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ABSTRACT 

The purpose of this study was to identify characteristics of 

Arizona 4-H volunteer adult leaders, their motivations, and their 

perceptions of the organizational climate. The study also investi

gated the interrelationships among motivations, climate factor per

ceptions, satisfaction, and enrollment status. 

A questionnaire developed by the researcher was mailed to a 

random sample of 400 volunteer leaders stratified by county and en

rollment status. The data analysis, based on 201 responses, included 

descriptive frequencies, correlation coefficients, and discriminant 

analysis. 

The 4-H leaders sampled were motivated most by achievement and 

then by affiliation. The affiliation-oriented climate factors of 

identity, warmth, and support were rated highest. Continuing leaders 

had more favorable impressions of the 4-H organizational climate than 

noncontihuing leaders. The continuing leaders perceived congruence 

between their motivations and their work environment. Motivators 

were more effective than hygiene factors in predicting job satisfac

tion. Motivations and climate factors were related to satisfaction 

and to leader retention. 

x 



CHAPTER 1 

INTRODUCTION 

Volunteers -  these are the people who give of themselves for 

the satisfaction of helping others. Volunteer efforts help meet the 

demands of a post-industrial society for humane human services. Over 

one-half of all adult Americans are involved in some form of volunteer 

activity. The value of these services to the U.S. economy is now 

estimated at a record level of $64.5 billion annually (Allen, 1982). 

Volunteers enhance their economic contributions with their unique life 

experiences and strong community t ies. As a result,  the use of volun

teers often fosters increased public awareness and support for a 

program as well as enriched and expanded clientele services. However, 

volunteers are not a "free" source of help for agencies and organiza

tions; there is substantial cost involved in the recruitment, training, 

and supervision of volunteer workers. Of the 37 million Americans 

who reported volunteer activity in the 1974 Census survey, 5.5 million 

also reported terminating their activities (Kelly, 1980). Volunteer 

turnover within a program results not only in the loss of individual 

talent and time, but also in the loss of an investment in human 

capital and the replacement cost of recruiting and training new volun

teers. Public and private sector organizations can extend their 

impact only through the wise management and retention of their 

volunteer human resources. 

1 
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Most volunteerism results not only in contributions of time, 

skill,  and energy to an organizational goal, but also in benefits 

to the volunteer's psychological health and self-actualization 

(Schindler-Rainman.S Lippitt,  1975). Maslow (cited in Steers and 

Porter, 1979) suggested in his hierarchy of human needs that people 

have various levels of needs to be satisfied with the unsatisfied 

needs acting as motivators of human behavior. Few people volunteer 

when they have the lower level physiological and safety needs to 

satisfy. Volunteerism is seen as one means of satisfying the higher 

level social, self-esteem, and self-actualization needs (Wilson, 1976). 

These psychological needs affect how a person approaches any job or 

activity within the volunteer community. 

Three distinct motives affecting people's work-related be

havior have been identified by David McClelland and John Atkinson. 

These motives are the need for achievement, the need for power, and 

the need for affiliation. According to McClelland and Atkinson, 

everyone is motivated by these three needs, but to different degrees 

depending upon the strength or weakness of the need and the nature of 

the situation. Stronger motives are indicative of the dominant need 

or needs. People are attracted to work climates which appeal to 

their dominant needs (Litwin and Stringer, 1968). 

Once engaged in a volunteer activity, there are a number of 

factors which can affect a volunteer's feelings of satisfaction and 

dissatisfaction. Frederick Herzberg suggests that there are two 

distinct sets of factors involved in job satisfaction. The set of 
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hygiene factors are those attributes that relate to a person's work 

environment, such as status or interpersonal relations. The presence 

of these hygiene factors does not motivate people, but the absence of 

such factors can have a negative influence on motivation or morale. 

Motivators, on the other hand, are the set of satisfying factors a 

person experiences in the job itself, such as achievement or personal 

growth (Herzberg, 1968). The presence or absence of the motivator 

and hygiene factors in the working environment can affect whether 

the volunteer work experience is satisfying or frustrating and thus 

influence volunteer commitment and volunteer turnover. 

Certain work climates are more conducive to volunteer partici

pation than others. Climate is the prevalent attitudes and feelings 

that workers have about their work environment. This climate deter

mines how i t  feels to work in a particular organization and may be 

described as the personality of the organization. Climate perceptions 

result from several forces, including past experiences, the formal 

organization system, and the leadership style of management (Steers 

and Porter, 1979). Research has found that different types of work 

climates "stimulate different kinds of motivation, cause distinctive 

attitudes about a person's relationships with other workers and have 

a profound effect on both feelings of satisfaction and levels of 

performance" (Wilson, 1976, p. 59). 

The practical implications of these work-related motivation 

theories for the managers of volunteers are tremendous. Managers 

sensitive to the needs of their volunteers can control the motivator 
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and hygiene factors in the organizational climate so that satisfying 

work experiences are encouraged, rather than discouraged. The best 

motivator for keeping people on the job is satisfaction with the job 

to be done. 

The personnel of the Cooperative Extension Service are one set 

of volunteer managers concerned with volunteer job satisfaction. The 

Cooperative Extension Service is a division of the United States De

partment of Agriculture cooperating with land-grant universities in 

each state in order to disseminate practical knowledge for farm, 

home, and community living. Local county Extension personnel often 

act as managers of volunteer services, especially those responsible 

for the 4TH youth development program. These Extension professionals 

are responsible for recruiting, training, and supervising adult 

volunteers as organizational and subject matter leaders for groups of 

4-H members in a county. There are 489,392 4-H adult leaders in the 

United States according to U.S.D.A. reports. The typical leader 

donates 220 hours of service each year to the nonformal education of 

4-H members. The value of the volunteer time and effort,  when com

bined with the out-of-pocket expenses incurred, represents a donation 

of about $1 billion annually (U.S.D.A. -  Extension Service, 1982). 

Volunteer recruitment and retention are essential to the effective 

management of 4-H programs in order to maintain the quality and 

quantity of 4-H programing. Dr. Eugene Williams (1981) maintains 

that increased volunteer support is essential to any 4-H expansion 

plans for the 1980's. 
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As volunteer managers, Cooperative Extension Service personnel 

need to apply the motivation and satisfaction theories to recruiting, 

training, supervising, and rewarding volunteers. Patrick Borish (p.4) 

contends that "management in a human way is a basic tenet of the success

ful Extension educator." The humanized manager is concerned with the 

satisfaction, work, morale, motivation, and achievement of volunteers. 

In this manner the manager affects the development of human beings 

as well as the output of the organization. 

The National Association of Extension 4-H Agents identified 

research relating to the needs and training of today's volunteer as 

the top research priority for 1983 (News and Views, January 1981). 

Richard D. Reddy (1976) concluded after his review of literature per

taining to volunteer motivation that there are pieces of evidence 

about who volunteers and why they initially volunteer, but very l ittle 

information about what motivates people to volunteer and then to 

continue to volunteer. Smith and Freedman (1972) suggested after a 

survey of volunteer research that there is a need to apply the 

research findings and theories about organizational behavior to 

voluntary action. These suggestions emphasize the need to apply 

theoretical constructs to the research concerning the motivations 

of volunteers, the perceptions of the work environment, and the job 

satisfaction experienced by volunteers. 

The University of Arizona expressed an interest in developing 

a data base of information about Arizona 4-H volunteer adult leaders, 
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including leaders who continue and discontinue their volunteer efforts. 

This study was undertaken with the support of the University of Arizona 

Cooperative Extension Service. This study was designed to identify 

selected characteristics of Arizona 4-H volunteer leaders and to 

investigate the relationships between the motivations of the leaders, 

the perceptions of the 4-H organizational climate factors, and the 

reported levels of satisfaction of the 4-H leaders. 



CHAPTER 2 

REVIEW OF LITERATURE 

A review of the literature relating to studies in voluntary 

action in general and as i t  relates to Extension 4-H youth programs 

revealed no previous studies addressing the problem of volunteer 

motivation as i t  relates to the perceptions of the organizational 

climate and overall satisfaction. The literature reviewed as a basis 

for the design of this study was concentrated in the following areas: 

volunteerism; the basic motivation process; and a summary of research 

concerning Extension 4-H volunteer leaders and the elements of the 

motivation process. 

Volunteerism 

The recurring trends in the literature on volunteerism rele

vant to this study concern the profile of the volunteer, the reasons 

why people initially choose to volunteer, and the reasons why volunteers 

choose to continue or discontinue their activities. Each of these 

trends was considered as i t  related to both general volunteerism with

in American society and specific volunteerism among Extension 4-H 

leaders. 

7 
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Volunteerism in America 

Volunteerism in America has been changing as a response to 

other changes in society as a whole, especially people's changing 

lifestyles and expectations. Enlightened self-interest in addition 

to altruistic intent are characteristics of today's volunteer. People 

are searching for commitment and creative expression; volunteers are 

discovering that they can help themselves while helping others. 

People are seeking opportunities for responsibility and for personal 

growth and fulfillment in their volunteer activities (Allen, 1981). 

There are two important national studies of volunteering: the 

1974 ACTION survey which was conducted by the U.S. Bureau of the Census 

and the 1981 Gallup survey on volunteering. The 1974 ACTION survey 

focused on volunteering within a traditional, structured organiza

tional setting while the Gallup survey included both traditional and 

nontraditional volunteer activity. These studies are not comparable 

because of design differences, but both provide insight into the 

American volunteer phenomenon. 

Volunteer Profile. According to the 1974 ACTION survey, one 

of every four Americans volunteered. The typical volunteer was a 

married, white woman with a college degree between the ages of 25 and 

44 years who volunteered nine hours each week and who was in an upper 

income bracket. There were more female (55%) than male (45%) volun

teers. Married people were more likely than single, divorced, or 

separated people to volunteer. People with higher educational and 



9 

socio-economic levels were more likely to volunteer than those with 

lower educational and status levels (ACTION, 1974). 

The Gallup survey profile of volunteers also indicated that 

female volunteers (56%) outnumber male (44%) volunteers. More 

volunteers were between the ages of 18 and 34 years than any other 

age group. Most volunteers (83%) were high school graduates; in 

fact, 42% had some college education. Over half (53%) of the volun

teers had annual household incomes of $20,000 or more (Allen, 1982). 

The Gallup survey also compared Americans volunteering with 

those not volunteering. Only 47% of all males volunteer as compared 

to 56% of all females. Less than half of the adults over age 55 par

ticipated in voluntary activity. According to the marital status 

categories, the group with the highest volunteer participation was 

single adults (58%) followed by those who were married (53%) and 

those who were widowed, divorced, or separated (42%). Of all unemployed 

people 57% volunteered; of all those not employed,45% were volunteers. 

Over half of all high school (54%) and college (75%) graduates were 

volunteers (Allen, 1982). Although these data suggest that members 

of some groups are more likely than others to be volunteers, i t  is 

important to remember that a volunteer may be any person, from any 

age group, any racial or ethnic group, and any economic, social, or 

educational background. 

Reasons Why People Volunteer. There are a number of reasons 

why people initially decide to volunteer. The 1975 ACTION survey 

revealed that among those involved in voluntary action unrelated to 
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religious causes or groups, 50% volunteered because they wanted to 

help people, 36% enjoyed volunteering, 32% felt they had a sense of 

duty, and 22% had a child in the program. In the 1981 Gallup survey 

(Allen, 1982), 45% volunteered because of a desire to do something 

useful and to help others, 35% volunteered because they were inter

ested in the activity, and 29% enjoyed doing volunteer work and feel

ing needed. 

Reasons Why People Continue or Discontinue Volunteering. A 

person's initial motivation is often changed by experience. There

fore, i t  is not surprising that a person's initial reasons and feel

ings for volunteering may differ from those affecting his later 

decisions about participating (Naylor, 1973). Forces affecting the 

decision to volunteer stem from one's personal feelings, one's rela

tions with others, and situational forces. Some of the factors which 

influence a person's decision to continue or discontinue an activity 

include unrealistic expectations, the general morale, the quality of 

one's relationships with others in the volunteer environment, and the 

amount of appreciation or feedback (Schindler-Rainman and Lippitt,  

1975). 

The Gallup survey showed that the most popular reasons for 

continuing to volunteer were because the volunteers enjoyed doing 

something useful and helping others (49%), because they were inter

ested in the activity (35%), and because they enjoyed the volunteer 

work and felt needed (28%). The survey also found that one in five 
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of those surveyed had terminated a volunteer activity that they had 

previously undertaken. The reasons most frequently cited for no 

longer volunteering were that the volunteer was too busy to continue 

(33%), that there were personal or family reasons for not continuing 

(18%), and that the volunteer had moved (12%) (Allen, 1982). 

Volunteerism in Extension 4-H Programs 

Volunteers are essential to the maintenance and expansion of 

the 4-H youth development program. 4-H is a unique educational pro

gram involving youth, volunteer leaders, state land-grant universi

ties, the government at the federal, state, and local levels, and 

the private sector. The volunteer leaders assist 4-H members with 

educational projects and activities. Volunteers may also serve on 

local or state advisory committees or provide leadership to 4-H 

leaders'  councils or associations. Middle management volunteers may 

recruit and train other volunteers. The average volunteer leader 

spends 220 hours each year helping 4-H members; for each hour spent 

on 4-H by a salaried Extension professional, 12 hours are spent by 

volunteers. The average leader also spends 50 to 60 dollars on teach

ing materials and drives 300 to 400 miles on 4-H business each year 

(U.S.D.A. -  Extension Service, 1982). 

Profile of Volunteer Leaders. Banning's (1970) study of 237 

4-H leaders representing 42 states found that the typical 4-H leader 

was a white female between the ages of 36 and 55 years with two to 

five children. Specifically, Banning found that 65% of the leaders 
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were between 36 and 55 years of age. Over half (53%) had lived on a 

farm most of their lives. Seventy-five per cent had children who were 

4-H members. Eighty per cent were high school graduates; twenty 

per cent had college degrees. Many (51.5%) had been 4-H members 

themselves. 

Henderson (1979) surveyed 165 Minnesota 4-H leaders. She 

reported that almost half (46%) were between the ages of 36 and 44. 

