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Abstract

This mixed methods research study gathered data from members, parents, and adult 

volunteers associated with the Rock County Minnesota 4-H program. The purpose of this 

research was to identify characteristics of volunteers and to determine possible areas 

needing improvement in the management of the program's volunteers. Separate 

questionnaires were sent to youth and adults involved with the program. The adult results 

were analyzed to see if any demographic variables relate to volunteer service, and to 

establish themes from responses regarding motivation, training, recognition, and 

enrollment. The youth results were used to identify the characteristics associated with 

effective leaders and to compare these with the adult responses. The data gathered 

contributes to the body of research about volunteers, and more specifically, about 4-H 

volunteers. Comparing this data with county demographics offers insight into potential 

areas to target for volunteer recruitment.
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CHAPTER ONE 

Introduction

Volunteers are the backbone of the 4-H program. Without volunteers, the 4-H 

youth development program would be limited in the number and variety of opportunities 

available for youth. Strong partnerships with dedicated and caring volunteers result in 

quality youth development programming in 4-H (Stone & Edwards, 2008).

There is a broad range of literature available about general volunteerism. It is 

widely accepted that having an understanding of demographic and background data of 

current volunteers is beneficial for better volunteer management (Culp, McKee, & 

Nestor, 2005; Lobley, 2008; Smith & Finley, 2004). However, Culp, McKee, and Nestor 

(2005) indicated that there has been little research conducted on the demographics of 4-H 

volunteers.

Purpose of the Study

The purpose of this concurrent mixed methods study (Creswell, 2009) was to 

examine 4-H volunteer management and determine possible areas needing improvement. 

A survey, designed specifically for a small county 4-H program, was developed to 

examine current volunteers, determine how or why they initially volunteered, and why 

they continue to volunteer. The demographic data from the volunteers were compared to 

county statistics. The study also intended to identify characteristics associated with 

effective adult volunteer leaders in 4-H and to compare the adult responses with those 

from the youth. A literature review revealed extremely limited and somewhat conflicting 

results when comparing member satisfaction and 4-H re-enrollment with club leaders or 

volunteer advisors. To strengthen this study, qualitative factors were considered in
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conjunction with quantitative data to render more in-depth information and 

comprehensive results.

The research questions that guided the study were: Do demographic factors such 

as age, gender, education, family involvement, and previous 4-H history have any 

relationship to volunteerism in the county 4-H program? What reasons influence both 

initial adult involvement and continual volunteer service? What leadership or personality 

characteristics do youth and adults consider important for effective 4-H leadership? 

Background

“The way in which volunteer management and volunteer development are viewed 

by Extension administration plays a pivotal role in how 4-H programs are valued and 

delivered" (Stone & Edwards, 2008, p.6). Due to the current economic situation, several 

counties in Minnesota have already faced budget cuts for their county 4-H programs, and 

most other counties are anticipating cuts for the upcoming year. Staff funding is one area 

that has already felt the impact of these budget cuts. With fewer staff, there will be an 

increased demand for volunteer services. Analyzing and understanding the current 4-H 

volunteer program will provide insight into such areas as recruiting, motivation, training, 

and retention in order to shape a more effective volunteer management program. Culp, 

McKee, and Nestor (2005) indicated that there has been little research conducted on the 

demographics of 4-H volunteers. Additionally, Lobley (2008) hoped that creating a 

profile of volunteer demographics would prove beneficial when shaping marketing and 

volunteer recruitment efforts. According to the study by Schmeising and Safrit (2007), 

the success of the 4-H youth development program was a direct result of the strength of 

its volunteers. Schmeising and Safrit (2007) concluded that continual research should be
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conducted to establish a stronger foundation for both professional and organizational 

development. This study intended to contribute to the body of research about 4-H 

volunteers.

Setting and Participants

Membership in the county 4-H youth development program in southwestern 

Minnesota was open to families with children from the age of kindergarten through one 

year past high school. Generally, anyone older than membership age that helped with the 

program was considered an adult volunteer. To administer this survey, the county 4-H 

office sent out written questionnaires to members, parents, and adult volunteers in the 

county 4-H program.

Assumptions

While the 4-H program has been active in this county for nearly one hundred 

years, I have only been associated with 4-H for the last fourteen years. My initial 

connection was as a parent. As I gradually became more involved, I became a 4-H 

volunteer. Subsequently, I was hired as the Extension Educator to work with the 4-H 

youth development program in the county. Although my official title has changed over 

the years, I have continued to work as the main staff person for the 4-H program in the 

county. I believed that the 4-H program offers positive youth development opportunities 

where youth can gain life skills through projects, activities, and various interactions. I 

also believed that 4-H provides a wealth of opportunities for adults to share their interests 

and passions with youth and to be an influence on the lives of those youth with whom 

they interact. These beliefs in the value of the 4-H program may have created bias 

because I might be predisposed to see or give more weight to positive results that confirm
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my beliefs instead of expecting or fully acknowledging negative results. The first step in 

counteracting this bias was to be aware of its possibility and to remain as objective as 

possible. Additionally, the bias was counteracted by including and accounting for every 

response when reporting quantitative results, as well as by seeking input from a non-4-H 

individual when generating themes and reporting qualitative responses.

Limitations

One of the limitations of this study was that the researcher was also the 4-H staff 

person serving in an advisory capacity for the people completing the surveys. Individuals 

who were invited to complete the survey may have felt influenced either to respond to the 

survey or in their responses. This possibility was minimized through assurances by the 

researcher of complete confidentiality. A second limitation was that the sample 

population was a convenience sample consisting of those 4-H volunteers who had 

addresses and contact information available. A further limitation was that those who did 

not complete the survey might have replied differently than the responses received, 

possibly affecting the percentages and comparisons of quantitative data.

Definitions

A few terms in this study may need clarification. “Extension” refers to the 

outreach arm of the University of Minnesota that offers research-based education to 

people of all ages throughout the state, in cooperation with county, state, federal, and 

private partners. “4-H” is the largest out-of-school-time organization for youth 

development in the world. The Extension Department of the University of Minnesota is 

the administrative agent, and generally has offices in every county in the state of 

Minnesota. A “volunteer” is a person who performs a service or undertaking willingly
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and without pay (Dictionary.com, 2009). “Enrollment” in the 4-H program refers to 

completing and returning a specific membership or volunteer form for the Extension

office. A “Cloverbud” is a 4-H member in Kindergarten to second or third grade with 

certain participation restrictions.

Summary

Volunteers are an essential element with a long history in the 4-H youth 

development program. Using this study to gain understanding about the people who 

currently fill this vitally important role can enhance the effectiveness of their connection 

with the program. Ultimately, this knowledge should improve volunteer management and 

ensure that the 4-H youth development program will continue during this time of 

economic uncertainty.
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CHAPTER TWO 

Literature Review

Introduction

Volunteers are an important part of American society as well as a critical element 

of the 4-H Youth Development program (Seevers, Baca, & VanLeeuwen, 2005). 

Understanding the tools for effective volunteer management is important for 4-H staff 

because staff reductions and the increasing growth and expansion of the 4-H program 

will continue to require more volunteers. “Volunteers are a great community resource, 

but success doesn’t just happen because of physical proximity and goodwill” (Tingley, 

2001, p. 55). This literature review examined the areas related to effective volunteer 

management including recruitment and motivation, training, and retention. Further 

examination was conducted to study the connection between volunteer club 

leaders/advisors and member satisfaction and re-enrollment in 4-H.

