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This quantitative research study sought to answer the question, “What is the impact of nontraditional leadership skills training (IV) on participants’ self-efficacy (DV1) and latent potential for sustainable leadership skills development (DV2)?” The nontraditional leadership training in this study is, Sisters Leadership Development Initiative (SLDI). The SLDI program runs in ten countries of Africa south of the Sahara which include Cameroon, Ghana, Kenya, Lesotho, Nigeria, Malawi, South Sudan, Tanzania, Uganda and Zambia. It was hypothesized in this study that there is no relationship between independent and dependent variables. There would also be no statistically significant difference in the scores of the two outcome variables between the Alum and the New Cohort. The study employed a cross-sectional survey design and the sample size was selected using convenience sampling method, where 1,958 participants with active e-mail accounts were identified from the master list. A total of (N =814) participants responded to the online survey, constituting 42% of the target study population. Overall, Pearson r and multiple linear regressions reveal that there is no relationship between the IV and the two DVs. A statistically significant difference was found for the scores of self-efficacy, supporting the theory of Bandura (1977). No significant difference was found in the scores for latent potential for sustainable leadership skills development. Limitations and implication for practice are discussed.

Keywords: Catholic Sisters, traditional vs nontraditional leadership, self-efficacy, latent potential.
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There is a popular saying that a ‘stitch in time saves nine’. This adage, while not referencing or reducing the population under scrutiny in this study to a piece of cloth, illustrates how a missed step/opportunity could impact the life of individuals in self-actualization. This research study sought to answer the question, “What is the impact of nontraditional leadership training on participants’ self-efficacy and latent potential for sustainable leadership skills development?” The study population are Catholic Sisters in Africa south of the Sahara. Approximately 80% of Catholic Sisters from ten countries of the 54 in the continent of Africa were found to lack academic credentials which are necessary to enable them to carry out their ministries (Wakahiu & Shaver, 2015). This statistic is not only disturbing but attracts a systematic investigation on the circumstances and factors that brought about and contribute to the deficit. This lack of credentials itself points to a major factor informing their systemic exclusion of Catholic Sisters from leadership opportunities in the Church and other practice settings. 
Some historical struggles experienced by Catholic Sisters were explored in this research study to investigate how far back and deep the genesis of their problem goes or can be traced with particular interest to their foundations within the Catholic Church. This helps to understand what the Sisters can and what they cannot do. Some studies highlight perennial struggles and friction experienced by Catholic Sisters, showing that mistrust by the hierarchy plays a part in their exclusion from traditional leadership by keeping the Sisters under watch (Mulderry, 2017). This systematically undercuts possibilities of having an active voice in the Church, which is their primary and/or juridical domain of their existence and service (Carlson, 2016; Thompson, 2016).
The need to examine leadership away from the traditional authority positions proposes that “a change in order to survive” is needed in the 21st century because of the “competing, complex, multicultural and dynamic global environment” within which organizations have found themselves function in the rapidly changing times (Sanders, 2014 p.140; Schlumpf, 2018 p.1). The Catholic Church, however, has traditionally organized leadership from within and does not rely on empirical research for governance and leadership positions as commonly understood in ordinary organizational leadership (Hubbard, 2016). This constitutes one among other factors that systematically exclude Catholic Sisters from leadership positions even though they are a constituted organization within the same Church structure in the Code of Canon Law of 1983 as Consecrated life (Can. 607-709). The position of the Catholic Church is that “Consecrated life is neither lay nor clerical” (Can. 588 §1). This poses a question on the implications for practice and access to leadership for Catholic Sisters and women overall in the Catholic Church. Keen interest of this study is paid to the milieu of Catholic Sisters, whose existence and function cannot be validated outside of the structure of the hierarchy and supreme law of the Catholic Church.
Catholic Sisters, guided by their own charisms as a gift to the Church and the world, continue to navigate their way through the missions by taking proactive roles in service to humanity. Some of the approaches they have adopted are nontraditional models of leadership. There is not an agreed upon definition of nontraditional leadership, but more recent scholars view it as a model to showcase passion in service to humanity and an advancement of the “power of love as opposed to love of power” in leadership (Schlumpf, 2018 p.1). Other scholars view nontraditional leadership as a replacement of old theories that no longer meet the needs of modern leadership styles (Warren, 2017).
One such model of nontraditional leadership development program designed for Catholic Sisters in Africa south of the Sahara is the Sisters Leadership Development Initiative (SLDI). The SLDI program was founded in 2007 (Wakahiu, 2013), with the help of four congregations of women religious in Pennsylvania – USA. The leadership program was the first under the African Sisters Education Collaborative (ASEC), intended to meet the needs of other women religious, which are growing rapidly, both for the Sisters and the people that they serve in Africa south of the Sahara. The present study has been informed by the findings of the continuous evaluation reports of the SLDI training (2016 – 2018), and other studies where data on Catholic Sisters in Africa south of the Sahara reveals that they are a population that is underserved and under-educated, if eight in ten still lack academic credentials in the 21st century (Wakahiu & Shaver, 2015).
