ABSTRACT
STARKES, CRYSTAL. Extension Middle Managers’ Perceptions of the Engagement and Value
of Young Adults Serving in Advisory Leadership Systems. (Under the direction of Dr. Harriett
C. Edwards, Dr. Joseph Donaldson, & Dr. Mitzi Downing).

The role of an extension middle manager is similar to those of corporate leaders. Middle
managers serve as the bridge between the top-level management who make administrative
decisions and front-line workers who implement the steps and actions to impact their
communities within Cooperative Extension. Middle managers and extension educators rely on
key stakeholders and volunteers to help them make decisions to best serve local citizens. These
volunteers serve in various capacities from 4-H club leaders to advisory council members.
Today, many experienced advisory leaders are transitioning to retirement from employment and
volunteerism in extension, and younger generations are needed to fill in the vacancies within the
advisory leadership systems. Limited research is available on middle managers within
Cooperative Extension. This thesis examines the advocacy amongst middle managers for young
adults serving on advisory leadership systems and describes the middle managers’ perception
and views of young adults serving in Extension volunteer leadership roles such as advisory
leadership members. The thesis also examines the key competencies and ability of the middle
managers when working with young adults as volunteers. By using the Borich method, this study
describes the Extension middle managers’ perceptions of the importance of and ability to
perform the professional competencies for engaging young adults in volunteerism, including
Extension advisory leadership roles. The method also reveals the professional development
needs of middle managers for engaging young adults in volunteerism. The quantitative study
focused on middle managers in the Southern region who work for Cooperative Extension as

listed on the Middle Managers Committee of Southern Region Program Leaders Network. Of the



86 middle managers in the population, 30 completed the survey instrument for a 43% response
rate. With no instrument available to measure the research objectives, an instrument was created
for this study related to the generational cohorts for the Millennial and Generation Y, young
adult’s perceptions and characteristics, and the ISOTURE model. The analysis revealed strong
importance to the majority of the competencies within the study. It also revealed gaps of the
middle managers’ ability to perform some of the competencies primarily selecting, orientating,
and training young adult volunteers. The study concluded professional development needs for
middle managers in training, selecting, utilizing, identifying, and understanding young adults. A
key recommendation is to develop training tools focused on reaching non-traditional and new
audiences of Extension advisory leadership systems for middle managers to utilized when

meeting with county extension directors about shifting their current systems.
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CHAPTER 1
Introduction

The role of an extension middle manager is similar to those of corporate leaders. Within
Cooperative Extension or other outreach and engagement programs through 1862, 1890, and
1994 land-grant universities, middle managers serve as the bridge between the top-level
management who make administrative decisions and front-line workers who implement the steps
and actions to impact their communities. Cooperative Extension, specifically, focuses on
addressing the needs of the community through food, agriculture, and families. Middle managers
and extension educators rely on key stakeholders and volunteers to help them make decisions to
best serve local citizens. These stakeholders and volunteers serve in various volunteer capacities
ranging from donors and club leaders in a 4-H club to advisory council members. According to
Kish, Jayaratne, Flowers, & Kistler (2014), Extension advisory leaders provide inputs and assist
Cooperative Extension in “programming, marketing, advocacy, and resource development” (p.
32).

Advisory leaders help to ensure the programs within Extension meet the local needs of
the community (Kish et al, 2014). Individuals who serve as advisory leaders possess some form
of passion for the work of Extension through personal experiences or noted impacts and
successes of individuals in their lives. Advisory leaders have served as an integral component of
the Extension program since its inception to help find a well-balanced group of individuals who
were interested in the needs of the community. Studies have focused on the motivation of those
advisory leaders including the need for diverse individuals (racially, economically, and
geographically) and a clear understanding of their roles and expectations including time

commitment (Ebling, 1985; Kish, et al, 2014). As advisory leaders who served for a long period



of time transition to retirement from employment and volunteerism in extension, younger
generations are needed to fill the vacancies within the advisory leadership system. No studies in
in the vein of how advisory leadership systems evolve and engage different generations of adults
have been identified. However, this information would be valuable to Extension professionals
who are interested in progressing their advisory leadership into a new horizon.

As noted previously, the middle managers connect the land-grant university extension
administration team to the local county programs. By understanding the relevance of advisory
leadership systems, these individuals are the trailblazers who demonstrate and provide insight to
local county programs on how to foster a solid advisory leadership system. Therefore, it is
crucial to analyze the middle managers’ perceptions of young adults taking on roles within
county advisory leadership systems. Young adults are defined as individuals between the age of
eighteen to thirty years old who currently fall within Generation Y (individuals often known as
Millennials and Z). Traditionally, Millennials felt unheard and “not taken seriously” (Baranyi,
2011, p. 5) in leadership roles as well as stereotyped for their short attention spans and lack of
loyalty (Forgacs-Fabian, 2017; Weber, 2015). Young adults are the future leaders in the
community and stakeholders whose engagement is crucial to effective Extension programs.
Furthermore, middle managers should note the potential contributions and perceptions of those
future leaders in efforts to connect the local county extension programs with the needs of their
communities. Middle managers are an influential piece to the development of community
programs and opportunities including advisory leadership systems.

Evidence suggests young adults connect older generations and are passionate about their
global society (Barnayi, 2011; South, 2020). While evidence exists about young adults, there are

significant deficiencies when it connects to middle managers, Extension, and their roles within



an advisory leadership system. Other deficiencies are noted when examining middle managers’

perceptions in both Extension and corporate level organizations.

Purpose of the Study

The purpose of the study was to: (a) examine advocacy amongst middle managers for
young adults serving on advisory leadership systems, and (b) identify middle managers’
perception and views of young adults serving in Extension volunteer leadership roles such as
advisory leadership members. Through quantitative research, the researcher aimed to determine
the middle managers’ perception of young adults serving on advisory leadership systems and the
value of their voices at the table amongst other generations of individuals serving in leadership
volunteer roles like advisory members.
The specific research objectives for the study are:

1. To describe the Extension middle managers perceptions of the importance of the
professional competencies for engaging young adults in volunteerism, including
Extension advisory leadership roles.

2. To describe the Extension middle managers perceptions of their ability to perform the
professional competencies for engaging young adults in volunteerism, including
Extension advisory leadership roles.

3. To determine the professional development needs of middle managers for engaging
young adults in volunteerism (comparing the mean weighted discrepancy scores of the
competencies).

4. To describe the Extension middle managers perceptions based on their generational

cohort.



Significance of the study

Cooperative Extension continues to evolve and reach non-traditional families and
stakeholders through programs and community development. However, the need to recruit and
retain new members of individuals to serve on Extension advisory leadership systems that
represent those new families and stakeholders is key to the success of the organization. Due to
the evolution of the communities, this study provided the connection between Extension
advisory leadership systems and recruiting young adults to serve on the systems. Such
knowledge is valuable to Extension administrators, middle managers, Extension agents, and
others who recruit and supervise volunteers. The study significantly provided an idea to
Extension administrators, middle managers, Extension agents, and others about training
opportunities needed for middle managers to understand how to assist in the identifying,
selecting, orienting, training, utilizing, recognizing, and evaluating of volunteers. Individuals
who work within Extension in the Southern Region of the United States will find a benefit in
recognizing their own perceptions of young adults serving in the advisory leadership systems
within their county programs. While this audience is limited, other individuals will find value in
the way that middle managers view young adults who are interested in serving in volunteer roles

and volunteer leadership capacities.



Operational Definitions

Table 1 displays key terms and definitions relevant to this study.

Table 1. Key Terms & Definitions.

Key Terms

Definitions

Borich needs assessment model

Extension middle managers

Extension advisory leadership system

Middle managers

Young Adults

The needs assessment is a method to identify
training needs based on discrepancy. The model
looks at survey respondents’ perceived importance
and their ability to perform the statement. The
scores help to identify and prioritize training needs
(Borich, 1980).

Individuals who work for Cooperative Extension
systems who provide administrative and leadership
to county extension programs. These individuals
titles may include, but are not limited to: County
Operations Director, Assistant Extension Director,
District Director, Regional Extension Director, etc.
(Southern Region Program Leadership Network,
2021).

Extension advisory leadership system is a group of
community stakeholders who provide inputs and
assist Cooperative Extension in “programming,
marketing, advocacy, and resource development”
(Kish et al, 2014).

Middle managers in corporate America are
individuals who serve and provide support to the
managers in businesses. Middle managers are the
intermediate level of leadership.

Young adults, in this study, are individuals who fall
within the Generation Z (born between the years of
1997-2012) and late-Millennial (born between the
years of 1992-1996) generation (Jones et al, 2018).
Young adults fall within the ages of 18-30 years old.




CHAPTER 2
Review of Related Literature

This chapter delineates the literature review, and identifies the gaps in the literature and
the value of understanding middle managers’ perceptions of young adults serving on advisory
leadership systems. This literature review focused on the following areas: young adults, advisory
systems within Extension, and Extension Middle Managers.

Young Adults

Researchers spent the last few decades doing research on millennials, but more recently
started to focus on Generation Z. While the research exists on the latest generations of young
adults, research gaps exist from the perception of their value in Extension as volunteers and key
stakeholders who serve on advisory leadership systems. In this study, the research focus on
young adults’ characteristics, stereotypes, and motivation factors.
Characteristics of Young Adults

Throughout this research, Millennials and Generation Z individuals are referred to as
young adults, the characteristics of these individuals are focused on the general ideas of their
personality and connection to their society. Researchers like Eniko Barnayi (2011) explained that
young adults are culturally and racially diverse individuals who are “liberal, confident, self-
expressive, and more open to change” (p. 3) than other generations. Those characteristics are
common in most research studies focused on Millennial and Generation Z individuals. However,
researchers spend the majority of their discussions noting their tech savviness and the
effectiveness of reaching individuals through technological avenues like social media, videos,

and the Internet instead of traditional media forms like newspapers or radio (Barnayi, 2011).



In the workforce, young adults appreciate the work-life balance and desire jobs that will
provide them with a meaningful experience (Burkus, 2010; Weber, 2015). As the workforce
continues to evolve with younger generations of people working and serving in leadership roles,
researchers found that young adults transition jobs if they do not feel a sense of impact through
their work experience and leadership (Weber, 2015). They enjoy collaborative efforts through
group work instead of working as an individual. Young adults expect their impact to be
immediate through their growth and learning while welcoming open communication with their
supervisors (Burkus, 2010; Weber, 2015).

Similar to the workforce, in the community, according to researchers they desire the same
type of collaboration and impactful experience. Researcher Allison Fine (2008) shared that
young adults want to make a difference especially in causes that they believe in.
Researchers note that young adults are more global and conscious due to their access to
technology (Forgacs-Fabian, 2017; South, 2020). Young adults are the generations of the can-do
attitude and optimism for civic duty. These generations are “more connected with others and
society and ready to contribute to the betterment of the world they live in” (Weber, 2015, p.
520). Researchers also state that those individuals who do not feel valued through their service in
the community will create their own organizations based on their interests (Barnayi, 2011).
In essence, young adults are fast-paced individuals who understand technology like the Internet
and social media and have a strong interest in making a difference in their communities if the
mission is something that brings value to their lives.
Stereotypes and Criticisms of Young Adults

Stereotypes like perception are based on the eyes of the beholder or the beholder’s

opinions. Young adults are stereotyped for different aspects ranging from their work ethic,



financial management, and most importantly - their opinions. Several researchers noted that
young adults are not as work focused as other generations or groups in the past like Baby
Boomers or Generation Xers. One stereotype is that they are less “work centric” (Forgacs-
Fabian, 2017, p. 77) and prefer leisure activities over work experience. In the work environment,
they are also stereotyped as lacking literacy skills, short attention spans, and lack of loyalty for
organizations due to their quick transitions from one job to another (Ethics Resource Center,
2013). Researchers criticized young adults for not being able to financially support organizations
and groups. Barnayi (2011) shared that Millennials do not give as much financially or as often as
other generations to nonprofit organizations. Lastly, young adults feel stereotyped and/or
criticized by their counterparts due to perceived lack of experience and invalid opinions. While
more self-reflective, young adults made assumptions about their opinions and their validity in
work environment settings (Burkus, 2010). Barnayi (2011) agreed to the criticism of young
adults not feeling like they were taken seriously or listened to by older generations.
Motivational Factors for Serving their Communities

As shared previously, young adults are activists and passionate about giving back to their
community. They are motivated by the impact and engagement to serve their community. Young
adults’ community is beyond their four walls, and it extends globally due to the connection of
technology and social media. They are motivated to address civic matters, but they will create
their own source of giving back if they feel like it is valued or appreciated by their counterparts
(Barnayi, 2011). Barnayi (2011) noted their commitment to serving nonprofit sectors and
providing long-term support. These individuals will volunteer in various ways including

grassroots fundraising, labor, and mentoring youth (Barnayi, 2011).



While research exists about young adults’ characteristics and their motivational factors to

volunteer, there is little data that reflects their value towards Extension programs.

Adyvisory Systems within Extension

Cooperative Extension relies on its volunteers for the development of its community
programs. Cooperative Extension seeks out volunteers who can provide their opinions and
openly discuss their community needs. The volunteers who assist with the programming,
marketing, advocacy, and resource development are known as the advisory system leaders (Kish
et al, 2014). The advisory system leaders are also stakeholders. A stakeholder is defined as
“people who are vested interest in the program. They can include many individuals: people who
participate in the program, Extension personnel, Extension organizational leaders, community
leaders, individuals and/or organizations providing funding or other resources to the program,
other community professionals who co-sponsor a program, potential participants in a program,
legislators and others” (Mayeske, 1994; Seevers & Graham, 2012; French & Morse, 2015, p.
111). Cooperative Extension advisory system leaders believe in the mission of the organization.
Advisory system leaders like other volunteers are interested in participating in an organization
where they will feel valued and fulfilled that will help and benefit others. However, as
stakeholders or advisory system leaders, Cooperative Extension staff members rely more heavily
on their thoughts and opinions than general volunteers. “Advisory leaders provide necessary
input to ensure Extension programs are relevant and responsive to local needs,” Kish et al (2014,
p. 34) said. Different advisory systems focus on different aspects of it based on the needs and
want of the county. Researchers also expanded on the idea that advisory systems understand the

best ways to solve solutions and the objectives of Cooperative Extension (Edwards, n.d.;
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Twerdahl, 2006). The key is to develop roles for those members to assist in their willingness to
commit to their county as advisory system leader members. A study by Edwards explained, “By
clearly defining the role of the volunteer advisory committee as a whole and of each individual
volunteer role within the group, individual volunteers may make informed decisions about their
desire to serve and participate.” (n.d., p. 7). The roles and descriptions of the advisory leadership
systems evolve as the program.
The Transition of Advisory Systems

The needs of the community change over time. Throughout the change, there is a need
for a shift in volunteers or those who help to make impactful changes in the communities. While
most volunteers who serve on the advisory systems experience some form of term change based
on the role description created by the program, there are others who return and serve for longer
periods of time. The purpose of an advisory system is to connect with the changes in the
community. In the study by Vega, Brody, & Cummins (2016), the authors explained that
programming responds to the community’s needs and relies on the community to help execute
the program. As populations and generations evolve, the needs of the community change as well.
Therefore, Cooperative Extension’s traditional means of connecting with families and
individuals needed to change from long-established mediums like the solicitation of family
feedback from newspaper articles, radio spots, and door to door to more contemporary
approaches like the use of the Internet. According to the study by Bruns & Franz (2015), the
number of people who receive their news online and use the Internet is well beyond those who
read the newspapers. Due to the increase in those who utilize technology, there is a direct impact
on the way programs within Cooperative Extension are executed and planned. Researchers noted

the shift and increased access to technology within the organization as a strategy for inviting new
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populations to assist in the development of programs and their implementation (Burns & Franz,
2015; Diem et al., 2011; Schnieder, Brock, Lane, Meszaros, & Lockee, 2011).

