitudes towards matters of concern in the
North Carolina 4-H program appears in Table 16. This Table presents the mean score for each
scale;

it is included as an overview of the participants' responses to the questions directly

related to their attitudes towards 4-H issues or matters of concern.
The majority of the volunteers' beliefs and attitudes are favorable towards the matters of
concern presented in the study. Most of these matters of concern, as presented in Table 16,
relate to the 4-H program needs to expand and diversify the program's curriculum, to support
and to help 4-H volunteers, to increase the number of 4-H volunteer leaders, to improve
financial support, and so on.

Volunteers also felt undecided about a number of matters of

concern. These matters of concern were basically administration or organizational issues, i.e.,
their attitudes and beliefs about the 4-H program research support and the 4-H program defined
mission.
An asse~sment of the 4-H volunteers' values in order of importance as guiding principles in

their lives provides the research community with a complete portrait of their values. In order of
importance, 4-H volunteers rank terminal values as follows: Family Security, Salvation, SelfRespect, Wisdom, Freedom, Happiness, Inner Harmony, True Friendship, A World of Peace,
Sense of Accomplishment, Mature Love, Equality, Comfortable Life, National Security, World of
Beauty, Exciting Life, Pleasure, and Social Recognition.

68

The instrumenw values, those which are the means for attaining desirable ends in life, were
arranged in the following order by the total group of 4-H volunteers: Honest, Responsible,
Loving, Forgiving, Helpful, Ambitious, Self-Controlled, Capable, Broadminded, Courageous,
Polite, Cheerful, Independent, Intellectual, Clean, Logical, Obedient, and Imaginative.
A comparison of the volunteers' ranking of values in the different types of 4-H programs
with the tow volunteers' values ranking found that there is significant reliability between them.
All the volunteers in the different types of groups were consistent in the ranking of the more
important values and the not so important values, in both terminal and instrumental scales.
A Significant relationship was determined in 4-H volunteers' beliefs and attitudes towards
matters of concern by race, age and marital status. Other variables studied do not significantly
affect volunteers' beliefs and attitudes. These variables are: gender, educational level, child in 4H, time volunteering, tenure as a 4-H volunteer, and type of 4-H program that volunteers'
participate in.
Finally, study results found that various combinations of terminal and instrumental values
correlate significantly with the 4-H volunteers' attitudes and beliefs towards each matter of
concern. This was also true when the 4-H volunteers' beliefs and attitudes towards matters of
concern were combined to form one variable.
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Table 16. Means of Responses on Beliefs and Attitudes of Volunteers about Maners of Concern in the
North Carolina 4-H Progl2Ol.
Mattei'll

of Concern

Mean

1. The 4-H program does not currently receive the research-based support from the
entire university system.

3.140

2. There is a need to broaden the awareness of the varied learning opportunities
available through 4-H.

4.288

3. The North Carolina 4-H program should broaden its awareness and acceptance
of all volunleers contributing to 4-H system-wide.

4.061

4. There is no need to broaden awareness of the importance of volunteers among
the Extension paid professionals.

2.230

5. The North Carolina 4-H administration has already defIned an achievable
mission for the state 4-H program.

3.250

6. The NCAES organization has not communicated clearly what 4-H is today to
North Carolinians.

3.314

7. Volunteers in 4-H now receive current and benefIcial training.

3.259

8. The 4-H progl2Dl needs to work on developing strategies and skills for working
with youths that are developmentally and culrurally sensitive.

4.026

9. To motivate 4-H volunteers, the organization should give award incentives, such
as free trips and vacation weekends.

2.988

10. The excellence of the current 4-H curriculum and the volunteer staff will cause
the 4-H progl2Dl to be recognized as a state level ·player" working with other
state agencies.