Under these circumstances, this study seeks to assess the impact of the leadership training as an intervention for Catholic Sisters, taking into account their formation in religious life relative to the traditional training of their counterparts the clergy, who do not seem to be plagued by the same magnitude or lack of academic credentials, because right from their formation training, they have access to better learning opportunities and accredited courses recognized by the Holy See (Can.250, 252 §3). 
Success in advancing leadership eludes women because they have to navigate their pathways in social settings which favor men more than women (Draru, 2017). Draru’s study also revealed Catholic Sisters are underrepresented in leadership roles, even among their peers in the corporate world where Catholic Sisters were one in twenty (6%) among women administrators (N = 47) in institutions of higher learning sampled in this study from Uganda. 
The need to develop the nontraditional model of leadership training was necessitated by such indicators and limited personnel due to lack of professional skills development among Catholic Sisters, particularly in Africa south of the Sahara (Wakahiu, 2013). The structure of the Sisters Leadership Development Initiative is organized in two levels, providing skills in basic technology for all participants in the first year, followed by a specialization in either Administration or Finance in the second and third years. The duration of the training is one month long each year, followed by a graduation at the completion of the program in the third year (Wakahiu, 2013). This program has served Catholic Sisters for slightly over ten years now in ten countries of Africa south of the Sahara, namely Cameroon, Ghana, Kenya, Lesotho, Malawi, South Sudan, Nigeria, Tanzania, Uganda, and Zambia. 
The nontraditional leadership training does not compare favorably with the traditional leadership training in the Catholic Church, which is quite elaborate in terms of duration and accreditation. Traditional training is a full-fledged academic program with minimum credentials in philosophy and theological studies for at least six full years (Can. 250). Additional courses are taught in moral and pastoral theology, canon law, liturgy, ecclesiastical history, and other auxiliary disciplines for the clergy and some men religious who wish to become priests (Can. 250§ 3). Therefore, men have an edge over women right from their initial training in the traditional program. For women religious, emphasis in formation is laid in cultivation of human and Christian virtue (Can. 652) and can only pursue “ecclesiastical and civil degrees” at a time deemed appropriate outside their initial formation (Can. 660). 
This affirms findings in on-going studies that training received in their formation does not prepare Catholic Sisters with adequate leadership skills to withstand the challenges posed by modern society (Wakahiu, Gichure, & Njageh, 2015). Wakahiu et al., posit that the sisters feel less prepared to tackle issues regarding doctrines, morals, and scriptures, even though many people may view Catholic Sisters as “experts” in “matters of religion” (p.105). This necessarily creates barriers for the consideration of Catholic Sisters for top leadership roles. Other studies, in different contexts of the world, show that the attempts to climb the leadership ladder among Catholic Sisters have often been treated with “suspicion, mistrust and conflict with the Church hierarchy” seemingly wanting to maintain the status quo for Catholic Sisters (Brigham, 2015; Eze, Lindegger, & Rakoczy, 2015; Thompson, 2016). 
The major gap this study seeks to fill is quantitative research on the impact of the nontraditional leadership training program on Catholic Sisters’ perception of the sufficiency of the leadership skills they obtained from the SLDI training. It can be hypothesized that the problem of a lack of professional leadership skills may be both a factor and an outcome of the systemic exclusion of Catholic Sisters from the traditional leadership training. This can be traced right from the years of formation in religious life for Catholic Sisters compared to their counterparts, the clergy and some men religious, who leave their formation with a minimum of a bachelor’s degree. It is necessary to critically examine how the use of nontraditional models impacts leadership among Catholic Sisters in the Church setting and the world. Another indicator and factor in systemic exclusion for Catholic Sisters, like most women leaders, is that they seem to take a long time to ascend the career ladder, due to the prolonged period they take to acquire academic credentials and necessary skills for leadership roles when they join academic programs (Draru, 2017). 
[bookmark: _Toc25572231][bookmark: _Toc26905930][bookmark: _Toc37284370]Theoretical Framework 
One theory guides this research: The theory of self-efficacy, developed by Albert Bandura (1977). The theory of self-efficacy holds the view that people are capable of “organizing themselves to execute courses of actions to produce given attainment” (Eppel, 2015 p.346). Self-efficacy identifies two types of expectations as “outcome and efficacy expectations” which could differ among people because one may have “high outcome expectations but have low efficacy expectations” (p.346). Self-efficacy is built on five pillars, namely “performance, vicarious experience, social persuasion, imaginal experience and physical as well as social states” mostly as influenced by experiences and the role of both the individual and social dimensions (p.346). In the diagram below the tenets of self-efficacy development are illustrated. The arrow after the attainment of self-efficacy illustrates the limitless possibilities at the disposal of individuals who have acquired the belief in self to exploit opportunities and resources around them to arrive at a desired outcome. Performance could be motivated by past-experience at the same task or similar, augmented with vicarious experience, either professional or motivational skills, in self-organization. Social skills and persuasion are an added advantage to navigate a situation by convincing those around the task to see the need to work for the desired goal. 