Most (79%) lived on farms or in the country. Nearly half (47%) had 

been 4-H members themselves. Ninety per cent were married; over 90% 

had children. Fifty-six per cent were employed. Most volunteers 

spent one to three hours each week on 4-H volunteer responsibilities. 

Reasons Mhy 4-H Leaders Volunteer. Parrott (1977) asked 153 

Oklahoma 4-H leaders to identify their reasons for becoming involved 

in 4-H using the set of responses used in the 1974 ACTION survey. The 

most frequent responses included having a child in the program (26%), 

enjoyed watching others develop and achieve (25%), and wanting to help 

people (22.5%). The most frequent answers when asked what was enjoyed 

most about 4-H volunteering were the development of the 4-H member 

(21%), the achievement of the members (21%), and the 4-H member them

selves (19%). The National 4-H Volunteer Leadership Development 

Committee Report (1973) identified the following reasons for service 

to 4-H: the image of the organization; the tradition and customs of 

the organization and the community; the desire to serve; the oppor

tunity for family involvement; for one's own self-interest; and the 

status of volunteering. 



13 

Reasons Why 4-H Leaders Continue or Discontinue Volunteering. 

According to the National 4-H Volunteer Leadership Development Commit

tee (1973), each year one-third of the 4-H leaders are new to the 

organization. A longitudinal study of Saskatchewan 4-H leaders 

revealed that there was no relationship between the leader's decision 

to re-enroll or discontinue and certain personal characteristics, such 

as age, sex, education, number of children, and experience as a 4-H 

member. However, discontinuing leaders did mention dissonance factors 

(68%) more than situational factors (32%) as a reason for their de

cision. Dissonant factors named included a lack of leadership ability, 

a lack of understanding of the 4-H purposes, and a lack of knowledge 

about working with young people. The situational factors influencing 

decisions were health, lack of time, and moving. Leaders who chose 

to re-enroll indicated a greater agreement with the aims and philosophy 

of 4-H, a belief in the effectiveness of the program, and the ability 

to explain their roles as 4-H leaders (Hass, 1979). 

The Basic Motivation Process 

Motivation is a complex phenomenon "concerned with the 'why' 

of human behavior, with what i t  is that makes people do things" (Ivance-

vich, Donnelly, and Gibson, 1980, p. 222). In any discussion of 

motivation i t  is necessary to distinguish between a motive and a 

motivation. A motive is "a relatively stable personality character

istic" (Litwin and Stringer, 1968, p. 25) which is acquired during 

childhood. Motivation occurs when a motive is aroused. Aroused 
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motivation is situationally dependent. A person's aroused motivation 

depends on "the strength and readiness of his motives, and on two 

kinds of perceptions of the situation: his expectancies of goal 

attainment and the incentive values he attaches to the goals pre

sented" (Litwin and Stringer, 1968, p. 11). 

There are numerous definitions of motivation. Steers and 

Porter (1979) identified three common elements of the definitions. 

Motivation is concerned with: "(1) what energizes human behavior; 

(2) wnat directs or channels such behavior; and (3) how this behavior 

is maintained or sustained" (Steers and Porter, 1979, p. 6). These 

components suggest a conceptual framework for analyzing the basic 

motivation process as shown in Figure 1. The first component is the 

Need 
Satisfaction 

Goal -
Oriented 
Behavior 

Unsatisfied 
Need(s) 

Figure 1. The Basic Motivation Process 

energetic force or "need" which causes people to behave in certain 

ways and attracts them to particular environments. The second com

ponent is the goal or expectancy upon which the energized behavior is 

focused. The feedback mechanism of need satisfaction is the third 
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component. Goal-oriented behavior will be either reinforced or re

directed at this stage. There are several complications within the 

basic motivation process. First,  motives cannot be seen or directly 

measured; they can only be inferred from observed behavior. Second, 

motivation is a dynamic process and changes with time and situations 

(Steers and Porter, 1979). 

In applying this conceptual model of the motivation process to 

a theory of motivation in a work environment i t  is necessary to expand 

the model to accommodate a multivariate approach. Three sets of vari

ables affecting the motivation process in a work or organizational 

setting are individual characteristics, job characteristics, and work 

environment characteristics. Individual characteristics are those 

attributes a person brings to a work situation, especially his 

interests, his attitudes, and his needs. Job characteristics are 

those attributes of the job itself, such as variety, autonomy, and 

significance. Characteristics of the work environment focus on what 

happens to the person at work. The organizational climate and the 

leadership style of the management are work environment attributes. 

Individual motivations and organizational climate are the two vari

ables of the motivation process which require examination in depth 

for the purposes of this study, especially in terms of their inter

relationships and influence upon need satisfaction. 
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Individual Motivation 

Need theories of work motivation are those which purport that 

human needs are the basic force underlying employee behavior in organi

zational settings. Important need theories have been developed by 

Maslow, Herzberg, Atkinson, and McClelland. Although the theories 

are different, they are also complementary. 

Maslow's Need Hierarchy. Introduced in the 1940's, this theory 

remains one of the most popular. There are two key premises of Mas-

low's theory. First,  he believed that individuals possess the follow

ing five needs: physiological needs, which consist of the basic needs 

of the human body; safety needs, which include security and physical 

protection needs; social needs, which include the needs for companion

ship, love, and belonging; esteem needs, including both the needs for 

self-esteem and for the esteem of others; and self-actualization needs, 

which are the needs to realize the potential of one's own talent. 

Second, Maslow placed these needs in the hierarchical order presented 

in Figure 2. Maslow believed that these needs are satisfied in a 

hierarchical order with lower level needs receiving priority and acting 

as the motivators of human behavior and with the higher level needs 

gradually emerging as the lower level needs are met (Steers and 

Porter, 1979; Ivancevich et al. ,  1980). 

Herzberg's Motivator-Hygiene Factor Theory. Another theory of 

motivation and work-related behavior was developed by Frederick Herz

berg. Herzberg identified two sets of factors known as motivator 

factors and hygiene factors. Motivator factors are those factors 
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Actualization 

Esteem Needs 

Social Needs 

Safety Needs 

f  Physiological Needs 

Figure 2. Maslow's Hierarchy of Needs 

which relate to the job i tself,  such as achievement, recognition, 

advancement, personal growth, and responsibility. When these factors 

are present they foster high levels of motivation and job satisfaction. 

However, the absence of these factors is not highly dissatisfying. 

Hygiene factors,  on the other hand, are characteristics of the 

external work environment, such as policies,  status, benefits,  and 

interpersonal relationships. The presence of hygiene factors in a 

situation does not build strong motivation, but their absence promotes 

feelings of dissatisfaction. An important finding of Herzberg's 

research was that when employees are highly motivated as a result  of 
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motivator factors they have a high tolerance for dissatisfaction 

arising from the absence of the hygiene factors (Herzberg, 1968; 

Ivancevich et  al . ,  1980; and Wilson, 1976). 

Herzberg's theory is compatible with Maslow's theory as i l lus

trated in Figure 3. Herzberg's motivator factors are similar to 

Maslow's esteem and self-actualization needs; the hygiene factors 

correspond to Maslow's social and safety needs. The combination of 

these two theories offers a framework for explaining individual moti

vation within a work or organizational environment. 

MASLOW HERZBERG 

Need for Self 
Actualization 

Esteem 
Needs 

Social Needs 

Safety Needs 

Moti vator 

Factors 

Hygiene 

Factors 

Physiological Needs 

Figure 3.  Interrelationship of Motivation Theories of 
Maslow and Herzberg. 

The Atkinson Model.  The Atkinson model is  a formal theory of 

motivation derived from research-based principles. Atkinson believed 

that all  adults have a supply of potential energy and a number of 

basic motives or needs which regulate the flow of this energy. 
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Although most adults share the same basic set of motives, the motives 

differ greatly in their relative strengths. The situation a person 

finds himself in determines whether a motive is translated into be

havior.  Each motive responds to a different set of situational 

characteristics.  Each motive aroused leads to different patterns of 

behavior.  Which motives are aroused and what behavior occurs is a 

function of the relative strengths of a person's motives and the per

ceptions of the situation. Two kinds of perceptions are important:  

the expectancies of goal attainment in the situation and the incentive 

values attached to them at a particular point in time (Litwin and 

Stringer,  1968). This theory provides for the goal-oriented behavior 

component in the motivation process. 

McClelland and Atkinson Motive Theory. John Atkinson and 

David McClelland have systematically studied intrinsic motivation for 

over three decades using both laboratory and field research. They 

have identified three important intrinsic motives affecting work-

related behavior.  The three motives are the need for achievement, the 

need for power, and the need for affiliation. The goals associated 

with these three motives are intangible feelings of satisfaction 

(Litwin and Stringer,  1968). The need for achievement is defined as 

"a need to excel in relation to competitive or internalized standards" 

(Litwin and Stringer,  1968, p.  12).  The need for power is "a need for 

control and influence over others" (Litwin and Stringer,  1968, p.  12).  

"The need for warm and friendly relationships" (Litwin and Stringer,  

1968, p. 13) is the affiliation need. Affiliation is similar to 
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Mas'iow's level of social needs, while achievement and power resemble 

the esteem and self-actualization levels,  as i l lustrated in Figure 4. 

MASLOW MCCLELLAND AND ATKINSON 

Need for Self 
Actualization 

Power and 

Achievement 

Esteem 
Needs 

Motives 

Social Needs Affiliation 
Motive 

Safety Needs 

Physiological Needs 

Figure 4. Interrelationship of Motivation Theories of 
Maslow and McLelland and Atkinson 

McClelland and Atkinson used a projective test,  the Thematic 

Apperception Test,  to assess the strength of each of the motives in 

individuals.  As a result  of basic research, each of the three motives 

can be described in three ways: by defining the nature of the basic 

need or goal,  particularly in terms of the satisfaction desired; by 

describing the aroused motivation in terms of the person's thoughts 

and feelings; and by identifying patterns of behavior associated with 

aroused motivation (Litwin and Stringer,  1968). 

The achievement motivated person is concerned with attaining 

success in a situation requiring excellent or improved performance. 
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He spends his time thinking about doing his job better,  setting and 

attaining goal,  overcoming obstacles,  and accomplishing something 

unique or important.  He sticks with a task until  i t  is completed, but 

l ikes the freedom to set his own pace. The achievement motivated per

son tends to be innovative and works well alone. This person likes 

to take personal responsibility for solving problems. He sets moderate 

goals and takes carefully calculated risks. Feedback and tangible 

rewards are important to the achiever (Litwin and Stringer,  1968; 

Vernon, 1969; Vineyard, 1981-a, 1981-b; Wilson, 1976). 

A power motivated person is concerned with having impact or 

influence on others.  He thinks about his influence and control and 

how to use i t  to change people or to gain status and authority. He 

may be concerned with his reputation or position; he has strong feel

ings about status and prestige. The power motivated individual often 

gives advice and attempts to change others '  behavior.  He may enjoy 

teaching others.  He is often talkative; others may see him as force

ful ,  outspoken or argumentative. Power motivated people often seek 

positions of leadership in groups. This person works well either 

alone or in a group (Litwin and Stringer,  1968; Vineyard, 1981a, 

1981b; Wilson, 1976). 

The affil iation motivated person is concerned with establish

ing and maintaining warm, friendly relationships with others.  He is 

concerned about being liked and accepted by others.  The affil iation-

oriented person is sensitive to the needs and feelings of others; he 

attempts to help and console others.  This person likes participating 
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in friendly activities such as parties or reunions. He enjoys working 

with others on group projects and works most easily with people he 

knows well.  The affiliation motivated person also enjoys having a 

personal relationship with his supervisor (Litwin and Stringer,  1968; 

Vernon, 1969; Vineyard, 1981-a, 1981-b; Wilson, 1976). 

Organizational Climate 

Organizational climate "refers to a set of measurable proper

ties of the work environment, perceived directly or indirectly by the 

people who l ive and work in this environment, perceived directly or 

indirectly by the people who l ive and work in this environment and 

assumed to influence their motivation and behavior" (Litwin and 

Stringer,  1968, p. 1).  There is no one best climate; the optimal 

climate for an organization depends upon the goals of the organization 

and the needs of the workers.  An ideal climate results in the satis

faction of the needs of both the workers and the organization (Ilsley, 

1981). 

Organizational climate factors are important because they 

interact with individual characteristics to affect behavior and 

because they influence the satisfaction and performance of workers.  

Climate is a matter of perception -  people base their behavior on 

how they see the environment rather than what is really is.  Because 

of i ts subjective nature, there may be an infinite number of climates 

within a single organization (Steers and Porter,  1979). Wilson (1976) 

maintains that climate is an important concept in dealing with problems 
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of poor performance, turnover, conflicts,  and poor atti tudes within 

organizations. 

Climate Factors.  Li twin and Stringer (1968) identified nine 

factors which determine and define climate. These factors were struc

ture, responsibility, reward, r isk, conflict,  warmth, support,  

identity,and standards. Structure is the element of climate dealing 

with the constraints within an organization. I t  is concerned with 

atti tudes toward rules,  policies,  and procedures and the formality of 

the atmosphere. Responsibility is the degree to which employees are 

given personal responsibility for their behavior and i ts consequences. 

Reward is concerned with the emphasis on rewards versus criticism 

and punishment and with perceptions of fairness. Risk addresses the 

sense of riskiness or challenge involved in a job. Conflict is the 

willingness of the organization to tolerate conflict and to encourage 

open communication in the conflict resolution process. Warmth 

describes the feelings of warmth and friendliness within the organiza

tion. Support is the amount of task-related support and encouragement 

experienced. Identity is the feeling of belonging to and being 

involved with an organization. Standards deal with the performance 

standards imposed by the organization (Litwin and Stringer,  1968). 

Motivation Oriented Climates. People are attracted to climates 

which are similar to their motives. Achievement, affil iation, and 

power motivations are aroused by very different types of climate. 

Achievement oriented climates are best suited to those work situations 
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requiring calculated risk-taking and individual initiative. Affilia

tion oriented climates are most appropriate for situations requiring 

close relationships for optimum effectiveness. Affiliation oriented 

environments are also useful when one has competent,  motivated people 

working on specialized tasks or when a sense of group unity is desired. 