Volunteer Recruitment and Motivation

Knowing what motivates people to volunteer can be a tool for effectively 

recruiting volunteers. Cleveland and Thompson (2007) conducted a study assessing the 

reasons that people engage in volunteer activity. They found that a high percentage of 

respondents indicated their personal values, understanding and interests, and community 

concern were important motivators in their decision to volunteer. Omoto and Snyder (as 

cited in Cleveland & Thompson, 2007) conducted a study on volunteers that included 

values, the desire to learn, personal development, and community concerns as important 

motivators. Participant values were found to be the most important motivational factor by 

Schmiesing, Soder, and Russell (as cited in Cleveland & Thompson, 2007). According to
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Meszaros (2006), “the number one reason people volunteer is that somebody asked them 

to” (p. 52). However, a survey conducted by Lobley (2008) found that while 36% of the 

Maine 4-H volunteers had been asked, 48% had initiated their own involvement. Self  ̶  

initiation, however, may have been attributed to the fact that 44% of those surveyed had 

been a 4-H member in their youth, hence having a history with the organization. Hart 

(2005) cited a study conducted by J.C. Penney in 1987 in which 79% of respondents said 

they would be more likely to volunteer if the jobs were shorter in duration. Scott (2007) 

utilized all these concepts when recruiting volunteers for a math program. She gave 

special invitations to parents who had complained about the current program, utilizing 

their community concern and personal value. While the overall length of the program 

followed the school year, the weekly commitment was only one hour, clearly indicating 

the amount of time required. Scott considered the program a success.

Approaches to recruiting volunteers may vary depending on the type of position 

and the length of service needed. Hart (2005) recommended using more than one 

approach and compiled quite a broad list including: news and press releases, paid 

advertisements, company newsletters, word-of-mouth, suggestions from current volunteer 

or salaried staff, past clients, attending job fairs and recognition/award activities, 

developing creative and attractive material for upcoming projects, having current 

volunteers bring a friend, contacting clubs and service groups, documenting and sharing 

successes, and utilizing all types of communication outlets such as radio, television, 

billboards, newspapers, websites, and more. Culp (2009) suggested that Extension 

should purposely recruit multi-generational volunteers, thus yielding a broader group
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who could be retained as they moved across the life span through different developmental 

stages.

Job Descriptions and Training

Once the organization has recruited a volunteer, having a good match between 

that person and the position they will fulfill was necessary for a successful program. 

Matching people to positions should have involved figuring out the needs of the 

organization, presenting those options to the people volunteering, and determining the 

interests and abilities of each volunteer (Meszaros, 2006). One way to facilitate this was 

by developing specific job descriptions for each position (Hart, 2005; Meszaros, 2006; 

Tingley, 2001; Tribbensee, 2008). The specific job description should have included the 

duration of the job and the tasks to be completed in that time (Hart, 2005). It should have 

also included the functions of each task, and which components were essential or could 

have been modified for persons with disabilities (Meszaros, 2006). Million (2004) added 

that it was important to match the volunteer with a job that motivates them and allows 

them to be successful. Finally, Tribbensee (2008) said that using position descriptions 

and an application process similar to that used in an employment relationship can protect 

both the volunteer and the organization from liability issues.

After matching volunteers with positions it was beneficial to provide them with 

training. Inadequate training was a frequent reason given for discontinuing volunteer 

service (Skoglund, 2006). Training should have included a basic orientation covering the 

organization's policies and any limitations, and the overall scope and goals of the project 

(Tribbensee, 2008). Culp et al. (2005) introduced a basic volunteer orientation model that 

can be adapted for various organizations. The model divided an orientation program into
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four main topics: Opening, Background, Organizational safeguards, and Evaluation 

(O.B.O.E.). Additionally, training should have been appropriate to the tasks the volunteer 

would perform (Hart, 2005) and have included specific information for each position 

(Tingley, 2001; Scott, 2007). Training might also have included providing the volunteer 

with materials and suggested strategies (Tingley, 2001). In their study, Fox, Hebert, 

Martin, and Bairnsfather (2009) found that “training should be learner focused on topics 

that the volunteers feel they need and should be delivered in a variety of ways” (p.6). 

Million (2004) offered this quote from a volunteer, “When I know my role. . . .I feel I 

really know how to help” (p. 61). Fox et al. (2009) found that the benefits of training 

included gaining knowledge, increasing motivation, and enhancing 4-H programs. 

Additionally, Fox et al. (2009) reported that those who attended volunteer training 

extended the benefits onto other program participants.

Volunteer Retention

According to Skoglund (2006), once the volunteers have been trained, the focus 

should be on retention. The study conducted by Cleveland and Thompson (2007) found 

the strongest correlation between the total hours of service being volunteered and the 

volunteers' personal development, including their interests and working with others. This 

finding verified previous reports they cited that people volunteer more frequently and for 

longer periods of time when they interact with others. Another study by Lobley (2008) 

focused specifically on volunteer retention in the Maine 4-H program and found that the 

greatest percentage of volunteers stayed for the benefit of their own children or 

grandchildren.
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Ongoing communication between volunteers and their organizations was another 

strong component for retaining volunteers. Hart (2005) said it was important to keep 

volunteers updated. Million (2004) concurred by saying that regular feedback is very 

important, and Tribbensee (2008) suggested that volunteers need close and careful 

supervision. Wymer and Stames (as cited by Skoglund, 2006) suggested that, “volunteers 

will be satisfied with volunteering if they have the chance to develop friendships, share 

experiences, communicate with others, and develop support groups” (p. 2).

Whether calling it communication, feedback, or review, evaluation was another 

tool often mentioned for effective volunteer management. Hart (2005) said that ongoing 

appraisal and evaluation should be part of the supervision of the volunteer. He also 

advocated that it should be an interactive process between the volunteer and organization. 

Based on a school program, Tingley (2001) suggested doing an informal evaluation in the 

middle of the program, with a full evaluation at the end of the year. She added that the 

evaluation should be from both the perspective of the volunteer and the teacher. Scott 

(2007) agreed with evaluating from both perspectives and proposed including intangibles, 

such as respect, as well as practical suggestions, such as specific times, in the evaluation. 

Even when working with partnering organizations, Meszaros (2006) said to ask for 

feedback from all involved and to reflect on both the event itself and on the infrastructure 

of the organization.

Another important tool in retaining volunteers was recognizing what they do and 

showing appreciation. Some researchers advocated recognition at the end of the year or 

following an event, while others strongly felt that recognition should be ongoing (Hart, 

2005; Million, 2004). Recognition can be either private or public. Private recognition can
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be as simple as a warm welcome with a smile, knowing a volunteer's name, a personal 

note or thank you, providing volunteers with treats or beverages (Million, 2004), or on- 

the-job praise (Hart, 2005). Public recognition was often exhibited through some type of 

year-end or end-of-project appreciation program, frequently associated with a banquet or 

brunch (Million, 2004; Skoglund, 2006; Tingley 2001). Other forms of public recognition 

have included highlighting volunteers in newsletters, posting volunteer appreciation 

posters in public areas, nominating volunteers for community awards, and, if applicable, 

thanking bosses that provide time off from their workday for volunteers (Million, 2004). 

However, Tribbensee (2008) cautioned that a volunteer “should not receive a benefit for 

participating or a penalty for declining any opportunity to volunteer” (p. A38). A study 

specific to 4-H volunteers found that informal, intrinsic rewards were more meaningful 

than forms of recognition thatwere more formal, and that a personal thank-you note was 

the most meaningful of all (Culp & Schwartz, 1998). Overall, making volunteers feel 

good about themselves and their position has encouraged them to continue volunteering. 

Volunteer Influence on 4-H Member Satisfaction

4-H membership was voluntary; therefore, it was widely assumed that satisfied 

members chose to continue with their participation, while those that were unhappy or 

dissatisfied drop out of the program. Although there have been several studies on why 

members drop out of 4-H, findings have been conflicting (Norland & Bennett, 1993). A 

West Virginia study found that member participation in 4-H activities, cooperation and 

support of parents, the completion of projects and receipt of ribbon recognition, and 

positive volunteer leader effectiveness were directly associated with re-enrollment 

(Hartley, 1983). In their Ohio study, Norland and Bennett (1993) found that the best
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predictors of member satisfaction or re-enrollment were the quality of the 4-H club 

meetings, high levels of commitment and responsibility, parental involvement and 

support, positive experiences with competition, and working with younger members. 

