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ABSTRACT
A comparative study was performed to identify personal
characteristics and motivation of volunteer leaders from two
youth groups; 4-H and Campfire.

Criteria under study were

appraised using questionnaires.

Data analysis based on the

responses obtained from 64 volunteer leaders.
The personal characteristics investigated included
expected period of service, support and encouragement, time
spent on volunteer activities, satisfaction from service
rendered, enrollment of volunteer leaders children, place of
residence, length of residence, educational level,
employment status, age, gender, and ethnicity.

Affiliation,

achievement, and power motivation factors were assessed.
Most of the personal characteristics investigated were
determined to be similar in the two groups.

Major

differences were found in the place of residence and tenure
period.

Youth leaders in both groups responded to the

motivation inventory in a similar manner, although the two
groups originated in rural and urban environments.

The 4-H

and Campfire volunteer leaders were highly achievement and
affiliation motivated.
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CHAPTER 1
INTRODUCTION
The process of voluntary action is one of the oldest
American traditions.

Volunteers, over the years, have

consistently been involved in identifying and seeking to
solve pressing human, social and environmental problems.
The value of volunteer services to the United States economy
is estimated at a record level of $64.5 billion annually
(Allen, 1982).

Volunteers not only provide service and

resources, but help expand the efforts of the organization
in the public and private sectors to serve large numbers of
people.

Due to financial restrictions, these organizations

cannot hire sufficient staff for their services.
help to fill this gap.

Volunteers

Their assistance ensures

continuation of these services.
some of the existing services.

It also helps to broaden
Recognizing factors that

affect the motivation of volunteers is important in
developing a strategy for volunteer involvement and
retention.

Wilson (1976) promotes Herzbergs "Motivation

Hygiene Theory" as valuable input in volunteer motivation.
The theory identifies five motivators:
1. Achievement - to do well in the job and have pride
in the accomplishment.
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2. Recognition - someone else recognizes work well
done.
3. The work itself - the tasks are some that are
liked.
4. Increased responsibility - the job is done with
little supervision or carries the supervisory
role.
5. Growth and development - promotes in
responsibility, self-fulfillment, and development.
Volunteers also have needs which need to be satisfied
in terms of social, self-esteem, and self-actualization
(Wilson, 1976).

Abraham Maslow (1954) established that

behavior arises to satisfy basic human needs.

He classified

human needs into 5 categories; physiological needs, safety
needs, social needs, ego needs, and self-actualization
needs.

Few people volunteer when they have lower level

physiological and safety needs to be satisfied.
Volunteerism is seen as one means of satisfying the higher
level of social, self-esteem, and self-actualization needs.
These psychological needs affect how a person approaches any
job or activity within the volunteer community.

Motivating

people to become volunteers is a continuous challenge.
The word "motivation" has been described in several
ways.

Engel and Blackwell (1978) agree that it is the
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tendency one has to organize his/her behavior.

It uses both

direction and energy to what people do for response to the
situations that arise within the environment where they live
and work.

Brundage and Mackeracker (1980) describe

motivation in two ways.

First, they say it is either the

drive a person has for reduction of needs not met or the
drive for positive growth towards a goal; and second it is
the organizing of behavior in terms of tendencies they have
developed.
The 4-H and Campfire were the two youth groups selected
for the study.

As urban youth groups Boy Scouts, Girl

Scouts, and Campfire were considered.

Unlike the others the

two groups, Campfire and 4-H, serve both girls and boys.
The 4-H serves youth between the ages of 9 and 19 years.
Campfire serves the youth between the ages of 9 and 18
years.

Both groups are

involved in youth activities and

use volunteers to assist in the operation of the programs.
The important considerations of these youth groups work is
to allow boys and girls to develop responsibility, and give
them the opportunity to learn and learn by doing, while
guiding them in their work.

Local club leaders (volunteers)

are the primary source of this guidance.

These youth groups

and their staff cannot function effectively without the
council, advice, and assistance of a large number of
volunteer leaders (Saunders 1966 p. 115).

Need for the Study
The two youth groups selected for the study are 4-H and
Campfire.

They use volunteer services as a resources.

As

volunteer managers, professionals associated with these
groups are concerned with the development of volunteer
positions that motivate and provide satisfaction to
volunteers as well as working with volunteers to attain
organizational objectives.
The 4-H is one of the largest and longest standing
groups.

With the implementation of the Smith Lever Act in

1914, 4-H became part of the Cooperative Extension Service.
The early records of 4-H shows its initiation beyond the
Smith Lever Act.

Its early name was "boys and girls

agricultural club" and O.J. Corn (Ohio 1902), Captain E.H.
Miller (Iowa 1904), Seman A. Knapp (Louisiana 1904) and
volunteer leader, George T. Peabon (Arizona 1913) spent a
great deal of time developing it.

The basic principal of

the "boys and girls club" was to spread new knowledge and
skills among the youths in rural areas.
Under the Cooperative Extension Service 4-H grew
substantially.

Agriculture, home economics, 4-H, and rural

development are the four disciplines served by the
Cooperative Extension Service.

Among these disciplines, 4-H

is prominent because of its activities among the youths.
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According to 1987 national 4-H statistics there were
1,588,469 4-H members and 4,92,039 4-H adult volunteer
leaders in the United States.
Present interests and problems related to youths are
not the same as the initial stage of the 4-H.
expand its services to meet new challenges.

It must

With this

purpose in mind, 4-H needs to recruit more and more
volunteers.

Identification of motivating factors of

volunteers will help ease this task.
Other groups, like Campfire also facing similar
problems.

This organization also deals with youths and

recruits volunteers.

Comparing the volunteer

characteristics and motivating factors between these groups
will help to identify the success or failures of the
particular group.

The 4-H and Campfire can use this

knowledge to make necessary changes.

This will help these

youth groups to recruit more volunteers.
Statement of the Problem
The purpose of the study is to compare the personal and
motivational characteristics of adult volunteer leaders
involved in 4-H with adult volunteer leaders involved in
Campfire.

Research questions
Answers to the following research questions will be
sought in order to solve the problem statement.
1. How does the 4-H volunteer leaders tenure period
compare with that of volunteer leaders in Campfire?
2. What are the selected personal characteristics of
adult volunteer leaders in 4-H compare with that of
volunteer leaders in Campfire?
3. How does motivation of 4-H volunteer leaders compare
with that of volunteer leaders in Campfire?

Motivations

assessed were achievement, affiliation, and power.
Assumptions
In designing and implementing this research the
following assumptions were made.
1. The sample was representative of adult volunteer
youth leaders in Pima County.
2. The volunteer youth leaders' responses were honest
and accurate.
3. Motivation can be assessed using the self-report of
how one thinks, feels, and acts.
Limitations
The following limitations of the setting and design of
the study may limit generalizations from the findings.
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1. The study was limited to one county in Arizona-Pima
County.
2. The study was conducted in 1990 and thus reflects
the opinion of respondents at this time.
3. Nonresponse is a common threat to a descriptive
survey and could cause sample biases.

An attempt to reduce

nonresponse was made through careful instrumentation design,
pretesting, and follow-up letters.
4. The volunteer youth leaders knew that they were
participating in a study.

They may react positively to the

questionnaire; accordingly, this might have had an influence
on the ultimate result.
5. Because mail questionnaires were used in this study,
the researcher had little control over the thoroughness and
completeness by which the questions were answered.

In the

same way, misinterpretation might have had an influence on
the ultimate result.

The author made an effort to make the

questions as simple, and as clear as possible, to minimize
this problem.
Procedures and Methods
The procedure used by the author in the study was to
acquire information on the specific objectives of the
problem statements.