The power oriented climate is most appropriate for military-style 

organizations and for situations requiring routine, repetitive work 

(Litwin and Stringer,  1968). 

Achievement motivated individuals seek climates "that emphasize 

personal responsibility, allow calculated risks and innovation, give 

recognition and reward for excellent performance, and create the 

impression that the individual is a member of a team" (Litwin and 

Stringer,  1968, p. 189). Affiliation motivated people prefer climates 

that "allow the development of close, warm relationships, provide 

considerable support and encouragement for the individual,  provide 

considerable freedom and very l i t t le structure or constraint,  and 

give the individual the feeling he is an accepted member of a family 

group" (Litwin and Stringer,  1968, p. 189). Power motivated people 

are attracted to climates which "provide considerable structure (in 

the form of rules,  procedures, etc.),  allow individuals to obtain 

positions of responsibility, authority, and high status, and encourage 

the use of formal authority as a basis for resolving conflict" (Litwin 

and Stringer,  1968, p. 190). 

Research on Climate and Motivation Relationships. Litwin and 

Stringer (1968) investigated the relationships between achievement, 
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affiliation, and power motivations as scored by Thematic Apperception 

Tests and climate factors as determined from their own climate scale. 

There were significant relationships (£ .05) between achievement 

motivation and the climate factors of reward (_r = .38),  responsibility 

(r  = .37),  identity (jr = .31),  and support (r^ = .27).  Affiliation 

motivation was significantly (£< .05) related to warmth (r^ = .43),  

identity (_r = .40),  support (jr = .32) and structure (r_ = - .29).  

Significant (£ .05) relationships were found between power motivation 

and conflict (_r = .34),  structure (r_ = .30),  and responsibility 

(r_ = .28).  While the magnitude of these relationships is not great,  

the relationships were consistent in several small samples. While 

the measurement instrument treats climate factors as independent 
I 

entit ies,  i t  is important to realize that they do not exist as such 

in the real world. 

Need Satisfaction 

Satisfaction is also a perceptual phenomenon. Harriet Naylor 

described i t  as "a nebulous emotion which is dependent upon many fac

tors neither rational or pure, but nevertheless of tremendous impor

tance to the person" (1973, p.  66).  Very l i t t le is known about the 

determinants and consequences of satisfaction. Most motivational 

research has not been concerned with the affective reactions people 

have as a result  of their behaviors (Steers and Porter,  1979). 

There is more information about satisfaction as i t  relates to 

work-related behavior.  Job satisfaction studies have been conducted 
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to ascertain the affective atti tudes people have about their jobs. 

However, most of these studies have not been theoretically oriented, 

looking instead at the relationships between job satisfaction and 

personal characteristics.  Satisfaction has been related to absenteeism 

and turnover rates.  Dissatisfied workers are more l ikely to terminate, 

so satisfaction scores can sometimes be used to predict turnover 

(Steers and Porter,  1979). 

Herzberg addressed the issue of job satisfaction and dissatis

faction in his motivator-hygiene theory. He found that removing the 

causes of dissatisfaction from the environment did not guarantee 

future job satisfaction (Herzberg, 1968). When motivation needs are 

satisfied, hygiene factors have l i t t le influence either as satisfiers 

or dissatisfiers; however, when the motivators and thus the oppor

tunities for need satisfaction are removed, the individual is sensi

tive to deficiencies in the environment (Myers, 1964). 

Summary of Related Research 

There are several research findings concerning the nature and 

behavior of Extension 4-H volunteer leaders which relate to the com

ponents of and variables affecting the motivation process. These 

studies deal with the motivations of the 4-H leaders and with the 

satisfaction and tenure of the 4-H volunteers.  No studies were found 

which dealt  with the 4-H leaders '  perceptions of climate factors 

within 4-H. 
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Motivations of 4-H Volunteer Leaders.  Parrott 's  (1977) study 

of Oklahoma 4-H leaders asked the volunteers about their perceptions 

of their own expression of needs for achievement, affil iation, compe

t i t ion, nurturance, and succorance. The needs with the greatest 

number of volunteers scoring in the high and very high categories of 

need expression were nurturance (73%) and achievement (57%). Nurturance 

is the need to give help, sympathy, and encouragement to others.  

Achievement needs relate to ambition, the need to succeed, and the 

accomplishment of something of great significance. Over half (52%) 

scored low or very low on the need for competition. Low or very low 

scores accounted for 42% of the succorance scores. Only 21% of the 

leaders had low or very low affiliation scores. Parrott  concluded 

that these volunteer 4-H leaders had high needs for achievement, 

nurturance, and affiliation. 

The greatest percentage (84%) of volunteer 4-H leaders in a 

Minnesota sample were motivated most by affil iation needs. High 

achievement motivation characterized 12% and power was a primary 

motivator for four per cent (Henderson, 1981). The study found that 

4-H volunteers were significantly more affil iation motivated 

(Henderson, 1979). The study also found relationships between motiva

tion and characteristics of volunteer 4-H leaders.  Those with higher 

motivation scores spent more hours per week volunteering than those 

with lower scores. Single volunteers had higher achievement motiva

tions than married volunteers.  Those with no children scored highest 
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in achievement motivation while those with three or more children 

scored highest in affiliation motivation. Those leaders who had 

been 4-H members themselves had high scores in both achievement and 

power motivations. Higher motivation scores were associated with 

higher educational levels.  Males scored higher in achievement moti

vation than females while females scored higher in affiliation 

motivation than males (Henderson, 1981). 

Satisfaction and Tenure of 4-H Volunteer Leaders.  Henderson 

(1979) found that 4-H volunteers who were the most satisfied with their 

experiences had higher achievement and affiliation scores than those 

who were less satisfied. Leaders who were the most dissatisfied had 

the highest power scores. Over half (65%) of the volunteer leaders 

Henderson surveyed reported being satisfied or very satisfied with 4-H 

volunteering, 19% were neutral,  and 15% were dissatisfied. Lewis and 

Heinsohn (1978) found no demographic variables influencing satisfaction 

in a volunteer role.  They found that l iking kids was the most signifi

cant predictor of volunteer satisfaction. Liking kids was also the 

strongest motivating characteristic for the volunteers in their survey 

with the longest tenure. Demographic variables affecting tenure were 

also identified. The smaller the community and the older the volun

teer,  the longer the tenure of the volunteer.  Whites were apt to 

stay active longer than blacks who were in turn apt to stay active 

longer than volunteers of other racial backgrounds. 
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The application of theoretical concepts relating to motivation 

within a work climate and satisfaction have not been applied in a 

systematic,  integrated fashion to volunteer activity within Extension 

4-H programs. The interrelationships between the achievement, power, 

and affiliation motives and the perceptions of structure, responsi

bili ty,  reward, conflict,  identity, warmth, and support have not 

been investigated in 4-H volunteer activity situations. The inter

relationships also have not been investigated in relation to the 

volunteer leaders '  perceptions of overall  satisfaction. 



CHAPTER 3 

PURPOSE AND SCOPE OF THE STUDY 

This chapter delineates the nature of the problem being 

studied. The scope of the study, the assumptions and l imitations 

affecting the design of the study, and definitions of terms rele

vant to the study are also stated. 

Statement of the Problem 

The purpose of this study was to describe the 4-H adult volun

teer leaders in Arizona and to identify their motivations and their 

perceptions of the 4-H organizational climate. These factors were 

examined as they related to each other and as they related to the 

feelings of overall  volunteer satisfaction and to the enrollment 

status, continuing or noncontinuing, of the volunteer.  Specifically, 

the following research questions were investigated: 

1.  What are selected characteristics of those who volunteer 

in the Arizona Extension 4-H Program? 

2. What are the motivations of the Arizona 4-H volunteer lead

ers? Motivations assessed were achievement, affil iation, and power. 

3.  What are the volunteer 4-H leaders '  perceptions of organ

izational climate factors within 4-H? Climate factors studied were 

structure, responsibility, reward, conflict,  warmth, identity, and 

support.  

30 
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4. Is there a relationship between the strength of the motiva

tions and the perceptions of the organizational climate factors? 

5. Is there a relationship between the reported level of 

satisfaction and the motivations of the volunteer and the perceptions 

of the organizational climate factors? 

6. Is there a relationship between the volunteer 's enroll

ment status, continuing,or noncontinuing, and the motivations of the 

volunteer and the perceptions of the organizational climate factors? 

Scope of the Study 

This study used a survey questionnaire developed by the 

researcher to assess the motivations, the perceptions of the organiza

tional climate factors,  and the selected characteristics of 4-H 

volunteer leaders.  The questionnaire was mailed to 400 volunteer 

leaders in Arizona who had been active during 1981-1982 selected by 

stratified random sampling techniques. The stratifications were 

based upon county enrollment figures and the enrollment status of 

the volunteers.  

Assumptions 

In designing and implementing this research, the following 

assumptions were made: 

1.  The sample was representative of 4-H adult volunteer 

leaders in Arizona. 

2.  The data collection instrument was valid and reliable. 
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3. The 4-H volunteer leaders '  responses were honest and 

accurate. 

4.  Motivation can be assessed using a self-report of how 

one thinks, feels,  and acts.  

Limitations 

The following limitations of the setting and design of this 

study may l imit generalizations from the findings: 

1.  The 4-H volunteer leaders responding had knowledge that 

they were participating in the study which may have influenced their 

responses. 

2.  The assessments of the motivations, of climate perceptions, 

and of satisfaction represented the respondent 's state at a single 

point in time. 

Definition of Terms 

The following definitions were used throughout the study: 

Achievement motive: the need to excel in relation to competitive or 

internalized standards 

Affi 1 iati .on motive: the need to interact with others and to enjoy 

mutual relationships 

Aroused motivation: a situationally influenced action tendency to 

strive for a particular kind of satisfaction 

Characteristics: those distinguishing traits which help to identify 

an individual or group 
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Conflict:  an element of the organizational climate related to the 

willingness of management and other workers to tolerate differ

ences of opinion 

4-H Adult Volunteer: an individual,  19 years of age or over,  who 

contributes time to the Cooperative Extension Service 4-H program 

as a 4-H club leader,  project leader,  activity leader,  committee 

member, or council member expecting no enumeration. 

Hygiene Factor: attributes of a person's work environment which, 

if  present,  do not serve to motivate workers,  but,  if  absent,  

tend to demotivate workers 

Identity: an element of organizational climate related to the feeling 

of belonging to a team or group 

Motive: a relatively stable personality characteristic concerned 

with personal needs 

Motivators: the satisfying attributes of a job, usually intrinsic 

to the job i tself 

Organizational climate: a set of measurable properties of the work 

environment, perceived directly or indirectly by the people who 

l ive and work in the environment and which are assumed to influence 

their motivation and behavior 

Power motive: the need to have impact or influence on others 

Responsibility: an element of the organizational climate having to 

do with the feeling of being one's own boss or decision-maker 

Reward: an element of the organizational climate dealing with feedback 

for the job done. 
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Satisfaction: fulfil lment of one's needs and desires 

Structure: an element of the organizational climate dealing with the 

constraints of the work situation, such as rules and regulations 

Support:  an element of the organizational climate dealing with the 

feeling of helpfulness within the organization 

Volunteer: an individual who contributes his/her time and/or energy 

to an organization expecting no remuneration 

Warmth: an organizational climate element dealing with the feeling of 

good fellowship within the organization 



CHAPTER 4 

METHODS AND PROCEDURES 

Self-report survey research using a questionnaire was selected 

as the most appropriate research design for this study. I t  was chosen 

because i t  was the most systematic method of acquiring descriptive 

data from a large number of respondents,  because i t  was the most cost 

efficient and energy efficient method available, and because i t  pro

vided more privacy for the respondents than other methods. The audi

ence for the research included 4-H leaders who were active during 

1981-1982 representative of both continuing and noncontinuing leaders 

for 1982-1983. The review of l i terature revealed no existing question

naire meeting the requirements for this study. The selection of the 

sample, the construction and validation of the questionnaire, and the 

procedures for data collection and data analysis are detailed in the 

following sections. 

Selection of the Sample 

The sample for this study was selected from a population of 

1,998 active 4-H volunteer leaders reported during 1981-1982 to 

the State 4-H Office by the Arizona counties.  The invited sample 

was 400 of the volunteer leaders selected from the population using 

stratified proportional random sampling techniques. The sample 
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featured stratification by county and by enrollment status. The county 

stratification was determined by the following formula: 

Percent per _ the_number_of_leaders_in_the_county in 1981-1982 
County tRe"num5er~o?~Teade?s~fn~tfie"state Tn~T98T-T§82~ 

Each county sample was then stratified by the enrollment status of the 

volunteers in 1982-1983. Those leaders reported as active in 1982-1983 

were classified as continuing leaders while those riot reported on the 

1982-1983 leader enrollments were classified as noncontinuing leaders.  

The leader retention rate was the figure used to determine the pro

portions of continuing and noncontinuing leaders to be invited from 

each county. The formula for computing the county retention rate was: 

Retention _ the_number_of 1981-82_leaders_re-enrolled by_1982-83 
Rate ~ tfie"t6taT"num5er~of"Tea3ers"enroTTed"Tfi"T9§T-T582 

The leaders counted as re-enrolled for 1982-83 were those reported by 

the counties as leaders by January 1983. The state and county leader 

enrollments for 1981-82 and 1982-83, the state and county retention 

rates from 1981-82 to 1982-83, and the invited sample from each county 

are shown in Table 1.  

The accepting sample was 224 of the 400 leaders invited. An 

additional 13 questionnaires were returned as undeliverable, indicat

ing in all  instances that the addressee had moved. Of the 224 re

turned, 13 were blank with messages indicating that they did not wish 

to participate (9),  that they had never started at 4-H leaders (2),  

that the leader was deceased (1),  and that they helped with 4-H but 

not as a leader (1).  This left  a data-producing sample of 201. In 



Table 1.  The Population and Invited Sample with Stratifications by County and Enrollment Status. 