Need for New Engagement within Extension

Traditionally, the use of advisory system members was to serve as the sounding board for
Cooperative Extension. The advisory leadership systems should be an inclusive group of
volunteers with individuals whose demographics range from “age, gender, race/ethnicity,
business/industry, other community agency involvement, and previous history within the
organization” (Edwards, n.d., p. 9). However, due to the ethnic and generational changes, these
members are able to take on a more active role in the transition of connecting with non-
traditional families for Cooperative Extension programs. In the study by Brunz & Franz (2015),
the researchers explained that retirees or older generations who traditionally served on advisory
leadership systems or volunteers while skilled in various areas like farming, sewing, canning,
and others tend to lack the ability to effectively implement programming to reach the new
audiences because of technological advances from younger generations. Researchers French &
Morse (2015) shared a noted difficulty in reaching new audiences based on the traditional
streams of promoting and connecting families to programs. While the shift is clear for
connecting the growing new audiences and learning how to advocate for them, it was not easy to
implement programs for those groups (French & Morse, 2015; McDowell, 2001; Seevers &
Graham, 2012; Seevers et al., 1997). Therefore, the shift in generations and population create a
need for younger generations to take on more volunteer roles to help with the engagement of new
and non-traditional Cooperative Extension participants.

Young adults want to serve. Studies show that young adults are interested in

volunteering and serving their communities. Barnyai (2011) as noted in the previous section of
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the literature review shared that millennials want to be involved in causes that they believe in.
She also shared that they are focused on “grassroots activism” (Barnyai, 2011, p. 6), but it looks
different from traditional means due to their technological advancement. Young adults are more
likely to share information about organizations that they are passionate about through social
media networks to gain engagement from their peers and solicit donations. Researcher Forgacs-
Fabian (2017) believed that community organizations should put more emphasis on recruiting
and retaining young adults to serve as volunteers to help sustain the overall voluntary work.
“Organizations should focus more on what they can provide for Millennial volunteers (e.g.
community, opportunities for personal development) rather than only take care of the mission of
the organization,” Forgacs-Fabian (2017, p. 7) wrote. Researcher Edwards reached a similar
conclusion about younger generations (n.d.). She added that young adults want to take on
leadership roles immediately, and the value is to provide them with an opportunity to “build
loyalty” (n.d., p. 12) and appreciate their ideas towards the mission of the organization. By
encouraging young adults to volunteer, not only provides them with the ability to connect with
their community, but they are able to bridge the transition of older generations who volunteer
and those new ones coming into organizations eager to serve in a new way. Researcher Stephanie
South (2020) noted that young adults have the “power and potential to change the world we live
in” (p. 1), but they need guidance through this transition of making changes to society. The study
by Wendy Campione (2016) shared similarities to South, the researcher noted the impact of
volunteerism for young adults can adjust their appreciation and how they view their value or
impact in their community. Campione (2016) added, “volunteer work is associated with
cherished experiences, self-expression, and a combination of superficial enjoyment and deep

satisfaction” (p. 15).
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Change in population. While the generations change, the population shift in different
areas therefore needs for volunteers who can connect with various groups are needed for the
success of Cooperative Extension programs. Vega et al’s (2016) study noted the changes in
Idaho, Oregon, and Washington as their states’ population demographics shifted significantly
with a higher number of Latino families. The states developed “relationships with local residents,
key stakeholders, and volunteers for input before implementing programs within the community
through home visits, focus groups, needs assessments, community meetings and events, and one-
on-one conversations” (Vega et al, 2016, p. 154).

Due to young adults’ influence and interest in serving in their community as volunteers,
advisory leadership systems presents an opportunity for those individuals to participate in a
grassroots manner to connect with non-traditional families and partners due to their influence.

Extension Middle Managers

The role of a middle manager within the Cooperative Extension network vary state by
state, but the overall purpose is the same. However, according to University of Kentucky’s role
description, the individual is responsible for overseeing the Extension operations in their
respective area which may include the employee management and development of Extension
personnel, budget and financial support, network, and provide trainings for supporting advisory
council systems (University of Kentucky, n.d.).

Middle Managers and their Support to Young Adults

Limited research exists about the middle managers within Cooperative Extension. Middle
managers, in terms of Cooperative Extension, are those who serve in positions as regional
extension directors who provide support and leadership to county-based employees. The limited

studies of Extension middle managers have examined self-efficacy, professional development,
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and job satisfaction (LaMuth, 2006). These studies also focused on workplace conflict and their
connections using personality type tests like Myers-Briggs Type tests (Earnest, 1994). Due to the
dearth of research studies of Extension middle managers, the discussion below summarizes
literature on middle managers in corporate America, specifically, middle managers’ perception
of young adults, young adults’ needs in the workplace and how middle managers support them,
and middle managers’ role in bridging the gap between older generations and young adults.
Middle managers’ perception of young adults in the workplace

Few investigations evaluated middle managers’ perceptions of young adults in the
workplace. However, it is pertinent to note recent findings and studies that focus on general
stereotypes and the gaps that exist between middle managers and young adults entering the
career field. It is only recently that researchers have begun to examine the roles of young adults
and where they fit within the current systems of the workplace environments. One group of
researchers include Nicole Baker Rosa and Sally Hastings (2016) who studied the perception of
managers and their understanding of young adults, specifically Millennials. Their research
indicated that managers drew conclusions about young adults working in their organizations
based on their “own offspring” and called them “kids” without realizing it (Baker Rosa &
Hastings, 2016, p. 57). Thus, this assumption led to their perception of negative stereotypes and
isolation for the younger age groups. The researchers also attested to the fact that the managers
were not cognizant of their stereotypes against the young adults (Baker Rosa & Hastings, 2016).
Similarly, researchers Braedon Leslie, Claire Anderson, Cole Bickham, Julia Horman, Audrey
Overly, Claire Gentry, Clark Callahan, and Jesse King (2021) echoed the idea that perception is
based on the generational differences and their relation to an individual’s expectations and

aspirations in their workplace.
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Young adults’ need in the workplace and middle managers support

A number of recent studies explored the new generations entering the workforce and how
to provide adequate support to keep them in organizations for longer periods of time. The
common themes from scholars focus on middle managers and supervisors addressing the needs
of young adults by providing them an open space to share their opinions as well as receive
feedback, developing engaging projects to build their self-confidence, and creating a balance of
life and work.

Open space to voice opinions and receive feedback. Previous research from David
Burkus (2010) demonstrated that leaders should offer respect and understand the contributions
that young adults provide for an organization. Those contributions are not just in their work, but
through their thoughts and opinions. Burkus (2010) affirmed this by sharing that young adults
raised by previous generations (Baby Boomers and Generation Xers) voiced their opinions and
received validation from their parents. Therefore, they assumed it to be the same in the work
environment (Zemke, Raines, & Filipczak, 2000; Burkus, 2010). However, in the study by
Allison Fine, it is noted that young adults felt like they are not listened to in their workplace
(2008). Several researchers take the position that managers, in order to best serve young adults,
should be open to sharing feedback, allow intercommunication, and offer direct feedback to
them. The study by James Weber (2015) noted that young adults, primarily focused on
Millennials, prefer open and frequent communication with their supervisors - positive or
negative feedback (Myers and Sadhiani, 2010; Freestone and Mitchell, 2004; Weber, 2015).
Another researcher highlighted the fact that young adults “prefer leaders who choose
interpersonal relationships, listen carefully, and give personalized attention and frequent

communication” (Gabrielova & Buchko, 2021, p. 492). Similarly from the managers’
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perspectives, a researcher by Jan Ferri-Reed (2014) noted that managers adjusted their strategies
for supporting their young adult employees versus their approach used traditionally with other
counterparts. Ferri-Reed (2014) wrote, “Managers used the following strategies: withhold
assumptions, shake off the stereotypes, encourage open communication, give negative feedback
with discretion, provide direct and positive feedback” (p. 16). Throughout the various studies,
the common theme from the different researchers is the need for open communication to allow
young adults to feel like their voice is valued and appreciated in their workplace.

Managers provide support and challenge young adults through impactful projects.
Recent studies revealed the process that managers used to provide support to young adults
including projects focused on subjects of interest to them. As previously mentioned, based on
stereotypes, they lose interest quickly if they do not feel challenged or supported. Ferri-Reed
(2014) pointed out the idea that managers needed to adapt and “step up their games” (p. 15) in
order to retain the young adults in their careers. The researcher also noted that managers devote
more time supporting and teaching young adults than older workers while still holding them to
the same principles as older counterparts (Ferri-Reed, 2014). Ferri-Reed (2014) proceeded to
detail the solutions for fully engaging and supporting young adults as follows:

e Allowing young adults to use their technological skills while working with their
counterparts.

e Use technology to give young adults projects that can be integrated into the office as well
as help to build strong relations between other age groups.

e Incorporating a combination of “fun” (p. 17) and work.

e Allowing young adults to use their “entrepreneurial” skills which focus on their creativity

and self-confidence.
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Researchers Karina Gabrielova and Aaron Buchko noted a similar theme as Ferri-Reed.
Young adults “thrive on challenging work, caring more about creative expression than leadership
roles in organizations. They are entrepreneurial thinkers who relish responsibility, demand
immediate feedback, expect a frequent sense of accomplishment, and have a high need of
organization engagement and support” (Ng et al, 2010; Twenge et al, 2010; Gabrielova &
Buchko, 2021, p. 491).

Burkus also noted the support from managers for young adults should focus on the
impacts that they can make versus them doing work with no purpose. He added, “Millennials are
looking for more immediate rewards, but not necessarily cash” (Burkus, 2010, p. 1). Burkus
noted an example of how organizations provide opportunities for entry-level employees to give
back to their communities. The example is Boston Consulting Group (BCG) who created a
program for entry-level employees to work with nonprofit organizations for two months and
develop a project for the organizations (Alsop, 2008; Burkus, 2010). This opportunity provides
them with the ability to feel the direct impact they can make on the world. (Alsop, 2008; Burkus,
2010).

Creating a work and life balance for young adults. Burkus (2010) shared a common
theme that young adults want to determine how the company and organizations that they work
for fits into their life. Similarly, Thamari and Saranya (2020) shared that young adults prefer
remote work with non-traditional work schedules that focus on results instead of how many
hours they work. A similar study, noted that young adults are either “social investors” (Lesline et
al., 2022, p. 177) or “chill worker bees” (p. 179) who prefer to work efficiently and focus on
their family.

Middle managers’ role in bridging the gap between older generations and young adults
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A number of recent studies conducted by scholars explore the role of a middle manager
and bridging the gap of generations. Through the various research, a common theme exists
including intergenerational exchanges of knowledge, the idea of young adults not receiving
instant big projects and responsibilities, and diversification of teams. Middle managers’ role is to
provide support to their employees of various levels regardless of experience and years of service
with an organization. Burkus (2010) emphasized that older generations like Baby Boomers, those
born between 1946-1964, openly share knowledge and experience with young adults. Buschman
(2020) echoed this sentiment by sharing that young adults who are interested in taking on
leadership roles should expect to learn how to communicate with older generations.

While some generations embrace the shift in young adults entering the workforce and
taking on leadership roles, there is existing opposition of this transition from some counterparts.
Burkus (2010) shared that Generation X, those born between 1965-1980, were not as open to
sharing knowledge with young adults. Other research noted that older workers were often
“annoyed or perplexed” by their young colleagues (Weber, 2015, p. 525). Weber (2015) called
attention to the idea that seasoned employees believe that young adults need to “pay their dues
first” (p. 525) before taking on big projects and initiatives.

Thus, the issues surrounding the workplace and different generations create a time for
middle managers to develop strategies to bridge the gap between them. A recent study by
Buschman (2020) explored solutions to help with this problem that will continue as even
younger adults start to transition into the workplace. Managers also needed to develop trusted
relationship building for young adults and other generations. The best strategy was to work on
diversifying teams with different generations. “Current leaders...must prepare and grow

emergent leaders by learning to communicate with and value each other and our differences.
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Emerging leaders need to engage in leadership training. If we do our parts, we’ll help ensure
smooth leadership transitions and avoid business disruptions due to lackluster leadership
benches,” (Buschman, 2020, p. 525).
Theoretical Framework

In this study, the ISOTURE model (Pleskac, 2010; Boyce, 1971; Dolan, 1969) theoretical
framework was used to showcase the process of volunteer management.

The ISOTURE model was developed by Dr. Robert Dolan to focus on volunteer
administration and development. This model was later adapted by former 4-H Youth
Development Program Leader Dr. V. Milton Boyce. The ISOTURE model navigates the steps of
volunteer management and coordination. This model provides Cooperative Extension staff
members with a logical approach to identify, recruit, train, and retain community stakeholders to
serve as volunteers for a desired amount of time. ISOTURE is an acronym that stands for
identification, selection, orientation, training, utilization, recognition, and evaluation (Pleskac,
2010.; Boyce, 1971; Dolan, 1969). Table 2 defines each of the components of the model.

Table 2. Boyce (1971, p. 3-4; Pleskac, 2010, p. 1-2) ISOTURE Model and Definition.
Components Definition

Identification The process of finding qualified individuals with the competencies and

attitudes for the volunteer role.

Selection The process of choosing and verifying their ability and skills to become a
volunteer.
Orientation The process of providing orientation to a selected volunteer which offers

an overview of the role responsibilities and expectations during their time

as a volunteer.
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Table 2. (Continued)
Training The process of developing and supporting approved volunteers through a series

of information and topics to further enhance their performance quality in
volunteer positions.

Utilization = The process of offering opportunities to utilize volunteers for their skills and
experience.

Recognition The process of “recognizing and rewarding” volunteers for their commitment
and performance to the organization and/or program.

Evaluation  The process of soliciting feedback from volunteers to better assist and improve

their experience as a volunteer.

Methodological Framework

The ISOTURE model creates the opportunity for middle managers to navigate the
different components. The model also creates the opportunity to develop or enhance their current
strategies for marketing and recruiting young adults to serve on advisory leadership systems and
share the information with county programs. Based on the research, in order for middle managers
to encourage county programs to recruit young adults for advisory leadership systems, the
delivery and approach is different from traditional mediums (Brunz & Franz, 2015; Vega, et al,
2006). They also need to evaluate the best strategies for educating their county leaders to
identify, select, orient, train, utilize, recognize, and evaluate these individuals serving in those
roles.

Through the Borich (1980) needs assessment model, individuals are able to evaluate
competency rating and needs for future trainings. Borich (1980) developed his model to assist in

development training needs. The individuals will determine the importance of a professional
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competencies and their ability to implement it. The needs assessment model examined the
competency importance based on an individuals’ knowledge of and ability to perform the
competencies as defined in the evaluation (Yopp, McKimm, Moore, Odom, & Hanagriff, 2017).
Borich (1980) defined the competencies by three different levels knowledge, performance, and
consequence (see Table 3).