3.576

11. The 4-H administration needs to support more issues programs that impact on
today's youths vs. traditional programs.

3.872

12. The North Carolina 4-H program has adequate programs dealing with family
interaction.

3.110

13. Financial resource development at the county level needs to be improved.

3.933

14. The North Carolina 4-H progl2Ol needs curriculum material addressing needs of
dysfunctional families.

3.919

15. There is a need for increased total progl2Ol involvement and commitment of 4H leaders and members.

3.980

16. Not having enough 4-H volunleers contributes to current 4-H volunteers' burnout.

4.099

17. The 47H agent needs to have more face-ta-face contact with volunteers.

3.794

18. All the 4-H programs need to be widely promoted with urban audiences.

3.985

19. Furure 4-H leaders should receive more SpecifIC working guidelines.

3.890

20. The 4-H curriculum needs to be updated and the q~lity of materials improved.

3.686

21. There is a need to increase resources to support experientialleaming in 4-H.

3.994

22. Developing programs to motivate older youth to partiCipate in 4-H is not
needed.

1.837

23. There is a need for annual recognition of volunleers by top 4-H officials.

3.962
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CONCLUSIONS, IMPUCATIONS, AND RECOMMENDATIONS

Conclusions and Implications
The conclusions and implications that follow are based on the review of literature, the
testing of the research hypotheses, and the findings of the study.

These conclusions are

applicable to the population represented by the sample of 4-H volunteers who partidpated in
this investigation. Conclusions of the study are as follow:

Conclusion 1: The 4-H volunteers are in strong agreement with matters of concern pertaining to
the need for the recognition of the importance of 4-H volunteers and the need
for administrative support of 4-H volunteers in the North Carolina Agricultural
Extension Service.
The matters of concern in the North Carolina 4-H program formulated for this study were
derived from a list generated and validated by 4-H state staff and selected 4-H volunteers. Many
of these matters of concern deal with the awareness of and support to the 4-H volunteers.
Examples of these matters of concern are: the need for the North Carolina 4-H program to
broaden awareness and acceptance of all volunteers; the need for increased total program
involvement and commitment of 4-H leaders; the need for more 4-H volunteers to reduce
burnout; more face-to-face contact from 4-H agents with volunteers; the need for new 4-H
leaders to receive more specific working guidelines; and a need for annual recognition of
volunteers. The volunteers' attitudes and beliefs towards these issues are favorable and very
positive.
Their responses indicate that 4-H volunteers believe that they are overworked and would
benefit from increasing the number of volunteers or receiving more spedfic working guidelines.
However, there is also evidence that they believe that with more agent support, the 4-H program
can successfully produce Significant results.

Volunteers agree that the North Carolina 4-H

program should broaden its awareness and acceptance of all volunteers contributing to 4-H
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system-wide. This may also imply that 4-H volunteers value the idea of a team approach to
accomplish their roles and responsibilities.
Conclusion 2: Volunteers have a positive attitude about the 4-H organization's efforts to update
and expand the 4-H curriculum and program to address different social issues
and clientele.
The majority of the volunteers in the study agree, or strongly agree, that the 4-H
administration needs to support more issue programs that impact on contemporary youths
versus traditional programs. They also believe in improving financial resource development at
the county level, widely promoting the program to urban audiences, and developing strategies
and skills that are developmentally and culturally sensitive for working with young people.
It is important for the Extension administration to recognize that 4-H volunteers are in favor

of expanding the potential of 4-H by broadening both the 4-H audience and the program
emphasis. Thus, these important members of the Extension organization stand ready to move
ahead.
Conclusion 3: The majority of the 4-H volunteers neither agree nor disagree about matters of
concern related to the complexity and uniqueness of the Extension system as
well as about promotion and marketing of the program.
The 4-H volunteers were undecided about whether or not: (a) the 4-H program currently
receives the needed research based support from the entire university system, (b) the 4-H
administrati?n has already defined an achievable mission for the state 4-H program; and (c)
the NCAES organization has communicated clearly what 4-H is today to North Carolinians.
1bis uncertainty may reflect that the 4-H volunteers, in general, do not know enough about

the Extension System as a unique organization connected to the Land-grant institutions and the
Department of Agriculture for financial, research, and institutional support. They may also lack
information about the Extension mission as well as the marketing and promotion activities that
may be underway.
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Conclusion 4: Rank order of core values is consistent among the six types of 4-H programs and
among volunteers grouped according to attitude scores.
Typical volunteer values center around family matters, sense of commitment to the
community, and religious beliefs.

Selected conceptual models may also be used to further

describe the 4-H volunteer in North Carolina.
Four-H is an educational youth development program in which the subject matter is taught
by volunteers. It is thus logical to think that 4-H volunteers would embrace values that are
associated with the education profile proposed by Rokeach and others. Values associated with
education that were ranked high by the 4-H volunteers in the study were: family security, honest,
helpful, freedom, courageous, responsible, capable, and wisdom. However, other values that
researchers have associated with education were not ranked high by the 4-H volunteers. These
were: imaginative, independent, and logical.