However, they reported a very low relationship between adviser participation and 

member satisfaction (Norland and Bennett, 1993). While the West Virginia and Ohio 

studies both agreed that parental support and project completion positively affect 

membership, they conflicted in findings related to volunteer leaders or advisors. The 

finding that there was positive satisfaction with the quality of 4-H club meetings but low 

satisfaction with volunteer advisors (Norland & Bennett, 1983) was inconsistent because 

volunteer advisors generally lead 4-H meetings. No literature was found reporting 

specifically on whether having parents as 4-H volunteers affected the satisfaction levels 

of the members.

Conclusion

Today's society has relied on volunteers in many aspects of life, and current 

economic conditions are increasing that reliance. Several factors have influenced whether 

a volunteer experience is considered successful. One of the most important factors 

appeared to be creating a good match between the volunteer and their expectations, 

abilities, and skills with the specific needs of an organization. When Seevers, Baca, and 

VanLeeuwen (2005) conducted a study on what type of training 4-H staff felt they 

needed regarding volunteer management, responses included topics covered in this 

review (e.g. recruitment, motivation, job descriptions, training, and retention). The need 

for volunteers has become more prevalent in the 4-H program, and 4-H staff has 

recognized the need for more training regarding the management of their volunteers; The
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next challenge will be determining how and when that training should occur. A further 

consideration might be whether better volunteer management can result in higher levels 

of member satisfaction and continuing re-enrollment in the 4-H youth development 

program.
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CHAPTER THREE 

Methodology

The purpose of this concurrent mixed methods study was to gather data from 

current 4-H volunteers and members to identify volunteer characteristics and determine 

possible areas needing improvement in local 4-H volunteer management. The research 

questions that guided the study were: Do demographic factors such as age, gender, 

education, family involvement, and previous 4-H history have any relationship to levels 

of volunteerism in the county 4-H program? What reasons influence both initial adult 

involvement and continual volunteer service? What leadership or personality 

characteristics do youth and adults consider important for effective 4-H leadership? This 

chapter will describe the setting and participants studied, research procedure used, data 

gathering techniques, analysis of data, and a brief summary.

Setting and Participants

The study took place in a small rural county in southwestern Minnesota. From the 

entire population of 4-H members, parents, and volunteers within the state of Minnesota, 

the convenience sample included the 431 people known to have an association with the 4- 

H Program in Rock County, Minnesota. The breakdown of this sample consisted of 

parents and adult volunteers (232), and those 4-H members aged 8-20 (174) who had 

submitted enrollment forms for the Rock County 4-H program for the 2009-2010 year. 

This participant sample was selected because, with the approval of the Regional 

Extension Office and the Area Program Director, the County Extension Office was able 

to provide current mailing addresses for those people. This approval is documented in 

Appendix A. To encourage frank and open responses to the survey questions the survey
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did not contain personally identifying information. Participation in the study was 

voluntary.

In February 2010, the IRB: Human Subjects Committee at the University of 

Minnesota approved the study with an expedited review, as the level of risk to 

participants was minimal. The letter containing that approval, as well as copies of the 

letters and consent form sent to individuals, is included in Appendix B and C, 

respectively.

Research Procedures

A postal survey was chosen as the instrument to conduct the study based on the 

size of the sample population, the fact that several possible respondents might be located 

at a single address, limited financial resources, limited time, and a desire to gather both 

descriptive and numerical data. Furthermore, corresponding to the objective of the 

research, and according to Weisberg et al. (as cited in Cohen, Manion, and Morrison, 

2007, p. 207) surveys “are useful for gathering factual information, data on attitudes and 

preferences, beliefs and predictions, behaviour and experiences - both past and present.” 

Additionally, Wilson and Mclean (as cited in Cohen et al., 2007, p. 317) indicated that 

questionnaires are “a widely used and useful instrument for collecting survey 

information, providing structured* often numerical data, being able to be administered 

without the presence of the researcher, and often being comparatively straightforward to 

analyse.”

This study used two separate questionnaires-one for the youth members enrolled 

in the county 4-H program and another for the parents and adult volunteers. Cohen et al. 

(2007) indicated that the key issue in designing a questionnaire is to pay careful attention
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to the respondents. Additionally, following another recommendation of Cohen et al. 

(2007), the youth questionnaire was printed on colored paper to help differentiate it from 

the adult form. Each questionnaire was designed specifically for a small county 4-H 

program and contained both open and closed-ended questions. To strengthen this study, 

qualitative factors were considered in conjunction with quantitative data to render more 

in-depth information and comprehensive results. The questionnaire was devised to gather 

demographic data from the participants along with their attitudes and beliefs. The 

inclusion of certain topics, such as motivation and recognition was influenced by the 

previous studies discussed during the Chapter Two literature review. Based on guidelines 

provided by Cohen et al. (2007) the questionnaires asked factual, non-threatening 

questions at the beginning and progressed into the more open-ended questions later in the 

survey. The actual questionnaires are included as Appendices D and E.

The adult survey consisted of 22 questions, beginning with demographic data 

such as age, gender, education level, and employment. This was followed by several 

dichotomous questions regarding past 4-H history and whether the respondent had 

children involved in the program. The resulting data was compared with reasons for 

volunteering and length of service. Open-ended contingency questions asking “how” or 

“why” followed several of the dichotomous questions in order to gather information 

about participants’ attitudes and beliefs. Next, several multiple-choice questions asked 

about types of volunteer roles the respondent had held, along with the length of time held. 

The same format of a dichotomous question followed by contingency and open-ended 

questions was used for questions regarding volunteer motivation, training, recognition,
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and enrollment. The responses to the contingency and open-ended questions were used to 

generate themes during analysis.

The youth survey consisted of only thirteen questions and began by asking their 

age and gender. Next, the participants were asked their length of involvement with the 

Rock County 4-H program and whether they had been involved with 4-H in any other 

locations. They also reported their current club membership, if they had ever belonged to 

any other clubs, and if so, why they had switched. Using a multiple choice question with 

possible responses from “one” to “more than eight,” the next question asked youth 

participants to select how many different club leaders they had experienced. Following 

that, participants were asked to rate up to eight of their club leaders using a rating scale 

with the choices of “great,” “good,” “okay,” and “poor.” An even number of choices was 

presented so that there would not be a mid-point choice (Cohen et al., 2007). Based on 

the ages of the youth participants, the maximum number of club leaders the youth could 

have experienced would be eleven. Eight was chosen as the maximum number of club 

leaders to rate because some club leaders serve more than one year, Next, an open-ended 

question asked participants to “use a few words or phrases to list characteristics” telling 

what made a club leader great, good, okay, and poor. A final open-ended question asked 

participants to tell about any of their positive or negative 4-H experiences.

Data Gathering Techniques

A short cover letter, as shown in Appendix C, accompanied the questionnaire(s) 

indicating the objective of the research, assuring confidentiality, and explaining the 

voluntary nature of the project. A self-addressed, stamped envelope was also included to 

encourage a greater response rate (Cohen et al., 2007). Twelve 4-H alumni piloted the
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surveys to increase the reliability, validity, and practicability of the questionnaire, as 

recommended by Cohen et al. (2007). Six alumni who just graduated from the 4-H 

Program completed the youth survey, and six adult alumni from other counties completed 

the adult survey.