Areas were divided into the following

subsections: (a) population and sample; (b) design; (c) data

collection; and (d) data analysis.
Population and Sample
The target populations in this study were adult
volunteer leaders serving in two selected youth groups in
Pima County, Arizona.
Random sampling techniques were used to select sample
populations from the 380 4-H volunteer leaders and 350
Campfire volunteer leaders.

For the sample, 60 participants

were selected from the active leaders list for 1989-90 that
was obtained from each group's county office at the time of
study.
Design
A self-reported descriptive survey methodology using a
questionnaire was selected as the most appropriate research
design.

It was chosen because it was the most systematic

and efficient method for acquiring descriptive data from a
large number of respondents.
The initial step in collection of the data was the
formation of a motivation inventory.

The author reviewed

various research instruments used by others and choose
Watson's (1983) motivation inventory, because of three
motivation factors measured, and the simple arrangements.
Test-retest procedures used in the instrument indicate high
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reliability.

The demographic factors of interest included

years of service, hours of service, place of residence,
education, employment status, age, sex, and marital status.
Section 2 was devoted to identifying motivation factors
related to adult volunteer leaders.

Questions were

developed to assess their motivation through achievement,
affiliation, and power.
Data Collection
The researcher carried out the actual random selection
and mailing of survey instruments.

One hundred and twenty

survey instruments were mailed to selected active leaders.
A stamped, self-addressed, return envelope was enclosed for
the respondents' convenience.

After three weeks

nonrespondents were sent a reminder letter urging them to
complete and return the questionnaire.
Mailing the survey instrument to the respondent helped
to avoid the threat of reactive arrangement, whereby some
respondents, if personally interviewed, could have responded
in a manner intended to please the interviewer.
Data Analysis
Descriptive frequencies, and discriminant analysis
were employed in the data analysis.

The specific plans for

data analysis are described in detail for each of the four
research questions investigated.
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Comparison of tenure period: The first analysis task was to
compare the tenure period of volunteer leaders in 4-H with
that of volunteer leaders in Campfire.

Descriptive

statistics frequencies were generated for item No. 28 in
Section 2 of the questionnaire.

Simple frequency statistics

were reported for the total group of leaders sampled.
Comparison of personal characteristics of adult volunteer
leaders: The second analysis task was to identify and
compare the selected personal characteristics of adult
volunteer leaders in 4-H with that of volunteer leaders in
Campfire.

Descriptive statistics, frequencies were

generated for each item in Section 2 of the questionnaire.
Simple frequency statistics were reported for the total
group of leaders sampled.
Comparison of motivation: The task of the analysis is to
compare the motivation of 4-H volunteer leaders with that of
volunteer leaders of other youth groups.

Assessments of the

achievement, affiliation, and power motivations were based
upon the following summated rating of questionnaire items.
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
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After summation, frequency statistics and distributions
were computed for each motivation for both group of leaders.
Definitions of Terms
In order to make the reading of the study easy and
clear, the author gave definitions of terms as used in the
study.
Cooperative Extension Service: A non-formal, out of
school, educational program established by the Smith Lever
Act of 1914 designed to help people to help themselves by
diffusing to them useful and practical research-based
information.
4-H: A voluntary youth organization for youth 9-19
years of age.

4-H is one of the program areas in the

Cooperative Extension Service.
Professionals: Employees of the youth organizations.
Professionals have the responsibility for program
management.
Volunteers: An individual who contributes his/her
time and/or energy to an organization expecting no
renumeration.
Adult volunteer leaders: An adult person in a
leadership capacity who contributes time to the promotion,
organization, assistance, or leadership, and is not paid for
services rendered.
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Boy scouts, girl scouts, or Campfire: Voluntary youth
organizations.

Their activities are focused on youths.
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CHAPTER 2
REVIEW OF RELATED LITERATURE
This chapter presents findings of selected studies
which provided background information and insights to the
author for the design and conduct of this study.

The

literature and research reviewed was limited to material
related directly to the purpose of the study; that is to
identify motivational and personal characteristics of
volunteer youth leaders and their relation to tenure period.
No attempt was made to summarize all of the research
dealing with the identification of personal and motivational
characteristics.

The research reported pertains directly to

the study.
Most of the related literature and research related to
the study was published many years ago.

The author selected

recent studies which dealt specifically with personal and
motivational characteristics of adult volunteer leaders.

To

benefit the reader, these findings have been broken down
into the following categories: volunteerism, personal
characteristics of 4-H volunteer leaders and its relation to
tenure period, and motivation of 4-H volunteer leaders.
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Volunteerrism
Volunteers are people who donate their time for the
satisfaction of helping others.

According to Miller's

(1985) study some people volunteer in order to satisfy needs
that are not satisfied through their other activities.

The

findings indicate that those volunteers, whose regular
employment failed to satisfy their needs for psychological
growth, tended to be involved and satisfied with
volunteering.
Gidron (1983) discussed closely related issues of "job
satisfaction".

It is argued that volunteer workers operate

basically as paid workers in a similar work situation and
receive their satisfaction from many of the same sources.
According to Maslow's hierarchy of human need, most
solicitation of volunteers is geared towards their needs for
safety, love, and esteem.

The reward system of volunteerism

is based on satisfaction of those needs.
In a review of research on demographic understanding of
volunteerism, Gillespie and King identified age, sex, and
marital status as conditioning factors of volunteerism.
Schindler-Raunman and Lippitt (1977) outlined eight
social trends affecting volunteerism.

Those trends

identified were: (1) The increasing rate and complexity of
social and technological changes; (2) Separation and
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polarization of several economic and political groups; (3)
Search for personal meaning, identity - renewal, and
interpersonal connections; (4) The changing nature and
meaning of work, achievement, leisure, and consumptions;
(5) The post-industrial economy; (6) Changes in the
institution and programs for the socialization of the young;
(7) Natural environment and human resources; and (8)
Involvement in world society.
Personal characteristics of 4-H volunteer leaders and
its relation to tenure period
Different studies have shown the different
characteristics associated with 4-H volunteer leaders.

The

social background, personality and attitudinal factors
influencing the decision to volunteer, and the level of
involvement among adult 4-H leaders were studied (Rohs
1983).

The measures of voluntary participation with

continued participation as a 4-H leader, hours spent per
month at the local level, and hours spent per year at area
and state events.

The strongest associations were found

between voluntary participation and the social background
factors of age of the leaders and their length of residence
in the community.

Analysis revealed that the factors such

as age, years as a 4-H member, whether or not they had
children in 4-H, and the attractiveness of 4-H had a direct
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positive influence on a leader*s length of service and the
occupational status of laborer has a direct negative
influence on his/her length of service.

In a similar study

Kathryn, (1976) identified a significant relationship
between attitude scores toward intrinsic incentives and
education, and a significant inverse relationship between
authoritarian beliefs and intrinsic belief and attitudes
toward competition, age, sex, and 4-H leadership.

She

further found that former 4-H membership was not
significantly related to any of the attitude scores.
Athens (1982) outlined several social background,
personality, and attitudinal factors affecting participation
of adult volunteer leaders in 4-H.

Those factors identified

were: (l) Having children in 4-H and having a spouse as a
leader; (2) Age of volunteer; and (3) Years as a 4-H member:
Henderson (1979) developed a questionnaire to determine
the personal characteristics of 4-H volunteers.

He reported

that forty-six percent were between the ages of 36 and 44.
Most (76%) lived on farms or in the country.
percent had been 4-H members themselves.

Forty-seven

Ninety percent

were married, and out of them over 90 percent had children.
Fifty-six percent were employed.

Most volunteers spent one

to three hours each week on 4-H volunteer responsibilities.
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Frey (1982) interviewed the total population of St.
Landry 4-H organizational leaders.