[bookmark: _Toc25572005][bookmark: _Toc26905904][bookmark: _Toc37284612]Figure 1: Researcher’s construct for sources of self-efficacy adapted from Bandura (1977).
 Imaginal experience which is closely associated with emotional arousal constitutes the ability of individuals to succeed or not to succeed, mostly driven by the projected outcome and the meaning that individuals make out of such success. For some, the desired outcome could mean everything, and they are willing to go to any length and breadth to earn their envisioned success for the future. This imagination plays a role in creating the inner drive and passion to work for the desired goal. Finally, the physical and emotional sensations call forth the drive to succeed. These emotional states encompass both success and failures that tap deep into the potential of the individual to make better the next chance. The ability of individuals to physically do something to change their situation, their destiny, exerting physical effort, will account for the differences between individuals with level self-efficacy and those with low self-efficacy. 
Therefore, the tenets of self-efficacy development will show different outcomes for different people; those who work hard versus those who do not put much effort into what they do. Other times outcomes could be circumstantial, albeit other tenets like social persuasion or mentorship and coaching from others could contribute to the desired outcome. The diagram illustrates the tenets of self-efficacy as people navigate the attainment of their desired goal. 
The theoretical framework in this study will be a combination of the theory of self-efficacy with a researcher-designed scale to measure the level of latent potential for sustainable leadership skills development. There is no theory associated with this scale because it has not been studied previously. However, it is based on accredited courses from the traditional training of the Catholic Church and recognized by institutions of higher learning and approved by the Holy See (Can. 250). While there is no theory developed yet, the source is reliable and credible.
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[bookmark: _Toc25572006][bookmark: _Toc26905905][bookmark: _Toc37284613]Figure 2 Researcher’s Construct of Independent and Dependent Variables in the Study

The conceptual model illustrates the independent variable, nontraditional leadership training, defined as acquisition of competencies from the SLDI training. Further still, the independent variable is dichotomized in this study according to the status of completion of the training, also referred to in this study as sisters who have completed the training [Alum]and those who have just entered the program [New Cohort], referred to as sisters who have not completed the training. This dichotomy of the independent variable is conceptualized to have an impact on the dependent variables of self-efficacy (DV-1) and latent potential for sustainable leadership skills development (DV-2). There is also a potential relationship between the dependent variables themselves, – self-efficacy and latent potential for sustainable leadership skills development, – that could impact the outcomes of the scores among Catholic Sisters in Africa south of the Sahara. From the tenets of self-efficacy (Eppel, 2015), past experiences inform performance among individuals, where those with more years may exhibit higher levels of self-efficacy than beginners, but they could also have high latent potential for sustainable leadership skills development if their scores are low in competencies from traditional courses training. High scores in latent potential for sustainable leadership skills development could also have a positive impact on self-efficacy, affirming the position that one could have high outcome and efficacy expectation (Eppel, 2015). Vicarious experience is built on the use of common sense, which could be based on, but not limited to, observed experiences or modelling by others (Eppel, 2015). In the tradition of the Church, formal education did not deter a young woman entering religious life from “learning skills in teaching or nursing through mentorship from an experienced Sister” or acquiring skills through learning on the job (Johnson, Gautier, Wittberg & Do, 2019 p.189). 
Eppel (2015) asserts that social persuasion also plays a critical role through feedback and coaching, which among Catholic Sisters is a process that begins from the time of initial formation and when they are sent to their missions as witnesses among the people they serve. Catholic Sisters view themselves as individuals called to respond to the suffering of humanity and to bring newness of life to them, “the people are suffering, the people are Christ” (Mulderry, 2017, p.725). Through imaginal experiences, Catholic Sisters have made their presence known through advocacy for social justice by having a visionary focus on future success, as exemplified during the civil rights movement in the U.S., where Catholic Sisters’ presence dates to the 1960s (Coburn, 2015). Due to lack of skills and being overtaken by changing times, Catholic Sisters have historically worked on academic programs and drawing curricula for the professional needs as a post-Vatican II response to the needs of the times. Catholic Sisters were trained at institutions of higher learning, obtaining academic credentials that enabled them to fit in with the standard professional requirements as teachers, nurses, and social workers (Coburn, 2015; Mulderry, 2017). This visualization of future success among Catholic Sisters in the U.S. became a stepping-stone for Catholic Sisters in Africa in 2007, when the program under scrutiny in this research study was initiated to provide professional skills development. 
Experiences of physical and emotional states also shape self-efficacy. Among Catholic Sisters, these states are exemplified by historical struggles in advocacy, which often have met resistance and conflicts as well as mistrust from the Church hierarchy and their intellectual peers, resulting in disappointment with their systemic exclusion (Brigham, 2015; Carlson, 2016; Smyth, 2013; Thompson, 2016). These challenges inhibit their attempts to self-actualize and entrench latent potential further when their dreams are suppressed systematically with resistance.