Table 3. Borich (1980, p. 40) Needs Assessment Model Competencies Definition by Levels.
Level Definition

Knowledge Competence Ability to “recall, paraphrase, or summarize
the procedural mechanics of the behavior on a
paper and pencil test”

Performance Competence Ability to accurately “execute the behavior in
a real or simulated environment in the
presence of an observer”

Consequence Competence “Ability to elicit learning from pupils by

using the behavior in the classroom”

In essence, the model will provide middle managers the opportunity to examine their
competencies on their perceptions of young adults serving on extension advisory leadership
systems as well as their ability and/or knowledge to execute different tasks through the

ISOTURE model and generational perceptions.
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Literature Review Summary
The literature review revealed the importance and relevance to middle managers

identifying their own perceptions to young adults serving on Extension advisory leadership
systems. As middle managers in Cooperative Extension, they serve as the connection between
both county and state programs. Research gaps exists throughout the different realms of the
information in the literature review. Researchers have studied very little about middle managers
or those within the Extension network. No research was conducted which focused on their
knowledge and ability to perform competencies focused on engaging young adults to serve on
advisory leadership systems. Thus leading to identifying and recognizing potential training needs

for not only themselves, but both county and state Cooperative Extension professionals.
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CHAPTER 3
Methodology
The purpose of this quantitative survey research study was to determine which

competencies are important and their ability to perform those responsibilities and/or statements
in their roles. The middle managers within the Southern region who work for Cooperative
Extension participated in this study to evaluate their perceptions and competencies while
examining their knowledge of the ISOTURE model. Specifically, the study aimed to achieve the
following objectives:

1. To describe the Extension middle managers perceptions of the importance of the
professional competencies for engaging young adults in volunteerism, including
Extension advisory leadership roles.

2. To describe the Extension middle managers perceptions of their ability to perform the
professional competencies for engaging young adults in volunteerism, including
Extension advisory leadership roles.

3. To determine the professional development needs of middle managers for engaging
young adults in volunteerism (comparing the mean weighted discrepancy scores of the
competencies).

4. To describe the Extension middle managers perceptions based on their generational
cohort.

Population
The study focused on middle managers in the Southern region who work for Cooperative
Extension, and are listed on the Middle Managers Committee of the Southern Region Program

Leaders Network (Middle Management Members, 2021). The study was designed as a census of
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the population listed on the Middle Managers Committee of Southern Region Program Leaders
Network from Alabama, Arkansas, Florida, Georgia, Kentucky, Louisiana, Mississippi, North
Carolina, Oklahoma, Puerto Rico, South Carolina, Tennessee, Texas, and Virginia. During the
study, eighty-six middle managers existed within the Southern region. Figure 1 is a map that

represents the states within the Southern Region.
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Figure 1. Map of the Members of the Southern Region

Design of the Study
The study was a non-experimental design. It was designed as a survey of Southern region
middle managers, and represented a one-shot case study approach whereby a population was

studied only one time (Campbell & Stanley, 1966).
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Instrumentation

The quantitative study featured data collected from an electronic data collection software
called Qualtrics. The survey instrument used the Borich (1980)’s needs assessment model to
evaluate perceptions and competencies, relating to the ISOTURE model, of the middle managers
within the Southern region in regards to young adults serving on Extension advisory leadership
systems. The instrument featured forty-three competencies that related to generational cohorts,
perceptions of volunteers in advisory leadership systems, and ISOTURE. The instrument was
divided into two sections:

1. Section 1: Forty questions to document middle managers’ perceptions on the perceived
importance and ability to perform the competency.

2. Section 2: Three close-ended questions to collect demographic data from the target
population.

Section one divided into two different scales to measure middle managers’ perceptions of
importance and their ability to perform the competency. The section separated further into sub-
sections which used the ISOTURE model to determine those perceptions. The primary section of
the survey instrument separated into two columns featured a five-point Likert scale. Middle
managers rated their perceived importance first. Afterward, they rated their ability to perform the
competency and/or perception. The Likert scale was documented based on the following:

e Level of perceived importance responses were: None (1), Below Average (2),

Average (3), Above Average (4), or Essential (5).
e The level of the perceived ability to perform responses were: None (1), Below

Average (2), Average (3), Above Average (4), or Exceptional (5).
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The closed-ended instrument’s questions were based on a concept map for the

competencies related to engaging young adults as Extension advisory leaders, Table 4, that

created a connection between the different areas of ISOTURE, the perceptions, and generational

cohorts using the theoretical framework as a guide.

Table 4. Concept Map for Competencies for engaging young adults as Extension advisory

leaders.
Competencies Components * Reference Connection
1. Perceiving young adults as leaders P Burkus, 2010; Buschman,
2020; James, 2015
2. Utilizing the volunteers’ social media G French & Morse, 2015;
skills Weber, 2015
3. Connecting Extension’s mission and G Barnayi, 2011; Fine, 2008;
young adults’ desire to “make a Kish et al, 2014
difference”
4. Advocating for young adults to serve in P Burns & Franz, 2015; Vega
advisory leadership roles etal, 2016
5. Embracing young adults’ thoughts and P Barnayi, 2011; Burkus,
opinions 2010; Ferri-Reed, 2014;
Fine, 2008; South, 2010;
Weber, 2015
6. Choosing volunteers with a can do G Barnayi, 2011
versus will do attitude
7. Not perceiving young adults as “kids” G Baker Rosa & Hastings,
2016; Ferri-Reed, 2014
8. Providing flexibility for advisory G
committee members
9. Perceiving all advisory meetings need G
to take place in person
10. Implementing ideas and suggestions G Burns & Franz, 2015;
from advisory leaders Edwards, n.d.; Kish et al,
2014; Kish et al, 2014;
Vega, et al, 2016
11. Developing collaborative versus G Barnayi, 2011; Fine, 2008;
individual projects Gabrielova & Buchko, 2021
12. Creating grassroots ideas for G Barnayi, 2011; Fine, 2008
fundraising
13. Understanding the needs of the I Vega et al, 2016
community
14. Identifying new volunteers based on I Burns & Franz, 2015;

their experience and skills

Weber, 2015
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15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

Considering volunteers’ skills and
interests versus your program needs

Developing role descriptions for new
advisory volunteers

Selecting volunteers who represent
different communities

Recruiting potential volunteers

Removing barriers for volunteers to
get involved

Scheduling face-to-face conversations
to recruit advisory volunteers

Orientation for volunteers are
customized to their needs

Keeping orientation the same
regardless of volunteer’s needs

Focusing orientation based on
connecting with other volunteers
within advisory systems

Explain the value of the volunteers
and how they can contribute to the
betterment of the organization

Offering the different trainings for
young adults and other generations

Train volunteers to reach non-
traditional populations

Train volunteers to connect with other
generations

Utilizing grassroots strategies to reach
new populations

Utilizing volunteers’ social media
skills

Burkus, 2010; Campione,
2016

National 4-H Council, 1994

Vega et al, 2016; National 4-
H Council, 1994

Burkus, 2010; Edwards, n.d.;
French & Morse, 2015;
South, 2010; Weber, 2015

National 4-H Council, 1994

National 4-H Council, 1994;
Thamarai Selvi & Saranya,
2020

Buschman, 2020

National 4-H Council, 1994

National 4-H Council, 1994

Buschman, 2020; Forgacs-
Fabian, Sara; Gabrielova &
Buchko, 2021; National 4-H
Council, 1994, Schroth,
2019; Weber, 2015

Burkus, 2010; Ferri-Reed,
2014; Gabrielova & Buchko,
2021; National 4-H Council,
1994

Vega et al, 2016; National 4-
H Council, 1994

Vega et al, 2016

Barnayi, 2011; Fine, 2008;
Vega et al, 2016

French & Morse, 2015;
Weber, 2015
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30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

Developing projects and initiatives that
connect with volunteers’ interests and
passion versus giving volunteers a task
to complete

Understanding the generational needs
as a volunteer

Celebrating volunteers regularly for
their contribution

Not recognizing volunteers with swag

Recognizing volunteers by showcasing
their impact to the community

Not recognizing volunteers for their
efforts annually

Scheduling meetings with volunteers to
discuss their experience

Providing no feedback to volunteers to
make them a better advisory committee
member

Creating unique evaluations for
different volunteers based on their role
description

Providing evaluations to volunteers
more than just once a year

Buschman, 2020; Campione,
2016; Ferri-Reed, 2014;
Leslie et al, 2021

Baker Rosa & Hastings,
2016; Leslie et al, 2021

Kish et al, 2014; National 4-
H Council, 1994

Leslie, 2014; South, 2010

Burkus, 2010; South, 2010;
Thamarai & Saranya, 2020;
National 4-H Council, 1994
Thamarai & Saranya, 2020

Leslie, et al, 2021; National
4-H Council, 1994

Leslie, et al, 2021; National
4-H Council, 1994

National 4-H Council, 1994

Leslie, et al, 2021; National
4-H Council, 1994

®The components were based on the ISOTURE model’s abbreviations and the focus of the
evaluation instrument’s questions. The abbreviations are as follows: G—Generational, P—
Perception, [—Identification, S—Selection, O—Orientation, T—Training, U—Utilization, R—
Recognition, and E—Evaluation.

Section two focused on the questions related to demographics. However, it is important

to note that none of the information provides an easy access to identify the participants in the

study. The demographics asked questions specifically tailored to generation cohorts, gender, and

race/ethnicity. There are no specific questions about location, university, or any other topic

which could make it easy to identify an individual participating in the study.
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Validity and Reliability

Content validity, according to Colton and Covert (2007), provides an opportunity for the
researcher to receive suggestions and feedback from potential users or content experts about the
instrument draft. The IRB Statement of Policy (n.d.) notes that the content validity with content
experts do not require approval from IRB. Three experts with backgrounds in volunteerism,
advisory systems, and Extension participated in the content validity review. The expert panel
provided suggestions about the inclusiveness of genders and suggested rephrasing one of the
statements into an action statement for the middle managers.

Table 5. Summary of Survey Instrument Reliability based on Cronbach’s Alpha — Importance &
Ability

Components NP Cronbach’s Alpha
Reliability Coefficients
Level of Importance 40 949
Level of Ability 40 .867

NP represents the number of items in each survey section.

In terms of reliability testing, Cronbach’s alpha was acceptable for a Likert-type scale.
Reliability testing was completed via post-hoc analysis using Cronbach’s alpha. According to
Gliem and Gliem (2003), “Cronbach’s alpha is a test reliability technique that requires only a
single test administration to provide a unique estimate of the reliability for a given test.
Cronbach’s alpha is the average value of reliability coefficients one would obtained for all
possible combinations of items when split into two half-test” (p. 84). Cronbach’s alpha test
ranges from O to 1. The reliability level, according to Khairul Zahreen Mohd Arof, Syuhaida
Ismail & Abd Latif Saleh (2018), ranges are measured by unacceptable (less than .59) to
excellent (more than .90). In this study, the reliability coefficients ranged between .949 to .952.

The scores, based on each of the sections, are listed in Table 5.
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Procedures and Data Collection

The principal investigator received recommendations by advisor and one of their
committee members to submit the survey instrument to a small group of Cooperative Extension
professionals (one from Florida State’s Cooperative Extension and two from North Carolina
State University’s Cooperative Extension) for content validity while waiting for approval from
IRB to proceed with the research. The study received exempt status on February 22, 2022. After
receiving their feedback for validity and reliability, the instrument gained approval from the
advisor.

Southern region middle managers received the invitation to participate in the
questionnaire. Two days later those individuals received the evaluation instrument to complete.
The census of the population received reminders throughout the month of the March. The last
day to complete the evaluation was March 31, 2022. The census of the population who were
invited to participate in the study was eighty-six, but only thirty-seven responded to the survey
instrument. The number of middle managers who responded to the instrument yielded a 43% of
the thirty-seven respondents, only thirty of them completed the entire instrument. Thus shifting
the official survey respondents percentage to 34.8% for those who completed the survey
instrument (one of the respondents answered the majority of the questions and is counted in the
study where applicable). Research conducted by Manfreda, Berzelak, Bosnjak, Hass, and
Vehovar (2008) noted that surveys distributed through a web-based platform receive an 11%
lower response rate versus other survey methodologies.

Due to the low response rate from the survey instrument, the non-response error must be
examined to determine the statistical differences between the survey respondents. In particular,

in this study, one will look at the comparison of the early and late responders. The early
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responders are defined as those individuals who responded between March 4 to 13. The late

responders are defined as those individuals who responded between March 14 to 31. Table 6

explains the findings from the independent samples t-tests for early and late response groups who

have a significant difference from the others.

Table 6. Independent Samples T-Test for Early and Late Responders

Competencies (N=30) Means T-Value &
Significance
What are your perceived importance and ability to do the Xp =4.18
following competencies for engaging young adults? op =.664
Perceived Importance — Choosing volunteers with a can do attitude ~ Ngs== 22 _
versus will do attitude. ¢ B 1.565
— p=<.001
X, = 3.64
Np== 14
o, =1.393
What are your perceived importance and ability to do the Xp = 3.44
following competencies for engaging young adults? Ne=16
Perceived Ability — Choosing volunteers with a can do attitude og =.727
versus will do attitude.
X, = 3.62 t=.215
N=13 p=.042
o;, =1.089
Using the ISOTURE model, what are your perceived importance Xz = 3.38
and ability to do the following competencies? Perceived Ability — Ne=16
Removing barriers for volunteers to get involved. og =.619
t=-.497
p=.010
X, = 3.54
Ni=13
o, =1.127
Using the ISOTURE model, what are your perceived importance Xg = 3.44
and ability to do the following competencies? Perceived Ne= 16
Importance — Providing evaluations to volunteers more than just o =.629
once a year. 568
= 3.62 p=.038
Ni=13
o, =1.044

**Letters E and L represent early (E) and late (L) responders.
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The independent sample t-test revealed any significant difference between the responses
of the early and late responders. One of the questions focused on the middle managers’ perceived
importance and ability to do the following competencies for engaging young adults: their
perceived importance to choose volunteers with a can do attitude versus a will do attitude. The
mean of the early responders (those who responded between March 3-14) is 4.18 with a standard
deviation of .664. The mean of the late responders (those who responded between March 14-31)
is 3.64 with a standard deviation of 1.393. The independent sample test revealed a t-value of
1.565 and p-value of <.001.

Similarly, the question focused on the middle managers’ perceived ability to choose
volunteers with a can do attitude versus a will do attitude. The mean of the early responders is
3.44 with a standard deviation of .727 and late responders is 3.62 with a standard deviation of
1.089. The perceived ability of the middle managers in this question presents a very similar
mean, but the standard deviation (o; and a;) are farther apart. This indicates that in the late
response group, there are more variation in the responses on choosing volunteers with a can do
attitude versus a will do attitude.

In addition, it is interesting to note two questions on the middle managers’ perceived
importance and ability to choose volunteers with a can do attitude versus a will do attitude was
significantly different between the early and late groups. In reference to the perceived
importance question, the means were significant different between the two groups (p<.001)
which means the early group had a higher mean of perceived importance on choosing volunteers
with a can do attitude versus a will do attitude in comparison to the late responders.

The independent t-test for the early and late responders also exposed an additional

significance found between the early and late responders in the perceived importance of
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evaluating volunteers more than once a year. While the means were significant, the standard
deviations were dissimilar, indicating a larger amount of variation in the late responding group
(see Table 24). The mean of the early responders is 3.44 with a standard deviation of .629 and
the late responders is 3.62 with a standard deviation of 1.044. The independent t-test score was -
.568 and p-value of .038 which is less than p-value of .05.

Although, the four questions revealed a significance in the responses of the early and late
responders, the majority of the questions were similar. The four questions with a significant
difference does not create any conclusions to the overall responses of the survey instrument and
the responses from the other middle managers within the Southern Region.

Overall, the results were similar enough to conclude that major statistical difference existed
between the two groups. Therefore, the findings for the research could be generalized.
Data Analysis

The Statistical Package for the Social Sciences (SPSS), version 28 was used for data
analysis. The researcher also utilized the analysis section of Qualtrics, the instrument used for
responders to complete the survey instrument. The data was coded based on the different
sections of the concepts displayed in the concept map on Table 4.

The purpose of the data analysis was to develop connections and correlations of the
results from the research. While those connections and correlations made significant impact on
the results, through the Borich method, an analysis was needed to determine professional
development needs of middle managers by comparing the mean weighted discrepancy

competency scores (Borich, 1980).
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CHAPTER 4
Findings

The findings are organized by research question. In addition, the findings also examined
the connections between the different generational cohorts and their responses to the perceived
importance and their abilities to perform the professional competencies for engaging young
adults in volunteerism, including Extension advisory leadership roles. In Appendix E showcases
the results from the survey instrument.