This study was to

determine leader participation in 4-H and their functions as
related to age and tenure.

The results indicate that the

majority of 4-H leaders were female, 31 to 40 years of age,
and had a bachelor's degree.

Highly significant

relationships were observed between leader understanding of
4-H functions and age.
Studying the low-income volunteers and the
characteristics which lead to successful recruitment of
these people into 4-H youth programs, Heinsohn, Lewis and
Camasso (1981) found having a child in 4-H was as strong a
motivating factor for low-income people as it was for
traditional volunteers.

A study by Ishizaki (1983) found

that the amount of time and money invested on 4-H by
volunteer leaders were based on their unique experience,
employment, income and personal family situations.
Lair (1977) interviewed fifty 4-H volunteers who
continued to be involved without their own children in the
program.

The interviewer found that: (1) The majority of

volunteers are employed; (2) They are co-leaders; (3) They
are involved in other community activities; (4) They started
when their children were school age; and (5) They are over
55.
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In an analysis of continuing and discontinued volunteer
4-H leaders, Bigler (1982), identified significant
differences in three areas: (1) Number of years served as a
4-H volunteer leader; (2) Geographic location; and (3)
Number of children in the family who have participated in 4H. Davis (1981), in his, study found community type clubs
had the greatest leader tenure.

Those individuals are more

apt to continue in the 4-H program over a period of years.
Hass (1979) did a survey to determine reasons for
discontinuing as 4-H volunteer leaders.

Reasons indicated

for discontinuing are: the lack of knowledge about working
with young people; lack of leadership ability; the lack of
understanding of the 4-H program and its purposes; health;
lack of time; and moving to a different city.

The 4-H

leaders who continued in their leadership role indicated
their agreement with the philosophy and aims of the 4-H
program.

They were also able to explain their role as

volunteer 4-H leaders and they believed in the effectiveness
of the 4-H program.
Stohler (1981) conducted a study to determine: (l) Why
newer 4-H leaders decide to discontinue in the leadership
role; (2) Additional information needed by first year
leaders; and (3) The differences in those adults who
continue to serve as leaders and those who discontinue their
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leadership.

No significant differences were found between

current and past leaders and their reasons for becoming a
leader.

Of those that continued eighty-five percent

indicated they continued because their own children were
involved.

Of those that discontinued thirty-seven percent

indicated that their work takes all of their available time.
The most satisfying experiences of those leaders that
continued, were teaching or working with youth and seeing
children develop their abilities.
Motivation of 4-H volunteer leaders
Taylor and Wild (1984) studied volunteer motivation
with job demand.

The three basic motivations affiliation,

achievement, and power are stressed as they affect work
related behaviors.

The achievement motivated person is

defined as one who needs to excel in competitive situations
and is concerned with attaining success as he works toward
improving performance.

The affiliation motivated person

requires interaction with others and the power motivated
person needs to have control over others and involvement in
leadership roles.

Volunteer administrators need to

categorize jobs or tasks into three motivational forces and
determine which task will motivate a particular volunteer.
Hiller (1983) in a study designed to explore the main
motivators of adult volunteer leaders serving as 4-H leaders
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found that adult 4-H leaders respond to all three motivators
- affiliation, power, and achievement.

However, the

affiliation motive ranked the highest.
Robert (1985) stated that the most valued outcome of
volunteering is the affiliation with nature.

Watson (1983),

also concluded that 4-H leaders were highly achievement and
affiliation motivated in her study of motivations,
satisfactions and selected characteristics of Arizona 4-H
volunteer leaders.
Henderson (1981) surveyed 200 adult 4-H volunteers on
what motivated them to volunteer in 4-H.

The results showed

the major reasons were: (1) able to be with their children?
(2) to help people (3) like being associated with children
and (4) want to have an influence on how youths learn and
grow.

When the reasons were broken into groups, 84 percent

were motivated by affiliation reasons.
Summary of Literature Review
The review of related literature shows that
questionnaires are a common method in collecting data
regarding personal characteristics and motivations.
Different studies have shown the different characters
associated with the 4-H volunteer leaders.

The researcher

determined, in reviewing the related literature, that the
most typical volunteer was a middle aged, upper middle class
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woman, yet volunteers come from all social classes, income
and both sexes.

The strongest associations were found

between voluntary participation and the background factors
such as age of leaders, whether they had children in 4-H or
not, length of residence in the community, and years as a
4-H member.

The occupational status of laborer has a direct

negative influence on length of service.

Many volunteers

continued in 4-H program because their own children were
involved.
Research has shown adult 4-H leaders respond to all
three motivators - affiliation, power, and achievement, with
the affiliation motivation ranking first.
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CHAPTER 3
METHOD OF INVESTIGATION
The procedure used to accomplish the objectives
identified for this study was divided into the following
sections: (1) study population; (2) collection of data and
instrumentation; and (3) data analysis.
Population
The target population of this study included 380 4-H
and 350 Campfire volunteer youth leaders associated with the
Pima County Cooperative Extension Service and Campfire
Southern Arizona Council, respectively, as of January, 1990.
The experimentally accessible population of adult
volunteer leaders was determined from the total number of
adult volunteer leaders in each group.

Since both groups

have almost an equal number of leaders to represent more
than 15% from a group, 60 leaders were selected from each
group.
Each youth group had a current adult volunteer leaders'
mailing list for their group.

It was suggested that the

professionals of the two youth groups follow the guidelines
to obtain a random sample of the adult volunteer leaders
from their youth groups; using the current adult volunteer
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mailing list, 4-H agent and Campfire district director were
requested to randomly select, giving each adult volunteer
leader with their group an equal and independent chance of
being selected.
The author wishes to generalize the results of this
study to all volunteer youth leaders in Arizona.

These

volunteer leaders have been exposed to similar levels of
education and live in areas of similar geographical features
and developments.

Therefore the author feels that

generalization to this group of volunteer leaders is
appropriate.
Collection of Data and Instrumentation
The initial step involved in the collection of the data
was the formulation of the motivation inventory.

The author

researched the current philosophies and questionnaires from
similar studies.

The author found three similar studies

which were: (1) Motives in Fantasy Action (Atkinson, 1958)
(2) Motivation and Selected Characteristics of Adult
Volunteer Leaders in Extension 4-H Programs in Minnesota
(Henderson, 1979) and (3) Motivation, Satisfaction and
Selected Characteristics of 4-H Volunteer Adult Leaders
(Watson, 1983).
Watson (1983) developed her own motivation inventory
for her study.

The 1983 survey results are reported in
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terns of the following motivation factors: (1) affiliation;
(2) achievement; and (3) power.

The instrument has been

tested on a group of 37 volunteer leaders.
that the instrument is reliable.

Results show

The Kuder-Richardson

reliability estimates were as follows:
Achievement motivation

r = .86

Affiliation motivation

r = .74

Power motivation

r = .56

The author chose to adopt Watson's inventory rather
than use any of the other known instruments.

This decision

was based on high reliability and validity reported, and the
simple wordings of the statements.

The survey also allows

for appraising the various motivation factors.

The three

choices of responses to the statements, (rarely, somewhat,
usually) would be easier to select for respondents with low
reading levels.
Based on research and personal observations the author
chose to measure and compare the following personal
characteristics of the volunteer youth leaders:

(1) tenure

as a volunteer youth leader; (2) initial encouragement; (3)
hours spent on volunteering; (4) expected duration of tenure
as a volunteer youth leader; (5) satisfaction derived from
serving as a volunteer youth leader; (6) number of children
in leaders' family; (7)location of residence; (8) length of
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residence; (9) education level completed; (10) current
employment status; (11) age; (12) sex; and (13) racial or
ethnic background.
On the advice of the major advisor, a professional
appearing survey instrument was designed in an attempt to
secure as high a response rate as possible.
The researcher carried out the actual random selection
and mailing of survey instruments.