These experiences have pushed Catholic Sisters to opportunities for personal and collective effort to attain self-efficacy which enables different charisms of Congregations to forge ahead in making significant presence and contributions to meet spiritual and socio-economic needs through their ministries. Once an individual develops self-efficacy, the possibilities are limitless, they unlock their latent potential for sustainable leadership and can be seen in the workforce that Catholic Sisters in Africa south of the Sahara provide, even with limited skills (Lopatofsky, 2019; Wakahiu & Keller, 2011).
As applied in this study, it would be expected that high scores measured through the general self-efficacy scale and an exploration of latent potential for sustainable leadership skills development, measured through the level of competencies in traditional training courses, would indicate a positive relationship between nontraditional leadership training and sustainable leadership skills development. This relationship would also support the hypothesis that participants in the SLDI program with high scores would also possess high outcome expectations and high self-efficacy expectations; therefore, they would be more likely to be better prepared in professional education and leadership positions. However, it is likely that outcomes of the nontraditional leadership training could be negatively correlated with scores of self-efficacy and latent potential for sustainable leadership skills development if, and where, high scores of self-efficacy might be negated by low scores in latent potential for sustainable leadership skills development. Similarly, low scores in both self-efficacy and latent potential for sustainable leadership skills development might reveal no relationship and/or impact from the nontraditional leadership training. From the diagram above, the arrow points to endless or limitless possibilities for individuals to attain a desired goal, as it is within the potential of every individual who aspires and has the determination to do so.
[bookmark: _Toc25572233][bookmark: _Toc26905932][bookmark: _Toc37284372]Purpose Statement
In the year 2007 a nontraditional model of leadership training program, SLDI, was created to address some of the unmet needs in professional skills development for Catholic Sisters (Wakahiu, 2013). The program started in five countries and has spread to the present ten countries of Africa south of the Sahara. 
The purpose of this study was to test the nontraditional leadership training impact on Bandura’s theory of self-efficacy, who holds the view that people can organize themselves to attain desired goals (Eppel, 2015) and the researcher’s construct of latent potential in leadership development. The independent variable in the study is SLDI training, defined as acquisition of skills in basic technology, administration and finance compared to other accredited courses in academia. The study has two dependent variables; self-efficacy (DV1), defined as a set of ten general self-efficacy questions – GSE (Schwarzer & Jerusalem, 1995) and latent potential for sustainable leadership skills development (DV2), a researcher-designed set of questions defined as attainment of credentials and competencies from the traditional formation courses of the Catholic Church found in the Canon Law (Can. 250). The nontraditional leadership training – SLDI – as the main independent variable will be studied alongside other moderating variables derived from the demographic data of participants defined as, age, highest level of education, track pursued, congregation status [pontifical/diocesan], vows [perpetual/temporary], pursuit of higher education after SLDI training, competencies before and after the SLDI training, to measure the impact on self-efficacy (DV1) and the latent potential for sustainable leadership skills development (DV2). This study set out to examine the impact and relationship of the nontraditional leadership training for a population that is undereducated and underrepresented, identified in this study as Catholic Sisters in Africa south of the Sahara.
In supplemental analysis, the outcomes for the dependent variable are analyzed according to age, track pursued, congregation status [pontifical/diocesan], vows [perpetual/temporary] and level of education to examine if the skills acquired in a nontraditional model of leadership overcomes the lack of skills and credentials among graduates of the SLDI training compared to those who have not completed the training. 
[bookmark: _Toc25572234][bookmark: _Toc26905933][bookmark: _Toc37284373]Research Question.
This research study sought to answer the question “What is the impact of nontraditional leadership training (IV) on self-efficacy and latent potential for sustainable leadership skills development (DV) among Catholic Sisters in Africa south of the Sahara?” 
[bookmark: _Toc25572235][bookmark: _Toc26905934][bookmark: _Toc37284374]Sub-questions
1. What are the scores of self-efficacy among Catholic Sisters who have completed SLDI training?
1. What are the scores of self-efficacy among Catholic Sisters who have not completed SLDI training?
1. Do the scores of self-efficacy differ significantly between Catholic Sisters who have completed and those who have not completed the SLDI training?
1. What are the scores of latent potential for sustainable leadership skills development among Catholic Sisters who have completed the SLDI training?
1. What are the scores of latent potential for sustainable leadership skills development among Catholic Sisters who have not completed the SLDI training?
1. Do the scores of latent potential for sustainable leadership skills development differ significantly between Catholic Sisters who have completed and those who have not completed the SLDI training?
[bookmark: _Toc25572236][bookmark: _Toc26905935][bookmark: _Toc37284375]Hypothesis
1. Ho: There is no significant difference between the scores for self-efficacy among Catholic Sisters who have completed the nontraditional leadership training and those who have not completed the SLDI training. 