The initial surveys were mailed to the home addresses provided by the County 

Extension Office in February 2010. Participants were asked to complete the survey at 

their earliest convenience in the privacy of their own home. A return date of March 10, 

2010 was recommended. Hoinville and Jowell (as cited by Cohen et al., 2007) found that 

a follow-up letter has been the most productive factor in maximizing response rates. 

Therefore, about three weeks after the initial mailing, a reminder notice was sent to 

participants asking them to complete and return the questionnaire. Based on time and 

financial considerations, most participants received an email for the follow-up reminder, 

while postal reminders were sent to the twelve households that did not have an email 

address on file. One final reminder was included in the April issue of the county online 

newsletter, indicating that the response deadline had been extended and that surveys 

would still be accepted until April 10, 2010.

Analysis of Data

John Creswell (2009) provided some guidance for the data analysis of a mixed 

methods study. Volunteerism was measured by the length of time an individual 

volunteered. The open-ended questions generated themes for volunteer motivation, 

training, recognition, and personality characteristics defining effective leadership. Then, 

because it was a concurrent study, a matrix was constructed to combine the quantitative 

data with those themes generated from coding the qualitative data; Frequencies,
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percentages, and cross-tabulations were calculated. This information was reviewed, and 

possible areas for improvement were recommended.

Summary

A review of the data gathered from both selected response questions and open- 

ended questions was combined to provide information about 4-H volunteers in a small 

county in rural Minnesota. The information that was generated from this data will be 

reported in the next chapter.
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CHAPTER FOUR 

Results and Discussion

A survey containing dichotomous, multiple choice, and open-ended contingency 

questions was used to identify volunteer characteristics and to determine possible areas 

needing improvement in local 4-H volunteer management. Adults and youth received 

different surveys due to their differing perspectives. The adult survey examined their 

volunteer roles in the 4-H program including initial and on-going motivation, length of 

service, training received, recognition received, and official volunteer enrollment. 

Additionally, demographic data was gathered and open-ended questions tried to 

determine positive or negative attitudes and beliefs associated with their 4-H volunteer 

experiences. The youth survey included demographic data, questions about their 

interactions with the adult volunteers in the program, and their attitudes and beliefs. 

Finally, the similarities and differences between how the two groups described volunteers 

were explored.

Adult Survey Results and Discussion

Age Categories. From the age categories presented, four (5.9%) respondents 

were in the 21-29 age category, 13 (19.1%) were in the 30-39 age category, 29 (42.7%) 

were in 40-49, 20 (29.4%) were in 50-59, two (2.9%) were in 60-69, and zero were in the 

70 & older category.

The four who responded in the 21-29 age category were all graduates of the Rock 

County 4-H program and indicated the main reason they were volunteering was due to 

their previous involvement. These respondents had been involved with the program as 

adult volunteers for an average of 2.3 years, and none currently had children in the



program. Based on the small number of respondents in the 21-29 age category, this might 

have been an age group that could be targeted if the county wishes to increase their 

volunteer base. The main reason these respondents gave for volunteering was due to their 

previous youth involvement, which might suggest that recruitment efforts could also be 

directed toward recent program graduates.

The 30-39 year old age group had 13 (19.1%) respondents. Twelve of the 13 

currently had children in the program. The result that this age group had a lower number 

of respondents than the 50-59 age group was somewhat surprising when compared to 

national statistics. According to the Centers for Disease Control and Prevention (CDC),

in 2000, the average American woman had her first baby at nearly 25 years of age (CDC, 

2002). Regular 4-H membership begins in third grade or at approximately age eight, 

while the earliest a child can enter the program is in Kindergarten or at approximately age 

five when they enroll with some participation restrictions. Based on these figures, 

researchers would expect that most adults would begin to become involved in 4-H while 

in their 30’s (i.e. adding 5 to 8 years to age 25 would be age 30 to 33). In their 2002 

report, the CDC indicated that the average age of women having first births had been 

shifting steadily upward since 1970, but even adding a few more years would still fall 

within the 30-39 age bracket. When comparing this age category to their reported length 

of service, there was quite a variation. The reported length of service ranged from one to 

ten years of 4-H involvement. Four of these adults were in their first year of involvement, 

one was in their second year, two indicated three years of involvement, four indicated 

five years, one said six years, and one said ten years of involvement, for an average of 2.8 

years. A speculation regarding the small number of respondents in this age group might
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be that adults at this age level have not been involved long enough to feel a strong sense 

of connection with the program and thus did not respond to the survey. This speculation 

might also apply to the 21-29 year old age category as well.

The largest group of respondents came from the 40-49 age category with 29 

(42.7%). Of this group, all 29 currently had children in the program. Possible reasons for 

this being the largest age category might be that this age group had a larger number of 

school age children which can belong to 4-H or that this group may have been involved 

long enough to feel comfortable volunteering. The length of time this age category 

reported that they had been involved with the 4-H program as an adult ranged from one 

year to 20 years, with an average of 6.6 years. One reason for being involved with 4-H 

that was mentioned by several respondents in this category was that 4-H is an activity for 

the entire family. The survey did not ask how many children the adult volunteers had in 

the program. It might have been the case that parents waited to become involved until 

more than one of their children is old enough to be in the program.

The 50-59 year age category had the second largest number of respondents with 

20 (29.4%). This percentage was expected to be smaller than the 40-49 age category. The 

data received showed that most respondents were parents, and because over half of all 

births occurred to women in their twenties (GDC, 2002), it can be concluded that over 

half of all youth would graduate from or leave 4-H by the time their parents were in their 

50’s. The length of time this age category reported that they had been involved with the 

4-H program as an adult ranged from three to thirty-seven years, with an average of 16.8 

years. Five of the 20 respondents (25%) in this age category did not currently have 

children in the program, but three of those did have children in the program previously,
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reinforcing the survey result that most adult volunteers were currently or had been 

parents of 4-H members.

There were two respondents in the 60-69 age category, and there were no 

respondents in the 70 or older age category. Once again, this could have been due to the 

population sample that received the survey. This low percentage coincided with the 

previously mentioned finding that most volunteers were parents of 4-H members, and 

statistics have indicated that fewer adults aged 60 or older have children of 4-H 

membership age. According to the Rock County Profile of Demographic Characteristics 

(U.S. Census, 2000) 21.1 % of the population in Rock County was between 60 and 84 

years of age. A comparison of the small number of respondents in both the 60-69 and 70- 

79 age categories to the larger proportion of the county’s population, it indicates that 

these might be age groups to target for an increased volunteer base. This age category had 

the largest average length of volunteer service as shown in Table 1.

Table 1

Length of Volunteerism by Age Category
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Involvement and Enrollment. From the sample of the 232 adults known to be 

associated with the Rock County 4-H program, 68 adults completed and returned their 

surveys, resulting in a response rate of 29.3%. The county records showed that 90 adults 

(38.9%) from this overall sample had actually filled out 4-H adult volunteer enrollment 

forms. Nearly the same percentage, (38.8%) responded “yes,” to the survey question



asking if they were enrolled as an adult volunteer in the county, providing verification 

that based on enrollment data the sample responses were an accurate representation of the 

population. The similarity of the percentages might also have suggested that those who 

chose to respond to the survey were also those who have taken the time and had the 

interest to fill out the enrollment forms as well. Twelve respondents (17.6%) said they 

were not enrolled as volunteers, 11 (16.2%) said they did not know, and two (2.9%) did 

not answer. Of the 23 (33.8%) that said they were not enrolled or did not know if they 

were enrolled, 15 (65.2%) said they did not know how to enroll, compared to the seven 

(30.4%) that did know how to enroll. One respondent did not reply. Table 2 shows a 

breakdown of enrollment responses by age category. A further question to ask might have 

been whether they would enroll as a county volunteer if they knew the necessary 

procedure.