One hundred and twenty

instruments were mailed to the selected 4-H and Campfire
volunteer leaders.
instruments.

Both groups were sent an equal number of

A stamped, self-addressed, return envelope was

enclosed.
The author felt that mailing the survey instrument to
the respondents helped to avoid the threat of reactive
arrangement, whereby some respondents, if personally
interviewed, could have responded in a manner intended to
please the interviewer.
Attached to each survey instrument was a cover letter
(appendix A).

The cover letter stated that the respondent's

name was not necessary which provided an opportunity for the
respondent to react to the survey instrument while being
unanimous.

It also assured the respondents that their

identities would be kept secret.
In order to trace the survey instruments which were not
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returned, the author assigned a special code number to each
survey instrument which corresponded with the name of
potential respondents.

The accompanying cover letter stated

that survey instruments were to be returned before January
15, 1990.

By January 23, 1990 a total of 64 survey

instrument were returned.
A sample of nonrespondents was re-examined to determine
if their responses were different from the those of the
respondents who completed the first mailed questionnaire.
Table 1. Survey Instruments Mailed to 4-H and Campfire
Leaders, Number and Percent of Usable Survey
Instruments Returned.
Youth Group

Population

Survey
Instruments
Mailed

Usable
Number
Returned

Percent
Returned
bv GrouD

4-H

380

60

33

55

Campfire

350

60

31

51.6

Data Analysis
The statistical procedures performed were frequencies,
measures of central tendency and discriminent analysis.

The

specific plans for data analysis are described in detail for
three research questions investigated.
Comparison of tenure
The first analysis task was to identify and compare
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the tenure of 4-H volunteer youth leaders with that of
volunteer leaders in Campfire.

Descriptive statistics,

frequencies were generated for item No. 28 in Section 2 of
the questionnaire.

Simple frequency statistics were

reported for the total group of leaders.
Comparison of Personal Characteristics
The second task was to identify and compare the
personal characteristics of 4-H volunteer leaders with that
of volunteer leaders in Campfire.

Descriptive statistics,

frequencies were generated for each item in Section 2 of the
questionnaire.

Simple frequency statistics were reported

for the 4-H leaders.
Comparison of Motivation
The task of the analysis is to compare the motivation
of 4-H volunteer youth leaders with that of volunteer
leaders in Campfire.

Assessment of the achievement,

affiliation and power motivation were based upon the
following summation rating of questionnaire items.
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

Frequency and percentage were calculated under each

influence level for each factor.

The values of each

influence level were: 1 = rarely; 3 = somewhat; 5 = usually.
To calculate the motivation, means were calculated for each
factor using the frequencies under each influence level.
Each frequency was multiplied by the number for each
influence level.

The products obtained in the case were

added and divided by the number of leaders to obtain the
mean.
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CHAPTER 4
PRESENTATION AND INTERPRETATION OF DATA
The data of this study were obtained by use of a
motivation inventory administered to the volunteer youth
leaders associated with the Pima County Cooperative
Extension Service and Campfire Southern Arizona Council.
The inventory was administered on January 5, 1990.

All

calculations used in this study were based on the 33 and 31
motivation inventories completed by 4-H and Campfire
volunteer youth leaders, respectively.

This chapter is

devoted to the presentation of the data and findings in
light of the objectives identified in Chapter I.
Description of the Sample
Twenty-four variables for motivation factors and
thirteen variables for selected personal characteristics
were utilized to analyze the data presented from the
volunteer youth leaders.

Table 1 on page 35 shows the

frequency and percentage of responses from the 4-H and
Campfire volunteer youth leaders.
In Chapter 2, Literature Review, the researcher found
that the most typical volunteer was a middle-aged, middle
upper class, married, white woman, with a college degree who
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was between the ages of 25 and 44 and who volunteered nine
hours each week.
leaders.

There were more female than male volunteer

Married people were more likely to volunteer than

single people.

People with higher educational and socio

economic levels were more likely to volunteer than those
with lower educational and status levels.
Tenure of Volunteer Youth Leaders
Research question 1 of this study was formulated to
answer: How does the 4-H volunteer leaders' tenure compare
with that of volunteer leaders in Campfire?
The data presented in Table 2 gives a summary of tenure
of 4-H and Campfire volunteer youth leaders.
The greatest percentage (42.4%) of the 4-H volunteer
leaders had been volunteers for 5-10 years, while 36.4%
volunteered for 2-4 years and 12.1% volunteered for 11-15
years.

About 9 percent of the 4-H volunteers served in the

program for more than 15 years.
When compared with 4-H, Campfire volunteer leaders had
lower tenure periods.

Most of the Campfire volunteer

leaders (67.7%) had volunteered for 2-4 years.

None of the

Campfire leader were found in the 11-15 year category and
only one leader volunteered for more than fifteen years.
The lower tenure periods obtained among the Campfire
volunteer leaders may be attributed to two factors:
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(1) Campfire is a comparatively recent youth organization;
and (2) The majority of the Campfire leaders were younger
than the 4-H volunteer leaders.
Table 2.

Percentage of Youth Leaders by Years of Tenure for
4-H and Campfire Programs
Percentage
in 4-H

Tenure

Percentage
in Campfire

2 - 4 years

36.4

67.7

5 - 1 0 years

42.4

25.8

11 - 15 years

12.1

0

more than 15 years

9.1

3.2

non responses

0

3.2

Personal Characteristics of Volunteer
Youth Leaders
Research question 2 of this study was formulated to
answer: What are the personal characteristics of adult
volunteer leaders in 4-H compare with that of volunteer
leaders in Campfire?
Expected Period of Service as a Volunteer Youth Leader
Most of the volunteer leaders (42% in 4-H and 58.1% in
Campfire) planned to serve as volunteer leaders as long as
they remained in the community.

Another 24.2% of 4-H

volunteer leaders and 16.1% Campfire volunteer leaders hoped
to volunteer for 5-10 years.

A few volunteer leaders (18.2%
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in 4—H and 19.4% in Cantpfire) planned to volunteer for 2-4
years.

The complete breakdown of the expected period of

service is presented in Table 3.
Table 3.

Percentage of Volunteer Leaders as Expected Years
of Service for 4-H and Campfire
Percentage
in 4-H

Years to Continue

Percentage
in Camofire

6.1

1 year or less

0

2 - 4 years

18.2

19.4

5 - 1 0 years

24.2

16.1

as long as possible

42.4

58.1

9.1

6.5

nonresponses

According to the data given in Table 3, Campfire
volunteer leaders expect to serve longer than the 4-H
volunteer leaders.

It could be seen from Table 12 (page 50)

that over 30% of the Campfire volunteer leaders are in the
age group of 36-44 years of age; whereas over 50% of the 4-H
leaders fall in this age group.

Hence, a possible

explanation to the longer service period expected from
Campfire volunteers may lie in the fact that the majority of
them are younger than the 4-H volunteer leaders and expect
to serve more years.

Support and Encouragement of Volunteers
Over 30% of the 4-H leaders responding joined the
program of their own accord and 28.5% were encouraged by
their children.

Only 20% of the leaders were persuaded by

other youth leaders.

A very small proportion (14.3%) were

encouraged by personnel in charge of youth programs.
As reported in Table 4 these figures compare favorably
with those of Campfire volunteer leaders.

Again, most of

the Campfire leaders were self-motivated while the least
number of leaders had been encouraged by youth group
officers.
Table 4.