Number of Percent of Continuing Noncontinuing County The InvitedcSampl e 
County 4-H leaders 

in 1981-82 
all  leaders 
in 1981-82 

Leaders in 
1982-83 

Leaders in 
1982-83 

Retenti on 
Rate 

Noncon-
Continuing tinuing Total 

Apache 87 4% 68 19 78% 12 4 16 

Cochise 150 8% 59 91 39% 13 19 32 

Coconino 83 4% 46 37 55% 9 7 16 

Gi 1 a 43 2% 26 17 60% 5 3 8 

Graham 27 1% 26 1 96% 4 0 4 

Greenlee 21 1% "15 6 71% 3 1 4 

Maricopa 432 22% 241 191 56% 49 39 88 

Mohave 75 4% 42 33 56% 9 7 16 

Navajo 87 4% 64 23 74% 12 4 16 

Pima 404 20% 258 146 64% 51 29 80 

Pinal 239 12% 115 124 48% 23 25 48 

Santa Cruz 36 2% 28 8 77% 6 2 8 

Yavapai 100 5% 52 48 52% 10 10 20 

Yuma 214 11% 138 76 64% 28 16 44 

Total 1998 100% 1178 820 59% 234 166 400 
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some cases, the respondent did not answer every question, but all  data 

provided were used in the analysis.  

A further breakdown of the composition of the invited, accepting, 

and data-producing samples is found in Table 2.  The response rate 

based upon the data-producing sample was 50%. The response rate 

for those who were continuing volunteers was 63% compared to 32.5% 

for those who were the noncontinuing volunteer leaders.  The response 

rate for the accepting sample of noncontinuing volunteers which 

included the questionnaires returned but not completed because of 

moving, death, or non-involvement of the invited respondent was 43%. 

Table 2.  Leaders in the Invited, Accepting, and Data-Producing 
Samples by Enrollment Status. 

Enrollment Invited Sample Accepting Sample Data-Producing 

(%) 
Sample 

Status N (%) N (%) N 0 1 )  

Continuing Leaders 234 58.5 165 70.5 147 62. .8 

Noncontinuing Leaders 166 41.5 72 43.4 54 32. .5 

Total 400 100.0 237 59.3 201 50. .3 

The percentage of the total invited sample from each county as well as 

that of the total responding sample is shown in Table 3. The sample 

was considered to be representative of the counties.  
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Table 3. Leaders in the Invited and Data-Producing Samples by County. 

County 
Invited Sample 

N (%) 
Data-Producing Sample 

N (%) 

Apache 16 4 6 3.0 

Cochise 32 8 12 6.0 

Coconino 16 4 11 5.5 

Gila 8 2 3 1.5 

Graham 4 1 3 1.5 

Greenlee 4 1 2 1.0 

Maricopa 88 22 35 17.4 

Mohave 16 4 11 5.5 

Navajo 16 4 10 5.0 

Pima 80 20 43 21.4 

Pinal 48 12 26 12.9 

Santa Cruz 8 2 3 1.5 

Yavapai 20 5 7 3.5 

Yuma 44 11 29 14.4 

Total 400 100 201 100.0 

The total data-producing sample was 78% female and 22% male. 

Anglos accounted for 94% of the data-producing sample with Hispanics 

representing 4.5%, blacks 1% and American Indians .5%. Other char

acteristics of the data-producing sample are reported in Chapter 5.  
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The Questionnaire 

Because no instrument was found which was suitable for this 

study, a questionnaire was developed by the researcher.  The questions 

included were based upon the review of l i terature, questions used in 

similar studies, suggestions from experts,  and personal observation. 

A preliminary draft of the questionnaire was prepared in September 

1982 for review by members of the investigator 's committee, Extension 

specialists,  experts in volunteer management, and a statistician. The 

suggested revisions were incorporated into a revised draft.  This 

revised draft was used for the pilot study in October 1982. A group 

of 37 Texas 4-H leaders voluntarily completed the questionnaire at  

the District 6 4-H Leaders'  Association Fall  Retreat.  This group was 

selected for the pilot study because of their similarity to the Arizona 

population and because of their availability. The pilot study res

ponses were used to refine the questionnaire for better understanding. 

The responses were also analyzed by computer to identify the most 

powerful and discriminating questions. This information was used in 

making the final revisions of the questionnaire. The final draft was 

reviewed and approved by the administration of the Arizona Cooperative 

Extension Service in January 1983. The questionnaire was also approved 

by the Human Subjects Committee of the School of Home Economics in 

February 1983. 
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Construction of the Questionnaire 

To elicit  the necessary descriptive data, the questionnaire 

addressed three separate areas of content: motivation; perceptions 

of organizational climate; and demographic and other selected char

acteristics.  Dill  man's (1978) method for constructing and ordering 

mail questionnaires was followed. The front cover contained the study 

t i t le and a graphic i l lustration of the 4-H emblem. The inside cover 

was an introduction with special instructions from the researcher.  The 

back cover l isted a nondiscriminatory statement and provided an invi

tation to make additional comments. Section 1 was the motivation 

inventory, the most important component of the questionnaire. The 

organizational climate scale was Section 2. Demographic and selected 

characteristics were placed in Section 3 as the least important group 

of questions. The construction of each of the sections is discussed 

separately in the following paragraphs. 

The Motivation Inventory. The assessment of the nature and 

strength of the affiliation, achievement, and power motivations was 

the most difficult  portion of the questionnaire to formulate, pri

marily because of the unconscious nature of motivation. McClelland 

and Atkinson used the projective Thematic Apperception Test to 

measure motivation indirectly (Atkinson, 1964). This method, although 

valid and reliable, was inappropriate for this study because of the 

nature of the test and the difficulty in scoring. Henderson (1979) 

used a self-report motivation assessment using a forced choice, non-

disguised form. Because the review of l i terature consistently 
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indicated motivation was both conscious and unconscious, with the 

unconscious motivations often the more powerful,  the non-disguised 

form was not deemed appropriate for this study. One advantage of 

the self-report method was that i t  tended to be more closely related 

to overt motivated behavior than the projective method. For these 

reasons, the motivation inventory was designed as a self-report with 

forced choices in a disguised form. 

Because McClelland and Atkinson had described the results of 

their measurements of motivation as assessed by the Thematic Apper

ception Test,  descriptions of highly motivated affiliation, achieve

ment, and power individuals were available. From these descriptions, 

statements indicating behaviors,  atti tudes, and preferences were 

generated for each of the three motivations. Thirty-six statements 

were included in the preliminary draft of the motivation inventory; 

there were 12 statements for each of the three motives. After the 

factor analysis and intercorrelations were obtained from the pilot 

test results and after the review by volunteer management experts,  

the motivation inventory was narrowed to 24 statements,  with eight 

for each motive (Appendix A). 

The format was inspired by the adult interest inventory devel

oped by Mary Marks for the J.E. Hill  Cognitive Style Mapping concept.  

The statements for all  three motivations were mixed together in Sec

tion 1. The respondent was asked if  the statement was characteristic 

of his 4-H volunteer experience during the previous year "rarely," 
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"sometimes," or "usually." Responses were weighted with "rarely" 

responses receiving one point,  "sometimes" responses receiving three 

points,  and "usually" responses receiving five points.  The method 

of summated ratings was used to compute scores for each of the three 

motivations (Edwards, 1957). 

Organizational Climate Scale. Litwin and Stringer (1968) vali

dated an organizational climate scale for use in their research. 

Seven of the nine climate factors in this scale were selected by the 

researcher as relevant to the study of the organizational climate of 

4-H. The seven factors chosen were structure, responsibility, reward, 

conflict,  warmth, identity, and support.  For each climate factor,  three 

statements developed by Litwin and Stringer were selected based upon 

the researcher's judgment of their relevance to 4-H. The statements 

were adapted to 4-H by substituting "4-H" for "organization" and "4-H 

agent" for "boss". Two statements selected for each factor were 

favorable and one statement chosen was unfavorable in an effort to 

minimize the response sets of the respondents.  A modified Likert 

scale was used for the response choices. The possible responses were 

"strongly disagree," "disagree," "agree," and "strongly agree;" a 

neutral response was purposely omitted. The method of summated ratings 

was also used in scoring the climate factor scale. The most negative 

response, "strongly disagree," received one point and the most favor

able response, "strongly agree," received four points.  The scoring 

system was reversed for the unfavorable statements.  The climate 

statements are l isted in Appendix B. 
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Demographic and Selected Characteristics.  Demographic and 

other selected characteristics were collected in the last section in 

order to establish a profile of Arizona 4-H volunteer leaders.  The 

demographic factors of interest included age, sex, race, marital 

status, employment status, educational level,  place of residence, and 

length of residence in the community. Specific characteristics of 

4-H leaders included were continuing or noncontinuing enrollment 

status, the tenure or years spent as a 4-H leader,  the type of volun

teer roles performed, the hours spent each week on 4-H volunteer work, 

and how long the leader anticipated being a 4-H volunteer.  Who 

encouraged the 4-H leader to volunteer and if  the leader had been a 

4-H member was also asked. Other inquiries included whether the leader 

had any children and, if  so, how many were there and were any currently 

4-H members. All leaders were asked to report their overall  satisfac

tion with their 4-H volunteer experience. Noncontinuing leaders were 

also asked to reveal why they were no longer involved. 

These questions were based upon those used in studies by 

Parrott  (1977) and Henderson (1979). Dr. Edwin Carpenter,  suggested 

formats that he found to be most effective in collecting demographic 

data in his survey research in Arizona. 

Validation of the Instrument 

Reliability and validity were established in different manners 

for each different section of the questionnaire. No specific figures 

were obtained for the section on demographic and selected character

istics as these questions were straightforward and showed no evidence 
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of problems in the pilot study. They were also based upon previous 

studies and prior research. 

The Motivation Inventory. The reliability of the motivation 

inventory was assessed by establishing the rationale equivalence reli

ability of the test and then determining the standard error of measure

ment for the test.  This was the most efficient and valid means of 

obtaining the reliability of the revised instrument based upon the 

administration of the test once to a single group. The rationale 

equivalence reliability estimated the internal consistency of how all  

items on the test related to all  other items and to the total test.  

A conservative estimate of reliability was obtained by using the range 

of possible scores, the mean score, and the standard deviation in the 

Kuder-Richardson 21 formula. Since each motivation was scored sepa

rately, three tests existed within the motivation inventory: the 

affiliation motivation test,  the achievement motivation test,  and the 

power motivation test.  The Kuder-Richardson reliability estimates 

were as follows: 

Achievement motivation: r  = .86 

Affiliation motivation: r  = .74 

Power motivation: r  = .56 

These coefficients were determined to be acceptable because they were 

dealing with personality measures within an affective domain and be

cause assessing motivation is difficult .  The power motivation test 

was the weakest,  yet part of the reason for i ts lower reliability 

coefficient is probably due to the existence of both socialized and 
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personalized power in the descriptions used to assess power-motivated 

behavior.  Although these two faces of power are both representative 

of the power motivation, they are expressed in different ways and may 

thus confuse the internal consistency of the test.  

The standard error of measurement was computed to estimate the 

probable difference between a person's obtained score and his true 

score. Again, this test provided estimates based on the data from a 

single group during one test administration. I t  is a function of the 

internal reliability and the standard deviation of the scores. The 

probable variation of individual scores can then be estimated based 

upon the standard error and the possible score. The standard error or 

measurement was computed as follows: 

Achievement test:  SEm  = 1.66 with an individual score 
m 

variation of 4% 

Affiliation test:  SEm  = 2.75 with an individual score 

variation of 7% 

Power test:  SE =2.97 with an individual score 
m 

variation of 7.5% 

Based upon these results and the nature of the study, the motivation 

inventory was determined to be adequate for the purposes of this study. 

Content validity was established through the researcher's com

parison of the motivation statements to the l i terature generated by the 

research of McClelland and Atkinson. Additionally, volunteer manage

ment experts Wilson (1983) and Vineyard (1983) were asked to classify 

the motivation statements as descriptive of affil iation, achievement, 
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or power motivation. Wilson and Vineyard correctly classified 100% of 

both the affiliation and power statements and 75% of the achievement 

statements into the categories they were generated by the researcher 

to describe. The only statement not classified as achievement by 

either Wilson or Vineyard was "Others tell me that I am a creative 

person." However, the original research did verify creativity as 

being associated with high achievement motivation and i t  was included 

in the final draft because i t  was representative of a particular facet 

of achievement motivation. 

There was some evidence of construct validity. The results of 

this study support the theoretical base proposed by McClelland and 

Atkinson and are similar to results obtained by Litwin and Stringer 

(1968), Parrott (1977), and Henderson (1979). The results are des

cribed in Chapter 5. Predictive validity could be assessed in future 

studies utilizing the data generated in this study. 

Organizational Climate Scale. Validity, and thus reliability, 

was established by Litwin and Stringer (1968) for their revised (Form B) 

climate scale in tests with over 500 people. Only the conflict scale 

had any problems with scale consistency. Scale independence of the 

climate factors was evaluated using intercorrelations. The warmth, 

identity, and support factors were strongly related and apparently 

tapped a common climate dimension. Since Litwin and Stringer had 

established construct and content validity for their instrument as well 

as reliability, the researcher decided to establish concurrent validity 

of the organizational climate scale in Section 2 with the intercorre

lations previously established by Litwin and Stringer. As the 
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intercorrelations of this study and of Li twin and Stringer's studies 

were similar as shown in Appendix C, concurrent validity was estab

lished. Only the conflict intercorrelations were different, suggest

ing that the conflict scale was more independent in this study, possibly 

because tolerance for conflict was the criterion common to the state

ments in the conflict section. 

Data Collection 

Preliminary approval for the research project was granted by 

the graduate committee in September 1982. The University of Arizona 

Cooperative Extension Service approved the project in January 1983. 

The School of Home Economics Human Subjects Committee approved the 

project plan in February 1983. 

Questionnaires (Appendix D) were mailed to the 400 members of 

the invited sample during the last week of February 1983. A cover 

letter (Appendix E-l) from Dr. Shirley Jo Taylor, Extension 4-H 

Specialist,  explained the purpose of the project. A self-addressed, 

stamped envelope was enclosed for the respondents'  convenience. Each 

questionnaire was numbered so that follow-up reminders could be sent. 