Table 2

Enrollment by Age Category
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Eighteen respondents offered reasons why they do not currently volunteer in the 

program, regardless of their enrollment status. More than half of those (10 or 55%) said a 

lack of time was their main deterrent. This was contradictory to the findings reported by 

Blum (2008) that it is a misconception that people with more leisure time volunteer more. 

However, one respondent said that they were “involved heavily in other volunteer



organizations.” The survey did not specifically ask for a breakdown of how respondents 

spent their time so it is unknown how much time they would have classified as leisure 

time. The second highest reason for not volunteering, as indicated by five respondents 

(27%), was that they were too new to the program and did not know enough yet. One 

respondent (5%) indicated personal health issues, and one respondent (5%) said it was 

because they had not been asked. Having only one person say it was because they had not 

been asked might support Meszaros (2006) who said that the main reason people 

volunteer is because they are asked.

Finally, because the sample population was based on the current enrollment list at 

the regional center, along with a county list of current volunteers, it is unknown how 

many other adults may volunteer at a club level or in a specific position of which the 

county and regional administration may not be aware.

Initial and On-going Involvement. Several themes emerged from the open- 

ended question that asked the reason for initial volunteerism. Although participants were 

able to list multiple reasons, within the 68 surveys received, the most prevalent response 

by far was that they had kids in the program (30 or 44.1%). Sharing their skills or being 

able to help others was mentioned by 13 people (19.1%), and nine individuals (13.2%) 

said they wanted to continue their involvement or that they wanted to give back to a 

program that had been a positive experience for them. Seven respondents (10.3%) 

indicated that 4-H was a great program with great opportunities, and seven (10.3%) said 

that volunteering was a responsibility of belonging to the program.

The same main themes evolved from the open-ended question that asked why 

adults continued to volunteer, with several people actually writing “same.” Again, having
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kids in the program was mentioned most frequently (27 or 39.7%). However, the second 

most frequent response was a new theme; 18 (26.5%) respondents said they enjoyed 

helping or had become passionate about the program. Included in that theme were 

responses from adult volunteers who said they had fun socializing and “love the 

families.” This finding reinforced the research discussed in the Chapter Two literature 

review that, “volunteers will be satisfied with volunteering if they have the chance to 

develop friendships, share experiences, communicate with others, and develop support 

groups” (Wymer & Stames, as cited by Skoglund, 2006, p. 2). Another new theme that 

emerged as a reason for continual involvement was that they had “seen program benefits” 

and “see[n] the difference 4-H does make.”

Parent or Non-parent Volunteer. Of the 68 adult surveys returned, a large 

majority (57 or 83.8%) did have children currently involved with the program, while 11 

(16.2%) did not have children currently involved with the program. This finding was 

consistent with the previously mentioned Maine 4-H study that found the greatest number 

of volunteers stayed for the benefit of their own children or grandchildren (Lobley,

2008). Table 3 displays the parent volunteers according to their age categories. The large 

majority of respondents who reported having children as current members may have been 

because the adult sample population consisted of parents of current youth members along 

with other adults enrolled as program volunteers. Adults who were not parents of current 

members, who had not filled out a volunteer enrollment card, or who had not worked 

with the county staff would not have had contact information available to have received 

the survey. Of the 11 individuals who did not currently have children in the program, 

only four had children who were previously involved, while seven never had children
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involved with the program. A further question might have been whether those adults ever 

had children who were eligible for the program, even if they were not currently or 

previously enrolled.

Table 3
Parental Involvement by Age Category
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Age Category 21-29 30-29 40-49 50-59 60-69
Respondents 4 13 29 20 2
Current Parent 0 12 29 15 1
Previous Parent 0 0 0 3 1
Percentage 0% 92% 1005 90% 100%

Gender. The gender of the adults responding was 29(42.6%) males and 

39(57.4%) females. This compared to data from the 2000 census conducted by the U. S. 

Census Bureau (2000) that Rock County was 49.4 % male and 50.6% female.

Education Levels. The majority of adult respondents (54 or 79.4%) had some 

post secondary education, with 25 (36.8%) indicating a 2-year college degree, 22 (32.3%) 

indicating a 4-year college degree, and seven (10.3%) indicating a graduate or doctoral 

degree. Twelve (17.6%) said their highest level of education was graduation from high 

school, one indicated some high school education, zero had received a GED (General 

Education Diploma), and one did not reply. Data from the 2000 census (U.S. Census 

Bureau, 2000) showed that 81.5% of Rock county residents age 25+ were high school 

graduates, and 15.4% had a bachelor’s degree or higher. Results from the 4-H adult 

volunteers responding to this survey indicated that 97% were high school graduates, and 

that 42.6% had a bachelor’s degree or higher. This result indicated that the adult 

volunteers for the Rock County 4-H program have a higher level of education than the 

general population of the county. Education level by age category is displayed in Table 4.
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Table 4

Education Level by Age Category

Employment. Only ten (14.7%) respondents indicated that they did not work 

outside of the home. Of those working outside the home, 50 (73.5%) were full-time, 

working 40 or more hours per week, and 17 (25%) worked part-time, or less than 40 

hours per week. This finding agreed with a previous study from the Corporation for 

National & Community Service (as cited in Blum, 2008) which concluded that people 

working full-time were no less likely to volunteer than those working part time or not 

working outside the home.

Previous 4-H Membership. Previous membership appeared to be a probable 

indicator of adult 4-H volunteerism, as 42 adult respondents (61.8%) indicated that they 

had been a 4-H member in their youth, while only 26 (38.2%) showed no previous 

membership. Prior 4-H membership divided by age categories is shown in Table 5. 

Similarly, of the 42 respondents who had been in 4-H as a youth, only two felt that their 

involvement as a youth had not influenced their involvement as an adult. This finding 

reinforced the suggestion given in the discussion of age data that recruitment efforts 

could be geared toward program graduates. From the 42 4-H alumni, 34 specified the 

location where they had participated in 4-H as a youth. Twenty of those 34 (58.8%) were



alumni from Rock County. The remaining 14 were all from the surrounding states of 

Iowa, South Dakota, and North Dakota.

Many of the respondents (33) indicated reasons about how and/or why their youth 

experience influenced their adult involvement. The top reasons offered were that they had 

good experiences as a youth, that 4-H is a good program and they want their own kids to 

experience it, and that they want to give back to the program because they gained from it. 

A few respondents mentioned that they know the importance and necessity of volunteers 

to keep the program going.

Table 5

Prior Membership by Age Category
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Adult Volunteer Training. Of the 51 respondents that considered themselves 4- 

H adult volunteers, 17 (33.3%) said they received training for their volunteer role, 31 

(60.8%) said they had not received training, two (3.9%) did not respond, and one person 

replied that they had received training for one volunteer role but not another. All who had 

received training considered it worthwhile. Of those who had not received training, four 

(12.9%) said it had been offered but that they had not attended, seven (22.6%) said it had 

not been offered, 17 (54.8%) did not know if it had been offered, and three did not 

respond. When the 31 participants who had not taken training were asked if they would 

attend training if it were offered, 14 (45.2%) said they would, seven (22.6%) said they 

would not, two (6.5%) said maybe, and eight (25.8%) did not respond. The main reason



listed by the seven people not willing to attend training was lack of time. Having to travel 

a distance to attend trainings was also indicated as a deterrent. The topics or volunteer 

roles being covered in the training were also mentioned as factors determining whether 

the respondents would attend training.

When asked how often volunteers would like training opportunities, 47 responses 

were received. A 57.5% majority (27 respondents) answered “once per position.” The 

remaining 20 respondents (42.5%) chose the option “1-2 times/year.” No one selected the 

more frequent options of “3-6 times/year” or “more than 6 times/year.”