Demographically, the Extension middle managers represented two generational cohorts
(Baby Boomers and Generation X) with an even split. However, differences existed between
gender and race. Males represented 60% of the Extension middle managers who participated in
the research. In contrast, females represented 40% of participants. Whereas, 74.19% described
themselves as white, 22.58% described themselves as black, and 3.23% described themselves as

American Indian.

Objective 1 Findings Connection

The goal of Objective 1 in the study was to describe the Extension middle managers
perceptions of the importance of the professional competencies for engaging young adults in
volunteerism, including Extension advisory leadership roles. The questions were divided into
sections related to the middle managers’ perception of importance based on advisory systems,
generational differences, and the use of the ISOTURE model.

The initial section of questions focused on the perceived importance of the twelve key
competencies in relation to advisory systems and young adults’ characteristics. The majority of

the respondents noted Above Average (37.78%) and Essential (33.33%). One question shifted
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the direction of the majority of the responses. Question 9 of the first section discuss the middle

managers’ perceived importance of all advisory meetings taking place in person with 80% of the

respondents responding to None (3.33%), Below Average (36.67%), and Average (40%). The

findings in Table 7 demonstrates the rating of the middle manager respondents within the first

section of the survey instrument.

Table 7. Findings of middle managers’ perceived importance based on generational cohort

characteristics and advisory systems

Characteristics & Competencies (N=30) None Below  Average Above  Essential
Average Average

Perceiving young adults as leaders 0% 0% 16.67% 33.33% 50%

Utilizing volunteers’ social media skills 0% 3.33%  23.33% 56.67% 16.67%

Connecting Extension’s mission and 0% 6.67%  6.67%  43.33% 43.33%

young adults’ desire to “make a

difference”

Advocating for young adults to serve in 0% 3.33%  20% 36.67% 40%

advisory leadership roles

Embracing young adults’ thoughts and 0% 3.33%  10% 43.33% 43.33%

opinions

Choosing volunteers with a can do attitude 0% 6.67%  23.33% 30% 40%

versus will do attitude

Recognizing young adults as adults 0% 333%  6.67%  53.33% 36.67%

instead of “kids”

Providing flexibility for advisory 0% 333%  16.67% 26.67% 53.33%

committee meetings

Perceiving all advisory meetings need to 3.33% 36.67% 40% 16.67% 3.33%

take place in person

Implementing ideas and suggestions from 0% 0% 26.67% 36.67% 36.67%

advisory leaders

Developing collaborative versus 0% 0% 20% 46.67% 33.33%

individual projects




36

Table 7 (continued).
Creating grassroots ideas for fundraising 0% 6.67%  30% 30% 33.33%

In the next section of the study explores the middle managers’ perceptions of importance
based on the ISOTURE model. The questions relating to the ISOTURE model are separated by
each of the sections of the model which include: identification, selection, orientation, training,
utilization, recognition, and evaluation. Within the Identification section, the majority of the
respondents answered Above Average (35%) to Essential (41.67%). The findings in Table 8
demonstrates the ratings of the middle managers respondents perceived importance from the
Identification section of the survey instrument.

Table 8. Findings of middle managers’ perceived importance of ISOTURE’s Identification
Section

Competencies (N=30) None Below  Average Above  Essential
Average Average

Understanding the needs of the community 0% 10% 13.33% 30% 46.67%

Identifying new volunteers based on their 0%  6.67% 16.67% 30% 46.67%
experience and skills

Considering volunteers’ skills and interests 0%  6.67%  20% 40% 33.33%
versus your program needs

Developing the (role) descriptions fornew 0% 0% 20% 40% 40%
advisory volunteers

In the section focused on the middle managers’ perceived importance of ISOTURE’s
Selection, the majority of the respondents answered Above Average (38.8%) to Essential
(42.24%). More than half (62.07%) of the respondents perceived importance for selecting
volunteers who represent different communities. The findings in Table 9 demonstrates the
ratings of the middle managers respondents perceived importance from the Selection section of

the survey instrument.
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Table 9. Findings of middle managers’ perceived importance of ISOTURE’s Selection Section

Competencies (N=30) None Below Average Above  Essential
Average Average

Selecting volunteers who represent 0% 3.45% 6.9% 27.59% 62.07%

different communities

Recruiting potential volunteers 0% 6.9% 17.24% 37.93% 37.93%

Removing barriers for volunteers to get 0% 3.45% 10.34% 41.38% 44.83%

involved

Scheduling face-to-face conversations to 0% 10.34%  17.24% 48.28% 24.14%

recruit advisory volunteers

In the section focused on the middle managers’ perceived importance of ISOTURE’s

Orientation, the majority of the respondents answered Average (28.45%) and Essential (31.9%).

More than half (68.97%) of the middle managers who responded Essential to perceived

importance of explaining the value of the volunteers and how they contribute to the betterment of

the organization. The findings in Table 10 illustrates the ratings of the middle managers

respondents from their perceived importance of the Orientation section of the survey instrument.

Table 10. Findings of middle managers’ perceived importance of ISOTURE’s Orientation

Section

Competencies (N=30) None Below Average Above  Essential
Average Average

Orientation for volunteers are customized 0% 10.34%  27.59% 31.03% 31.03%
to their needs
Keeping orientation the same regardless 3.45% 41.38% 31.03% 20.69% 3.45%
of volunteer’s needs
Focusing orientation based on connecting 0% 3.45% 34.48% 37.93% 24.14%
with other volunteers within advisory
systems
Explain the value of the volunteers and 0% 0% 20.69% 10.34% 68.97%

how they can contribute to the betterment
of the organization
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The vast majority of respondents indicated that each item in the training construct was
above average or essential in terms of importance. For the competency, “Train the volunteers
through different means of technology,” 89.6% of respondents indicated this was above average
or essential in importance (see Table 11).
Table 11. Findings of middle managers’ perceived importance of ISOTURE’s Training Section

Competencies (N=30) None Below Average Above  Essential
Average Average

Offering the different trainings for young 0% 6.9% 34.48% 41.38% 17.24%
adults and other generations

Train volunteers to reach non-traditional 0% 0% 17.24% 34.48% 48.28%
populations
Train volunteers to connect with other 0% 0% 17.24% 31.03% 51.72%
generations
Train the volunteers through different 0% 0% 10.34% 31.03% 58.62%

means of technology

In the section that connected to the middle managers’ perceived importance of
ISOTURE’s Utilization, the majority responded Above Average (38.79%) and Essential
(42.24%). More than half (51.72%) of the middle managers perceived importance on understand
the different generational needs as a volunteer. Forty-four (44.83%) percent of the middle
managers who responded perceived importance for developing projects and initiatives that
connect with volunteers’ interests and passion versus giving volunteers a task to complete. The
findings in Table 12 demonstrates the ratings of the middle managers respondents’ perceived
importance of Utilization section from the survey instrument.

Table 12. Findings of middle managers’ perceived importance of ISOTURE’s Utilization
Section

Competencies (N=30) None Below Average Above  Essential
Average Average

Utilizing grassroots strategies to reachnew 0%  3.45% 20.69% 37.93% 37.93%
populations

Utilizing volunteers’ social media skills 0% 0% 20.69% 44.83% 34.48%
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Table 12 (continued).
Developing projects and initiatives that 0%  3.45% 13.79% 37.93% 44.83%
connect with volunteers’ interests and
passion versus giving volunteers a task to
complete
Understanding the different generational 0% 0% 13.79% 34.48% 51.72%
needs as a volunteer

In the section related to the middle managers who responded to the survey instrument and
their perceived importance of ISOTURE’s Recognition showcased some shifts in the majority
responses of the study. More than half of the individuals who responded to the study reported an
Average (25.86%) and Essential (27.59%) to their perceived importance of the recognition
section of the study. It is worth discussing the following findings from this section of the study.
More than half (62.07%) of the middle managers’ perceived importance as Essential for
celebrating volunteers regularly for their contribution. More than half (58.62%) of the middle
managers’ perceived importance as Average for not recognizing volunteers with swag or
merchandise. Similarly, more than (51.72%) of the middle managers’ perceived importance as
Below Average for not recognizing volunteers for their efforts annually. The findings in Table
13 demonstrates the ratings of the middle managers respondents’ perceived importance of
Recognition section from the survey instrument.

Table 13. Findings of middle managers’ perceived importance of ISOTURE’s Recognition
Section
Competencies (N=30) None Below Average Above  Essential
Average Average
Celebrating volunteers regularly for their 0% 3.45% 13.79% 20.69% 62.07%
contributions
Not recognizing volunteers with swag or  10.34% 20.69%  58.62% 3.45%  6.9%
merchandise
Recognizing volunteers by showcasing 0% 3.45% 17.24% 37.93% 41.38%
their impact to the community

Not recognizing volunteers for their 27.59% 51.72% 13.79% 6.9% 0%
efforts annually
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In the section related to the middle managers who responded to the survey instrument and

their perceived importance of ISOTURE’s Evaluation similarly demonstrated a shift in the

responses because the majority (55.17%) of the respondents reported Average to Above

Average. None of the responses from the middle managers are more than fifty percent. Two of

the response choices are Above Average at 44.83%. These questions were their perceived

importance of scheduling meetings with volunteers to discuss their experience and creating

unique evaluations for different volunteers based on their role descriptions. The findings in Table

14 demonstrates the ratings of the middle managers respondents’ perceived importance of the

Evaluation section from the survey instrument.

Table 14. Findings of middle managers’ perceived importance of ISOTURE’s Evaluation

Section

Competencies (N=30) None Below Average Above  Essential
Average Average

Scheduling meetings with volunteers to 0% 10.34% 3.45%  44.83% 41.38%
discuss their experience
Providing no feedback to volunteers to 27.59% 34.48% 13.79% 13.79% 10.34%
make them a better advisory committee
member
Creating unique evaluations for different 6.9% 17.24%  20.69% 44.83% 10.34%
volunteers based on their role
description
Providing evaluations to volunteers more 0% 10.34% 37.93% 41.38% 10.34%

than just once a year

Objective 2 Findings Connection

The goal of Objective 2 in the study was to describe the Extension middle managers

perceptions of their ability to perform the professional competencies for engaging young adults

in volunteerism, including Extension advisory leadership roles. Similar to Objective 1, the

questions of the survey instrument were divided into sections related to the middle managers’
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perception of ability based on advisory systems, generational differences, and the use of the
ISOTURE model.

In the first section of the survey instrument focused on the middle managers’ perceived
ability to perform the professional competencies for engaging young adults in volunteerism. The
twelve questions related to the key competencies in relation to advisory systems, volunteerism,
and young adults’ characteristics. In this section, the middle managers reported their perceived
ability to perform three professional competencies weighing more than 50% of Above Average
in “choosing volunteers with a can do attitude versus will do attitude” (50%), “recognizing
young adults as adults instead of ‘kids’ (Baker Rosa & Hastings, 2016, p. 57)” (60%), and
“implementing ideas and suggestions from advisory leaders” (58.62%). The findings in Table 15
demonstrates the rating for the middle managers’ perceived ability to perform key professional
competencies relating to advisory systems, volunteerism, and young adults’ characteristics.

Table 15. Findings of middle managers’ perceived ability to perform key professional
competencies relating to advisory systems, volunteerism, and young adults’ characteristics

Competencies & Characteristics (N=30) None Below  Average Above  Essential
Average Average

Perceiving young adults as leaders 0% 6.67%  33.33% 46.67% 13.33%

Utilizing volunteers’ social media skills 3.33% 13.33% 40% 30% 13.33%

Connecting Extension’s mission and 0% 10% 30% 36.67% 23.33%
young adults’ desire to “make a

difference”

Advocating for young adults to serve in 0% 6.67%  30% 40% 23.33%
advisory leadership roles

Embracing young adults’ thoughts and 0% 3.33%  36.67% 40% 20%
opinions

Choosing volunteers with a can do 0% 13.33% 26.67% 50% 10%
attitude versus will do attitude




Table 15 (continued).

42

Recognizing young adults as adults
instead of “kids”

Providing flexibility for advisory
committee meetings

Perceiving all advisory meetings need to
take place in person

Implementing ideas and suggestions from
advisory leaders

Developing collaborative versus
individual projects

Creating grassroots ideas for fundraising

0%

0%

3.33%

0%

0%

0%

6.67%

3.33%

23.33%

6.9%

3.33%

13.33%

16.67%

23.33%

36.67%

20.69%

30%

43.33%

60%

46.67%

30%

58.62%

56.67%

26.67%

16.67%

26.67%

6.67%

13.79%

10%

16.67%

The next section of the survey instrument evaluates the middle managers’ perceived

ability to perform different competencies connected to ISOTURE. The first set of questions from

the ISOTURE fall within the Identification part of the theoretical framework. The majority of the

responses fell within Average (38.71%) and Above Average (46.16%). The middle managers

shared an above average (56.67%) rating of their perceived ability to understand the needs of

community.

In addition, the survey instrument revealed an above average (50%) rating of their

perceived ability to develop the role descriptions for new advisory volunteers. Although, the

following competency does not show a majority rating of at least 50% or more, the responses

were a close split between the Average (44.83%) and Above Average (41.38%) for the

competency of “Considering volunteers’ skills and interests versus program needs.” Table 16

demonstrates the rating from the middle managers’ perceived ability within the Identification

competencies.
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Table 16. Findings of middle managers’ perceived ability of ISOTURE’s Identification Section
Competency (N=30) None Below  Average Above  Essential
Average Average

Understanding the needs of the community 0%  6.67%  26.67% 56.67% 10%

Identifying new volunteers based on their 0% 10% 46.67% 36.67% 6.67%
experience and skills

Considering volunteers’ skills and interests 0%  6.9% 44.83% 41.38% 6.9%
versus your program needs

Developing the (role) descriptions fornew 0%  3.33%  36.67% 50% 10%
advisory volunteers

In the middle managers’ perceived ability to perform in ISOTURE’s Selection section,
there are slight variations in relation to the other sections of the model. None of the competencies
received more than a 50% rating. The middle managers’ perceived ability of “selecting
volunteers who represent different communities” received an Average rate with 48.28% of the
survey respondents who selected this option. Also, the middle managers’ who responded to the
survey instrument presented an even split for the Average and Above Average responses to the
question about their perceived abilities of “removing barriers for volunteers to get involved” at
37.93%. The survey respondents answered majority Average and Above Average. The mean for
each of the questions ranged from 3.52 to 3.55. The findings in Table 17 demonstrates the rating
from the middle managers’ perceived ability within the Selection competencies of the ISOTURE
framework.

Table 17. Findings of middle managers’ perceived ability of ISOTURE’s Selection Section

Competency (N=30) None Below  Average Above  Essential
Average Average
Selecting volunteers who represent 0% 10.34% 48.28% 20.69% 20.69%

different communities

Recruiting potential volunteers 0% 13.79% 41.38% 34.48% 10.34%
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Removing barriers for volunteers to get
involved

Scheduling face-to-face conversations to

recruit advisory volunteers

0%

0%

13.79%

6.9%

37.93%

44.83%

37.93%

34.48%

10.34%

13.79%

In the middle managers’ perceived ability to perform in ISOTURE’s Orientation section,

the majority of the responses ranged from Average (44.63%) and Above Average (32.76%). The

mean ranges between 3.45 to 4.07. More than half of the respondents answered Average to three

of their ability to perform the competencies in the Orientation section of the framework. Namely,

the middle managers’ who responded reported more than half with the following questions: to

provide orientation for volunteers that are customized to their needs (51.72%), keeping

orientation the same regardless of volunteer’s needs (55.17%) and focusing orientation based on

connect with other volunteers within advisory systems (51.72%). Comparingly, the middle

managers’ who responded to the survey instrument noted an Above Average (41.38%) and

Exceptional (34.48%) to the competency based on explaining the value of the volunteers and

how they can contribute to the betterment of the organization. The findings in Table 18

demonstrates the rating from the middle managers’ perceived abilities within the Orientation

section of the ISOTURE model.