Conclusion 5: There is a significant relationship between various combinations of values and
single or collective attitudes and beliefs towards matters of concern.
In accordance with Rokeach, the association of values with attitudes and beliefs is such that
we may be able to predict a person's attitude and belief towards an object, or an issue, if we
know that person's various combinations of values. This theory provides a

frame~ork

for 4-H

professionals as adult education practitioners to develop and manage 4-H volunteer systems
engaged in planning, implementing, and evaluating educational programs for young people.
In some cases the researcher was able to explain conceptually the relationship between
various combinations of values and certain attitudes.

For example, social recognition was

ranked 18th by the typical 4-H volunteers, and they disagreed with the statement that the
organization should give award incentives such as free trips or vacation weekends. This pattern
seems logical since these awards would be given as a form of social recognition. In other cases
the conceptual relationship was not clear.
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General ImpHcatjons of the Study
Recruiting and Maintaining 4-H Volunteers
Finding a match between the values, attitudes, and beliefs of a potential volunteer and the
values, attitudes, and beliefs exemplified by the 4-H organization culture is the first step in
recruiting the 4-H volunteer.
To retain a volunteer in the program, the 4-H professional must ensure that contradictions
between the belief system of the volunteer and the organizational belief system are kept to a
minimum. Thus, to a volunteer that places a high value on family security, the 4-H emphasis on
family makes for a higbly congruent relationship. As long as this family emphasis is strong, the
volunteer is more likely to remain with the 4-H organization.

Organizational Change and Program Development
This study involved hundreds of volunteers geographically dispersed across a large state.
The good response rate for a study of this nature suggests that many volunteers welcome the
opportunity to express themselves regarding issues important to the 4-H organization and the
program.

Extension administrators may use this input to fadlitate needed changes in 4-H.

Volunteer involvement in the decision making process will increase ownership for the decisions
that are made.

Furthermore, the involvement process will increase overail volunteer

understanding of the complex issues being addressed.
Finally, 4-H volunteers place a high value on freedom. Thus, they should be given latitude
in 4-H

pro~ramming

activities. For example, 4-H agents should allow flexibility in the variety of

programs that may be delivered by a community club leader. On the other hand, the fact that
4-H volunteers place a low value on imagination may suggest that volunteers may need clearly

structured, well-defined programs from which selection'S could be made.
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Volunteer Training
Volunteers have a high regard for training and educational experiences that come as a
result of service in the 4-H program. The fact that many volunteers participate in more than
one type of 4-H program provides evidence that they seek out new opportunities for growth and
development. The typical volunteer places a high value on self-respect and wisdom and has a
positive attitude towards matters related to participating in volunteer training.

Four-H

professionals should develop training programs that allow the volunteers to increase their
wisdom in broad and meaningful ways. Volunteers also reported that they value opportunities
to increase their competence and effectiveness.

Training must be structured to allow this

process to occur.

Ex,pansion of the Program
If 4-H is to expand its programs successfully, it must appeal to new audiences and different

cultural groups. These are likely to hold a different hierarchy of values and a different belief
system from those volunteers now in the program. The use of marketing strategies that stress
traditional 4-H values, such as family security and spiritual matters will likely continue to attract
volunteers much like those currently involved in the program. These efforts may increase the
number of volunteers, but they will remain homogeneous in their belief

syste~.

Cultural

diversity and expansion to new and different audiences will not result from such efforts.
In addition,

the current cadre of 4-H volunteers may need training in cultural sensitivity

before they can accept or appreciate the value hierarchy and belief system of new, culturally
diverse audiences.
Organizational culture is represented by the values, attitudes, and beliefs of its members.
Involving people with different value hierarchies in organizational programs multiplies
opportunities to deal with more complex and diverse issues. If the 4-H organization intends to
expand its efforts to deal with other cultures and social classes, they need to develop a plan to
accomplish this end.
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Recgmmendations
The findings of this study, irs conclusions, and irs implications led this researcher to identify
several recommendations for the North Carolina Agricultural Extension Service and the 4-H
program, as well as recommendations for further research.