Percentage of Volunteer Leaders by Source of
Encouragement for 4-H and Campfire

Encouraged by:

Percentage
in 4-H

Percentage
in Campfire

youth group officer

14.2

6.4

another youth leader

20.0

22.6

your own child

28.6

25.8

volunteered without being asked

31.4

35.5

5.7

9.7

others

Hence, over 30% of volunteer leaders in both groups
joined the program without being asked.

This may be due to

the fact that most of the volunteer leaders have children
who are members of the youth groups as well.

Thus, these
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volunteers may have been concerned about-their childrens'
activities and may have, therefore, decided to serve in the
group.
Tine Spent on Volunteer Activities
Table 5 contains the data on the hours spent each month
by those 4-H and Campfire volunteers surveyed.

Over half of

the 4-H volunteer leaders (54.6%) spent 6-10 hours each
month on 4-H work.

Of those remaining, 3-4 hours were spent

by 18.18% of the leaders, 11-15 hours by 15.2% of the
leaders, more than 15 hours by 9.1% of the leaders and less
than 3 hours by 3.0% of the leaders.
Table 5.

Percentage of Volunteer Leaders by Hours per Month
who Volunteered for 4-H and Campfire Programs

Hours Spent in Each Month

Percentage
in 4-H

Percentage
in CamDfire

3.0

6.5

3 - 4 hours

18.2

19.4

6 - 1 0 hours

54.6

41.9

11 - 15 hours

15.2

16.1

9.1

16.1

less than 3 hours

more than 15 hours

It can be seen that approximately the same break-down
holds true for Campfire volunteer leaders.

The largest

percentage of Campfire volunteers (41.6%) volunteering 6-10

hours per month and only 6.5% of the leaders providing less
than three hours per month on volunteer work.
Based upon the data presented, the majority of the 4-H
volunteer leaders had spent more hours on youth work than
the

Campfire leaders.

Most of the 4-H volunteer leaders

lived in rural areas and may be engaged in farming or
self-employment.

Hence, they probably have more leisure

time than Campfire youth leaders to engage in youth work.
Satisfaction From Service Rendered
Over half of the leaders responding (63.6% in 4-H and
64.5% in Campfire) were satisfied with their volunteer
experience.

Moreover, 27.3% in 4-H and 25.5% in Campfire

responded that they were very satisfied.

Only 9.1% of the

4-H volunteers stated their dissatisfaction with volunteer
actions, whereas there were no responses to this effect from
the Campfire leaders.
Table 6.

Percentage of Volunteer Leaders by Level of
Satisfaction for 4-H and Campfire Programs

Satisfaction

Percentage
in 4-H

Percentage
in Campfire

very dissatisfied

0

0

dissatisfied

9.1

0

satisfied

63.6

64.5

very satisfied

27.3

55.5
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Over 90% of the volunteer leaders in both youth groups
were satisfied or very satisfied about their youth
activities.

As evidenced from Table 7, most of their

children were members of the youth organization.

It is

logical to conclude that they are satisfied working with the
youths because they can participate and make decisions about
their own childrens' activities.
Enrollment of Volunteer Leader*s Children
In both groups more than 70% (72.7% in 4-H and 87.9% in
Campfire) of the leaders had children who were youth group
members.

Only a few volunteer leaders (21.21% in 4-H and

16.13% in Campfire) indicated that they did not have
children in the youth groups.
Table 7.

Percentage of Volunteer leaders by children
enrollment for 4-H and Campfire Programs

Children Enrollment

Percentage
in 4-H

Percentage
in Campfire

no

21.2

16.1

yes

72.7

87.9

nonresponses

6.1

0

The same explanation for Table 6 holds true for the
these differences.

Most of the volunteer leaders are

engaged in youth work because their children participate in
the program.
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Place of Residence
A question was included in the inventory to determine
the size of the communities the volunteer leaders resided
in.

The data in Table 8 reveal responses to this question.
The largest percentage of 4-H volunteer leaders (45.5%)

lived on a farm, ranch or in the county.
a city of 50,000 or more in population.

Only 42% lived in
In contrast, 70.9%

of Campfire volunteer leaders lived in a city of 50,000 or
more in population, while only 9.7% lived on a farm, ranch
or in the county.
Table 8.

Percentage of Volunteer Leaders by Place of
Residence for 4-H and Campfire Programs

Residence
farm, ranch or in the county

Percentage
in 4-H

Percentage
in CamDfire

45.5

9.7

small town

3.0

3.2

city of 5000-25000 population

6.1

3.2

city of 25000-50000 population

0

9.7

city of 50000 or more
nonresponses

42.4

70.9

3.0

3.2

As expected, these differences explain why the 4-H
focuses most of its programs on rural communities.

Thus,

most volunteer leaders originate from rural areas.

In

contrast, Campfire focuses most of its programs on urban
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communities and most of Campfire volunteer leaders are from
urban areas.
Length of Community Residence
The length of time volunteer leaders have lived in
their communities is shown in Table 9.

Volunteer 4-H

leaders had longer community residence than Campfire
volunteer leaders.

Just over 50% of the 4-H volunteer

leaders and 38.7% of the Campfire volunteer leaders have
lived in their community for more than 15 years.
Table 9.

Percentage of Volunteer Leaders by Years of
Community Residence for 4-H and Campfire Programs

Years in Present Community
1 year or less
2 - 4 years

Percentage
in 4-H
0

Percentage
in CamDfire
9.6

9.1

12.9

5 - 1 0 years

15.2

22.6

11 - 15 years

21.2

12.9

more than 15 years

51.5

38.7

3.0

3.2

nonresponses

As explained in Table 9, most of the 4-H volunteer
leaders resided in rural areas and were engaged in farming
or self-employment.

This may be the reason for longer

community residence of 4-H volunteer leaders.

On the other
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hand, it is common for residents in

bigger cities to be

more mobile.
Educational Levels
Most of the volunteer leaders in both groups (97%) had
completed high school education.

Forty-five percent of 4-H

volunteer leaders and 35.5% of the campfire volunteer
leaders held bachelor's degrees.
Table 10.

Percentage of Volunteer Leaders by Educational
Levels for 4-H and Campfire Programs

Educational Level

Percentage
in 4-H

Percentage
in CamDfire

elementary

0

0

junior high school

0

3.2

high school
vocational school

12.1

9.7

3.0

0

some college

36.4

48.4

bachelor's degree

45.5

35.5

3.0

3.2

nonresponses

Percentage wise 36.4% of the 4-H volunteer leaders and
48.4% of the Campfire volunteer leaders had completed
college level education.

Further information on educational

levels of volunteer leaders is presented in Table 10.
Although educational qualifications are not stipulated to
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serve in these volunteer groups, most of the youth leaders
in both groups are highly educated.

This nay indicate that

they volunteer because of their knowledge and ability.
Higher educational achievement probably helps to build
confidence in these individuals.

Confidence is a necessary

trait in helping others to learn and develop self-confidence
within themselves, which is what 4-H and Campfire promote.
Employment Status
Table 11.

Percentage of Volunteer Leaders by Employment
Status for 4-H and Campfire Programs

Employment Status

Percentage
in 4-H

Percentage
in Camufire

employed full-time

33.3

35.4

employed part-time

41.7

20.6

full time homemaker

8.3

23.5

unemployed

0

student

8.3

11.8

retired

5.6

8.8

nonresponses

2.8

2.9

0

In both youth groups nearly one third of the volunteer
leaders (33.3% in 4-H and 35.4% in Campfire) were employed
full time.

Full-time homemakers accounted for only 8.5% of

the 4-H and 23.5% of the Campfire volunteer leaders.