1. Ho: There is no significant difference between the scores for latent potential for sustainable leadership skills development among Catholic Sisters who have completed the SLDI training and those who have not completed the training.
1. Ha: There is a significant difference between the scores of self-efficacy among Catholic Sisters who have completed the SLDI training and those who have not completed the training.
1. Ha: There is a significant difference between the scores of latent potential for sustainable leadership skills development among Catholic Sisters who have completed the SLDI training and those who have not completed the SLDI training. 
[bookmark: _Toc25572237][bookmark: _Toc26905936][bookmark: _Toc37284376]Definitions of terms
Nontraditional leadership - There is no agreed upon definition of nontraditional leadership and some scholars view it as a replacement of outdated traditional theories of leadership (Warren, 2017). In this research study, nontraditional leadership training is defined as an adaptation of non-accredited, tailor-made short courses in basic technology, administration, and finance to meet the need of professional leadership skills development for Catholic Sisters. Hence the use of the term nontraditional leadership training, which will be used concomitantly with Sisters Leadership Development Initiative (SLDI). 
Self-efficacy - the view that people are capable of organizing themselves to execute course of actions to produce given attainment (Bandura, 1977; Eppel, 2015). Self-efficacy is measured from the score of the General Self-efficacy (GSE) scale (Schwarzer & Jerusalem, 1995). High scores mean high self-efficacy, conversely low scores indicate a low level of self-efficacy.
Latent potential - “present and capable of emerging or developing but not now visible, obvious, active or symptomatic” (Dictionary by Merriam Webster, 2019). Latent potential for sustainable leadership skills development in this study will refer to the untapped or dormant capability of individuals in leadership skills as they relate to the traditional training of the Catholic Church. In this study, latent potential is the score from the Likert type of questions to measure the level of knowledge and competencies from traditional accredited courses in “philosophy, theology, sacred scripture, canon law, the magisterium, and other juridical disciplines” that bear recognized credentials in the Church (Can. 250; 252§ 2). 
Catholic Sisters – constitute one of the categories of Women Religious serving in the Catholic Church under the institution of Consecrated life, similar to those living monastic life, apostolic life and men religious (Can.607 – 709). In this study, the term Catholic Sisters is not synonymous with Nuns, who are a distinct group of women religious living a contemplative and cloistered life, the term Catholic Sisters is used concomitantly with women religious, involved in active ministry through their services to the Church and the world.
Africa south of the Sahara - The use of the term sub-Saharan Africa has been replaced with ‘Africa south of the Sahara’, as a more affirmative term for the region (Obasi, (n.d.)) retrieved December 11, 2019. Africa is also the second largest continent of the world in the global south, comprising of 54 countries. This study focuses on ten of the 54 countries. 
[bookmark: _Toc25572238][bookmark: _Toc26905937][bookmark: _Toc37284377]Delimitations
The program has been conducted only in ten countries of Africa south of the Sahara and therefore the survey will be delimited along those geographical borders where the training has been conducted for slightly over ten-years, 2007 – to date. This study did not include participants from any nontraditional model of leadership other than the SLDI. 

[bookmark: _Toc25572239][bookmark: _Toc26905938][bookmark: _Toc37284378]Limitations
This study covers only ten countries of Africa south of the Sahara, namely, Kenya, Uganda, Tanzania, South Sudan, Lesotho, Zambia, Malawi, Cameroon, Ghana, and Nigeria. Therefore, the findings cannot be generalized for the rest of Africa or the situation of Catholic Sisters in the Universal Catholic Church. The study also focuses on a leadership model tailor made for the needs of Catholic Sisters; therefore, the findings are limited to the SLDI design of nontraditional leadership. 
The training model does not have a standard examination upon which to measure objective scores or outcomes. Therefore, self-reports are utilized in this survey design based on a standardized tool of self-efficacy and researcher-designed questions for descriptive analysis and to measure opinions and attitudes among respondents. 
Cultural variations/diversity on leadership patterns between countries in Africa south of the Sahara, for instance matrilineal versus patrilineal communities, could be a limiting factor for Catholic Sisters in determining self-efficacy and latent potential for sustainable leadership skills development for some countries more than others, not overlooking the traditional male-dominated, top-down authoritarian influence on leadership in most African settings. 
Since there is no agreed upon definition of nontraditional leadership, the term here is operational, used to compare this program to the traditional leadership training of the Catholic Church formation program for clergy and men religious. The selection criteria of participants are not formal, and they are not uniform even within the participating countries or congregations providing participants in the leadership training. 
Assessment of the leadership training program is based on self-reported scores. There is no standard exam administered to participants that would provide an objective view of the outcomes of the program. Self-reported scores are subjective and could change over time (Lopatofsky, 2019).