These recommendations are the

following:
1)

It is recommended that this study be replicated using other Extension volunteers,
Extension professionals in general, 4-H professionals, and 4-H members as
populations.

There could then be a comparison of the results of the different

populations. Volunteers' values affect the nature of the agent-volunteer relationship;
therefore, not knowing this is counterproductive unless, perhaps, the 4-H agent share
the same value hierarchy as the 4-H volunteers.

2) Since individuals' rank order of values depends on situation and culture, it is
recommended that the Extension organization recognize the importance to assess the
volunteers' values regularly.
3) Since all of the matters of concern expressed in this study came from 4-H volunteers and
staff members, the 4-H administration should consider incorporating these issues and
the volunteers' attitudes towards them in their future program plan. This study has
provided the North Carolina 4-H program with feedback from important 'constituents
that brings the organization closer to their needs and goals.

Information like this

could help the 4-H administration to make a good attempt to match its program goals
~th the

volunteers' needs and objectives.

4) One of the study's limitations for analysis, in the researcher'S opinion, was the fact that
most of the 4-H volunteers that partidpated in the study volunteer for more than one
type of program.

Therefore, it was impossible to identify distinctive characteristics

among groups of volunteers. It is possible that in most of the counties throughout the
state of North Carolina 4-H volunteers carry out functions in more than one type of
program. However, if it were possible to select volunteers who only partidpate in one
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type of program, a study can be conducted to differentiate among these groups, using

the same variables used in the present study.
There are also a number of additional statistical analyses that can be done on
data from homogeneous groups of volunteers.

For example, Discriminant Function

Analysis and Pattern Analysis can be used to describe how a specific hierarchy of
volunteer values for one specific type of 4-H program can best carry out that task and
responsibilities of old and new 4-H programs.
5) It is also possible to do a factor analysis with homogeneous groups of volunteers. Factor
analysis is a statistical method for studying the intercorrelations among a set of test
scores Oike this study's belief and attitude scores) in order to determine the number
of factors (the independent variables in the study) needed to account for the
intercorrelations. In other words, the attitude scores in this study can be correlated to
create clusters of attitudes. These clusters can be compared to independent and
intervening variables in this study to find out how much variation of the attitudes can
be explained with changes in other variables.
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APPENDIX B
WORKSHEET FOR THE SILENT IDEA GENERATION (NG'O
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Worksheet 1: List of Critical Elements or Issues
Question:

Specifically, what are the critical elements that you consider to be vitally
important to 4-H in North Carolina now or in the future?

Instructions
• Any idea is important! Write down as many responses as possible.
• Written statements should be short and as specific as possible.
(less than ten words)
• Take about 10 to 15 minutes to do it
• Bring your list to the next the group exercise tomorrow
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APPENDIX C
STUDY QUESTIONNAIRE
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Attitudes and Beliefs of 4-H Volunteers Towards
Matters of Concern in North Carolina 4-H Program
and Volunteer Values

Instructions
We are conducting this survey to learn about 4-H volunteers in North Carolina Your answers are
essential to the accuracy of this study.

It takes approximately 30 minutes to complete the questionnaire. Please use the enclosed tea bag to fix
yourself a cup of tea, relax, and enjoy filling out the survey. Once completed, the questionnaire can be
folded and returned to the address in the stamped! addressed envelope provided.
You can be certain that all of your answers will be kept in the strictest confidence. The number on the
enclosed questionnaire and return envelope is there for administrative pUIJloses .. Your responses will be used
only in combination with answers from others all over the state of North Carolina
We would appreciate receiving your questionnaire before October 5. 1990.
Many thanks for your help.

1. Please answer all the questions in order. Do not skip around.
2. If you do not find the exact answer that fits your case, check the one that comes
closest to it.
3. Feel free to write in any explanations or comments you may have in the margins or
in the back.
4. Remember, the answers you give will be completely confidential. It is
important that you be as honest as you can in answering this survey.
5. Please do not sign your name.

'The life which is unexamined is not worth living" (plato, 428-348 B.C.)
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Section Qpe

The items in the following section relate to matters of concern to the North Carolina's 4-H program.
Read each statement carefully and circle one of the five responses below that represents your feeling about
the statement.