Table

11 provides data on the responses regarding the employment
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status of volunteer leaders from both groups.
The high number of volunteer leaders employed full-time
may be due to the following two reasons: (1) They are more
economically stable and (2) They may be psychologically more
stable and hence, more willing to give time to social work.
Age of Leaders
The greatest percentage of

volunteer leaders (45.5% in

4-H and 54.8% in Campfire) were found to be between the ages
groups of 36 and 44.

Leaders between the ages of 45 and 54

composed the second largest group.
Table 12.

Percentage of Volunteer Leaders by Years of Age
for 4-H and Campfire Programs

Age in Years

Percentage
in 4-H

Percentage
in Camofire

19 - 24

6.1

0

25 - 35

6.1

0

36 - 44

45.5

54.8

45 - 54

36.4

41.9

55 - 64

0

0

65 years or older

3.0

0

nonresponses

3.0

3.2

The Campfire organization had no leaders younger than
36 years of age nor older than 45 years of age.

But, in 4-
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H, 6.5% of the volunteer leaders were younger than 36 years
of age and 3% of the volunteer leaders were older than 65
years of age.

Further information on age distribution of

volunteer leaders is shown in Table 12.
Host of the volunteer leaders are found in the 36-54
age-group category in both groups.

This could be because

most of the volunteer leaders join these programs because of
their children and also, it may be that individuals in these
age groups are more inclined to do social work.
Gender of Leaders
Based on the data presented in Table 13 the majority of
the volunteer leaders in both groups are females.

They

accounted for 66.7% of the 4-H volunteer leaders and 87.1%
of the Campfire volunteer leaders.

Most males must,

therefore, be engaged in other extracurricular activities.
Table 13.

Percentage of Volunteer Leaders by Gender for 4-H
and Campfire Programs

Sex

Percentage
in 4-H

Percentage
Capipfjre

male

27.3

9.7

female

66.7

87.1

6.1

3.2

nonresponses

Ethnicity of Leaders
Table 14 reveals the racial background of the volunteer
leaders.

In both groups, a majority of the volunteer

leaders are white (87.9% in 4-H and 77.4% in Campfire).

The

remainder of the volunteer leaders in 4-H were American
Indian (3%) or Hispanic (3%).

The remainder of the

volunteer leaders in Campfire were black (3.2%), American
Indian (3.2%), Asian/Pacific Islander (3.2%) or Hispanic
(9.7%)
Table 14.

Percentage of Volunteer Leaders by Ethnicity for
4-H and Campfire programs

Ethnic Background

Percentage
in 4-H

Percentage
in CamDfire

white

87.9

black

0

3.2

American Indian

3.0

3.2

Asian/Pacific islander

0

3.2

Hispanic

3.0

9.7

nonresponses

6.5

3.2

77.4

The high number of white volunteer leaders may due to
two factors: (1) They are the majority of residents of the
community; (2) The majority of them are economically more
stable than the other ethnic groups and therefore can spend
time and money on volunteer activities.

Motivation of Volunteer
Youth Leaders
Research question 3 of this study was to answer: How
does motivation of 4-H volunteer leaders compare with that
of volunteer leaders in Campfire? Motivation factors
assessed were: achievement, affiliation, and power.
For the purpose of this study, each motivation factor
mentioned in research question 3 will be examined
separately.

Assessment of: (1) achievement, (2) affiliation

and (3) power motivation were based upon the following
numbered items included in the questionnaire.

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

Tables 15-17 display the percentage of the 4-H and
campfire volunteer leaders responding to each statement
included in each of the three motivation factors.

Their

responses are classified as "rarely", "somewhat", and
"usually".

Comparison of motivation statements shows the

same kind of reactions from both groups of leaders.
The third research question focused on assessment of
the achievement, affiliation, and power motivation of the
Pima County 4-H and Campfire volunteer leaders.

For the

Comparison of Motivation
Table 15. Percentage of Responses to Affiliation Motivation Statements by 4-H and Campfire Volunteer Leaders.

Rarely
Statements

Somewhat

Usually

Nonresponses

4-H

Campfire

4-H

Campfire

4-H

Campfire

4-H

Campfire

%

%

%

%

%

%

%

%

0

3.22

24.24

9.67

69.69

83.88

6.06

3.22

15.15

0

39.39

25.8

45.45

74.19

0

0

6.06

0

15.15

29.03

78.79

70.97

0

0

15.15

3.22

51.54

54.83

33.33

41.93

0

0

9.09

12.9

24.24

25.8

63.63

58.06

3.03

3.22

6.06

3.22

33.33

35.48

60.6

58.06

0

3.22

30.3

41.93

60.6

41.93

9.09

16.12

0

0

42.4

38.7

24.24

32.25

30.3

29.03

3.03

0

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

4. I like to socialize with other Volunteer
youth leaders at leader meetings.
7. I go out of my way to make newcomers feel
welcome as members of our group.
10. I prefer working on group projects to
individual projects.

13. I like to have the youth organization
director consider me a personal friend.
16. I work most effectively with people I
know well.
19. I socialize with other volunteer youth
leaders on occasions not related to
youth work.

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

Comparison of Hotivation
Table 16. Percentage of Responses to Achievement Hotivation Statements by 4-H and Campfire Volunteer leaders.
Rarely
Statements

Somewhat

Usually

Nonresponses

4-H

Campfire

4-H

Campfire

4-H

Campfire

4-H

Campfire

X

X

X

X

X

X

X

X

0

0

39.39

54.84

57.57

45.16

3.03

0

9.09

19.35

45.45

45.16

45.45

35.48

0

0

3.03

0

27.27

38.71

69.69

61.29

0

0

0

0

27.27

16.13

72.72

83.87

0

0

6.06

12.9

66.66

58.06

27.27

29.03

0

0

0

0

15.15

3.22

84.85

96.77

0

0

6.06

0

51.57

45.16

42.42

54.83

0

0

12.12

3.22

45.45

48.38

42.42

48.38

0

0

3. I can pace my self when I have a long
way to go or a lot to accomplish by
a certain deadline.
6. I would like to accomplish something
that no one else has accomplished.
9. I like to slove problems on my own.
12. I like to set my own pace when doing
a task.
15. I work best when I work alone.

18. I belive if something is worth doing,
it is worth doing well.

21. Other tell ne I am a creative person.
24. I like to organize activities.
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Comparison of Motivation
Table 17. Percentage of Responses to Power Motivation Statements by

Rarely
Statements

4-H and Campfire Volunteer Leaders.

Some what

Usually

Non Responses

4-H

Campfire

4-H

Campfire

4-H

Campfire

4-H

Campfire

X

X

X

X

X

X

X

X

0

0

18.18

29.03

81.81

70.96

0

0

21.21

19.35

45.45

41.93

33.33

38.7

0

0

6.06

6.45

42.42

54.84

51.51

38.7

0

0

33.33

48.38

36.36

38.7

27.27

12.9

3.03

0

0

0

6.06

22.58

90.91

77.42

3.03

0

39.34

61.29

48.48

35.48

6.06

3.22

6.06

0

42.42

58.06

36.36

29.03

12.12

9.68

9.09

3.22

6.06

3.22

42.42

22.58

51.51

74.19

0

0

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

5. I seek positions of authority or
responsibility.
8. I give advice to others.
11. I enjoy good arguments.
14. I enjoy teaching others.
17. Other people think 1 am stubborn.

20. 1 seek elected or appointed officers in
youth related groups.

23. People tell me that I express my self
well

Ul
ON
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purpose of this assessment each of the motivation factors
were examined separately.

During data analysis, statements

which were negatively stated were assigned a score of 1 for
"rarely" responses.