Some scholars assert that the reason the Catholic Church continues to remain steadfast and to stand the test of time is that the institution is strict in organization and does not depend on empirical research to make changes to the structures of leadership (Hubbard, 2016). This study proposes significant changes that may not be easy to come by under this traditional nature of Church governance, but it is an awareness worth creating for posterity.
Women religious or their congregations are not monolithic, and their charisms vary across cultures and religious settings. Beautiful though these charisms are, they may stand in the way of establishing common ground and/or a common voice, which is a necessary step toward unifying a national or universal curriculum like the one for the clergy in the traditional training of the Church.
[bookmark: _Toc25572240][bookmark: _Toc26905939][bookmark: _Toc37284379]Assumptions
It is the assumption of the researcher that participants in this survey were honest in their responses. It is also the assumption of the researcher that participants did not feel conflicted participating in this study between paying allegiance to their vowed life and the need to look objectively at their situation, taking this as an opportunity to explore a path for dialogue and to add a voice regarding their traditional and systemic exclusion.
It is the assumption of this study that when the results are shared with Major Superiors of women religious congregations, they will take an interest in the traditional opportunities they could exploit to revisit their formation programs to better position their curricula and formation courses for posterity.

[bookmark: _Toc25572241][bookmark: _Toc26905940][bookmark: _Toc37284380]Significance of the study for audiences
The Catholic Church leadership and women religious congregations may find this study to be of interest in ways that can inform a review of the formation program for women religious. Women religious congregations may understand better the factors influencing leadership among Catholic Sisters in different contexts. The study explores the strengths and weaknesses of the program to create a better understanding on how the formation training of Catholic Sisters stands as an outcome and a factor of systemic exclusion from traditional leadership. It may create an awareness on the differences in the structure of nontraditional training and traditional training for leadership in the Catholic Church. Results of this study will also create a wider awareness on the new leadership models that Catholic Sisters are utilizing to enhance their opportunities to bridge the gap in leadership skills development for service in the rapidly changing world.
Catholic Sisters may be able to identify the salient factors that have perpetuated their exclusion from the traditional leadership and probably identify which factors they have not given enough attention, to post significant outcomes to make a case for their inclusion. Curriculum developers for nontraditional leadership models will also benefit from this study, as it will present the strengths, weaknesses, and areas of improvement to make it more adaptable to the needs of modern society and future participants in the program. 
The benefits, limitations, and recommendations from this study may provide an opportunity for open dialogue and advocacy to bridge the gap in leadership and low representation for Catholic Sisters in the Church and some of their practice settings. Finally, it highlights the magnitude of the problem as it exists in some contexts of the “One” and “Universal” Catholic Church, yet so different. 
[bookmark: _Toc25572242][bookmark: _Toc26905941][bookmark: _Toc37284381]Summary 
This chapter has laid the groundwork for exploring reasons for adoption of nontraditional leadership training in the 21st century is informed by various factors traceable to the traditional training for women religious, compared to provisions for traditional training for the clergy and men religious. Strengthening the workforce provided to the global community by Catholic Sisters is not only an asset to the mission of the universal Catholic Church but the right step toward breaking the cycle of poverty, one of the great enemies to sustainable leadership and development, in addition to ignorance and disease in the continent. It is evident that Catholic Sisters, in their traditional practice settings, get less consideration due to lack of adequate qualifications where they may end up in lower placements compared to more qualified applicants in higher positions (Wakahiu, 2019). They fall prey to exploitation and poor to no pay while their contribution to the work is enormous (Johnson et al, 2019; Wakahiu, et al., 2015). 
As already highlighted and cannot be overemphasized, lack of credentials and professional skills among eight in ten Catholic Sisters in Africa south of the Sahara (Wakahiu & Shaver, 2015), poses a great threat to sustainable leadership and development for the Church and the world at large, as sectarian injustice and marginalization of some amounts to an injustice to all in the long term (Carlson, 2016). The following chapter will make references to the differences that exist in the traditional foundations and training which leave women religious marginalized in personal and professional development to meet the global needs of society, beginning from within their institutions and their practice settings.
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CHAPTER TWO
[bookmark: _Toc37284383]Review of the Literature
[bookmark: _Toc25572244][bookmark: _Toc26905943][bookmark: _Toc37284384]Introduction
A lack of “up-to-date professional education” among Catholic Sisters is not only global, but historical, traceable to the convening of the second Vatican Council (Gaunt, 2018). This was a time of great reforms within the Catholic and religious life, when Pope Pius XII recommended that women religious reconsider their preparedness and acquisition of better skills for ministry (Gaunt). However, some contexts have done better than others in advancing the educational needs for Catholic Sisters, as research reveals that Catholic Sisters from USA and Europe have higher credentials than those from other countries (Johnson et al, 2019). 
There is limited research on the state of Catholic Sisters in Africa south of the Sahara regarding their empowerment as leaders, with very recent studies revealing that a lack of academic credentials and leadership skills still plagues their practice settings, both in the Catholic Church and in the society (Wakahiu, 2019, Wakahiu et al, 2015). 