Combining these data with the finding that time constraints were the major factor 

preventing attendance at trainings might suggest that the topic and quality of the training 

are more important than the quantity or frequency. Trainings need to be timely and 

applicable to the roles of the volunteers.

Recognition for Volunteerism. Most of the respondents (50 or 73.5%) indicated 

that they had received some type of recognition for volunteering with the county 4-H 

program. Ten people (14.7%) said they had not received recognition, and eight (11.8%) 

did not answer the question. Three main themes emerged when analyzing the 44 

responses to the open-ended question about what types of recognition were appropriate. 

The most frequently mentioned types of recognition were an awards banquet (14 or 

31.8%) or years of service award (10 or 22.7%). Awards for years of service have been 

presented at the awards banquet so these might be interpreted to mean the same thing. 

Seven respondents (15.9%) said they did not feel any recognition was necessary, while 

seven others (15.9%) indicated a pat on the back or a verbal thank you would be
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sufficient. Of the remaining responses, three indicated small gifts, one said flowers, one 

said framed photos, and one indicated beer.

Characteristics of a “Good” Adult 4-H Volunteer. Several themes emerged 

from the open-ended question asking what it takes or what characteristics make a “good” 

adult 4-H volunteer. Of the 60 participants that responded, by far the most prevalent 

theme (25 or 41.7%) was the ability to relate to or enjoy working with youth. This was 

followed closely by a willingness to serve (22 or 36.7%) and then by having enough time 

to devote to the volunteer role or to the program (17 or 28.3%). Patience was mentioned 

by 14 respondents (23.3%), while having knowledge, both about the program and about 

specific areas, was listed by 10 (16.7%). Comments about being fair, open-minded, and 

respectful of everyone were indicated 10 times (16.7%), while organization (8 or 13.3%) 

was another regularly listed characteristic.

Youth Survey Results and Discussion

Age and Gender. Of the sample population of 174 youth between the ages of 

eight and 20 enrolled in Rock County 4-H, 53 surveys were returned for a response rate 

of 30.5%. One additional survey was returned, but was not included in the data analysis 

because the respondent was younger than age eight. There was a relatively equal 

representation of respondents by gender; 28 (52.8%) were female, and 25 (47.2%) were 

male. That was comparable to the gender distribution of 4-H membership in the county, 

which was 563% female and 43.7% male. The age of the respondents ranged from eight 

to 19, with the precise distribution and response rate by age displayed in Table 6. The 

county did not currently have any members in the 20-year old age category so no data
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The median age of members responding was 13.5, which was the same as the 

median age for county membership, providing verification that based on age, the 

respondents were a good representation of the sample population. A slightly higher 

response rate (58.4%) was received from members younger than the median age than 

from those older than the median age, which was also consistent with overall county data 

of having 61.3% of members younger than the median age of 13.5 years old.

Youth aged 12 had the most replies, which was also the age category with the 

largest number of members in the county. It could be speculated that the larger number of 

responses from this age group might also have been because this age group was old 

enough to answer the questionnaire independently, while younger members may have 

required some more assistance. Those aged 18 and 19 had the highest percentage of 

respondents, which might have been because that age group would have had more 

experience filling out forms independently for things such as college and job 

applications. Also, perhaps as these youth aged 18 and 19 were reaching the end of their 

4-H career, they were more willing to reflect upon their past experiences.

Length of Membership. As shown in Table 7, the years of membership generally 

corresponded positively with the age; the older youth generally reported more years of

was received from that age group. The possibility of having members above age 19 was 

very slim because Minnesota 4-H membership is limited to one year after high school. 

Table 6

Response Rate by Age
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Multi-location Involvement. None of the respondents had belonged to 4-H in 

any other counties so comparisons could not be made in that respect Only one 

respondent had belonged to more than one club in the county, so data were unable to be 

analyzed in that respect either. From this lack of membership in other counties or other 

clubs, it might be inferred that members have been getting what they are looking for and 

are happy with their current clubs. Alternately, maybe they have not been aware of the 

options available for joining other clubs or locations, or there have been other reasons, 

such as location, keeping them involved with their current club.

As shown in Table 8, responses were received from members in all eight clubs in 

the county. The size of the club or number of eligible respondents did not seem to 

influence the response rate. The club with the smallest number of eligible respondents 

had the highest response rate, but the club with the second smallest number of eligible 

respondents had the lowest response rate. The club with the largest number of eligible 

respondents had a response rate most similar to that of the entire county. These results 

raised the question whether clubs with higher response rates were influenced by a club 

leader or someone at a club meeting reminding them to submit their surveys. If so, did

experience than the younger ones did. However, it is important to note that some youth 

might have included their years as a Cloverbud in their total, while others may not have 

counted anything prior to 3rd grade.

Table 7

Average Length of Membership by Age
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Club Leader Ratings. Respondents were asked to rate each of the club leaders 

they had experienced. The ratings they chose from were great, good, okay, and poor. 

Table 9 contains a breakdown of the 191 club leader ratings received. Great ratings were 

given to 73 (38.2%), good ratings went to 81 (42.4%), okay ratings went to 29 (15.2%), 

and poor ratings were given to eight (4.2%). The combined results from the two most 

positive categories of good and great (80.6%) suggested that club leaders have been 

doing an effective job and keeping members satisfied. Responses were also analyzed for 

each of the eight clubs in the county as shown in Table 9. Ratings for leaders in Clubs B, 

C, E, G, and H all showed strong favorable results, as they each received over 80% good 

or great leadership ratings. Club A leadership ratings were heavily concentrated in the 

middle, with all responses of good and okay but no great or poor ratings. Clubs D and F 

had the largest percentage of less favorable ratings, with Club D rating 45.2% of their 

leaders as poor or okay, and Club F rating 50% of their leaders as poor or okay. Further 

research could explore if any relationships exist between club leader ratings and club 

leader participation in training opportunities. Additionally, future studies might seek to 

determine whether the clubs reporting higher levels of leader effectiveness have better 

member retention or satisfaction.

those members see that as a positive trait in their club leader/adult volunteer? These 

questions would be interesting to explore in future research.

Table 8

Responses by Club Compared to Club Membership
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Describing Leaders. The youth were asked to use a few words or phrases to list 

characteristics or tell what makes a club leader great, good, okay, and poor. Of the 45 

participants that responded, the most prevalent characteristic of a great club leader was 

being helpful and explaining (20 or 44.4%), followed closely by being organized (18 or 

40%). Also mentioned frequently was being knowledgeable (15 or 33.3%) and being fun 

or doing fun activities (12 or 26.7%). Being friendly was listed four times, kindness was 

listed twice, and one person listed being patient. The descriptions for a good club leader 

were very similar, with the youth often just distinguishing the difference by indicating 

that the characteristic was not quite as prevalent. For instance, if they said a great leader 

was very knowledgeable, they would say a good leader was not quite as knowledgeable; 

if a great leader did lots of fun activities, a good leader only did some fun activities, and 

so forth. Similarly, the youth described an okay club leader as not knowing as much, 

doing only what is expected or only doing some things, not being very organized, and 

needing help. The themes that emerged from descriptions of a poor club leader were not 

knowledgeable, not doing things, not helpful, not prepared or organized, not caring, and 

“makes us want to quit.”

Table 9

Leader Ratings by Club
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Comparing Youth and Adult Characteristics of Volunteers

The specific wording of the adult questionnaire differed from the youth 

questionnaire so the characteristics indicated in their responses could only be compared 

in a broad sense. Because some youth have not experienced any adult volunteers in 4-H 

other than their club leader, youth were asked to use a few words or phrases to list 

characteristics about great, good, okay, and poor club leaders. Adults volunteer in many 

other roles besides that of club leaders so they were asked to list characteristics about 

good adult volunteers. The adults said the two main characteristics of a good adult 

volunteer with the 4-H program were an ability to enjoy working with youth and a 

willingness to serve. The youth said the most important characteristic of a great club 

leader was to be helpful and explain things. The characteristic listed by the second largest 

number of youth was being organized, which was only mentioned by eight of the adults. 