Statements which were positively worded

were assigned a score of 5 for the "usually" responses.
Other statements which were neutrally worded were assigned a
score of 3 for "somewhat" responses.
The mean scores of each motivation factor displayed in
Table 18 were determined from the (scores l, 3, or 5) which
were established for each statement associated within each
motivation factor.

Means were computed for 4-H volunteer

leaders, Campfire volunteer leaders, and for the total group
of leaders.
Table 18. Means of Motivation Scores for 4-H and Campfire
Volunteer Leaders.
Motivation

4-H

Campfire

All Leaders

Achievement

32.03

32.38

32.31

Affiliation

29.96

30.29

30.13

Power '

27.48

26.48

26.98

Four-H and Campfire volunteer youth leaders, the two
selected youth group leaders for the study, were scored
equally for the motivation inventory.

Achievement

motivation had the highest mean scores followed by the
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affiliation motivation.

When comparing the two youth

groups, Campfire volunteer youth leaders had slightly higher
mean scores for the achievement and affiliation motivations
than 4-H volunteer leaders.

Considering the power

motivation, 4-H volunteer leaders had slightly higher scores
than the Campfire volunteer youth leaders.

However, these

differences were negligible.
Many of the studies conducted to assess the motivation
factors of 4-H volunteer leaders concluded that affiliation
and achievement motivation of 4-H leaders were stronger than
power motivation.

Hiller (1985) found that 4-H volunteer

leaders responded to all three motivations; however,
affiliation motivation was ranked the highest.

Robert

(1985) stated that the most valued outcome of volunteering
was affiliation in nature.

Watson (1983) also concluded

that 4-H leaders were highly achievement and affiliation
motivated which was based on her study of motivation,
satisfaction, and selected characteristics of Arizona 4-H
volunteer leaders.
Comparing the motivation statements and mean scores,
similar responses were received from 4-H and Campfire
volunteer leaders.

There weren't many differences between

the two groups on their volunteer actions.
The similar responses to motivation factors demonstrate
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their willingness to serve in either group.

Volunteer

professionals face challenges in motivating the public to
become volunteers.

According to the study volunteer leaders

in both groups are highly achievement and affiliation
motivated and hence, could be recruited into either of the
two youth groups.
Recognizing the factors that affect the motivation of
volunteers is important in developing a strategy for
volunteer involvement and retention.

In an article on

matching volunteer motivation with job demands, Taylor and
Wild (1984), again stress the motives, affiliation,
achievement and power since they affect work related
behaviors.

The achievement motivated person is defined as

one who needs to excel in a competitive situation and is
concerned with attaining success.

The affiliation motivated

person requires interaction with others.
about being liked and accepted by others.

He is concerned
The affiliation

oriented person respects the needs and feelings of others.
He therefore, likes to help and work with others (Vernon,
1969; Wilson, 1976).
A power motivated person needs to have control over
others and involvement in a leadership role.

He is

concerned about his influence and control over others and
how to use it to change people or to gain status and
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authority.
position*

He may be concerned about his reputation or
Power motivated people often expect leadership

roles in community.

It is necessary that the officers in

charge of volunteer organizations provide incentives, and a
harmonious and stimulating working environment.

This is

essential in order to retain the volunteers for longer
periods of time, and to instill a sense of commitment and
dedication in volunteers.

Moreover, it would lead to a more

efficient organization if the officers are able to identify
the affiliation, achievement, and power motivated volunteers
according to their capabilities and assign work accordingly.
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CHAPTER 5
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
In keeping with the purpose of this study, this chapter
deals with the summary of findings, conclusions and
recommendations derived from conducting the study.
Statement of the Problem
The purpose of the study is to compare the selected
personal and motivational characteristics of adult volunteer
leaders involved in 4-H youth work with adult volunteer
leaders in Campfire youth work.
Research Questions
Answers to the following research questions were sought
in order to solve the problem statement:
(1) How does the 4-H volunteer leaders tenure period
compare with that of volunteer leaders in Campfire?
(2) What are the selected personal characteristics of
adult volunteer leaders in 4-H compare with that of
volunteer leaders in Campfire?
(3) How does the motivation of 4-H volunteer leaders
compare with that of volunteer leaders in Campfire?
Motivation assessed were achievement, affiliation
and power.
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Summary of Findings
The summary of findings from the study is reported in
terms of the research questions and is organized under the
same major headings as in the presentation and
interpretation of data in chapter 4.
Comparison of tenure of volunteer youth leaders
(1) Most of the 4-H volunteer leaders (42.4%) had been
volunteering for 5-10 years and most of the Campfire
volunteer leaders (67.7%) had been volunteering for
only 2-4 years.
(2) Twenty-one percent of the 4-H volunteer leaders had
been volunteering for more than 10 years and only 3.2%
Campfire volunteer leaders had completed this length of
tenure.
Comparison of Selected Personal Characteristics
(1) Most of the volunteer leaders in both groups (44%
in 4-H and 58.06% in Campfire) planned to be volunteer
leaders as long as possible.
(2) Over 30% of the leaders responding volunteered without
being asked, and another 28.6% were encouraged by their
children to volunteer.

Only 20% of the leaders were

encouraged to serve by another youth leader.

Very few

leaders were encouraged by youth group officer.

The

same holds true for the Campfire volunteer youth
leaders.
(3) The majority of the volunteer leaders in both groups
spent 6-10 hours each month fulfilling the
responsibilities of a volunteer.
(4) Over one-half of the volunteer leaders responding
(72.7% in 4-H and 87.9 in Campfire) in both groups were
satisfied with their volunteer experience.
(5) More than 70% of the leaders in both groups had
children who were youth group members.
(6) The largest percentage (45.5%) of the 4-H volunteer
leaders lived on farms, ranches, or in the county.
Only 42% of the leaders lived in the city.

In contrast

most of the Campfire volunteer leaders (70.9%) lived in
the city and only 9.69% lived on farms, ranches, or in
the county.
(7) Just over 50% of the 4-H volunteer leaders and 38.7% of
the Campfire volunteer leaders lived in their community
for more than 15 years.
(8) Most of the volunteer leaders in both groups (97%) had
completed high school and had a bachelors' degree; 45%
of those in 4-H and 35.45% in Campfire.
(9) In both groups one-third of the volunteer leaders were
employed full-time.

Thus, a majority of volunteer

leaders are unemployed, retired or work part-time.
(10) The largest percentage of volunteer leaders (45.5% 4-H
and 54.8% Campfire) were between the ages of 36 and 44
years.

Those between the ages of 45 and 54 years

comprised the second largest group.
(11) Females accounted for 66.7% of 4-H and 87% of campfire
volunteer leaders.

Males were the remaining 33.3% in

4-H and 13% in Campfire.

Thus, Campfire tends to use

more female leaders than does 4-H.
(12) In both groups over 70% of the volunteer leaders
were white.

The remainder of the volunteer leaders

were Hispanic, American Indian, Black or Asian/Pacific
Islanders.
(13) Both groups of volunteer youth leaders, 4-H and
Campfire, reacted similarly to the motivation
statements.
(14) In both groups, volunteer leaders were scored by
the same method for the motivation inventory.
Achievement motivation had the highest mean scores
followed by the affiliation motivation.

When the two

youth groups were compared, Campfire volunteer youth
leaders had slightly higher mean scores for the
achievement and affiliation motivations than 4-H
volunteer leaders.

Power motivation of 4-H volunteer

leaders was slightly higher than the Campfire volunteer
youth leaders.

However, these differences were

negligible.
Conclusions
Based upon the findings, as presented in this chapter,
the following conclusions were drawn.
(1) The 4-H volunteer leaders had a longer tenure period
than Campfire volunteer leaders.
(2) Most of the 4-H and Campfire volunteer leaders had
similar personal characteristics.