Table 18. Findings of middle managers’ perceived ability of ISOTURE’s Orientation Section

Competency (N=30) None Below Average Above  Essential
Average Average

Orientation for volunteers are 0% 6.9% 51.72% 31.03% 10.34%

customized to their needs

Keeping orientation the same regardless 0% 17.24%  55.17% 24.14% 3.45%

of volunteer’s needs

Focusing orientation based on 0% 6.9% 51.72% 34.48% 6.9%

connecting with other volunteers within

advisory systems

Explain the value of the volunteers and 0% 3.45% 20.69% 41.38% 34.48%

how they can contribute to the
betterment of the organization
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In the middle managers’ perceived ability to perform in ISOTURE’s Training section,

demonstrates a similar variation to the responses as the Selection section. None of the responses
received more than 50%. The mean ranges between 3.38 to 3.76. As a demonstration, the middle
managers who responded answered at 48.28% to “Offering the different trainings for young
adults and other generations.” One of the questions demonstrate a split in responses, similarly to
the Selection of the survey instrument, with Average at 34.48% and Above Average at 31.03%
who possess a perceived ability to perform trainings for volunteers to reach non-traditional
populations. While the majority of the standard deviation spread ranges from .76 to .97, two of
competencies presents a wider spread from the others. The standard deviation of the middle
managers’ perceived ability to train volunteers to reach non-traditional populations is. 96.
Similarly, the standard deviation of the middle managers’ perceived ability to train volunteers to
connect with other generations is .97. The findings in Table 19 demonstrates the middle
managers’ perceived abilities to perform within the Training section of the ISOTURE
framework.
Table 19. Findings of middle managers’ perceived ability of ISOTURE’s Training Section

Competency (N=30) None Below  Average Above  Essential
Average Average

Offering the different trainings for young 0% 10.34% 48.28% 34.48% 6.9%
adults and other generations

Train volunteers to connect with other 0% 20.69% 41.38% 24.14% 20.69%
generations
Train volunteers to connect with other 0% 13.79% 41.38% 24.14% 20.69%
generations
Train the volunteers through different 0%  6.9% 31.03% 41.38% 20.69%

means of technology

In the middle managers’ perceived ability of ISOTURE’s Utilization Section, the

majority of the results ranged from Average (39.66%) to Above Average (42.24%) similar to the
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other results. The mean for the questions ranged from 3.62 to 3.55. The middle managers’ who
responded to the results answered more than half at 51.72% for one of their perceived ability to
perform a competency. The competency focused on their perceived ability to develop projects
and initiatives that connect with volunteers’ interests and passion versus giving volunteers a task
to complete. On the other hand, the middle managers’ perceived ability to utilize grassroots
strategies to reach new populations possess a majority of 34.48% Average and 48.28% Above
Average. The standard deviation is .76 with a variance of .58 which presents a closer spread
from the mean of 3.62. In addition, the middle managers’ perceived ability to understand the
different generations needs as a volunteer presented a significant finding because none of the
results from the middle managers were more than half. In fact, the answers split even with
41.38% for both Average and Above Average for their perceived ability in this competency. The
standard deviation is .77 with a .59 variance which presents a closer spread from the mean of
3.55. The standard deviation and variance are similar to the previously mentioned question
focusing on their perceived ability to utilize grassroots strategies to reach new populations. The
findings in Table 20 demonstrates the middle managers’ perceived ability to perform within the
Utilization section of the ISOTURE framework.

Table 20. Findings of middle managers’ perceived ability of ISOTURE’s Utilization Section
Competency (N=30) None Below  Average Above  Essential
Average Average
Utilizing grassroots strategies to reachnew 0%  6.9% 34.48% 48.28% 10.34%

populations
Utilizing volunteers’ social media skills 0% 10.34% 48.28% 27.59% 13.79%

Developing projects and initiatives that 0%  6.9% 34.48% 51.72% 6.9%
connect with volunteers’ interests and

passion versus giving volunteers a task to

complete

Understanding the different generational 0%  6.9% 41.38% 41.38% 10.34%
needs as a volunteer
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In the middle managers’ perceived ability of ISOTURE’s Recognition Section, the
majority of the results ranged from Average (35.34%) to Above Average (31.9%) similar to the
other results. The mean ranged from 2.52 to 3.83. Two of the competencies experience
showcased a standard deviation of more than or equal to one. Those two competencies examined
the middle managers’ perceived ability to not recognize volunteers with swag or merchandise
(o = 1) and not recognize volunteers for their efforts annually (¢ = 1.13). One of the
competencies responses was more than half at 51.72% in relation to their perceived ability of not
recognizing volunteers with swag or merchandise where the majority of survey respondents
selected Average. Also, the middle managers who responded selected Above Average at 41.28%
for their perceived ability to celebrate volunteers regularly for their contribution. Similarly, they
selected Above Average at 44.83% for their perceived ability to recognize volunteers by
showcasing their impact to the community. The findings in Table 21 will demonstrate the
responses from the middle managers’ who responded to the survey instrument in the Recognition
section.
Table 21. Findings of middle managers’ perceived ability of ISOTURE’s Recognition Section

Competency (N=30) None Below  Average Above  Essential
Average Average

Celebrating volunteers regularly for their 0% 3.45%  37.93% 41.38% 17.24%
contribution

Not recognizing volunteers with swag or  10.34% 10.34% 51.72% 20.69% 6.9%
merchandise

Recognizing volunteers by showcasing 0% 3.45%  31.03% 44.83% 20.69%
their impact to the community

Not recognizing volunteers for their 20.69% 34.48% 20.69% 20.69% 3.45%
efforts annually

Lastly, the middle managers’ perceived ability of the ISOTURE’s Evaluation section of

the survey instrument is showcase some similarities to the Selection and Training competencies



48
whereas none of the results are more than half of the response. These competency results
demonstrates a wider standard deviation with a range of .78 to 1.29. The mean ranges from 2.69
to 3.75. The majority of the responses are Average (37.41%) and Above Average (28.76%).
While not quite a majority of half, the middle managers who responded to evaluation did report
Average at 48.28% for their perceived ability to provide evaluations to volunteers more than just
once a year. One of the questions presents a wider spread with a standard deviation of 1.29 with
a 1.66 variance in particular their None, Below Average, and Average responses. The question
asked about the middle managers’ perceived ability to provide no feedback to volunteers to make
them a better advisory committee member, and the responses ranged from None (24.14%),
Below Average (20.69%) and Average (27.59). In Table 22, the findings demonstrate the middle
managers who responded to the survey instrument and their perceived ability to perform
competencies in the Evaluation section of ISOTURE.

Table 22. Findings of middle managers’ perceived ability of ISOTURE’s Evaluation Section

Competency (N=30) None Below  Average Above  Essential
Average Average

Scheduling meetings with volunteers to 0% 3.57%  39.29% 35.71% 21.43%
discuss their experience

Providing no feedback to volunteers to 24.14% 20.69% 27.59% 17.24% 10.34%
make them a better advisory committee

member

Creating unique evaluations for different  6.9% 13.79% 34.48% 34.48% 10.34%
volunteers based on their role description

Providing evaluations to volunteers more 0% 20.69% 48.28% 27.59%  3.45%
than just once a year

Objective 3 Findings Connection
The goal of Objective 3 in the study is to determine the professional development needs
of middle managers for engaging young adults in volunteerism by comparing the mean weighted

discrepancy scores of the competencies. Using the Borich model, the calculations will determine
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the training needs of the middle managers (Borich, 1980). The calculations for the Borich model
is based on the mean weighted discrepancy score (MWDS). The calculation is based on the
importance rating minus the ability rating multiplied by the mean of the importance rating which
is then divided by the number of survey respondents. Based on the results, a large MWDS
demonstrates a greater need for professional development training, but smaller scores represent a
lesser need for professional development training the area (Borich, 1980).

Table 23. Competency Comparison based on the Mean of Importance and Ability, MWDS, and
Professional Development Need Rank (PD Rank)

Competency (N=30) Importance Importance Ability Ability MWDS PD
M Rank M Rank Rank
Generational Cohort & 4.00 5 3.63 1 1.59 5

Young Adult’s Perceptions
and Characteristics

Identifying 4.13 4 3.56 2 2.36 4
Selection 4.17 3 3.48 6 2.84 2
Orientation 3.73 6 3.52 4 95 6
Training 4.21 2 3.51 5 2.9 1
Utilization 4.22 1 3.55 3 2.72 3
Recognition 3.34 8 3.28 7 .65 7
Evaluation 3.37 7 3.21 8 .66 8

The calculations of the mean weighted discrepancy was based on the generational cohorts
and young adult’s perceptions and characteristics and the different sections of the ISOTURE
model (Identifying, Selection, Orientation, Training, Utilization, Recognition, and Evaluation).
The mean weighted discrepancy featured scores that ranged from .65 to 2.9. The competency
with the largest MWDS is Training at 2.9. The next largest MWDS is Selection at 2.84. As
oppose to the smallest MWDS in the Evaluation and Recognition areas with .65 (Recognition)
and .66 (Evaluation). Table 23 demonstrates the competency comparison based on the mean of

importance and ability, MWDS, and the professional need rank.
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In order to determine the professional development need and ranking for each question,
the calculations for the MWDS for each question will need to be determine as well to focus on
the specific nuances and professional development needs of the middle managers who responded
to the survey instrument. The MWDS ranged from 4.18 to -1. The middle managers who
responded to the survey instrument noted a high need for professional development training
opportunities in the following characteristics and/or competencies: selecting volunteers who
represent different communities (MWDS = 4.18, Ranking = 1), training volunteers to reach non-
traditional populations (MWDS = 3.88, Ranking = 2), understanding the generational needs a
volunteer (MWDS = 3.5, Ranking = 3), training volunteers to connect with other generations
(MWDS = 3.48, Ranking = 4), and removing barriers for volunteers to get involved (MWDS =
3.42, Ranking = 5). In contrast, the middle managers who responded to the survey instrument
noted a lower need for professional development trainings in the following: not recognizing
volunteers for their efforts annually (MWDS = -1, Ranking = 37), perceiving all advisory
meetings need to take place in person (MWDS = -.94, Ranking = 36), keeping orientation the
same regardless of volunteer’s needs (MWDS = -.93, Ranking = 35), not recognizing volunteers
with swag or merchandise (MWDS = -.73, Ranking = 34), and providing no feedback to
volunteers to make them a better advisory committee member (MWDS= -.57, Ranking = 33).
The most interesting finding, based on the Borich model, was the amount of responses with an
equal MWDS which all fell within the characteristics and competencies as it connects to young
adults and advisory systems. The MWDS for competencies and characteristics relating to the
middle managers who responded to the survey instrument’s perception and need for training at
recognizing young adults as adults instead of “kids” (Baker Rosa & Hastings, 2016, p. 57),

providing flexibility for advisory committee members, and implementing ideas and suggestions
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from advisory leaders (MWDS = 1.57, Ranking = 24). Similarly, two additional MWDS present

the same type of outcome. Those questions were the middle managers’ who responded to the

survey instrument and their perceived ability to advocate for young adults serving in advisory

leadership roles (MWDS = 1.52, Ranking = 26) and developing collaborative versus individual

projects. The findings in Table 24 depicts mean weighted discrepancy scores for the individual

competencies and characteristics which also includes their professional development need

ranking.

Table 24. Mean Weighted Discrepancy Scores for Individual Competency & Characteristics and
Professional Development Need Ranking

Competency Area (N=30) MWDS  Ranking
Characteristics & Competencies
1. Perceiving young adults as leaders 2.88 9
2. Utilizing the volunteers’ social media skills 1.87 19
3. Connecting Extension’s mission and young adults’ desire to 2.13 15
“make a difference”
4. Advocating for young adults to serve in advisory leadership 1.52 26%*
5. g)rlri;acing young adults’ thoughts and opinions 1.82 20
6. Choosing volunteers with a can do versus will do attitude 1.99 16
7. Recognizing young adults as adults instead of “kids” 1.57 24
8. Providing flexibility for advisory committee members 1.57 24
9. Perceiving all advisory meetings need to take place in person -.94 36
10. Implementing ideas and suggestions from advisory leaders 1.57 24
11. Developing collaborative versus individual projects 1.52 26%*
12. Creating grassroots ideas for fundraising 1.63 23
Identifying
1. Understanding the needs of the community 1.93 17
2. Identifying new volunteers based on their experience and skills ~ 3.06 7
3. Considering volunteers’ skills and interests versus your 2.21 14

program needs
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Table 24 (continued).
4. Developing role descriptions for new advisory volunteers 2.24 13
Selection
1. Selecting volunteers who represent different communities 4.18 1
2. Recruiting potential volunteers 2.58 12
3. Removing barriers for volunteers to get involved 3.42 5
4. Scheduling face-to-face conversations to recruit advisory 1.16 30
volunteers
Orientation
1. Orientation for volunteers are customized to their needs 1.4 27
2. Keeping orientation the same regardless of volunteer’s needs -.93 35
3. Focusing orientation based on connecting with other volunteers 1.53 25
within advisory systems
4. Explain the value of the volunteers and how they can contribute 1.79 21
to the betterment of the organization
Training
1. Offering the different trainings for young adults and other 1.12 31
generations
2. Train volunteers to reach non-traditional populations 3.88 2
3. Train volunteers to connect with other generations 3.48 4
4. Train the volunteers through different means of technology 3.14 6
5. Utilization
6. Utilizing grassroots strategies to reach new populations 1.91 18
7. Utilizing volunteers’ social media skills 2.76 10
8. Developing projects and initiatives that connect with volunteers’  2.69 11
interests and passion versus giving volunteers a task to complete
9. Understanding the generational needs as a volunteer 3.5 3
Recognition
1. Celebrating volunteers regularly for their contribution 2.94 8
2. Not recognizing volunteers with swag =73 34
3. Recognizing volunteers by showcasing their impact to the 1.39 28
community
4. Not recognizing volunteers for their efforts annually -1 37
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Table 24 (continued).
Evaluation

1. Scheduling meetings with volunteers to discuss their experience  1.73 22

2. Providing no feedback to volunteers to make them a better -.57 33
advisory committee member

3. Creating unique evaluations for different volunteers based on 22 32
their role description

4. Providing evaluations to volunteers more than just once a year 1.29 29

** Competencies and/or characteristics with the same MWDS therefore creating a tie in the
ranking.

Objective 4 Findings

The last objective focused the Extension middle managers perceptions based on their
generational cohort. The additional analysis focused on an independent t-test to determine any
correlations to early and late response groups and the difference in response of individuals based
on their generational cohort. The independent t-tests conducted using SPSS determined the
correlation between the responses and the survey response characteristics (ie. generational
cohort). During the independent sample t-test demonstrated some form of statistical significance
resulting in a p-value less than or equal to .05. According to Dr. Saul McLeod (2019), the level
of statistical significance ranges from 0 to 1. Therefore, the smaller the p-value, the more
statistically significant the evidence.