After three weeks, nonrespondents were mailed another questionnaire 

and return envelope with another cover letter from Dr. Taylor 

(Appendix E-2) urging them to complete the questionnaire. All data 

were collected by May 1, 1983. The final response rate was 50%. 
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Data Analysis 

A coding format appropriate for data analysis was developed 

using the Statistical Package for the Social Sciences (Nie and others, 

1970), version 8.3.0 at the University of Arizona Computer Center. 

The raw data were coded and transferred to computer coding sheets. 

The data were then transferred to keypunched computer cards and veri

fied. 

Descriptive frequencies, Pearson correlation coefficients, and 

discriminant analysis were employed in=fche data analysis. Significance 

for the study was set at the .05 level with notation as highly signifi

cant given to statements significant at or below the .01 level. The 

specific plans for data analysis are described in detail for each of 

the six research questions investigated. 

Selected Characteristics 

The first analysis task was to identify the demographic and 

selected characteristics of Arizona 4-H volunteer leaders. Descriptive 

statistics using the SPSS subprogram Frequencies were generated for 

each item in Section 3 of the questionnaire. Simple frequency statis

tics were reported for the total group of leaders sampled. 

Motivations of 4-H Leaders 

Assessment of the achievement, affiliation, and power motiva

tions was based upon the following summated ratings of questionnaire 

items: 
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Affiliation = #1 + #4 + #7 + #10 + #13 + #16 + #19 + #22 

Achievement = #3 + #6 + #9 + #12 + #15 + #18 + #21 + #24 

Power = #2 + #5 + #8 + #11 + #14 + #17 + #20 + #23 

After summation, frequency statistics and distributions were computed 

for each motivation for the total group of leaders, for continuing 

leaders, and for noncontinuing leaders. 

Perceptions of Organizational Climate 

Scores for perceptions on organizational climate factors were 

computed from responses in Section 2 of the questionnaire. Summated 

ratings for each of the climate factors were computed from the 

questionnaire items as follows: 

Structure = #25 + #26 + #27 

Responsibility = #28 + #29 + #30 

Reward = #31 + #32 + #33 

Conflict = #34 + #35 + #36 

Warmth = #37 + #38 + #39 

Identity = #40 + #41 + #42 

Support = #43 + #44 + #45 

Items 27, 30, 33, 36, 39, 42, and 45 were reversely scored because they 

were stated as unfavorable items. Simple frequencies were computed for 

each factor for the total group of leaders, for continuing leaders, and 

for noncontinuing leaders. 
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Relationships Between Motivations and Climate Perceptions 

Pearson correlation coefficients were computed for each of the 

three motivations (achievement, affiliation, and power) with each of 

the seven climate factors (structure, responsibility, reward, conflict,  

warmth, identity, and support) for continuing leaders and for noncon-

tinuing leaders. A discriminant analysis was also performed. Climate 

factor perception scores were classified as high, medium, and low 

based upon the score distributions (Appendix F). Motivations were 

entered as the possible discriminating variables affecting the climate 

factor perceptions. The discriminant analysis was based upon data 

for the total group of leaders. 

Satisfaction of 4-H Leaders 

Pearson correlation coefficients were computed for the reported 

level of satisfaction with each of the three motivations (affiliation, 

achievement, and power) and with each of the seven climate factors 

(structure, responsibility, reward, conflict,  warmth, identity, and 

support) for continuing leaders and for noncontinuing leaders. A 

discriminant analysis was performed using the motivations and climate 

factors as possible discriminating variables affecting reported satis

faction or dissatisfaction. The data for the total group were used 

in the discriminant analysis. 

Enrollment Status 

A discriminant analysis was done using the three motivations, 

the seven climate factors, and reported satisfaction as the possible 

discriminating variables affecting the continuing or noncontinuing 



enrollment status of the 4-H volunteer leaders. Correlation coeffi 

ients were not computed for enrollment status because i t  was a 

discrete variable. 
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CHAPTER 5 

PRESENTATION AND INTERPRETATION OF DATA 

The findings of this investigation for each of the research 

questions are presented in this chapter. Each research question is 

addressed in terms of the nature of the question, the nature of the 

data, the statistical procedures employed, and the statistical results 

and their significance. A discussion of the results follows each 

analysis. 

Selected Characteristics 

The first research question of this study dealt with the iden

tification of selected characteristics of those who volunteer as 

Extension 4-H leaders. Descriptive statistics were generated for 

the raw data collected in Section 3 of the questionnaire using the 

Frequencies subprogram. 

The greatest percentage (45.6%) of the 4-H volunteer leaders 

surveyed were between the ages of 36 and 44. Those between the ages 

of 25 and 35 were the second largest group. Less than 10% were 

younger than 24 or older than 55. Further information on the age 

distributions of the 4-H volunteer leaders is found in Table 4. 

Females accounted for 78.4% of the 4-H volunteer leaders, with 

males being the remaining 21.6%. Most (94%) of the volunteers were 

Anglo; the remainder of the volunteers were Hispanic (4.5%), black 

(1%), and American Indian (.5%). 



Table 4. Ages of 4-H Volunteer Leaders 

Age in Years Frequency Percent of Total 

1 9 - 2 4  6  3 . 0  

25-35 57 28.6 

36-44 91 45.7 

45-54 35 17.6 

55-64 5 2.5 

65+ 5 2.5 

Total 199 100.0 

Most of the volunteer leaders (90%) were married as shown in 

Table 5. Only 8.6% of the 4-H leaders were childless, with over 85% 

having 2 or more children. Table 6 gives a more detailed account of 

the responses concerning the number of children. Nearly 70% of the 

leaders had children who were 4-H members as seen in Table 7. 

Table 5. Marital Status of 4-H Volunteer Leaders 

Marital Status Frequency Percent of Total 

Single 12 6.0 

Married 179 90.0 

Divorced 5 2.5 

Widowed 3 1.5 

Total 199 100.0 
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Table 6. Number of Children of 4-H Volunteer Leaders 

Number of Children Frequency Percent of Total 

None 17 8.6 

One 11 5.6 

Two 72 36.4 

Three 44 22.2 

Four 25 12.6 

Five or more 29 14.6 

Total 198 100.0 

Nearly half of the volunteer leaders (47.5%) were employed 

full-time. Full-time homemakers accounted for only 26.8% of all 

volunteer leaders. Table 8 gives a more detailed account of the 

responses regarding employment status. 

Almost all (99%) volunteer 4-H leaders completed high school. 

Over two-thirds had attended college according to the figures in 

Table 9. 

Table 7. 4-H Membership Status of Children of 4-H Volunteer Leaders 

Has a Child 
Who is .a 4-H Member Frequency Percent of Total 

Yes 137 73.3 

No 44 26.7 

Total 181 100.0 
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Table 8. Employment Status of 4-H Volunteer Leaders 

Employment Status Frequency Percent of Total 

Employed Full-time 94 47.5 

Employed Part-time 34 17.2 

Full-time Homemaker 53 26.8 

Unemployed 7 3.5 

Student 2 1.0 

Reti red 8 4.0 

Total 198 100.0 

Table 9. Educational Levels Completed by 4-H Volunteer Leaders 

Educational Level Frequency Percent of Total 

Elementary School 1 .5 

Junior High School 1 .5 

High School 49 24.7 

Vocational School 12 6.1 

Some College 87 43.9 

Bachelor's Degree 38 19.2 

Master's Degree or 
beyond 10 5.1 

Total 198 100.0 
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Nearly two-thirds (63.9%) lived on a farm or ranch or in towns 

with populations of less than 5,000. However, nearly 20% lived in 

cities of over 50,000 people. Additional data on the place of resi

dence of 4-H leaders are in Table 10. Over half of the leaders (53.8%) 

had lived in their present community for 11 or more years as shown in 

Table 11. 

Table 10. Place of Residence of 4-H Volunteer Leaders 

Residence Frequency Percent of Total 

On a farm, ranch, or in 
the country 102 51.3 

Small town, under 5,000 25 12.6 

City of 5,000 to 25,000 19 9.5 

City of 25,000 to 50,000 14 7.0 

City of 50,000 or more 39 19.6 

Total 199 100.0 

Table 11. Length of Community Residence of 4-H Volunteer Leaders 

Years in Present Community Frequency Percent of Total 

1 year or less 4 2.0 

2 to 4 years 28 14.1 

5 to 10 years 51 25.6 

11 to 15 years 43 21.6 

15 or more years 73 36.7 

Total 199 100.0 



58 

The greatest percentage (45.2%) of the 4-H volunteers sampled 

had been volunteer leaders for 2 to 4 years, followed by 33.2% who had 

been leaders for 5 to 10 years. Additional data on leader tenure are 

in Table 12. 

Table 12. Tenure of 4-H Volunteer Leaders 

Years as a 4-H Leader Frequency Percent of Total 

1 year or less 24 12.1 

2 to 4 years 90 57.3 

5 to 10 years 66 33.2 

11 to 15 years 13 6.5 

15 or more years 6 3.0 

Total 199 100.0 

The 4-H volunteer leaders indicated that 3 to 5 hours per week 

was the most common increment of time spent in 4-H volunteer activity. 

Table 13 contains the data on the hours spent each week by the 4-H 

volunteers surveyed. 

A 4-H leader was most frequently encouraged to volunteer by 

another 4-H leader. 4-H agents were named as a source of encouragement 

by only 4.5% of the leaders surveyed. Another 21% of the leaders 

reported that they volunteered without being asked. Table 14 provides 

further information concerning the sources of encouragement for 4-H 

volunteering. 
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Table 13. Hours Spent Per Week on 4-H Volunteering 

Hours Per Week Frequency Percent of Total 

Less than 3 74 37.6 

3 to 5 79 40.1 

6 to 10 33 16.8 

11 to 15 5 2.5 

15 or more 6 3.0 

Total 197 100.0 

Table 14. 4-H Leaders'  Sources of Encouragement to Volunteer 

Source Frequency Percent of Total 

Extension Agent 9 4.5 

Another 4-H Leader 60 30.0 

Own Children 38 19.0 

Volunteer without 
being asked 42 21.0 

Extension Agent and 
own children 4 2.0 

Extension Agent, Another 
4-H Leader, and Children 3 1.5 

Another 4-H Leader and 
Children 24 12.0 

Own Children and Volunteer 
without being asked 11 5.5 

Other 9 4.5 

Total 200 100.0 
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Volunteers were asked to indicate the kinds of roles they per

formed as 4-H volunteer leaders. Of those surveyed, 84% were 4-H 

project leaders and 60% were involved as 4-H activity leaders. A third 

of the leaders surveyed were involved with 4-H planning or advisory 

committees. Leaders'  councils also involved a third of the volunteers. 

Approximately one-fourth of the leaders were community 4-H club 

leaders. Specific responses concerning the roles filled by 4-H 

leaders are found in Table 15. The percentages do not total 100% 

because many of the leaders served in multiple roles. 

Table 15. Volunteer Roles of 4-H Leaders 

Leader Role Frequency* Percent of Total 

Community Club Leader 56 28.4 

Community Club Assistant 46 23.4 

Project Club Leader 166 84.3 

Project Club Assistant 37 18.8 

Activity Leader 118 59.9 

Member of 4-H Leaders'  
Council 66 33.5 

Planning Committee Member 46 23.4 

County or State 4-H Advisory 
Committee Member 21 10.7 

County Key Leader 16 8.1 

*N = 201 



61 

Less than half of the leaders (39.2%) surveyed had been 4-H 

members; the remaining 60.8% had never been involved with the 4-H 

program. The number of years spent in 4-H by the former members is 

detailed in Table 16. 

Table 16. Number of Years 4-H Volunteer Leaders were 4-H Members 

Years as 4-H Member Frequency Percent of Total 

None 118 60.8 

1 to 2 24 12.4 

3 to 5 17 8.8 

6 or more 35 18.0 

Total 194 100.0 

Over half of the leaders responding (61.3%) were satisfied 

with the 4-H volunteer experience and another 24.6% were very satis

fied. Only 14% were dissatisfied or very dissatisfied as reported in 

Table 17. A large group (43.1%) of those surveyed planned to be 4-H 

leaders for as long as possible. The complete breakdown of the years 

the volunteers expected to be active is in Table 18. 

The most common reasons given by those leaders no longer 

involved as 4-H leaders during 1982-83 for their noninvolvement were: 

4-H took too much time (12%), moving (16%), the children were no longer 

involved (16%), not getting along with others (18%), and other reasons 

(26). Another 4% reported taking a paying job as the reason they no 

longer were serving as volunteers. 
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Table 17. Satisfaction with the 4-H Volunteer Experience 

Reported Level of 
Satisfaction Frequency Percent of Total 

Very dissatisfied 13 6.5 

Dissatisfied 15 7.5 

Satisfied 122 61.3 

Very Satisfied 49 24.6 

Total 199 100.0 

Table 18. Years Leaders Plan to Continue 4-H Volunteering 

Years Expected to Serve 
as a 4-H Leader Frequency Percent of Total 

1 year or less 18 9.2 

2 to 4 years 25 12.8 

5 to 10 years 17 8.7 

As long as possible 84 43.1 

No longer a volunteer 50 25.6 

Total 195 100.0 

Interpretation and Discussion of the Data 

Based on the results of the descriptive analysis, the typical 

Arizona 4-H volunteer leader is an Anglo female between the ages of 

36 and 44. She is married and has two children who are 4-H members. 

She is more apt to be employed than to be a full-time homemaker. She 

has completed high school and attended college. She lives on a farm 
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or ranch or in a small town and has lived there for at least 11 years. 

She is a project leader who was first encouraged to volunteer by 

another 4-H leader. She has been a volunteer leader for 2 to 4 years 

and spends 3 to 5 hours each week on her volunteer duties. She is 

satisfied with her experiences as a 4-H leader and plans to volunteer 

for as long as possible. 

The typical Arizona volunteer 4-H leader is very similar to 

the leaders described by Banning (1970) and Henderson (1979). The 

major difference between the Arizona profile and the other 4-H leader 

profiles was that the Arizona 4-H leaders were more likely not to have 

been 4-H members than those responding in Banning's national survey. 