The difference between the role of club leader and the role of other volunteer positions 

could certainly have contributed to that discrepancy. The third most common response 

from adults was having enough time to volunteer, which the youth did not mention at all. 

The characteristic mentioned third most frequently by the youth was being 

knowledgeable, which was also a common theme for the adults, although it tied for fifth 

in terms of frequency of mention. The fourth most frequently listed characteristic by 

adults was patience, which was only mentioned by one youth. The fourth most frequently 

listed characteristic of a great club leader by youth was having fun activities and being 

fun. Although fun was not actually listed by the adults, it might be speculated that adults 

who are willing and enjoying working with youth might be translated into adults who 

were fun. Finally, ten adults included being open-minded, non-judgmental, and fair to all
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as characteristics of a good adult volunteer, which was not mentioned by the youth. Many 

of the differences between youth and adult responses could have easily been attributed to 

their difference in life stage and perspective.
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CHAPTER FIVE 

Summary and Conclusions 

Summary of the Research and Findings

Adult volunteers are an essential part of the 4-H youth development program in 

our nation. Without volunteers, the 4-H program in Rock County would be limited in the 

number and variety of opportunities available for youth. This study compared 

demographic data and previous 4-H history of adults connected with the program to their 

initial and continual volunteer service and to the length of volunteer service in the county 

program. It looked at training opportunities, recognition for volunteer service, and 

assessed the leadership and personality characteristics associated with effective volunteer 

leaders. Additionally, it compared the responses of the youth to those of the adults when 

trying to define quality leadership characteristics of adult volunteers.

Chapter One discussed the purpose of the study highlighting the need for 

volunteers in the 4-H youth development program. Due to the current economic crisis, 

budget cuts have already affected the 4-H program in Minnesota, and counties are 

anticipating more cuts for the upcoming year. As the 4-H program has felt the impact of 

the budget cuts, the demand for volunteer services will increase. Chapter One further 

described the significance of the study by showing that understanding and analyzing the 

current 4-H volunteer program will provide insight into more effective volunteer 

management, thus ensuring that the 4-H youth development program will continue during 

this time of economic uncertainty.

The literature review in Chapter Two grounded the study with the research, 

experiences, and views of authorities in both the fields of volunteer management and the
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4-H organization. It highlighted the importance of creating a good match between the 

expectations, skills, and abilities of the volunteer with the specific needs of an 

organization. Chapter Three explained the methodology and procedures followed for 

implementing the study. Chapter Four presented the results and discussed their 

significance and implications.

Educational and Local Implications

A county in southwestern Minnesota is facing economic hardships and budget 

cuts similar to other parts of the state and country. The challenge remains to continue 

offering the wide variety of informal educational opportunities and lifetime learning 

skills that 4-H has provided in the past, and upon which it has built its reputation for 

positive youth development. Utilizing volunteers is a powerful way to augment the 

learning opportunities offered by staff employed by the 4-H program.

Results of this study show that the 4-H youth development program in Rock 

County receives assistance from adult volunteers in a wide variety of roles. These 

volunteers come from a mixture of educational backgrounds, and range in age from 

recent 4-H graduates in their twenties to grandparents and senior citizens. Most are 

employed outside the home, and most either have children in the program now or have 

had children in the program in the past. Youth and adult respondents alike commented 

favorably about the 4-H program, citing the out-of-school learning and educational 

opportunities as a main reason for both initial and continued involvement.

Knowing the demographics of those who currently volunteer for the program can 

assist with recruitment efforts to keep the volunteer base strong to continue offering a 

variety of informal learning opportunities and skills. Studying the reasons respondents
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gave for their initial and continued service can help staff understand what motivates 

volunteers and how to make the volunteer experience positive so they will continue to 

offer their services. For instance, knowing that time constraints can deter volunteerism, 

designing volunteer opportunities with a brief or specified timeframe would be an 

effective tool to address that concern. Understanding motivation can also be a tool for 

recruitment.

Researching the training needs and desires of volunteers is important because 

inadequate training was a frequent reason given for discontinuing volunteer service 

(Skoglund, 2006). By learning how frequently volunteers would like training 

opportunities, and by learning their feelings about past trainings, the 4-H program will be 

better able to make trainings applicable and beneficial for both the volunteer and the 

organization. Relevant training should result in more satisfied volunteers thus improving 

retention. Providing more training for volunteers might also result in a higher quality of 

service and interaction with the youth, improving their learning experiences as well.

Another issue found to be associated with volunteer retention is recognition and 

appreciation. By researching the attitudes and beliefs the volunteers expressed about 

recognition and appreciation, the 4-H program will be able to evaluate whether the 

current practices are compatible or should be modified to better suit volunteer 

expectations.

Adding the results of this study to the body of knowledge that is currently 

available can help improve the volunteer management practices of the local 4-H program, 

of other 4-H programs in the state and in the nation, and can be applied to other 

organizations using volunteers to expand their services as well.
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Specific County Recommendations

Based on the results of the age categories, it might be suggested that the program 

could or should be increasing its recruiting efforts of recent program graduates to gain 

more volunteers who are passionate about the program. This recommendation to utilize 

program graduates due to their passion for the program is further substantiated when 

reviewing the common themes for involvement (e.g. continuing with 4-H involvement, 

helping and sharing skills, and the belief that 4-H is a great program or has great 

opportunities.)

The results from the adult question asking how often volunteers would like 

training opportunities resulted in zero responses for the two more frequent options of “3- 

6 times/year” or “more than 6 times/year.” Combining these data with the finding that 

time constraints are the major factor preventing attendance at training sessions can lead to 

the conclusion that the quality of the training is more important than the quantity or 

frequency. Training sessions must be timely and applicable to the roles of the volunteers. 

When considering the deterrents of time and distance that were mentioned, training 

offered via webinar or other forms of technology would enable volunteers to partake at 

their own time convenience and eliminate the need to travel.

Recommendations for Future Research

Further research should be conducted with interviews, which could provide more 

information on the attitudes and beliefs held by volunteers. The study did not examine 

reasons why volunteers quit offering service. Further research might compare the 

demographic data results of this study with similar studies from other parts of the nation 

referenced in the literature review in Chapter Two.

EFFECTIVE 4-H VOLUNTEER MANAGEMENT 41



This study also raised other questions. Do any specific volunteer attributes show a 

relationship to positive or negative 4-H experiences for the youth involved? Do clubs 

with better leader ratings have better retention or re-enrollment? Does adult leader 

training improve leader ratings and member satisfaction? Each of these questions 

generates topics for further studies to investigate.

Conclusions

This research study gathered data about effective volunteer management from 

both the youth and adults associated with the Rock County 4-H program. The beliefs and 

attitudes from both adult and youth perspectives need to be heard and valued in order to 

keep the 4-H program strong.. The results and implications of this study can be used to 

enhance the current 4-H program and help secure its future during this time of economic 

uncertainty. Collaborating with dedicated and caring volunteers provides a strong 

backbone for quality youth development programming in 4-H.
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Appendix A 

Regional Office Letter of Research Support

November 2, 2009

To Whom It May Concern:

I am writing this letter to express my support for the 
research that Nancy Sandager will be doing in conjunction 
with the Rock County 4-H Program. Nancy’s intent to learn 
more about the volunteers in Rock County, their 
understanding of volunteerism and what is needed to 
support volunteers is critical work that will serve to 
enhance program efforts in the county. The survey she 
has designed to learn more from both youth and adult 
volunteers will seek to find any gaps in support to 
volunteers and what needs exist in training.