The independent sample t-test focused on the generational cohorts of the middle managers
from the Southern Region who responded and how their generational cohort affected their
response to the survey instrument questions. The survey responders split between Baby Boomers
(born 1946-1964, N=15) and Generation X (born 1965-1980, N=15 in some questions). Four of
the survey instrument responses demonstrated statistical significance from the t-test. The

findings are revealed in Table 25.
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Question Means T-Value &
Significance
What are your perceived importance and ability to do the xXg = 3.73
following competencies for engaging young adults? og =.961
Perceived Ability — Recognizing young adults as adults Np#= 15
instead of “kids.” =-.939
Xy =4 p=.014
O—X = .535
Nx== 14
Using the ISOTURE model, what are your perceived Xg =4
importance and ability to do the following competencies? og =.756
Perceived Importance — Orientation for volunteers are Np#= 15
. . t=.957
customized to their needs. — 008
Xy = 3.64 P
ox = 1.216
Nx== 14
Using the ISOTURE model, what are your perceived Xg = 3.93
importance and ability to do the following competencies? og =.704
Perceived Importance — Focusing orientation based on Np#= 15
. . oy . t=.046
connecting with other volunteers within advisory systems. _
— p=.688
xX = 3.71
oy = .994
Nx== 14
Using the ISOTURE model, what are your perceived xXg = 2.73
importance and ability to do the following competencies? og = 1.534
Perceived Importance — Providing no feedback to volunteers Np#= 15
. . t=1.209
to make them a better advisory committee member.
_ p=.040
Xy = 2.14
ox = 1.027
Nx== 14

**Letters B and X represent B - Baby Boomers (born 1946-1964) and X - Generation X (born

1965-1980) responders.

The first question of statistical significance asked the Southern Region middle managers

who responded to the survey instrument about their perceived ability to recognize young adults

as adults instead of “kids” ((Baker Rosa & Hastings, 2016, p. 57) which resulted in a t-test of -

.939 and p-value of .014 which is less than .05 with a professional development need rank of 24.
The mean for the Baby Boomers (N=15) is 3.73 with a standard deviation of .961. However, the

mean for the Generation X (N=14) is 4 with a standard deviation of .535 (see Table 25). While
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the mean for the two generational cohorts are relatively close, the standard deviations for the two
groups are more spread out. Thus, the individuals who responded to the survey instrument who
identify as a Generation X present more variation in the response than the Baby Boomers.

The next two questions of statistical significance focused on orientation and the middle
managers who responded to the survey instrument’s perceived importance in reference to the
orientation section of the ISOTURE model. The initial question of statistical significance from
the orientation section examined the perceived importance to provide orientation for volunteers
that are customized to their needs which resulted in a t-test of .957, p-value of .008, and
professional development need rank of 27. The mean for the Baby Boomers (N=15) is 4 with a
standard deviation of .756. This presents a smaller variation of the answers from the middle
managers who responded to the survey instrument. In comparison to the mean for the Generation
X (N=14) is 3.64 with a standard deviation of 1.216 which has a larger variation of the answers
from the middle managers (see Table 25). However, the second question of statistical
significance from the orientation section of the ISOTURE model asked the middle managers’
perceived importance to focus orientation based on connect with other volunteers within
advisory systems which resulted in a t-test of .688, p-value of .046, and professional
development need rank of 25. The mean of the Baby Boomers (N=15) is 3.93 with a standard
deviation .704. In comparison to the mean of Generation X (N=14) is 3.71 with a standard
deviation of .994. Although very little difference is evident in the mean of the two responses
there is a larger variation of responses from Generation X.

Lastly, the responses from the middle managers who responded to the survey instrument
focused on the perceived importance to provide no feedback to volunteers to make them better

advisory committee member which resulted in a t-test of 1.209, p-value of .040, and professional
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development need rank of 33 (see Table 25). The mean of the Baby Boomers (N=15) is 2.73
with a standard deviation 1.534. In comparison to the mean of Generation X (N=14) is 2.14 with
a standard deviation of 1.027. The data showed that the mean is similar, but there is a significant
difference in the standard deviation thus leading to a larger variation of the results from the Baby
Boomers.

In summary, the statistical significance from the generational cohorts did not determine a
significant shift in the responses in relation to the mean weighted discrepancy scores and their

perceptions of young adults on extension advisory systems.
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CHAPTER 5
Conclusion and Recommendations

The conclusion and recommendations chapter focus on the interpretation of the results in
relation to the study’s purpose, determine areas of literature connection to the study, offer
connection to the theoretical frameworks, examine potential limitations of the study, and provide
recommendations for future research. The purpose of the study was to examine the advocacy
amongst middle managers for young adults serving on advisory leadership systems and identify
middle managers’ perception and views of young adults serving in Extension volunteer
leadership roles such as advisory leadership members. Specifically, the study focused on three
objectives which include: the Extension middle managers perceptions of the importance of the
professional competencies and ability to perform the professional competencies for engaging
young adults in volunteerism roles like Extension advisory leadership roles and to determine the
professional development needs of the middle managers for engaging young adults in
volunteerism by comparing the mean weighted discrepancy scores of the competencies. Briefly
the conclusion provides connections to the independent t-tests to determine any connections to
the tests and the objectives of the study. The conclusions will be presented in order of the three

research objectives.

Objective 1 Interpretation of the Results: The Extension middle managers perceptions of

the importance of the professional competencies for engaging young adults in volunteerism
Objective 1 was to describe the Extension middle managers’ perceptions of the

importance of the professional competencies for engaging young adults in volunteerism,

including Extension advisory leadership roles. The Extension middle managers” who responded
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to the survey instrument perceived importance as Above Average or Essential in the majority of
the characteristics of the young adults (Millennials and Generation Z). Extension middle
managers’ who responded to the survey instrument recognize the importance of recognizing
young adults as leaders and not recognizing them as “kids” or their “own offspring” (Baker Rosa
& Hastings, 2016, p. 57). They also perceived importance to utilize volunteer’s social media
skills. However, the middle managers who responded to the survey instrument also shared their
perceived importance of advocating for young adults to serve in advisory leadership roles with a
range of Average to Essential (Average — 20%, Above Average — 36.67%, Essential — 40%)
which implies that they may not be as convinced of their actual importance to serve in those
capacities. Additionally, the middle managers’ perceived importance of ISOTURE models
statements demonstrates a strong value in being inclusive and promoting diversity with
Extension advisory systems that recognizes the volunteers’ values and their overall contributions
for the betterment of the organization. The middle managers’ perceived importance in this area
helps volunteers, especially Extension advisory leadership members, connect with other
generations and non-traditional populations. Hence, the perceived importance connects to the
study conducted by Vega, Brody, & Cummins (2016) who shared about a shift in the advisory
leadership groups to reach new populations and groups.

The survey responders split demographics between Baby Boomers (born 1946-1964,
N=15) and Generation X (born 1965-1980, N=15 or 14, in some questions). The independent t-
tests demonstrated three statistical significant happenings for the Baby Boomers and Generation
X who responded to the survey instrument in regards to their perceived importance of
professional competencies in engaging young adult volunteers. Those questions focused on the

perceived importance for providing orientation customized to the volunteers’ needs, connecting
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volunteers with other volunteers within the advisory systems, and providing no feedback to
volunteers to make them a better advisory committee member. Based on the mean scores, the
middle managers who responded and recognize themselves as Baby Boomers presented a more
favorable response than their counterparts. Given the evidence from several researchers, young
adults need a different type of training and support from their supervisors (Ferri-Reed, 2014;
Gabrielova & Buchko, 2021). In addition, the findings support of older generations, in particular,
Generation X not being as open to sharing knowledge with young adults and the feeling of the
young adults paying their dues first (Burkus, 2010; Weber, 2015).

Therefore, it can be concluded that Baby Boomers and Generation X possess a strong
perceived importance of the professional competencies for engaging young adults in
volunteerism for advisory leadership systems. However, in some instances, there is little
importance in some competencies especially those connecting directly to the training needs and

the selection process for young adults to serve on Extension advisory leadership systems.

Objective 2 Interpretation of the Results: The Extension middle managers perceptions of
the ability to perform the professional competencies for engaging young adults in
volunteerism

Objective 2 of the study was to describe the Extension middle managers perceptions of
their ability to perform the professional competencies for engaging young adults in volunteerism,
including Extension advisory leadership roles. The survey results from the middle managers
perceptions of their ability to perform the professional competencies varied significantly from
their importance. The middle managers who responded to the survey instrument noted strong
ability to perform in regards to the direct characteristics or needs of young adults as volunteers.

Furthermore, another strong area for the survey responders is their ability to understand the
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needs of the community (Vega et al, 2016) and creating role descriptions for new volunteers.
However, it is important to note that middle managers who responded shared some gaps in their
ability to perform in the majority of ISOTURE’s areas in particular the selection, training, and
utilization of young adults serving in Extension advisory leadership roles. An interesting finding
is in the middle managers who responded to the survey instrument and their perceived ability to
remove the barriers for volunteers to get involved is significantly lower than the importance
(13.79% - Below Average, 37.93% - Average, Above Average — 37.93%, Essential — 10.34%).
In conclusion, while the Extension middle managers who responded to the survey instrument
understand and value the importance, there is a professional development gap in numerous areas
of ISOTURE. However, little professional development gaps exists for their ability to in regards
to the direct characteristics or needs of young adults as volunteers.

In addition, based on the independent sample t-tests for Baby Boomers and Generation X,
there was little statistical significance between the two groups. However, one of the questions
that examined their ability to perform recognizing young adult as adults instead of “kids”
differentiated between the two groups. Baby Boomers mean was lower than Generation X, which
means the Generation X possess more ability to recognize young adults as adults instead of
“kids” (Baker Rosa & Hastings, 2016, p. 57). Therefore, it could be concluded that since the
Generation X are closer in age to the young adults than Baby Boomers, it is easier for them to
see the younger generations as adults instead of their “own offspring” (Baker Rosa & Hastings,

2016, p. 57).

Objective 3 Interpretation of the Results: To determine the professional development needs
of the middle managers for engaging young adults in volunteerism by comparing the mean

weighted discrepancy scores of the competencies
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The results of this study determined the professional development needs of the middle
managers for engaging young adults in volunteerism utilizing the Borich model. Borich (1980)
model calculations compare the mean weighted discrepancy scores (MWDS) of the
competencies. The results from the MWDS represents the need for the professional development
training. The ranking was based on professional development need of the competency category.
The professional development based on the sections are, in order from the most need to the least,
Training, Selection, Utilization, Identifying, Generational Cohort & Young Adult’s Perceptions
and Characteristics, Orientation, Recognition, and Evaluation.

Subsequently, the ranking was also based on each individual question. It is important to
consider the top five rankings for professional development need which include the following
questions:

1. Selecting volunteers who represent different communities
2. Train volunteers to reach non-traditional populations

3. Understanding the generational needs as volunteer

4. Train volunteers to connect with other generations

5. Removing barriers for volunteers to get involved

The top five professional development needs provide connections to the responses from
the middle managers who responded to the survey instrument especially #5 — removing barriers
for volunteers to get involved. It is reasonable to assume that the middle managers professional
development needs should focus more on how to reach broader audiences to get them involved
with Cooperative Extension without any barriers while connecting them to other generations.
The professional development needs makes a convincing case from the research conducted

earlier by Vega et al. (2016), Brunz & Franz (2015), French & Morse (2015), McDowell (2001),
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Seevers & Graham (2012), Seevers et al. (1997) about the shift of growing new audiences of
volunteers within Cooperative Extension. It is evident that the middle managers who responded
to the survey instrument substantially perceive the importance for young adults serving as a
volunteers and ultimately they do advocate for young adults to serve in those roles. However,
they need more professional development training for reaching non-traditional audiences and
volunteers.
Objective 4 Interpretation of the Results: To describe the Extension middle managers
perceptions based on their generational cohort.

The results of the study revealed the correlations between the Extension middle managers
perceptions based on their generational cohort. With an equal split of Extension middle managers
who represent the Baby Boomers and Generation X generational cohorts demonstrated similar
opinions on the different characteristics and perceptions of young adults as well as their
knowledge and ability to perform competencies using the ISOTURE model. However, in some
areas, the difference connects with the ideas from previous researchers who shared about the
middle managers who viewed young adults as “kids” more so than adults. Baby Boomers while
they are opened to teaching and educating young adults, the researched conducted revealed they
are more likely to refer to them as “kids” versus Generation X. One could conclude that due to
the closeness in age, Generation X are more likely to connect with them within the work
environment as a professional than a trainee.

Similarly, the Baby Boomers’ perceived a greater importance to provide orientation to
volunteers customized to their needs than Generation X. These results revealed that Baby
Boomers find value in orientation that is more suited towards the needs of the young adults

serving as a volunteer. It can be presumed that the Extension middle managers who are Baby



63
Boomers also have more experience in their role, and they are more willing to customize
volunteers’ experience. Baby Boomers want to educate and support young employees which
relates to the reason why they understand the importance to customize a volunteer’s orientation
needs.
Limitations

The response rate of 34% for this study is an immediate limitation. Online surveys
receive a 11% lower response rate versus other survey methodologies (Manfreda et al., 2008).
An independent t-tests was conducted using SPSS to determine any statistical significance
between early and late responders. There were no significant differences. The time restriction
could have made an impact on the number of responses because the Southern region middle
managers a month to complete the survey instrument. However, low response rate does not
provide big picture of the Southern region middle managers’ perception of importance and their
ability to engage young adults serving as volunteers especially as Extension advisory leadership
members.

Another limitation is the role of the middle managers as district or regional extension
directors who may not have the time in their schedule or find it difficult to make it a priority to
complete the questionnaire in an adequate manner of time as they are busy professionals. This
limitation could also be the reasoning for the low response rate from the middle managers from
the Southern region.

In addition, the middle managers are a unicorn in research. There are no other research
completed with Extension middle managers as the target audience. This is a limitation, but also
an interesting finding because they are not the subject of any research although they serve as the

connection between state and county extension programs.
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Recommendations

Based on the findings, literature, and interpretations through the study, the following

recommendations are made for future research or professional development opportunities for

middle managers within Cooperative Extension:

1.

Develop training tools focused on reaching non-traditional and new audiences for
Extension advisory leadership systems for middle managers to utilize when meeting with
county directors about recruiting or revitalizing their Extension advisory systems. The
training tool would not need to be a difficult document, but a tool to help them expand
their reach and circle of people within their network who would be valuable to their
Cooperative Extension program. The middle managers receive training from the tools to
facilitate the information to the county extension programs.

Enhance volunteer trainings within Cooperative Extension systems with a focus on the
generational needs and how it is demonstrated in their volunteer work. As older
generations start to retire from their role as a volunteer, there is a need for more time
dedicated to reach young adults whose value systems are different from their
counterparts.

While risk management practices are needed to select volunteers, remove the barriers for
volunteers to get involved by understanding how generations receive information,
especially young adults. Young adults spend more time on social media than other
generations. Therefore, sharing volunteer opportunities or developing a social media
campaign about the value of advisory systems with information to get involved with

Cooperative Extension.
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Future Research Recommendations

This study revealed the following areas for potential future research focused on Borich’s

needs assessment model, middle managers, and barriers. In more detail, the future research could

examine the following:

This study focused on the middle managers within the Southern Region, but future
research could focus on the same questions asked of the middle managers to county
extension directors to determine their perceived importance and ability to perform the
professional competencies for engaging young adults in volunteerism, including
Extension advisory leadership roles.

This study revealed gaps in the training of volunteers and selecting volunteers. However,
additional study is needed to identify barriers for middle managers to gain those
professional development skills in training and selecting volunteers, especially young
adults.

Middle managers are an unicorn in academic research because this is the first academic
research conducted with them as a target group. Middle managers with Cooperative
Extension have an important role, but they are not measured in academic research. Any
additional research with them as a target audience will be helpful to understand the true

connection between their roles with the county and state extension programs.
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Appendix A:
E-mail Invitation to Participate
Hello Cooperative Extension Regional, District, and/or County Operations Directors,

My name is Crystal Starkes. I am a graduate student at North Carolina State University. [ am
currently working on my thesis focused on Cooperative Extension’s Southern Region Middle
Managers’ perceptions of young adults serving on Extension advisory leadership systems. This
study will examine both your perceived importance and ability to implement the competencies
for engagement of young adults.