Motivations of 4-H Leaders 

The second research question addressed was the assessment of 

the achievement, affiliation, and power motivations of the Arizona 4-H 

volunteer leaders. Scores reflecting the intensities of the motiva

tions were computed from the raw data collected in the Motivation 

Inventory. Although the scores were interval level data, there was 

no experimental control or manipulation. Therefore, the only approp

riate statistical analysis was the use of descriptive statistics. 

The mean scores of the continuing leaders, noncontinuing leaders, and 

the total group of leaders for each of the three motivations assessed 

are found in Table 19. 
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Table 19. Means of Motivation Scores for Continuing, Noncontinuing, 
and All 4-H Leaders 

Motivation 
Continuing 

Leaders 
Noncontinuing 

Leaders 
All 

Leaders 

Achievement 31.19 30.62 31.04 

Affiliation 29.17 27.57 28.73 

Power 25.94 25.98 25.95 

Interpretation and Discussion of the Data 

Regardless of the 4-H leaders'  continuing or noncontinuing 

enrollment status, the relative mean intensities of the motivations 

were in the same order. Achievement motivation had the highest 

mean score, followed by affiliation motivation. Power motivation 

scores were consistently the lowest. The only motivation in which 

noncontinuing leaders had a higher mean score than continuing leaders 

was power motivation. Even so, the difference in scores was negligible. 

These findings are consistent with Parrott 's (1977) conclusions 

that 4-H leaders have high needs for achievement, affiliation, and 

nurturance. Henderson (1979) also concluded that the achievement 

and affiliation motivation of 4-H leaders were stronger than power 

motivation. However, affiliation motivation emerged as stronger than 

achievement motivation in the Henderson study of Minnesota 4-H leaders. 

Support for the construct validity of the Motivation Inventory 

was found in these results. Each of the three motivations emerged as 

independent factors, but each had a similar frequency distribution 
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curve. Each motivation had a mean in the mid-level intensity area of 

the distribution. Although there were differences in the mean scores 

of the motivations, the differences were not dramatic and were in the 

directions suggested by prior research. Individual differences on the 

motivation scores, however, ranged from very low to very high. 

Perceptions of Organizational Climate 

This research question investigated the 4-H volunteer leaders'  

perceptions of the 4-H organizational climate for seven factors: 

structure, responsibility, reward, conflict,  warmth, identity, and 

support. The scores on each of the climate factors were computed 

using summarized ratings from the Climate Scale in Section 2 of the 

questionnaire. This interval level data was not experimentally manip

ulated so descriptive statistics were the most appropriate type of 

analysis. Means for each of the climate factors were computed for 

continuing leaders, noncontinuing leaders, and all leaders. The 

results are in Table 20. 

Interpretation and Discussion of the Data 

An examination of the climate factor scores for continuing and 

noncontinuing leaders reveals that the climate factor scores of the 

continuing leaders are greater than the scores of the noncontinuing 

leaders on all seven of the factors. This suggests that the continu

ing leaders consistently have more favorable perceptions of the 4-H 

organizational climate factors than the noncontinuing leaders. 
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Table 20. Means of Organizational Climate Factor Scores 

Climate Factors 
Continuing 

Leaders 
Noncontinuing 

Leaders 
All 

Leaders 

Structure 8.66 8.13 8.52 

Responsibility 8.64 8.48 8.60 

Reward 8.59 8.40 8.54 

Conflict 8.24 7.88 8.15 

Warmth 8.92 8.23 8.75 

Identity 9.29 8.76 9.16 

Support 9.00 8.41 8.85 

Continuing and noncontinuing leaders agree that identity is the 

most favorable of the climate factors associateid with 4-H and that con

flict is the least favorable of the climate factors. Noncontinuing 

leaders report their perceptions of responsibility and reward as more 

favorable than their perceptions of warmth and structure. Continuing 

leaders find the reverse true: they perceive warmth and climate as 

more favorable than the responsibility and reward factors. The affili

ation oriented factors of warmth, identity, and support were the most 

favorable factors in the 4-H organizational climate for the continuing 

leaders. The climate of 4-H appears to be more affiliation oriented 

than achievement or power oriented according to the overall mean 

scores. 
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Motivations and Perceptions of Organizational Climate 

This research question investigated the relationships between 

each of the three motivations and each of the seven climate factors. 

Both the motivation scores and the climate scores were interval level 

data. Pearson correlation coefficients were computed for each of the 

relationships. Table 21 presents the correlation coefficients for con

tinuing leaders and Table 22 contains the correlation coefficients for 

noncontinuing leaders. 

A discriminant analysis was also performed using the motiva

tions scores as discriminating variables affecting the perceptions of 

the climate factors. The climate factor scores were converted to 

nominal level data using the breakdowns presented in Appendix F. 

Table 23 provides the results of the discriminant analysis presenting 

the most powerful variables and their significant, the percent of the 

variance accounted for, the predictive formula, and the percent of 

cases correctly classified using the formula. 

Interpretation and Discussion of the Data 

The data concerning the relationships between motivations and 

perceptions of organizational climate reveal some interesting relation

ships. For those who were continuing leaders, six significant rela

tionships were identified. There were significant relationships 

between affiliation motivation and the climate factors of identity, 

warmth, reward, and support. While the correlation coefficients of 

these six relationships are not particularly high, the relationships 
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Table 21. Pearson Correlation Coefficients for Continuing Leaders'  
Motivations Scores and Organizational Climate Factor 
Scores. 

Climate Factor Affiliation Achievement Power 

Structure .07 .14 1 • o
 

Responsibi1ity .08 .18* .10 

Reward .25** .10 -.09 

Conflict .12 .02 .17* 

Warmth .26** .00 .01 

Identity .28** .06 

C
O

 o
 • 

1 

Support .21** -.10 

0
0
 o

 • 

1 

*  indicates significance at the .05 level 
** indicates significance at the .01 level 

Table 22. Pearson Correlation Coefficients for Noncontinuing Leaders'  
Motivations Scores and Organizational Climate Factor Scores 

Climate Factor Affiliation Achievement Power 

Structure .09 -.13 -.20 

Responsibility -.20 .02 -.14 

Reward -.02 -.16 .09 

Conflict -.01 .01 .19 

Warmth .15 -.22 -.03 

Identity .24 -.13 .01 

Support .13 -.17 -.10 

* indicates significance at the .05 level 
** indicates significance at the .01 level 



Table 23. Discriminant Analysis of Climate Factor Perceptions by Motivation 

Criterion Variable 
(Climate Factor) 

Discriminating 
Va.ri ables 

Level of 
Significance Predictive Formula* 

Percent 
Variance 

Percent 
Classified** 

Structure Achievement 
Affiliation 

.05 

.08 
STRUCTURE = Aff(1.10) 
+ Ach(l.92) -  6.05 

99.8 50.75 

Responsibility Power .23 RESPONSIBILITY = 
Power(2.00) -  3.99 

100.0 27.86 

Reward Achievement 
Affil iation 

.07 

.06 
REWARD = Aff(1.21) + 
Ach(1.81) -  6.07 

74.0 53.23 

Confl ict Affiliation 
Power 

.12 

.16 
CONFLICT = Aff(2.09) 
+ Power(-.37) -  3.45 

64.63 56.72 

Warmth Affi1i ati on .14 WARMTH = Aff(2.05) -
4.12 

100.0 53.73 

Identity Affiliation 
Power 
Achievement 

.03 

.04 

.05 

IDENTITY = Aff(1.78) 
+ Ach(.96) + Power 
(-1.12) -  3.26 

88.0 49.75 

Support Achievement 
Affi1i ation 

.07 

.04 
SUPPORT = Aff(l.07) + 
Ach(l.92) -  6.00 

52.64 55.22 

* In the formulas, "Aff" means the affiliation score and "Ach" means the achievement score. 

**Percent classified is given based upon the formula given and an additional formula computed to 
account for the rest of the variance for reward, conflict,  identity, and support. Only the 
most powerful formula is reported here. 

Q> 
ID 
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are still  important, especially since the climate factors and motiva

tions do not exist independently of each other. Among the correla

tion coefficients computed for noncontinuing leaders i t  is important 

to note the lack of any significant relationships between motivator 

and climate factors. 

These data suggest that continuing leaders perceive factors in 

their volunteer work environments which are congruent with their moti

vational needs and expectations, especially with regard to the need for 

affiliation. Noncontinuing volunteer leaders do not appear to perceive 

any factors in their working environment which relate to their needs 

for achievement, affiliation, or power. 

The significant relationships identified for the continuing 

4-H leaders are consistent with the relationships found by Litwin and 

Stringer (1968). There were, however, no significant relationships 

between achievement motivation and reward, identity, or support; 

between power motivation and structure or responsibility; or between 

affiliation motivation and structure, as Litwin and Stringer had 

suggested. 

The discriminant analysis also supports the theory of rela

tionships between motivations and perceptions of climate factors. It  

does so in a manner which integrates all of the influences of the 

discriminating variables rather than looking at the individual rela

tionships. The scores on each of the three motivations were useful 

in predicting the high and low scores for each of the seven climate 



71 

factors. One, two, or three of the motivation scores were used in 

developing formulas which could account for most to all of the climate 

factor variances and which could accurately classify cases into the 

correct group. High and low structure, reward, conflict,  warmth, 

identity, and support scores were predicted with the motivation scores 

in 50% of the cases. Only responsibility scores could not be pre

dicted reasonably well.  Follow-up studies should be able to test 

the predictive validity of these results. 

Satisfaction 

This research question investigated the relationships between 

the 4-H leaders'  reported levels of satisfaction and their motivations 

and perceptions of organizational climate. Pearson correlation coef

ficients were computed for each of the three motivations with the 

reported level of satisfaction for bot^ the continuing and the non-

continuing leaders as reported in Table 24. Table 25 contains the 

Pearson correlation coefficients for each of the seven climate factors 

with trie reported level of satisfaction. 

A discriminant analysis was performed using the three motiva

tions and the seven climate factors as discriminating variables. The 

satisfaction scores were converted to a nominal scale by reducing the 

responses to a satisfaction category and a dissatisfaction category. 

Three significant variables were identified: identity at .0013, 
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responsibility at .0007, and power at .0004. The resulting predictive 

formula was: 

Satisfaction = Power (.90) + Responsibility (-.85) + 

Identity (1.51) -  3.41 

This formula accounted for 100% of the variance and correctly classi

fied 74.24% of the cases. 

Table 24. Pearson Correlation Coefficients Between Reported Level of 
Satisfaction and Motivation 

Motivation 
Satisfaction Level of 
Continuing Leaders 

Satisfaction Level of 
Noncontinuing leaders 

Affiliation .23** .13 

Achievement .18* -.09 

Power .17* .13 

* indicates significance at the .05 level 
** indicates significance at the .01 level 

Interpretation and Discussion of the Data 

The correlation coefficients of the continuing 4-H leaders 

indicated significant relationships between the reported level of 

satisfaction and the achievement and power motivations and a highly 

significant relationship between the reported level of satisfaction 

and the affiliation motivation. There were no significant relation

ships between the reported level of satisfaction and the motivations 

of the non-continuing leaders. 
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Table 25. Pearson Correlation Coefficients Between Reported Level of 
Satisfaction and Perceptions of Organizational Climate 

Satisfaction Level of Satisfaction Level of 
Climate Factor Continuing Leaders Noncontinuing Leaders 

Structure .11 .38** 

Responsibility -.13 .08 

Reward .21** .34** 

Conflict .02 

CO o
 •
 

Warmth .01 .57** 

Identity .30** .40** 

Support .11 .24* 

* indicates significance at the .05 level 
** indicates significance at the .01 level 

The pattern reverses somewhat in the relationships between the 

level of satisfaction and the perceptions of organizational climate 

factors. Noncontinuing leaders had more and stronger relationships 

than the continuing leaders. Reward and identity were the only 

climate factors with significant relationships with reported satis

faction for the continuing leaders; these relationships, however, 

were highly significant. For the noncontinuing leaders, highly 

significant relationships existed between satisfaction and warmth, 

identity, structure, and reward. A significant relationship was found 

between satisfaction and support. The correlation coefficients were 

higher for noncontinuing leaders than for continuing leaders, espec

ially in the case of warmth. 
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These relationships seem contradictory on the surface, but 

application of the Herzberg theoretical construct clarifies the nature 

of these relationships. The affiliation, achievement, and power moti

vations and the responsibility and reward climate factors are motiva

tors; structure, conflict,  warmth, identity, and support are hygiene 

factors. For continuing leaders, significant relationships were 

found between satisfaction and all except one of the motivators 

while there was only one significant relationship with a hygiene 

factor, the relationship between satisfaction and identity. For 

noncontinuing leaders, only one significant relationship was found 

between satisfaction and motivators, that being the relationship with 

the climate factor reward. There were four significant relationships 

between satisfaction and hygiene factors. The relationships between 

satisfaction and structure, warmth, and identity were highly signifi

cant and the relationship with support was significant. Continuing 

leaders seem to be like the Herzberg workers who were satisfied by 

the motivators within their job environments. When they experience 

intrinsic motivation and satisfy their own needs, they are not overly 

concerned with the hygiene factors in their environments. The non-

continuing leaders do not appear to experience much need satisfac

tion with their job environment and thus the external hygiene factors 

have stronger relationships with the perceptions of satisfaction and 

may also become potent as demotivators. 
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According to the discriminate analysis, the level of satisfac

tion reported is a function of scores on responsibility, identity, and 

power. Responsibility and power are motivators; identity is a hygiene 

factor. Identity was the only hygiene factor significantly related to 

satisfaction for both the continuing and the noncontinuing leaders. 

The discriminant analysis also supports the theoretical construct of 

satisfaction being a function of personal needs and expectations being 

met through the work experience, preferably through motivator factors. 

Enrollment Status 

The final research question investigated the relationships 

between the volunteer leaders'  enrollment status as continuing or 

noncontinuing and the volunteers'  motivations and perceptions of 

organizational climate. No correlation coefficients were computed 

since enrollment status was a discrete variable. Correlation coef

ficients between motivations and organizational climates were reported 

in earlier sections for the continuing and noncontinuing leaders. 