SDA
DA
UD
A
SA

=
=
=
=
=

Strongly disagree with the statement
Disagree with the statement
Undecided
Agree with the statement
Strongly agree with the statement

1. The 4-H program does not currently receive the research based support from the entire university system.

SDA

DA

UD

A

SA

2. There is a need to broaden the awareness of the varied learning opportunities available through 4-H.

SDA

DA

UD

A

SA

3. The North Carolina 4-H program should broaden awareness and acceptance of all volunteers contributing
to 4-H system-wide.

SDA

DA

UD

A

SA

4. There is no need to broaden awareness of the importance of volunteers among the Extension paid
professionals.

SDA

DA

UD

A

SA

5. The N.C. 4-H administration has already defmed an achievable mission for the state 4-H program.

SDA

DA

UD

A

SA

6. The NCAES organization has not communicated clearly what 4-H is today to North Carolinians.

SDA

DA

UD

A

SA

7. Volunteers in 4-H now receive current and beneficial training.

DA

UD

A

SA

8. The 4-H program needs to work on developing strategies and skills for working with youth that are
developmentally and culturally sensitive.

SDA

DA

UD

A

SA

9. To motivate 4-H volunteers, the organization should give award incentives such as free trips and vacation
weekends.

SDA

DA

UD

A

SA

10. The excellence of the current 4-H curriculum and the volunteer staff will cause the 4-H program to be
recognized as a state level "player" working with other state agencies.

SDA

DA

UD

A

SA

11. The 4-H administration needs to support more issues programs that impact on today's youth vs.
traditional programs.

SDA

DA

UD

A

SA
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12. ne NardI C'aroIina 4-H
SOA

OA

prop_" has adequate prosnms dealinl with family interaction.
UO

A

SA

13. Fmancial raource ~Iopment at the county level needs to be improved.
SOA

OA

UO

A

SA

14. The North Carolina 4-H program needs curriculum material addressing needs of dysfunctional families.
SOA

OA

UO

A

SA

15. "IlleR is a need for increased total program involvement and commitment of 4-H leaders and members.
SOA

OA

UO

A

SA

16. Noc havinl enoulh 4-H volunteers conaibutes to current 4-H volunteers burnout
SOA

OA

UO

A

SA

17. The 4-H aaent needs to have more face-ta-face contact with volunteers.
SOA

OA

UO

A

SA

18. All the 4-H programs need to be widely promoted with urban audiences.
SOA

OA

UO

A

SA

19. Future 4-H leaders should receive more specific working guidelines.
SOA

OA

UO

A

SA

20. The 4-H curriculum needs to be updated and the quality of materials improved.
SOA

OA

UO

A

SA

21. There is a need to increase resources to support experientialleaming in 4-H.
SOA

OA

UO

A

SA

22. Developing programs to motivate older youth to participate in 4-H is not needed.
SOA

OA

UO

A

SA

23. There is a need for annual recognition of volunteers by top 4-H officials.
SOA

OA

UO

A

SA

Section TwO
The next section consist of two parts. On page four (Part 2A) are 18 values listed in alphabetical order.
Your wit is to mange them in order of their importance to lWI. as a guiding principles in your life.

Study the list carefully and then write the number "I" next to the one value which is the most
impor1anl to you. the number "r next to the second value in. lCrmS of importance. etc. The value with the
least impor1aDCe to YOU. in relation with the others. should have the number "18" beside it
Wort slowly and dUnk carefully. H you change your mind. feel free to change your answers. The end
result should show how you truly fccl about the importanee of these values in your life.
On pap S. Part 28. also consislS of 18 values. Rank them from "I" to "IS" according to the same
directions as for 2A.
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Part 2A: Rank the following 18 values (from 1 to 18) in order of their importance to~, as guiding
principles in Y2U! life.
__ A COMFORTABLE LIFE (a prosperous life)
__ AN EXCITING LIFE (a stimulating, active life)
__ A SENSE OF ACCOMPLISHMENT (lasting contribution)
__ A WORLD AT PEACE (free of war and conflict)
_

A WORLD OF BEAU1Y (beauty of nature and the arts)