You must be 18 years of age or older, reside in the United States, and a member of the Southern
Region Program Leadership Network within the Cooperative Extension System to participate in
this study.

This survey is voluntary. In the near future, you will receive an e-mail with a link and consent to
the survey. I hope you will take a few minutes out of your schedule to complete the survey.

If you have any questions about the survey, how it is implemented, or the research study, please
contact student researcher, Crystal Starkes, at cdstarke@ncsu.edu and 980.207.8167. You can
also contact the faculty advisor for this research, Dr. Harriett Edwards, at
harriett_edwards@ncsu.edu and 919.515.9548. Please reference study number 24795 when
contacting anyone about this project.

Thank you in advance,

Crystal Starkes

Extension Agent

4-H Youth Development

NC Cooperative Extension - Union County Center
3230-D Presson Rd

crystal starkes@ncsu.edu

Phone: 704-283-3735

Fax: 704-283-3734

Mobile: 704-320-4813
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Appendix B:
Formal Invitation
Hello Cooperative Extension Regional, District, and/or County Operations Director,

You are being asked to complete a survey for research purposes. The survey is about
Cooperative Extension’s Southern Region Middle Managers’ perception of young adults serving
on advisory leadership systems. Completing this survey is voluntary and you can stop at any time
by exiting the survey.

You must be 18 years of age or older, reside in the United States, and a member of the Southern
Region Program Leadership Network within the Cooperative Extension System to participate in
this study.

There are minimal risks associated with your participation in this survey. You will not receive
any compensation for completing this survey.

If you have any questions about the survey, how it is implemented, or the research study, please
contact student researcher, Crystal Starkes, at cdstarke@ncsu.edu and 980.207.8167. You can
also contact the faculty advisor for this research, Dr. Harriett Edwards,

at harriett edwards@ncsu.edu and 919.515.9548. Please reference study number 24795 when
contacting anyone about this project.

If you have questions about your rights as a participant or are concerned with your treatment
throughout the research process, please contact the NC State University IRB Director at IRB-
Director@ncsu.edu, 919.515.8754 or fill out a confidential form

online at https://research.ncsu.edu/administration/participant-concern-and-complaint-form/.

If you consent to complete this survey, please click the link to access the survey and click the
“Yes I consent” button to see the survey.

Follow this link to the Survey:
Take the Survey

Or copy and paste the URL below into your internet browser:
https://ncsu.qualtrics.com/jfe/preview/SV_8iXgCFe4Yac91Vs?Q CHL=preview
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Appendix C:

Survey Instrument

Introduction

Middle Managers Perception of Young Adults Serving on Extension Advisory Systems
Thesis Research by Crystal Starkes
College of Agriculture & Life Sciences
NC State University, Raleigh, NC

Dear Extension District and/or Regional Directors,

My name is Crystal Starkes. | am a graduate student in the College of Agriculture & Life
Sciences at NC State University. | am leading a research study for my thesis focused on
Cooperative Extension’s Southern Region Middle Managers’ perception of young adults
serving on advisory leadership systems. The research objectives are the following:

1. To describe the Extension middle managers' perception of the importance of the
professional competencies for engaging young adults in volunteerism, including
Extension advisory leadership roles.

2. To describe the Extension middle managers perceptions of their ability to perform the
professional competencies for engaging young adults in volunteerism, including
Extension advisory leadership roles.

3. To determine the professional development needs of middle managers for engaging
young adults in volunteerism (comparing the mean weighted discrepancy scores of the
competencies).

You are being asked to complete a survey for research purposes. The survey is about
Cooperative Extension’s Southern Region Middle Managers’ perception of young adults
serving on advisory leadership systems. Completing this survey is voluntary and you can
stop at any time by exiting the survey. You must be 18 years of age or older, reside in the
United States, and a member of the Southern Region Program Leadership Network within
the Cooperative Extension System to participate in this study.

There are minimal risks associated with your participation in this survey. You will not receive
any compensation for completing this survey.

If you have any questions about the survey, how it is implemented, or the research study,
please contact student researcher, Crystal Starkes, at cdstarke@ncsu.edu and
980.207.8167. You can also contact the faculty advisor for this research, Dr. Harriett
Edwards, at harriett_edwards@ncsu.edu and 919.515.9548. Please reference the #24795
when contacting anyone about this project. If you have questions about your rights as a
participant or are concerned with your treatment throughout the research process, please
contact the NC State University IRB Director at IRB-Director@ncsu.edu, 919.515.8754 or fill

out a confidential form online at https://research.ncsu.edu/administration/participant-

concern-and-complaint-form/.



By selecting "Yes | consent," | am affirming that | have read and understand the above
information. All of the questions that | had about this research have been answered. |
have chosen to participate in this study with the understanding that | may stop
participating at any time without penalty or loss of benefits to which | am otherwise
entitled. | am aware that | may revoke my consent at any time by exiting the survey.

O Yes, | consent.
O No, | do not consent.

Definitions

The definitions below are used to describe the following:

o Extension Middle Managers: Individuals who work for Cooperative Extension systems
that provide administrative and leadership to county extension programs. These
individuals' titles may include but are not limited to County Operations Director,
Assistant Extension Director, District Extension Director, Regional Extension Director,
etc. (Southern Region Program Leadership Network, 2021).

e Young Adults: Young adults, in this study, are individuals who fall within the Generation
Z and late-millennial generation. Young adults fall within the ages of 18-30 years old.

Default Question Block

What are your perceived importance and ability to do the following competencies for
engaging young adults as Extension advisory leaders?

Perceived Importance Ability

Below Above ) Below Above
None Average Essential None Average
Average Average Average Average

Perceiving

O @) (@) (@] O youngadults O O O O

as leaders
Utilizing .
O O O o O volunteers o O O O

social media
skills

Connecting
Extension's
mission and
O O (0] O O youngaduts' O O O )
desire to
"make a
difference"”

Advocating
for young
adults to
o O O O O  servein O O O O
advisory
leadership
roles

Excepti

@)
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Perceived Importance Ability
Below Above . Below Above )
None Average Average Average Essential None Average Average Average Excepti
Embracing

O O o) o) QO |ypuweadits' 5 o O O 0o

thoughts and
opinions

Choosing
volunteers

O O O O o whaemd g o O O o

versus will do
attitude

None Below Average Above Essential None Below Average Above
Average Average Average Average

Recognizing
young adults

O O O @) O  asadults O O O O O

instead of
"kids"

Excepti

Providing
flexibility for
O O O O O  advisory O O (@] (@] @)
committee
meetings

Perceiving all
advisory
meetings
o O @) @) O e © O ®) ®) O
place in
person

Implementing
ideas and
o O ®) @) O suggestons O O O O O
from advisory
leaders

Developing
collaborative

o O O o 0 versus o O O O O
projects

Creating

O O (o) (o) O |(gasots 5 O (o) (o) (@)

ideas for
fundraising

Using the ISOTURE model, what are your perceived importance and ability to do the
following competencies for engaging young adults as Extension advisory leaders?

Perceived Importance Ability
None ABGIOW Average Above Essential None Below Average Above Excep
verage Average Average Average

Understanding

O O O O O Mmksodl 5 o 0 O

community
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Perceived Importance

Above
Average

Below

None Average

Average

o O O O

o O O O

Essential

0]

®)

Ability
Below Above
None Average Average Average
Identifying
new
volunteers o) 0] 0] 0]

based on their
experience
and skills

Considering

volunteers'

skills and

interests O (@) O (@)
versus your

program

needs

Developing
role
descriptions
for new
advisory
volunteers

o O @) @)

Using the ISOTURE model, what are your perceived importance and ability to do the
following competencies for engaging young adults as Extension advisory leaders?

Perceived Importance

Above
Average

Below

None Average

Average

o O 0] 0]

o O @) @)

Essential

®)

O

Ability
None Below Average Above
Average 9 Average

Selecting
volunteers
who
represent o o o o
different

communities

Recruiting

potential O O O (@)

volunteers

Removing

barriers for

volunteers to o o o o
get involved

Scheduling
face-to-face
conversations
to recruit
advisory
volunteers

o O o @)

Using the ISOTURE model, what are your perceived importance and ability to do the
following competencies for engaging young adults as Extension advisory leaders?

Perceived Importance

Above
Average

Below

None Average

Average

Essential

Ability
Above

Below
None
Average

Average Average

Excep

Except

O

O

Exceptio
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Perceived Importance Ability

Below Above } Below Above
None A Average Essential None Average
verage Average Average Average

Exceptio
Orientation
for
volunteers

O O O O O ae O O (0] O @)
customized
to their
needs

Keeping
orientation
the same
O O o o O refgardless O O o O O
o
volunteer's
needs

Focusing
orientation
based on
connecting
O O (@) O O withother O O (@] O O
volunteers
within
advisory
systems

Explain the
value of the
volunteers
and how
they can
O O O O O omtue © O O O O
to the
betterment
of the
organization

Using the ISOTURE model, what are your perceived importance and ability to do the
following competencies for engaging young adults as Extension advisory leaders?

Perceived Importance Ability

None Below Average Above Essential None Below Average AAbove
verage

Average Average Average Exceptior

Offering the
different
trainings
o O O O O foyaung O O O 0o 0
adults and
other
generations

Train
volunteers
O O O O O Pe=" o O O O O
traditional
populations

Train
volunteers
O O O O O tocomnect O O O O O
with other
generations



O 1928-1945 O 1965-1980 O 1997-2012
QO 1946-1964 QO 1981-199%6 Q Prefer Not to Say

How do you describe yourself?

O Male

O Female

QO Non-binary / third gender
O Prefer to self-describe

O Prefer not to say

Which of the following best describes your race/ethnicity? (Select all that apply)

O white

O Black or African American

D American Indian or Alaska Native
|:| Asian

O Native Hawaiian or Pacific Islander
D Hispanic/Latino

|:| Other

D Prefer Not Say

Powered by Qualtrics
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Q13-

Q1#1 - What are your perceived importance and ability to do the following competencies for engaging youn...

#

Field
1 Middle Managers Perception of Young Adults Serving on Extension

Answer

1 Yes, | consent.

2 No, | do not consent.
Total

Field
1 Perceiving young adults as leaders
2 Utilizing volunteers' social media skills

Connecting Extension's mission and young adults' desire to
3 &quot;make a difference&quot;

4 Advocating for young adults to serve in advisory leadership roles
5 Embracing young adults' thoughts and opinions

6 Choosing volunteers with a can do attitude versus will do attitude

7 Recognizing young adults as adults instead of &quot;kids&quot;

8 Providing flexibility for advisory committee meetings

9 Perceiving all advisory meetings need to take place in person

10 Implementing ideas and suggestions from advisory leaders
11 Developing collaborative versus individual projects
12 Creating grassroots ideas for fundraising

Question
1 Perceiving young adults as leaders
2 Utilizing volunteers' social media skills
Connecting Extension's mission and young adults' desire to "make a
3 difference”
4 Advocating for young adults to serve in advisory leadership roles
5 Embracing young adults' thoughts and opinions
6 Choosing volunteers with a can do attitude versus will do attitude
7 Recognizing young adults as adults instead of "kids"
8 Providing flexibility for advisory committee meetings
9 Perceiving all advisory meetings need to take place in person
10 Implementing ideas and suggestions from advisory leaders
11 Developing collaborative versus individual projects
12 Creating grassroots ideas for fundraising

Appendix D:

Survey Instrument Results

Minimum

Minimum

w

None
0.00%
0.00%

0.00%
0.00%
0.00%
0.00%
0.00%
0.00%
3.33%
0.00%
0.00%
0.00%

Maximum
Count
30
0
30

Maximum

o

cocoroooocoo

Mean

Mean
433
3.87

41
413
39

Std Deviation

Perceived Importance

Std Deviation
0.75
0.72

0.79
0.72
0.94

Below Average

0.00%
3.33%

6.67%
3.33%
3.33%
6.67%
3.33%
3.33%
36.67%
0.00%
0.00%
6.67%

Q1#2 - What are your perceived importance and ability to do the following competencies for engaging youn... - Ability
#

Q2#1 - Us
#

Q2#2 - Us
#

0
1

Field Minimum ~ Maximum ~ Mean Std Deviation
1 Perceiving young adults as leaders 2 367 079
2 Utilizing volunteers' social media skills 1 337 098
Connecting Extension's mission and young adults' desire to "make a
3 difference" 2 5 373 093
4 Advocating for young adults to serve in advisory leadership roles 2 5 38 0.87
5 Embracing young adults' thoughts and opinions 2 5 377 08
6 Choosing volunteers with a can do attitude versus will do attitude 2 5 357 084
7 Recognizing young adults as adults instead of "kid: 2 5 387 076
8 Providing flexibility for advisory committee meetings 2 5 397 08
9 Perceiving all advisory meetings need to take place in person 1 5 313 096
10 Implementing ideas and suggestions from advisory leaders 2 5 379 076
11 Developing collaborative versus individual projects 2 5 373 068
12 Creating grassroots ideas for fundraising 2 5 347 092
Question None Below Average
1 Perceiving young adults as leaders 0.00% 0 6.67% 2
2 Utilizing volunteers' social media skills 333% 1 1333% )
Connecting Extension's mission and young adults' desire to "make a
3 difference" 0.00% 0 10.00% 3
4 Advocating for young adults to serve in advisory leadership roles 0.00% 0 6.67% 2
5 Embracing young adults' thoughts and opinions 0.00% 0 333% 1
6 Choosing volunteers with a can do attitude versus will do attitude 0.00% 0 1333% a
7 Recognizing young adults as adults instead of "kids" 0.00% 0 6.67% 2
8 Providing flexibility for advisory committee meetings 0.00% 0 333% 1
9 Perceiving all advisory meetings need to take place in person 333% 1 2333% 7
10 Implementing ideas and suggestions from advisory leaders 0.00% 0 6.90% 2
11 Developing collaborative versus individual projects 0.00% 0 333% 1
12 Creating grassroots ideas for fundraising 0.00% 0 1333% 4
ing the ISOTURE model, what are your perceived importance and ability to do the following compe... - Perceived Importance
Field Minimum ~ Maximum ~ Mean Std Deviation
1 the needs of the 2 5 413 099
2 Identifying new volunteers based on their experience and skills 2 5 417 093
Considering volunteers' skills and interests versus your program
3 needs 2 5 4 0.89
4 Developing role descriptions for new advisory volunteers 3 5 42 075
Question None Below Average
1 iing the needs of the 0.00% 0 1000% 3
2 Identifying new volunteers based on their experience and skills 0.00% 0 6.67% 2
Considering volunteers' skills and interests versus your program
3 needs 0.00% 0 6.67% 2
4 Developing role descriptions for new advisory volunteers 0.00% 0 0.00% 0
ing the ISOTURE model, what are your perceived importance and ability to do the following compe... - Ability
Field Minimum  Maximum ~ Mean Std Deviation
1 ing the needs of the 2 5 37 074
2 Identifying new volunteers based on their experience and skills 2 5 34 076
Considering volunteers' skills and interests versus your program
3 needs 2 5 348 072
4 Developing role descriptions for new advisory volunteers 2 5 367 07
Question None Below Average
1 the needs of the 0.00% 0 6.67% 2
2 Identifying new volunteers based on their experience and skills 0.00% 0 1000% 3
Considering volunteers' skills and interests versus your program
3 needs 0.00% 0 6.90% 2
4 Developing role descriptions for new advisory volunteers 0.00% 0 333% 1