These include age

(36-54), education and both marital and ethnic status.
(3) Most of the volunteer leaders in both groups
volunteered on their own accord and planned to be
volunteer as long as possible.
(4) In both groups, a majority of the volunteer leaders
had children enrolled in youth groups and were
satisfied with their volunteer experience.
(5) Volunteer leaders of both 4-H and Campfire youth groups
tend to' be individuals who were not employed full-time
and who are willing to spend 6-10 hours each month as a
volunteer youth leader.
(6) The major differences between volunteer 4-H and
Campfire leaders are in their places of residence.
Most of the 4-H volunteer leaders reside on a

farm/ranch or in the county.

But most of the Campfire

volunteer leaders reside in the metropolitan Tucson
area.
(7) Volunteer 4-H and Campfire youth leaders are motivated
in a similar manner.

They tend to be highl achievement

and affiliation motivated.
(8) Professionals recruiting and/or seeking to retain
volunteer leaders in either 4-H or Campfire should
attempt to create a climate that provides for
achievement recognition and also affiliation for these
individuals.
Recommendations
Based upon the findings and conclusions of this study,
the author recommends that:
(1) A study of personal characteristics and motivational
characteristics of the leaders can be conducted in
other counties.

The purpose should be further analyze

the inter-relationships between personal
characteristics and motivational factors.
(2) Both 4-H and Campfire should attempt to create a
favorable climate in their organizations that will
encourage and support volunteer leaders.

This will

help recruit more volunteer leaders in their
organizations.

(3) Professionals of both youth groups studied, should
provide highly achievement and affiliation oriented
programs to satisfy the needs of volunteer 4-H and
Campfire leaders.
(4) There is a need to train professionals of the youth
groups to recognize motivational characteristics of
potential volunteer leaders.

It will help

professionals to identify volunteer leaders' needs.

APPENDIX A: THE QUESTIONNAIRE USED
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VOLUNTEER LEADERS IN YOUTH GROUPS
SECTION 1.

As you read each statement, think of yourself in your roll as a
volunteer youth leader during the last year. Circle the response
which best describes you. (Your first response is usually the
best.)
If statement describes you:

usually

agagtineg
rarely

circle
circle
circle

U

s
R

1.

The people chat I work with tell me chat I am understanding.

R

S

U

2.

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

R

S

U

I can pace myself when I have a long way to go or a lot to
accomplish by a certain deadline.

R

S

U

I like to socialize with other volunteer youth leaders at
leader meetings.

R

S

U

5.

I seek positions of authority or responsibility.

R

S

U

6.

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

R

S

U

I go out of my way to make newcomers feel welcome as members
of our groups.

R

S

U

8.

I give advice to others.

R

S

U

9.

I like to solve problems on my own.

R

S

U

10.

I prefer working on group projects to individual projects.

R

S

U

11.

I enjoy good arguments.

R

S

U

12.

I like to set my own pace when doing a task.

R

S

U

13.

I like to have the youth organization director 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 well.

R

S

U

17.

Other people think I am stubborn.

R

S

U

18.

I believe if something is worth doing, it is worth doing
well.

R

S

U

3.
4.

7.

19.
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I socialize with other volunteer youth leaders on occasions
not related to youth work.

R

s

u

20.

I seek elected or appointed officers in youth 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 myself well.

R

s

u

24.

I like to organize activities.

R

s

u

SECTION 2. Please check ( /) Che answer(s) co the following questions, i.e.,
(1) /
2-4 years
25.

How many years have you been a volunteer youth leader?
(1 )
2-4 years
(2 )
5-10 years
(3 )
11-15 years
(4 )
more than 15 years

26.

Who first encouraged you to volunteer as a youth leader?
(1 )
youth group officer
(2 )
another youth leader
(3 )
your own child
(4 )
volunteered without being asked
(5 )
others

27.

How many hours each month do you spend as a volunteer youth leader?
(1 )
less than 3 hours
(2 )
3-5 hours
(3 )
6-10 hours
(4 )
11-15 hours
(5 )
more than 15 hours

28.

How long do you expect to be a volunteer youth leader?
(1 )
one year or less
(2 )
2-4 years
(3 )
5-10 years
(4 )
as long as possible

29.

How satisfied are you with your work as volunteer youth leader?
(1 )
very dissatisfied
(2 )
dissatisfied
(3 )
satisfied
(4 )
very satisfied

30.

If you have children, are any of them currently a youth group member?
(1 )
no
(2 )
yes

31.

Where do you live? (check only one)
(1 )
on a farm, ranch or in Che county
(2 )
small town, (under 5000 population]
(3 )
city of 5000-25000 population
(4 )
city of 25000-50000 population
(5 )
city of 50000 or more

32.

How many years have you lived in your present community?
(1 )
1 year or less
(2 )
2-4 years
(3 )
5-10 years
(4 )
11-15 years
(5 )
more than 15 years

33.

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

34.

What is your current employment status?
(1 )
employed full-time
(2 )
employed part-time
(3 )
full-time homemaker
(4 )
unemployed
(5 )
student
(6 )
retired

35.

What is your age?
(1 )
19-24
(2 )
25-35
(3 )
36-44
(4 )
45-54
(5 )
55-64
(6 )
65 years or older

36.

What is your sex?
(1 )
male
(2 )
female

37.

What is your racial or ethnic background?
(1)
white
(2) .
black
(3 )
American Indian
(4 )
Asian/Pasific islander
(5 )
Hispanic
Thanks.
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APPENDIX B: COVER LETTER
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The University of Arizona
College of Agriculture
Department ot Agricultural Education
Tucson, Arizona 85721

January 5, 1990

Dear Leader:
The Agricultural Education Department, The University of Arizona
is conducting a study to determine the motivational and personal
characteristics of volunteer youth leaders working with 4-H, Boy Scouts,
Girl Scouts, and Campfire.
As a volunteer leader, we are soliciting your cooperation in
completing and returning the attached questionnaire.
As much of the information in the questionnaire is personal, all
responses will be treated confidentially and only summarized results for
groups of respondents will be reported. The number on your question
naire has been assigned in order to determine who needs to be contacted
in the event of non response.
The self-addressed envelope enclosed is for your convenience in
returning the completed questionnaire.
We thank you for your cooperation in advance, and we would
appreciate a reply as soon as possible. We would like to complete the
data collection by January 15, 1990.
Sincerely yours,

~ivV. W\CKK-\ *7iLLaksman Premanath
Graduate Student
Department of Agricultural Education

Department of Agricultural Education
Enclosure

APPENDIX C: FOLLOW-UP LETTER
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The University of Arizona
College of Agriculture
Department of Agricultural Education
Tucson. Arizona 85721

January 23, 1990

Dear Leader:
On January 5, 1990 you were sent a questionnaire regarding
motivational and personal characteristics of volunteer youth leaders
working with 4-H, Boy Scouts, Girl Scouts and Campfires.
Since we did not receive a response from you by January 20th, it
is now feared that the questionnaire was lost somewhere in the mail.
We have, therefore, decided to send you another questionnnaire and a
self-addressed, stamped envelope for your response. Please reply
before February 5, 1990 as tabulation must be completed as soon aspossible.
Because of the small percentage of leaders chosen in this study,
your individual response to our survey is important to the accuracy of
the study. We feel this study will be of great value in planning
future youth programs in Pima County.
Please be advised that your participation in this study is
voluntary and that your response will be kept confidential. If you do
not wish to participate, simply return the blank questionnaire.
Sincerely yours,
7V t

£yi

fr>

Laksman Premanath
Graduate Student
Department of Agricultural Education
9 /¥)

•--V/ C' /! J

"Phillip Zufbrick, Acting Head
Department of Agricultural Education
Enclosure
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