A discriminant analysis was performed with enrollment status 

as the criterion variable and the motivations, organizational climate 

factors, and reported satisfaction as discriminators. Five discrimi

nating variables were identified as significant: warmth (.018), 

satisfaction (.02), achievement motivation (.02), power motivation 

(.02), and conflict (.016). The predictive formula generated was: 

Enrollment status = Satisfaction (1.15) + Achievement (1.05) 

+ Power (-.91) + Conflict (.76) + 

Warmth (.98) -  10.44 
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Interpretation and Discussion of Data 

Enrollment status had emerged in earlier questions as a factor 

which interacted with motivations and perceptions of climate factors 

and satisfaction. This analysis confirmed the earlier indications. 

Status as a continuing or noncontinuing leader appears to be a func

tion of the perceptions of the climate factors of warmth and conflict,  

of the power and achievement motivations, and the overall feelings of 

satisfaction. 

Summary 

The investigations carried out in this study did establish 

that the motivations of 4-H leaders interact with their perceptions 

of the 4-H organizational climate, with their feelings of satisfac

tion, and with their status as continuing or noncontinuing leaders. 

The perceptions of climate were influenced by the leaders'  expecta

tions of their work experience. Satisfaction was related to both the 

motivator and the hygiene factors present in the work climate. The 

hygiene factors had stronger relationships with feelings of satis

faction when motivators were not perceived. The continuing enroll

ment status of the volunteer is a function of the other factors, 

including overall satisfaction with the volunteer experience. 

Conclusions and recommendations for practice and research are explored 

in the final chapter. 
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CHAPTER 6 

CONCLUSIONS AND RECOMMENDATIONS 

The purpose of this study was to identify characteristics of 

Arizona 4-H volunteer leaders and to assess their motivations and 

their perceptions of organizational climate. The interrelationships 

between motivations, perceived climate factors, satisfaction, and 

enrollment status were investigated. A summary of the conclusions 

and recommendations for practice and for research are presented in 

this chapter. 

Conclusions 

The conclusions of this research are presented for each of 

the questions studied. Some general implications are also stated. 

In general, i t  seems that the application of motivation and satisfac

tion theories used in personnel management is appropriate for Exten

sion volunteer management. 

Selected Characteristics 

Those who volunteer as 4-H leaders in Arizona are very similar 

to other 4-H volunteer leaders studied. Most of the volunteers are 

young to middle-aged. They tend to be married with children. A 

majority of the leaders are employed. The leaders are highly educated. 

Many of the leaders live in rural areas and have strong roots in their 

communities. 
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The results indicate that leader training and support should 

be scheduled at times convenient for working leaders. Since many of 

the leaders have not been 4-H members themselves, the philosophy and 

goals of the 4-H program should be a part of their orientation or 

training. Family 4-H programs and events would be most appropriate 

since most leaders are married with children. Also, other 4-H leaders 

appear to be very effective as volunteer recruiters. This skill 

should be utilized by county program managers. 

Motivations 

4-H volunteer leaders as a group are highly achievement and 

affiliation motivated. Individuals within the group had a variety of 

motivation patterns. Also, the intensity of the motivation ranged 

from low to very high depending upon the individual. Tasks which 

appeal to all of the motivations should be available to volunteer 

leaders so that they may find satisfying work. High achievers should 

be encouraged to use their creativity and their organizational skills. 

High affiliators should have opportunities to associate with 4-H mem

bers and other 4-H leaders. Those interested in power orientations 

should be encouraged to act as recruiters, trainers, or public rela

tions contacts. 

Perceptions of Organizational Climate 

The affiliation-oriented climate factors of warmth, identity, 

and support were the most favorably perceived of the seven climate 

factors. In general, continuing leaders had more favorable 
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perceptions of the climate factors, individually and as a whole, than 

did the noncontinuing leaders. Identity consistently received the 

most favorable rating and conflict received the least favorable rating 

of all of the factors. 

Motivations and Perceptions of Organizational Climate 

Relationships between motivations and perceptions of climate 

were indicated for continuing leaders, but not for the noncontinuing 

leaders. There were more relationships (4) between the affiliation 

motivation and climate factors than between achievement motivation (1) 

and power motivation (1). The highly significant relationships were 

between the affiliation motivation and the climate factors of identity, 

reward, warmth, and support. These were all climate factors that are 

characteristic of affiliation-oriented climates. Motivation scores 

were also being used to predict high and low climate perception 

scores, indicating a possible cause and effect relationship. The 

results also suggested that continuing leaders perceive a congruence 

between their personal motivations and needs and the factors within 

the 4-H organizational climate. Noncontinuing leaders did not appear 

to perceive any such congruence. 

Satisfaction 

Reported satisfaction was significantly correlated with each 

of the three motivations for the continuing 4-H leaders. The rela

tionship between reported satisfaction and affiliation motivation was 

highly significant. There were no significant relationships between 
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the reported satisfaction of noncontinuing leaders and the three moti

vations. Therefore, continuing leaders perceived some relationship 

between their needs and the satisfactions that they recognized in 

their role as a 4-H volunteer leader. Both continuing and noncon

tinuing 4-H leaders had perceptions of reward and identity within 

the 4-H organization which related to their overall feelings of satis

faction. The noncontinuing leaders also had significant relationships 

between their reported satisfaction level and the warmth, structure, 

and support they perceived in the climate. 

These findings indicate that when leaders are perceiving 

relationships between their motivations and expectations and the 

opportunities available, they tend to be satisfied. If they are not 

aware of relationships between their needs and what the organization 

has to offer, they may still  be satisfied depending upon the warmth, 

structure, support, identity, and reward available from the environ

ment. Any deficiencies in the climate factors can be potentially 

dissatisfying, however. The motivator factors within the environ

ment are much more important than the hygiene factors in affecting 

feelings of satisfaction. 

Enrollment Status 

The retention of volunteers within the program was signifi

cantly related to the volunteer's overall feeling of satisfaction, 

the achievement and power motivations, and the perceptions of warmth 

and conflict within the environment. The volunteers'  motivations, 
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climate perceptions, and general satisfaction interact to affect 

commitment. 

Summary 

Motivations and perceptions of organizational climate were 

related to volunteer satisfaction and volunteer retention. Although 

motivations are certainly individual elements, managers can influence 

satisfaction and retention by managing the organizational climate 

factors within their domain. The affiliation-oriented climate 

appeared to be the climate most characteristic of 4-H, perhaps because 

the volunteer work occurs within a non-coercive atmosphere. 

Recommendations for Extension Practice 

The knowledge of how motivations and perceptions of climate 

interact and affect satisfaction and retention can be applied to 

volunteer management in Extension 4-H programs. Extension profes

sionals face the challenge of becoming humanized managers of people 

and programs. Effective management requires the 4-H professional to 

recruit,  place, train, supervise, and reward 4-H volunteer leaders 

with respect to the leaders'  needs. 

Personal growth aspects of volunteering should be stressed in 

the recruiting of leaders. The needs and opportunities for growth 

should be inherent in the supervision of volunteers, especially since 

needs change with time and growth. The professional should make an 

effort to identify the volunteer's needs and interests rather than 

assuming them. 4-H leaders should be placed in roles which will 
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satisfy their needs. Job descriptions are helpful tools in clarifying 

what is expected of volunteer leaders in various roles. Each job 

should include responsible and challenging tasks. Job ladders and 

lattices should be established to permit and motivate the growth of 

the 4-H leader. 

Leader training is an integral component of support for the 

4-H leaders. The training should be designed to meet the needs of 

the leaders. Meaningful reward is also important in motivating volun

teer leaders. The recognition should be tailored to fit  the motiva

tion of the volunteer. The suggestions for providing affiliation-

oriented, achievement-oriented, and power-oriented recognition 

(Vineyard, 1981) could be adapted to Extension 4-H programs. 

Agent training programs which develop effective management 

skills and motivation techniques should be developed and implemented. 

There is a need to train 4-H agents to recognize the affiliation, 

power, and achievement motivations of volunteer leaders. Agents can 

also learn to recognize the climate factors which influence satisfac

tion and retention and to design satisfying climates. This involves 

learning to understand and control critical psychological factors in 

the working environment. Personal leadership style could also be 

assessed. Many effective agent training programs exist dealing with 

teamwork, conflict management, and humanized management. These should 

be components of the training program for new agents and incorporated 

into professional development plans of experienced agents. 
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Recommendations for Subsequent Research 

There is much, more to learn about the complex nature of the 

motivations and satisfactions of volunteer leaders. The questionnaire 

used in this study needs to be further tested and refined. The pre

dictive validity of the questionnaire should be tested. 

Further exploration of the motivation process as i t  affects 

4-H could be done. Identification of the affiliation, achievement, 

and power attributes of tasks performed by 4-H leaders could be done 

and evaluated in relation to the motivations of the volunteers. The 

effectiveness over time of volunteers with high and low achievement, 

affiliation, and power motivations could also be investigated. The 

leadership style of the agent could also be studied in relation to 

the climate perceptions of the volunteers. 

Similar studies of motivation and satisfaction could be done 

with other Extension groups, such as Extension Homemaker Club members, 

Master Gardeners, and specific clientele audiences of concern, such 

as senior 4-H club members. Similar studies could also be conducted 

with other youth-serving organizations and other volunteer groups. 

Summary 

This research was done in an effort to discover more about the 

4-H volunteer leaders, particularly what motivates them and what 

satisfies their needs. Hopefully, the results will be useful in 

designing volunteer programs, motivating volunteer leaders, and satis

fying both the needs of the organization and the volunteer. 



APPENDIX A 

THE MOTIVATION INVENTORY 

The motivation inventory contained three kinds of statements: 

affiliation statements, achievement statements, and power statements. 

Each group of statements is listed below with the item number in the 

final questionnaire (or an asterisk if i t  was not included in the 

final draft),  the estimated communality (r),  and the motivation 

classification of the expert judges (Wilson and Vineyard) for each 

statement. 

Affiliation Statements 

1. The people I work with tell me that I am understanding. 

r  = .43; 100% responded affiliation 

4. I like to socialize with other 4-H leaders at leader meetings. 

r  = .55; 100% responded affiliation 

7. I go out of rny way to make newcomers feel welcome as members 

of our group. 

r  = .59; 100% responded affiliation 

10. I prefer working on group projects to individual projects. 

r  = .69; 100% responded affiliation 

13. I like to have the 4-H agent consider me a personal friend, 

r = .52%; 100% responded affiliation 

84 
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16. I work most effectively with people I know well.  

r  = .63; 100% responded affiliation 

19. I socialize with other 4-H leaders on occasions' not related to 4-H. 

r  = .56; 100% responded affiliation 

22. Feeling lonely or disliked is the worst thing that could happen 

to me. 

r  = .62; 100% responded affiliation 

* I work best when I work with other people. 

r  = .27; 100% responded affiliation 

* I enjoy an activity more if my friends do i t  with me than if I 

do i t  alone. 

r  = .42; 100% responded affiliation 

* I am uncomfortable when I have to work alone. 

r  = .37; 100% responded affiliation 

* I prefer doing nothing at all to doing something that would cause 

hurt feelings among others. 

r  = .53; 100% responded affiliation 

Achievement Statements 

3. I can pace myself when I have a long way to go or a lot to 

accomplish by a certain deadline. 

r  = .44; 100% responded achievement 

6. I would like to accomplish something that no one else has 

accomplished. 

r  = .74; 50% responded achievement 
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9. I like to solve problems on njy own. 

r  = .67; 100% responded achievement 

12. I like to set n\y own pace when doing a task. 

r  = .41; 100% responded achievement 

15. I work best when I work alone. 

r  = .83; 100% responded achievement 

18. I believe if something is worth doing, i t  is worth doing well.  

r  = .34; 100% responded achievement 

21. Others tell me that I am a creative person. 

r = .52; 25% responded achievement 

24. I l ike to organize activities. 

r = .41; 100% responded achievement 

* I finish things easily because I don't bite off more than I can 

chew. 

r  = .31; 100% responded achievement 

* I like to choose my own methods for accomplishing a goal. 

r  = .27; 100% responded achievement 

* I prefer creating iTjy own meeting activities to following someone 

else's guide. 

r  = .22; 50% responded achievement 

* Once I have decided to do something, I follow through until i t  

is finished. 

r = .24; 100% responded achievement 
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Power Statements 

2. I take charge of a situation when things start to get out of hand. 

r  = .58; 100% responded power 

5. I seek positions of authority or responsibility. 

r  = .55; 100% responded power 

8. I give advice to others. 

r = .55; 100% responded power 

11. I enjoy a good argument. 

r  = .49; 100% responded power 

14. I enjoy teaching others. 

r  = .47; 100% responded power 

17. Other people think I am stubborn. 

r = .60; 100% responded power 

20. I seek elected or appointed offices in 4-H related groups. 

r  = .58; 100% responded power 

23. People tell me that I express myself well.  

r  = .48; 100% responded power 

* I change people's thinking even when I 'm not trying. 

r = .35; 100% responded power 

* I work effectively either alone or in a group. 

r  = .44; 100% responded power 

* Other people tell me that I am forceful and outspoken. 

r  = .44; 100% responded power 

* I enjoy persuading others. 

r = .38; 100% responded power 



APPENDIX B 

STRUCTURE: 25. 

26.  

27. 

RESPONSIBILITY: 28. 

29. 

30. 

REWARD: 31. 

32. 

33. 

CONFLICT: 34. 

CLIMATE FACTOR QUESTIONS 

My duties as a 4-H leader have been explained 

so that I understand what is expected of me. 

Paperwork is kept to a minimum for 4-H leaders. 

4-H has too many rules. 

I can be my own boss as a 4-H leader. 

Volunteer leaders are encouraged to solve 

their own problems. 

4-H leaders don't have much freedom to make 

decisions on their own. 

The rewards and encouragements a leader 

receives outweigh any criticisms. 

All 4-H volunteer leaders are treated fairly 

by the agent. 

There is not enough recognition given in this 

organization for a job well done. 

4-H leaders are encouraged to say what they 

think, even if i t  means disagreeing with the 

agent. 