This chapter reviews the literature and the findings of these recent studies as well as the historical connection or disconnect, as it relates to the lack of professional education of Catholic Sisters in the traditional setting by virtue of belonging to a legitimate body and organization of the Catholic Church – Consecrated life (Can. 607 – 709).
[bookmark: _Toc25572245][bookmark: _Toc26905944][bookmark: _Toc37284385]The Context in Africa south of the Sahara
Catholic Sisters in Africa south of the Sahara often return to college or university as nontraditional students, as studies reveal the average age of those attending college is 33 – 42 (Lopatofsky, 2019). Lopatofsky explains that additional training is provided to sisters to reorient them to a school environment to immerse fully into their program, as they join college after a considerable amount of time away from educational settings. A study conducted in Kenya to examine the levels of education among Catholic Sisters, in which a group of 540 participants were surveyed, showed the largest group (76%) had obtained some college certificate or college diploma level of education (Wakahiu, et al., 2015). A college diploma is equivalent to an associate degree in the U.S. education system. In this study, only one in ten respondents had a bachelor’s degree and the highest level of education in this group was master’s level, represented by 1.9% (Wakahiu, et al., 2015). 
From the SLDI training evaluation report for workshops concluded in 2017, in a group of 380 participants from ten countries in Africa south of the Sahara, namely Cameroon, Ghana, Kenya, Lesotho, Malawi, Nigeria, South Sudan, Tanzania, Uganda and Zambia, there was no participant who reported having a bachelor’s degree, but similar trends to those of the higher education study mentioned above were noticeable, 28.4% were college diploma holders, 26% were college certificate holders, 13% high school diplomas and 15% were primary level (SLDI Evaluation, 2018). The program for Higher Education for Sisters in Africa (HESA) initiated in 2013, in a span of five years has served 770 Sisters, which translates into nearly two percent of the 40,000 Catholic Sisters without credentials (HESA Evaluation, 2018). In another study conducted to assess the representation of women in leadership positions at institutions of higher learning in Uganda, from a population of 47 women administrators, only 6% (n = 3) were Catholic Sisters (Draru, 2017). 
Draru (2017) posits that success in advancing leadership still eludes women because they navigate their career pathways in social settings which favor men more than women. The Central Intelligence Agency – CIA (2016) world factbook reveals similar trends in the statistics for women compared to men when reporting on the case of those who have literacy level categorized as those aged 15 and above who can read and write (CIA, 2016). The following statistics sample the situation from only the ten countries where ASEC serves.
[bookmark: _Toc37284664]Table 1. Data extracted from the CIA world-fact book, 2016
	Country
	Total population
	Male
	Female


Cameroon		75%		81.2%		68.9% (2015 estimates)
Ghana			76.6%		82%		71.4% (2015 estimates)
Kenya			78%		81.1%		74.9% (2015 estimates)
Lesotho*		79.4%		*70.1%	*88.3% (2015 estimates)
Malawi		62.1%		69.8%		55.2% 	(2015 estimates)
Nigeria			59.6%		69.2%		49.7%	 (2015 estimates)
South Sudan		27%		40 %		16.0% 	(2009 estimates)
Tanzania		77.9%		83.2%		73.1% 	(2015 estimates)
Uganda		78.4%		85.3%		71.5% 	(2015 estimates)
Zambia		63.4%		70.9%		56.0% (2015 estimates)
Note: These statistics present those aged 15 and above who can read and write.
These figures do not the account for the entire population by country, which means the situation could be worse for women, all circumstances considered. There is a notable exception to all the countries with only Lesotho* posting a reverse situation as the country where more women than men can read and write (CIA, 2016). It is also observable that the less the literacy level the greater the margin between male and female as explicated by the case of South Sudan. This is the case for ten countries only in Africa south of the Sahara and there are more than ten countries in the region. 