__ EQUALITY (brotherhood, equal opportunity for all)
__ FAMll.Y SECURITY (taking care of loved ones)
__ FREEDOM (independence. free choice)
__ HAPPINESS (contentedness)
__ INNER HARMONY (freedom from inner conflict)
__ MATIJRE LOVE (sexual and spiritual intimacy)
__ NATIONAL SECURITY (protection from attack)
__ PLEASURE (an enjoyable. leisurely life)
__ SALVATION (saved. eternal life)
_

SELF-RESPECTED (self-esteem)

_"_ SOCIAL RECOGNITION (respect. admiration)
__ lRUE FRIENDSHIP (close companionship)
__ WISDOM (a mature understanding of life)
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Part 2B:

Below is another list of 18 values. Arrange them in order of importance. the same as above.
_

AMBmOUS (hard-worlcing. aspiring)

_

BROADMINDED (open-minded)

__ CAPABLE (competent, effective)
_

CHEERFUL (lighthearted. joyful)

__ CLEAN (neat. tidy)
_

COURAGEOUS (standing up for yom beliefs)

__ FORGIVING (willing to pardon others)
__ HELPFUL (working for the welfare of others)
__ HONEST (sincere. truthful)
__ IMAGINATIVE (daring. creative)
__ INDEPENDENT (self-reliant. self-sufficient)
__ INTELLECTUAL (intelligent. reflective)
__ LOGICAL (consistent, rational)
__ LOVING (affectionate. tender)
__ OBEDIENT (dutiful. respectful)
__ POLITE (courteous. well-mannered)
_"_ RESPONSmLE (dependable. reliable)
_

SELF-CON1ROLLED (restrained. self-disciplined)
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Sect jon Three

Most of the following questions can be answered by checking <v) one of the answers. If you do not
find the exact answer that fits your case, check the one that comes closest to it. Please answer all
questions.
1) How many hours on average do you usually work as a 4-H volunteer?
_ _ 6 hrs. or less a year
_ _ 1-3 hrs. a month on the average
_ _ 3-8 hrs. a month on the average
_ _ 8-40 hrs. a month on the average
_ _ more than 40 hrs. a month on the average
2) How long had you done volunteer work in the4-H program?
Less than 6 months

_ _ 6 months - 1 year
_ _ 1-2years
_ _ 3 -5 years
_ _ 6 - 10 years
_ _ 11 - IS years
_ _ More than 15 years
3) Please classify the type of 4-H program to which you contribute (check all that apply).

_ _ Community clubs
_ _ School enrichment
_ _ Special interest
_ _ After school
_ _ Advisory/planning committees
_ _ Donor/supporter
4) I was born in 19_

5) My-race is: _ _ Black _ _ White _ _ Hispanic _ _ Native American _ _ other
6) I am: __ male __ female
7) How much schooling have you had?
_ _ Some grade school
_ _ Completed grade school
_ _ Some high school
_ _ Completed high school
_ _ Some college or other school after high school
_ _ Completed college
_ _ Post-Graduate education
8) Marital Status: _ _ Married _ _ Single _ _ Separated _ _ Divorced _ _ Widowed
9) No. of Children _ _
10) Do you have a child in 4-H? _ _ Yes _ _ No 11) How many? _ _

1'lH[ANlI{

YOU VlElRY MUCH lFOlR YOUR
COO1PlBlRATXON

"

Af. . . . D
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AGRICULTURAL
. EXTENSION
SERVICE

AcWr_ h,l, to:

l:8I1nl,

North Carolina State universit!l
Collelle 01 Ae.riculture and Lile SCIences

o.w.

julil! B. Landry
County Office Building
P.O. Box 338
jclll."rson. NC 28640

September 20. 1990
De'lf Volunteer:
You have been selected to participate in an important study designed to get
your ideas about matters ot concern to the 4-H program. We are also
interested in important values that influence your liCe. Information from
this study will be used in future program planning.
The enclosed survey will take 30 minutes or less to complete. You may be
assured that all your responses will be kept confidential. Since a limited
number of volunteers have been selected across the state, it is vital that yOU
participate. Please complete the survey and return it no later than Friday.
October 5, 1990 to Box 7606. RJlJeigh. N.C. 27695-7606.
We appreciate your participation in this
help.

stud~·.

Many thanks for your

Sincerely,
•

IJ-{

•

c7'(:vn~
~
~lie 8. Landry
6
.

(!J) .

Extension Agent. 4-H