Variance

Variance
0.56
0.52

0.71

0.72
0.6

0.62
0.52
0.89

Average
16.67%
23.33%

6.67%
20.00%
10.00%
23.33%

6.67%
16.67%
40.00%
26.67%
20.00%
30.00%

Variance
0.62
0.97

0.86
0.76
0.65
071
0.58
0.63
0.92
0.58
0.46
0.85

Average
33.33%
40.00%

30.00%
30.00%
36.67%
26.67%
16.67%
23.33%

Variance
0.98
0.87

0.8
0.56

Average
13.33%
16.67%

20.00%
20.00%

Variance
0.54
0.57

0.53
0.49

Average
26.67%
46.67%

44.83%
36.67%

Count

Count

Count

Count

Count

30

30
30

30

30
30

30

30

30

30

30

30
30

MNNwaN N0

s

© o

30

30
30
30
30
30
30
30
29
30
30

30
30

30
30

30
30

29
30

14

13
1

Above Average

33.33%
56.67%

4333%
36.67%
43.33%
30.00%
53.33%
26.67%
16.67%
36.67%
46.67%
30.00%

Above Average

46.67%
30.00%

36.67%
40.00%
40.00%
50.00%
60.00%
46.67%
30.00%
58.62%
56.67%
26.67%

Above Average

30.00%
30.00%

40.00%
40.00%

Above Average

56.67%
36.67%

41.38%
50.00%

9
9

12
12

17
11

12
15

Essential
50.00%
16.67%

43.33%
40.00%
43.33%
40.00%
36.67%
53.33%

3.33%
36.67%
3333%
33.33%

Exceptional
13.33%
13.33%

23.33%
2333%
20.00%
10.00%
16.67%
26.67%

6.67%
13.79%
10.00%
16.67%

Essential
46.67%
46.67%

3333%
40.00%

Exceptional
10.00%
6.67%

6.90%
10.00%

ENEN

MW ENOU WO NN

14
14

10
12

Total

Total

Total

Total

30
30

30
30
30
30
30
30
30
30
30
30

30
30

30
30
30
30
30
30
30
29
30
30

30
30

30
30

30
30

29
30
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Q3#1 - Using the ISOTURE model, what are your perceived importance and ability to do the following comps

Field
1 Selecting volunteers who represent different communities
2 Recruiting potential volunteers

3 Removing barriers for volunteers to get involved

to recruit advisory

# Question
1 Selecting volunteers who represent different communities
2 Recruiting potential volunteers
3 Removing barriers for volunteers to get involved

4 ing face-to-face to recruiit advisory

Minimum

None

0.00%
0.00%
0.00%
0.00%

Maximum

Perceived Importance

Q3#2 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe... - Ability
Minimum

# Field
1 Selecting volunteers who represent different communities
2 Recruiting potential volunteers
3 Removing barriers for volunteers to get involved
4 face-to-face to recruit advisory

# Question
1 Selecting volunteers who represent different communities
2 Recruiting potential volunteers
3 Removing barriers for volunteers to get involved
M )

to-f. fons to recruit advisory

None

[SIENINEN

0.00%
0.00%
0.00%
0.00%

Maximum

[ERTRURT)

Q4#1 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe... - Perceived Importance
Minimum

Field
1 Orientation for volunteers are customized to their needs
2 Keeping orientation the same regardless of volunteer's needs
Focusing orientation based on ing with other
3 within advisory systems
Explain the value of the volunteers and how they can contribute to
4 the betterment of the organization

# Question
1 Orientation for volunteers are customized to their needs
2 Keeping orientation the same regardless of volunteer's needs
Focusing orientation based on ing with other
3 within advisory systems
Explain the value of the volunteers and how they can contribute to
4 the betterment of the organization

None

0.00%
3.45%

0.00%

0.00%

Maximum
5
5

1

0

0

Q4#2 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe... - Ability
Minimum

# Field
1 Orientation for are to their needs
2 Keeping orientation the same regardless of volunteer's needs
Focusing orientation based on ing with other

3 within advisory systems
Explain the value of the volunteers and how they can contribute to
4 the betterment of the organization

# Question
1 Orientation for volunteers are customized to their needs
2 Keeping orientation the same regardiess of volunteer's needs
Focusing based on with other
3 within advisory systems
Explain the value of the volunteers and how they can contribute to
4 the betterment of the organization

None

0.00%
0.00%

0.00%

0.00%

Maximum
5
5

0

0

0

QS#1 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe.
Minimum

# Field
Offering the different trainings for young adults and other
1 generations
2 Train to reach
3 Train volunteers to connect with other generations
4 Train the volunteers through different means of technology

# Question
Offering the different trainings for young adults and other
1 generations
2 Train to reach
3 Train volunteers to connect with other generations
4 Train the volunteers through different means of technology

None

wwwN

0.00%
0.00%
0.00%
0.00%

Maximum

[ERURTRT)

ocooo

QS#2 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe.
Minimum

# Field
Offering the different trainings for young adults and other
1 generations
2 Train to reach
3 Train volunteers to connect with other generations
4 Train the volunteers through different means of technology

# Question
Offering the different trainings for young adults and other
1 generations
2 Train to reach
3 Train volunteers to connect with other generations
4 Train the volunteers through different means of technology

None

[CINIFVIN

0.00%
0.00%
0.00%
0.00%

Maximum

[ERURTRT)

Mean Std Deviation
4.48 077
4.07 091
4.28 0.78
3.86 09
Below Average
3.45% 1
6.90% 2
3.45% 1
10.34% 3
Mean Std Deviation
352 0.93
341 0.85
345 0.85
355 0.81
Below Average
10.34% 3
13.79% 4
13.79% 4
6.90% 2
Mean Std Deviation
383 0.99
279 0.92
3.83 0.83
4.8 0.81
Below Average
10.34% 3
41.38% 12
3.45% 1
0.00% 0
Mean Std Deviation
3.45 0.77
314 073
341 0.72
4.07 0.83
Below Average
6.90% 2
17.24% 5
6.90% 2
3.45% 1
. - Perceived Importance
Mean Std Deviation
3.69 0.83
431 075
434 0.76
4.48 0.68
Below Average
6.90% 2
0.00% 0
0.00% 0
0.00% 0
...~ Ability
Mean Std Deviation
338 0.76
338 0.96
352 0.97
3.76 0.86
Below Average
10.34% 3
20.69% 6
13.79% 4
6.90% 2

Variance
0.59
0.82
061

0.81

Average
6.90%
17.24%
10.34%
17.24%

Variance
0.87
0.73
0.73
0.66

Average
48.28%
41.38%
37.93%
44.83%

Variance
0.97
0.85

0.69

0.66
Average

27.59%

31.03%

34.48%

20.69%
Variance

059

053

052

068
Average

51.72%

55.17%

51.72%

20.69%

Variance

0.7
0.56
0.57
0.46

Average

34.48%
17.24%
17.24%
10.34%

Variance

0.58
0.93
0.94
0.73

Average

48.28%
34.48%
41.38%
31.03%

Count

Count

Count

Count

Count

Count

14
12
11
13

8
9

10

6

15
16

15

6

10

14
10
12

9

Above Average
27.59%
37.93%
41.38%
48.28%

Above Average
20.69%
34.48%
37.93%
34.48%

Above Average
31.03%
20.69%

37.93%

10.34%

Above Average
31.03%
24.14%

34.48%

41.38%

Above Average

41.38%
34.48%
31.03%
31.03%

Above Average

34.48%
31.03%
24.14%
41.38%

6
10
11
10

9
6

1

3

9
7

10

12

10
9
7

12

Essential
62.07%
37.93%
44.83%
24.14%

Exceptional
20.69%
10.34%
10.34%
13.79%

Essential
31.03%
3.45%

24.14%

68.97%

Exceptional
10.34%
3.45%

6.90%

34.48%

Essential

17.24%
48.28%
51.72%
58.62%

Exceptional

6.90%
13.79%
20.69%
20.69%

Total
18
11
13

Total

swwo

Total

20

Total

10

Total

14
15
17

Total

ENCIFSEN

29
29
29
29

29
29
29
29

29
29

29

29

29
29

29

29

29
29
29
29

29
29
29
29



Q6#1 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe... - Perceived Importance
# Field Minimum  Maximum  Mean Std Deviation
1 Utilizing grassroots strategies to reach new populations 2 5 41 084
2 Utilizing volunteers' social media skills 3 5 4.14 0.73
Developing projects and initiatives that connect with volunteers'
3 interests and passion versus giving volunteers a task to complete 2 5 4.24 0.82
4 Understanding the different generational needs as a volunteer 3 5 438 072
# Question None Below Average
1 Utilizing grassroots strategies to reach new populations 0.00% 0 3.45% 1
2 Utilizing volunteers' social media skills 0.00% 0 0.00% 0
Developing projects and initiatives that connect with volunteers'
3 interests and passion versus giving volunteers a task to complete 0.00% 0 3.45% 1
4 Understanding the different generational needs as a volunteer 0.00% 0 0.00% 0
Q6#2 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe.... - Ability
# Field Minimum  Maximum  Mean Std Deviation
1 Utilizing grassroots strategies to reach new populations 2 5 3.62 076
2 Utilizing volunteers' social media skills 2 5 345 085
Developing projects and initiatives that connect with volunteers'
3 interests and passion versus giving volunteers a task to complete 2 5 3.59 072
4 Understanding the different generational needs as a volunteer 2 5 3.55 0.77
# Question None Below Average
1 Utilizing grassroots strategies to reach new populations 0.00% 0 6.90% 2
2 Utilizing volunteers' social media skills 0.00% 0 10.34% 3
Developing projects and initiatives that connect with volunteers'
3 interests and passion versus giving volunteers a task to complete 0.00% 0 6.90% 2
4 Understanding the different generational needs as a volunteer 0.00% 0 6.90% 2
Q7#1 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe... - Perceived Importance
# Field Minimum  Maximum ~ Mean Std Deviation
1 Celebrating volunteers regularly for their contribution 2 5 441 0.85
2 Not recognizing volunteers with swag or merchandise 1 5 2.76 093
Recognizing volunteers by showcasing their impact to the
3 community 2 5 417 083
4 Not recognizing volunteers for their efforts annually 1 3 2 0.83
# Question None Below Average
1 Celebrating volunteers regularly for their contribution 0.00% 0 3.45% 1
2 Not recognizing volunteers with swag or merchandise 10.34% 3 2069% 6
Recognizing volunteers by showcasing their impact to the
3 community 0.00% 0 3.45% 1
4 Not recognizing volunteers for their efforts annually 27.59% 8 5L72% 15
Q7#2 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe.... - Ability
# Field Minimum  Maximum ~ Mean Std Deviation
1 Celebrating volunteers regularly for their contribution 2 5 3.72 0.78
2 Not recognizing volunteers with swag or merchandise 1 5 3.03 1
Recognizing volunteers by showcasing their impact to the
3 community 2 5 383 079
4 Not recognizing volunteers for their efforts annually 1 5 252 113
# Question None Below Average
1 Celebrating volunteers regularly for their contribution 0.00% 0 3.45% 1
2 Not recognizing volunteers with swag or merchandise 10.34% 3 1034% 3
Recognizing volunteers by showcasing their impact to the
3 community 0.00% 0 3.45% 1
4 Not recognizing volunteers for their efforts annually 20.69% 6 34.48% 10
Q8#1 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe... - Perceived Importance
# Field Minimum  Maximum ~ Mean Std Deviation
1 Scheduling meetings with volunteers to discuss their experience 2 5 417 091
Providing o feedback to volunteers to make them a better advisory
2 committee member 1 5 245 13
Creating unique evaluations for different volunteers based on their
3 role description 1 5 3.34 1.09
4 Providing evaluations to volunteers more than just once a year 2 5 352 081
# Question None Below Average
1 Scheduling meetings with volunteers to discuss their experience 0.00% 0 10.34% 3
Providing o feedback to volunteers to make them a better advisory
2 committee member 27.59% 8 34.48% 10
Creating unique evaluations for different volunteers based on their
3 role description 6.90% 2 17.24% 5
4 Providing evaluations to volunteers more than just once a year 0.00% 0 10.34% 3
Q8#2 - Using the ISOTURE model, what are your perceived importance and ability to do the following compe... - Ability
# Field Minimum  Maximum ~ Mean Std Deviation
1 Scheduling meetings with volunteers to discuss their experience 2 5 3.75 083
Providing no feedback to volunteers to make them a better advisory
2 committee member 1 5 2.69 129
Creating unique evaluations for different volunteers based on their
3 role description 1 5 328 1.05
4 Providing evaluations to volunteers more than just once a year 2 5 314 0.78
# Question None Below Average
1 Scheduling meetings with volunteers to discuss their experience 0.00% 0 3.57% 1
Providing no feedback to volunteers to make them a better advisory
2 committee member 24.14% 7 20.69% 6
Creating unique evaluations for different volunteers based on their
3 role description 6.90% 2 13.79% 4
4 Providing evaluations to volunteers more than just once a year 0.00% 0 20.69% 6

Variance
0.71
053

0.67
051

Average
20.69%
20.69%

13.79%
13.79%

Variance
0.58
073

0.52
0.59

Average
34.48%
48.28%

34.48%
41.38%

Variance
0.73
0.87

0.69
0.69

Average
13.79%
58.62%
17.24%
13.79%

Variance
061
1

0.63
1.28

Average
37.93%
51.72%
31.03%
20.69%

Variance

0.83

17

119
0.66

Average
3.45%

13.79%

20.69%

37.93%
Variance

0.69

1.66

11
0.6

Average
39.29%

27.59%

34.48%
48.28%

Count

Count

Count

Count

Count

Count

1

29

29

11

10
14

Above Average
37.93%
44.83%

37.93%
34.48%

Above Average
48.28%
27.59%

51.72%
41.38%

Above Average
20.69%
3.45%

37.93%
6.90%

Above Average
41.38%
2069%

44.83%
20.69%

Above Average
44.83%

13.79%

44.83%
41.38%

Above Average
35.71%

17.24%

34.48%
27.59%

8

15
12

11
2

12

13

13

10

5

10

Essential
37.93%
34.48%

44.83%
51.72%

Exceptional
10.34%
13.79%

6.90%
10.34%

Essential
62.07%
6.90%

41.38%
0.00%

Exceptional
17.24%
6.90%

20.69%
3.45%

Essential
41.38%

10.34%

10.34%
10.34%

Exceptional
21.43%

10.34%

10.34%
3.45%

Total

Total

Total

Total

Total

29

29

29

28

29

84



Q11 - What years were you born between?

# Field Minimum

1 What years were you born between?

# Answer %
1 1928-1945
2 1946-1964
3 1965-1980
4 1981-1996
5 1997-2012
6 Prefer Not to Say
Total

Q15 - How do you describe yourself?

2

0.00%
50.00%
50.00%

0.00%

0.00%

0.00%

100%

# Field Minimum

1 How do you describe yourself? - Selected Choice

# Answer %
1 Male
2 Female
3 Non-binary / third gender
4 Prefer to self-describe
5 Prefer not to say
Total

Q15_4_TEXT - Prefer to self-describe
Prefer to self-describe - Text

Q6 - Which of the following best describes your race/ethnicity? (Select all that apply)
# Answer %

1 White

2 Black or African American

3 American Indian or Alaska Native

4 Asian

5 Native Hawaiian or Pacific Islander

6 Hispanic/Latino

7 Other

8 Prefer Not Say

Total

1

60.00%
40.00%
0.00%
0.00%
0.00%
100%

74.19%
22.58%
3.23%
0.00%
0.00%
0.00%
0.00%
0.00%
100%

Maximum

Count

3

15
15

o o

30

Maximum

Count

Count

2

18
12

o

30

Mean

Mean

2.5

1.4

Std Deviation
0.5

Std Deviation
0.49

Variance
0.25

Variance
0.24

Count

Count

30

85