The feedback Nancy receives will be used within Rock 
County to support volunteers and enhance program 
efforts, but will also be valuable to 4-H program staff 
throughout MN as they work to build a stronger volunteer 
base and deliver key training and resources for volunteers.

I support Nancy"s efforts to conduct this research as it is 
needed and the information collected will be valuable for 
future program efforts. If you have questions about this 
research or how it will be used, I would welcome your call 
or email.

Sincerely,

Kia Harries
4-H Youth Development Educator 
Murray, Nobles, Pipestone & Rock Counties

University of Minnesota., U.S. Department of Agriculture, and Minnesota Counties Cooperating 
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Appendix B 

IRB Letter of Approval

University of Minnesota

February 4, 2010

Nancy G Sandager 
288 20th Ave.
Hills, MN 56138

RE: "Effective Volunteer Management in 4-H" 

IRB Code Number: 0912P75472

Dear Dr. Sandager

The Institutional Review Board (IRB) received your response to its stipulations. Since this 
information satisfies the federal criteria for approval at 45CFR46.111 and the requirements set 
by the IRB, final approval for the project is noted in our files. Upon receipt of this letter, you 
may begin your research.

IRB approval of this study includes the consent form dated January 31, 2010 and recruitment 
materials received December 21, 2009.

The IRB would like to stress that subjects who go through the consent process are considered 
enrolled participants and are counted toward the total number of subjects, even if they have no 
further participation in the study. Please keep this in mind when calculating the number of 
subjects you request. This study is currently approved for 340 subjects. If you desire an increase 
in die number of approved subjects, you will need to make a formal request to the IRB.

For your records and for grant certification purposes, the approval date for the referenced project 
is January 22. 2010 and the Assurance of Compliance number is FWA00000312 (Fairview 
Health Systems Research FWA00000325, Gillette Children's Specialty Healthcare 
FWA00004003). Research projects are subject to continuing review and renewal; approval will 
expire one year from that date. You will receive a report form two months before the expiration 
date. If you would like us to send certification of approval to a funding agency, please tell us the 
name and address of your contact person at the agency.

As Principal Investigator of this project, you are required by federal regulations to:
*Inform the IRB of any proposed changes in your research that will affect human subjects, 
changes should not be initiated until written IRB approval is received.
*Report to the IRB subject complaints and unanticipated problems involving risks to subjects or 
others as they occur.
*Respond to notices for continuing review prior to the study's expiration date.
*Cooperate with post-approval monitoring activities.
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Information on the IRB process is available in the form of a guide for researchers entitled, What 
Every Researcher Needs to Know, found at 
http://www.research.umn.edu/irbAVERNK/index.cfm

The IRB wishes you success with this research. If you have questions, please call the IRB office 
at 612-626-5654.

We have created a short survey that will only take a couple of minutes to complete. The 
questions are basic, but will give us guidance on what areas are showing improvement and what 
areas we need to focus on:

https://umsurvey.umn.edu/index.php?sid=36122&lang=um

Sincerely,

Felicia Mroczkowski, CIP 
Research Compliance Supervisor 
FM/pm
CC: Kim Riordan
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Appendix C

Cover Letter with Consent and Assent Forms

NANCY SANDAGER
Rock County 4-H Program Coordinator
2 Roundwind Road 
PO Box 898
Luverne, MN  56156-0898

February 24, 2010

Dear Rock County 4-H Members, Parents, and Volunteers,

You are invited to be pan of a research study about volunteers in Rock County 4-H. I am 
conducting this study as part of my Master"s Degree in Education through the University of 
Minnesota at Duluth. I am hoping that the information gathered from this study might help to 
determine possible areas needing improvement in our local 4-H volunteer management. It is my 
belief that volunteers are the heart and the backbone of our 4-H programs, and I invite you to 
help strengthen that connection.

Please read the enclosed Information Sheet for Research carefully and contact me with any 
questions.

The enclosed surveys and consent forms are all I will need from you in order to participate in this 
research study. There is a different questionnaire for youth than for adults. The youth 
questionnaire is for “regular” (not Cloverbud) 4-H members age S on up. and both the youth and 
a parent must sign the consent/assent form in order for youth to participate. The youth 
questionnaire is very brief and will take less than 10 minutes. The adult questionnaire appears a 
bit longer, but still will only take approximately 10 minutes of your time.

I would be grateful if  you would agree to participate in this research study. There are no known 
risks, and all responses will be kept anonymous and private. There is no direct benefit to 
participation, however possible benefits are that improving the management of county  4-H 
volunteers could result in better quality programming and youth development experiences for all 
youth involved. Your participation is voluntary and will not affect your relations with Rock 
County 4-H.

Surveys are enclosed for both the 4-H members and adults in your family. Whoever chooses to 
participate in this study is asked to complete the appropriate questionnaire and consent/assent 
form and return it to me as soon as possible or by March 10.
Surveys may be returned in the enclosed envelope by mail to Nancy Sandager. Rock County 4- 
H, PO Box 898, Luverne, MN 56156, delivered to me at 2 Roundwind R.oad, or by email to
sanda009@umn.edu.

Thank you again, for helping to make 4-H “the best it can be”!

Nancy Sandager
Rock County 4-H Program Coordinator
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Parental Consent Form
Your child id invited to be in a research study about adult volunteers in Rock County 4-H. Your child was 
selected as a possible participant because they are enrolled in Rock County 4-H. We ask that you read this 
form and ask any questions you may have before a agreeing to have your child m this study. The principal 
researcher conducting this study is Nancy Sandager, a student at the University of Minnesota. If you have 
any questions, please contact her at 507-283-1302. If you have any questions or concerns regarding the 
study and would like to talk to someone other than the researcher(s), you are encouraged to contact the 
Research Subjects' Advocate Line, D-52S Mayo, 420 Delaware Street SE. Minneapolis, MN 55455; 
telephone 612-625-1650.

The study: The purpose of the study is to gather information about volunteer characteristics and how youth 
perceive the adult volunteers they encounter in Rock County 4-H. If you and your child agree to participate 
in this study, your child will be asked to complete a short questionnaire that should take approximately 10 
minures. Your child will be asked to describe adult leaders, and about his or her opinions regarding adult 
volunteers they have met during then 4-H experiences.

Risks/Benefits: The only risks involved with this study involve the possibility that questions regarding 
adult leaders may be considered sensitive. Potential benefits could include better volunteer management 
leading to improved programming and youth development experiences in Rock County 4-H. There is no 
direct benefit to participating in this study.

Confidentiality: The records of this study will be kept private. Since the questionnaires ask only for 
gender and age, it will not be possible to identify subjects by name.

Voluntary nature/questions: Your decision whether or not to participate will not affect your current or 
future relations with the Rock County 4-H Program. Furthermore, you and your child may discontinue 
participation and withdraw at any time.

Signature of Parent:_______________________________ Date:____________________

Signature of Investigator:___________________________Date:_____________________

Children’s Assent Form
We are doing a study to try to learn more about the adults who volunteer to help with 4-H in Rock County. 
We are asking you to help because we would like to get opinions from both kids and adults. If you agree to 
be in this study, we are asking you to answer questions on a short written form. There is no direct benefit to 
participating in the study, and you can quit at any time.

You can ask questions about this study at any time. In addition, if you decide at any time not to finish, you 
may stop whenever you want. Remember, these questions are only about what you think. There are really 
no right or wrong answers.

Signing this paper means that you have read this paper or had it read to you and that you are willing to be in 
this study. If you don't want to be in the study, don’t sign this paper. Remember that being in the study is 
up to you, and no one will be mad at you if you don’t participate, or if you change your mind later.

Signature of Participant____________________  Date________________________

Signature of Investigator____________________ Date________________________
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Adult Questionnaire
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Appendix E 

Youth Questionnaire
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