There is a good deal of disagreement, even 

open conflict,  between various people involved 

in 4-H. 
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36. In 4-H, the best way to make a good impression 

is to avoid arguments and disagreements. 

WARMTH: 37. A friendly atmosphere prevails among 4-H 

leaders, members, and agents. 

38. 4-H has a relaxed, easy-going working climate. 

39. There is little warmth in the relationships 

between the agent and the volunteers in 4-H. 

IDENTITY: 40. 4-H leaders and agents are members of a well-

functioning team. 

41. Leaders in our county are proud of being 4-H 

leaders. 

42. 4-H leaders in our county are respected less 

than Boy Scout or Girl Scout leaders. 

SUPPORT: 43. 4-H leaders can count on getting assistance 

from the agent when i t  is needed. 

44. The agent makes an effort to find out about 

my interests and goals as a 4-H leader. 

45. A 4-H leader who tries something new doesn't 

get much encouragement from the agent. 



APPENDIX C 

CLIMATE INTERCORRELATIONS 

Litwin and Stringer, 1968 study: 

Responsibility Reward Conflict Warmth Identity Support 

Structure .18 .24 .28 .28 .31 .34 

Responsibility .50 .30 .46 .51 .47 

Reward .39 .54 .56 .49 

Conflict .31 .35 .48 

Warmth .69 .57 

Identity .59 

This study: 

Responsibility Reward Conflict Warmth Identity Support 

Structure .25 .33 .06 .41 .32 .38 

Responsibility .11 .05 .25 .07 .21 

Reward .02 .45 .49 .49 

Conflict .05 .13 .12 

Warmth .51 .59 

Identi ty .62 
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APPENDIX D 

QUESTIONNAIRE 

SECTION 1. As you read each statement, think of yourself in your 
role as a 4-H volunteer leader during the last year. 
Circle the response which best describes youi (Your 
first response is usually the best.) 

If the statement describes you Usually 

Sometimes 

Rarely 

1. The people that I work with tell me that I am 
understanding. R 

2. I take charge of a situation when things start 
to get out of hand. R 

3. I can pace rnyself when I have a long way to 
go or a lot to accomplish by a certain 
deadline. R 

4. I like to socialize with other 4-H leaders 
at leader meetings. R 

5. I seek positions of authority or responsi
bility. R 

6. I would like to accomplish something that 
no one else has accomplished. R 

7. I go out of my way to make newcomers feel 
welcome as members of our group. R 

8. I give advice to others. R 

9. I like to solve problems on my own. R 

10. I prefer working on group projects to 
individual projects R 

Circle U 

Circle S 

Circle R 

U S 

S 

S 

S 

S 

S 

S 

S 

S 

U 

U 

U 

U 

u 
u 
u 
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APPENDIX D - Continued 

11. I enjoy a good argument. R S U 

12. I like to set rny own pace when doing a task. R S U 

13. I like to have the 4-H agent consider me a 
personal friend. R S U 

14. I enjoy teaching others. R S U 

15. I work best when I work alone. R S U 

16. I work most effectively with people I 
know wel1. R S U 

17. Other people think I am stubborn. R S U 

18. I believe if something is worth doing, i t  
is worth doing well.  R S U 

19. I socialize with other 4-H leaders on 
occasions not related to 4-H. R S U 

20. I seek elected or appointed offices in 
4-H related groups. R S U 

21. Others tell me I am a creative person. R S U 

22. Feeling lonely or disliked is the worst 
thing that could happen to me. R S U 

23. People tell me that I express niyself well.  R S U 

24. I l ike to organize activities. R S U 



APPENDIX D - Continued 

SECTION 2. For this section, think of your total experience as a 
4-H volunteer leader. Please circle the response which 
best describes being a 4-H leader in your county. 

SD means "Strongly Disagree" 

D means "Disagree" 

A means "Agree" 

SA means "Strongly Agree" 

25. My duties as a 4-H volunteer have been 
explained so that I understand what is 
expected of me. SD D A SA 

26. Paperwork is kept to a minimum for 4-H 
leaders. SD D A SA 

27. 4-H has too many rules. SD D A SA 

28. I can be my own boss as a 4-H leader. SD D A SA 

29. Volunteer leaders are encouraged to 
solve their own problems. SD D A SA 

30. 4-H leaders don't have much freedom to 
make decisions on their own. SD D A SA 

31. The rewards and encouragements a leader 
receives outweigh any criticisms. SD D A SA 

32. All 4-H volunteers are treated fairly 
by the agent. SD D A SA 

33. There is not enough recognition given 
in this organization for a job well done. SD D A SA 

34. 4-H leaders are encouraged to say what 
they think, even if i t  means disagreeing 
with the agent. SD D A SA 

35. There is a good deal of disagreement, 
even open conflict,  between various 
people involved in 4-H. SD D A SA 



36 

37 

38 

39 

40, 

41, 

42, 

43, 

44, 

45, 
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In 4-H, the best way to make a good 
impression is to avoid arguments and 
disagreements. SD D A SA 

A friendly atmosphere prevails among 
4-H leaders, members, and agents. SD D A SA 

4-H has a relaxed, easy-going working 
climate. SD D A SA 

There is little warmth in the relation
ships between the agent and the volunteers 
in 4-H. SD D A SA 

4-H leaders and agents are members of 
a well-functioning team. SD D A SA 

Leaders in our county are proud of being 
4-H leaders. SD D A SA 

4-H leaders in our county are respected 
less than Boy Scout or Girl Scout 
leaders. SD D A SA 

4-H leaders can count on getting 
assistance from the agent when i t  is 
needed. SD D A SA 

The agent makes an effort to find out 
about my interests and goals as a 4-H 
leader. SD D A SA 

A 4-H leader who tries something new 
or different doesn't get much encourage
ment from the agent. SD D A SA 
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SECTION 3. Please check ( ) the answer(s) to each of the following 
questions. 

46. How many years have you been a 4-H leader? 

1 .  1 year or less 
2 .  2 -  4 years 
3 .  5 - 10 years 
4 .  11-15 years 
5 .  More than 15 years 

47. What duties do you perform as a 4-H leader? (Check all that 
apply.) 

1 .  Serve as a community club leader 
2 .  Assist with a community club (telephone members 

or parents, chaperone events, provide trans
portation, etc.) 

3 .  Serve as a project club leader 
Name of project(s): 

4 .  Assist with a project club 
Name of project(s): 

5 .  Help 4-H members prepare for 4-H events such as 
demonstrations, share-the-fun, etc. 

6 .  Participate in county 4-H leader's council meetings 
7 .  Serve as an officer or on committees responsible 

for planning local or county 4-H events 
8 .  Serve on a county or state 4-H advisory committee 
9 .  Serve as a county key leader 

48. Who first encouraged you to volunteer as a 4-H leader? 

1 .  Extension agent 
2 .  Another 4-H leader 
3 .  Your own child(ren) 
4. Volunteered without being asked 
5 .  Other: 

49. How many hours each week do you spend as a 4-H volunteer? 

1 .  Less than 3 hours 
2 .  3 to 5 hours 
3 .  6 to 10 hours 
4 .  11 to 15 hours 
5. More than 15 hours 



96 

APPENDIX D - Continued 

50. How long do you expect to be a 4-H volunteer leader? 

1 .  1 year or less 
2. 2 to 4 years 
3 .  5 to 10 years 
4 .  As long as I possibly can 
5 .  I am no longer a 4-H volunteer 

51. If you are no longer a 4-H volunteer leader, why are you no 
longer involved? 

1 .  Got a paying job 
2 .  Moved 
3 .  My children dropped out of 4-H 
4 .  Got tired of 4-H 
5 .  4-H took too much time 
6 .  I didn't get along with the 4-H agent or other 

volunteers 
7 .  Other: 

52. How satisfied are you with your work as a 4-H volunteer leader? 

1 .  Very dissatisfied 
2 .  Dissatisfied 
3 .  Satisfied 
4 .  Very satisfied 

53. Were you ever a 4-H member? 

1 .  No 
2. ~"Yes 

54. If yet, how many years were you a 4-H member? 

55. How many children,if any, do you have? 

1 .  None 
2 .  One 
3 .  Two 
4 .  Three 
5 .  Four 
6. Five or more 
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56. If you have children, are any of them currently 4-H members? 

1. No 
2. Yes 

57. Where do you live? (Check only one.) 

1 .  On a farm, ranch, or in the country 
2 .  Small town, under 5,000 population 
3 .  City of 5,000 to 25,000 population 
4. City of 25,000 to 50,000 population 
5 .  City of 50,000 or more 

58. How many years have you lived in your present community? 

1 .  1 year or less 
2 .  2 to 4 years 
3 .  5 to 10 years 
4 .  11 to 15 years 
5 .  More than 15 years 

59. What is the highest educational level you have completed? 

1 .  Elementary 
2 .  Junior high school 
3 .  High school 
4 .  Vocational school 
5 .  Some college 
6 .  Bachelor's degree 
7 .  Master's degree or beyond 

60. What is your current employment status? 

1 .  Employed full time 
2 .  Employed part time 
3 .  Full time homemaker 
4 .  Unemployed 
5 .  Student 
6. Retired 
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61. What is your age? 

1. 19-24 
2. 25-35 
3. 36-44 
4. 45.54 

5 .  55-64 
6 .  65 years or older 

62. What is your sex? 

1. Female 
2. Male 

63. What is your racial or ethnic background? 

1. Whi te 
2. Black 
3 .  American Indian 
4 .  Asian/Pacific Islander 
5 .  Hispanic 

64. What is your current status? 

1 .  Single 
2 .  Married 
3 .  Divorced 
4. Widowed 

Thank you very much!!! 



APPENDIX E 

COVER LETTERS 

Dear 4-H Leader: 

As a part of a research project at the University of Arizona current 
and former 4-H leaders are being surveyed to find out how they feel 
about their experiences as a 4-H volunteer. The purpose of the study 
is to identify: 

1) how satisfied or dissatisfied 4-H leaders are with their 
volunteer experiences; 

2) how 4-H leaders feel about the 4-H organization; and 

3) how 4-H leaders prefer to carry out their duties. 

It  is anticipated that the results of this study will help the Ari
zona 4-H staff meet the needs of 4-H volunteer leaders throughout 
the state. 

You are one of 400 volunteers statewide being asked to share your 
opinions on these questions. The questions should take approxi
mately 15 to 20 minutes to answer. In order that the results be 
truly representative of Arizona 4-H leaders, i t  is important that 
each questionnaire be completed and returned. Your participation 
in this study is voluntary. (If you do not wish to participate, 
please simply return the blank questionnaire.) PLEASE RETURN THE 
COMPLETED QUESTIONNAIRE IN THE ENCLOSED ENVELOPE BY MARCH 7, 1983. 

You may be assured that your responses will be kept completely con
fidential. The questionnaire has an identification number for 
mailing purposes only. Your name will never be placed on the 
questionnaire. 

The results of this study will be made available to the Arizona 
Cooperative Extension Service as well as to any interested 4-H 
volunteer leaders. You may receive a summary of the results by 
contacting the State 4-H Office. 

Thank you for sharing your expertise. I 'm sure the results of the 
study will enhance Arizona's 4-H program! 

Sincerely, 

Karen Watson 
Graduate Student 
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Cooperative Extensa 

The University of Arizona • College of Agriculture 'Tucson, Arizona 85721 

State 4-H Office 

February 15, 1983 

Dear 4-H Leader, 

I am working with Karen Watson, a graduate student at the University 

of Arizona and a former 4-H agent, in collecting information from people 

who have recently been involved with.Arizona 4-H. Since every job that 

anyone does has satisfactions and dissatisfactions, help us identify 

these factors as you have experienced them as a 4-H leader by completing 

the enclosed survey. The compiled information will be used to assist us 

in the State 4-H Office to better serve our Arizona 4-H leaders. 

Please take a few minutes to fill out the enclosed questionnaire and 

share your feelings with us. We need YOUR help to identify the concerns 

and wants of 4-H leaders. 

Thanks so much for your help! 

Sincerely. 

Shirley E. Taylor 

Extension Specialist, 4-H 

The University of Arizona, College of Agriculture, U.S. Department of Agriculture and Arizona Counties Cooperating 



Cooperative Extension Service 

The University of Arizona • College of Agriculture • Tucson, Arizona 85721 

State 4-H Office 

Dear 4-H Leader, 

Did you forget? 4-H leaders are busy people and we realize you may have 

forgotten or overlooked the questionnaire you recently received concerning 

"Satisfactions of Arizona 4-H Volunteer Leaders". We would still like to 

have you fill out the questionnaire and return it as soon as possible. 

The satsifactions and dissatisfactions 4-H leaders experience in their 

jobs are important. Please share your experiences. WE WANT YOUR INPUT WHETHER 

YOU ARE A CURRENT 4-H LEADER OR A FORMER 4-H LEADER! 

Please take 15 - 20 minutes to answer this questionnaire and mail it back 

in the enclosed envelope by March 28, 1983. If you do not wish to complete 

the questionnaire, please return the blank questionnaire. Let me remind you, all 

all responses will be confidential. 

Your cooperation is greatly appreciated. Thank you very much! 

Sincerely, 

Shirley H. Taylor 

Extension Specialist, 4-H 

The University of Arizona, College of Agriculture, U.S. Department of Agriculture and Arizona Counties Cooperating 



APPENDIX F 

DATA CONVERSION CHART 

Conversion of interval level data to nominal level data for the 

purpose of discriminant analysis was as follows: 

LOW MEDIUM HIGH 

Achievement motivation 24 and BELOW 25 - 37 38 -  40 

Affiliation motivation 22 and BELOW 23 - 35 36 -  40 

Power motivation 20 and BELOW 21 - 31 32 -  40 

Structure 7 and BELOW 8 - 9 10 -  12 

Responsibility 7 and BELOW 8 - 9 10 -  12 

Reward 7 and BELOW 8 - 9 10 -  12 

Confl ict 7 and BELOW 8 - 9 10 - 12 

Warmth 7 and BELOW 8 - 9 10 -  12 

Identity 7 and BELOW 8 - 9 10 - 12 

Support 7 and BELOW 8 - 9 10 - 12 
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