It is not surprising that the lack of academic credentials starts way before stratification of various group categories found among women. Such would include women in religious life, women with disability, women in disciplined/uniformed service, working mothers, single mothers, and girls among other dimensions that can be brought on board for consideration. In the case of women religious specifically, on-going research reveals that the training received in religious formation does not prepare the Catholic Sisters with adequate leadership skills to withstand the challenges posed by modern society (Wakahiu, et al, 2015, Lopatofsky, 2019). The lack of credentials also impacts negatively provision of personnel in ministries from Catholic Sisters. Inadequate and leads to provision of services with only basic training (Wakahiu, 2019). In one study conducted among health care providers in Zambia, which included 30 participants it was acknowledged by all women religious who participated in this study that,
“It was fairly common for their co-workers in the health facilities to have higher qualifications, and that it is quite a challenge to supervise such people and make them cooperate in all programs organized for by the health facilities, since they feel more knowledgeable than their supervisors and the result is that those who are served are disadvantaged as the services they receive is compromised” (Wakahiu, 2019 p.55)
Bandiho, Wiggins & Lutego (2019), conducted a study to explore effective models of evangelization among women religious in Tanzania. This study reveals that Catholic Sisters were still lacking skills in pertinent disciplines that would enable them serve better. Bandiho et al., sampled a group of 183 Catholic Sisters, from fifty-three different congregations representing 50% of all women religious congregations in Tanzania. The participants were identified from three universities within their context (Bandiho, et al). Some of the major gaps reported in this study were lack of up-to-date skills and competencies for services that they provided to the people. Some of the disciplines they strongly agreed would be more helpful to gain more knowledge in were, additional skills in counseling for issues concerning gangs and violence, mental health issues, drug and alcohol, and sexual abuse. Their highest skill was on relationship issues, where one in four felt very adequate. At the same time, seven in ten reported they would find it very helpful to have more knowledge about area of relationships as a main part of concern for managing client issues in their ministries (Bandiho, et al). This sample size was drawn from institutions of higher learning and no participant was recruited from nontraditional training program SLDI. This was to compare experiences of women religious in higher education compared to those without higher education. Results from this study reveal that the need for further training in academic disciplines that match the needs of the people that the Catholic Sisters serve, is still wanting even among those in higher education (Bandiho, et al, 2019).
Another study conducted in Tanzania, comparing education levels in two congregations of women religious, found pertinent similarities and differences. This study included a sample of 446 in one congregation and 440 in the second and compared their levels of education (Wakahiu, 2019). Similarities in the level of education were found for both congregations, where no member aged forty-five years and below had obtained a doctoral degree at the time of this study conducted in 2018. There were some differences within the age group of those aged 45 and below, where master’s degree holders comprise one in 20, slightly more than one in ten had a bachelor’s degree, those with some college education comprised about one in four, and the largest group were those with the lowest level of education, where nearly six in ten had a primary or secondary school level of education. 
The study findings show no differences in the level of education because nearly all members, (95 percent of Bathereza and 92 percent of Teresina Sisters,) had joined religious life with a primary level education (Wakahiu, 2019). It is important to note that this study compares information of members for congregations founded in 1933 for Bathereza Sisters and 1935 for the Teresina Sisters. This is a time when education was not considered a priority for women. Therefore, the lack of credentials among Catholic Sisters maybe associated with this historical injustice as another factor that is prevailing in most congregations in Africa south of the Sahara (Wakahiu, et al., 2015). This lack of credentials poses a placement challenge for sisters in the government sector as well as the church setting due to the rigorous scrutiny of qualifications before recruitment for various positions (Wakahiu, 2019). 
In other studies, research reveals that men were more likely to report having higher education levels than women before entering religious life. Traditionally in practice young men have a preparatory stage through minor seminaries to foster vocations where possible (Can 234 §1), before candidates proceed to the major seminaries. This option is not availed for aspiring girls who feel called to join religious life. Upon admission to the initial formation training young men complete their formation with a minimum bachelor’s degree from a university recognized by the Holy See (Can. 253). There are not such recognized credentials attached or associated with the completion of initial formation training for women religious. 
Another dimension revealing differences is in levels of education between men and women, when they entered religious life. In a study conducted in 2017, it was noted 80% of men compared to 30% of women had obtained a bachelor’s degree before entrance (Ngundo & Gautier, 2018). This trend, like the differences in formation training for men religious, clearly shows some of the shortfalls in education gap at the completion of formation training for Catholic Sisters. It might be associated with the difference in the level of education at the time of entrance. Comparative analysis of data conducted for differences between the context in Africa and the U.S. reveals that more than half of candidates entering religious life in Kenya (52%) had a high school or less level of education, compared to one in ten in the U.S. (8%) who had high school or less at the time of entrance. The case is different when comparing those with a bachelor’s degree, where only one in 20 in Kenya had a bachelor’s degree compared to half (51%) in the U.S. who had obtained a bachelor’s degree prior to joining religious life (Ngundo & Gautier, 2018).
A replication of this study was conducted in Nigeria in 2018, where data were collected from 21 religious institutes, with 267 postulants and novices responding. The mean age of the group was 25 years, among whom 65% had obtained a secondary/high school or less level of education (Emurayeveya & Nduaguba, 2019). In this study there were some respondents who entered religious life with some college education (13%) and some with a bachelor’s degree (11%), while less than one percent had a master’s degree and no respondent had obtained a doctoral degree (Emurayeveya & Nduaguba). The findings of this study affirm the situation of the foundations and formation training of Catholic Sisters in Africa south of the Sahara as being relatively low compared to other parts of the world (Johnson et al., 2019). This continues to impact negatively Catholic Sisters’ chances of obtaining the right credentials early enough to prepare them adequately for ministry (Wakahiu, et al., 2015, Wakahiu and Shaver, 2015). When candidates enter religious life with this low level of education to train for four years, which are not accredited, there is a lapse of time which constitutes the background upon which latent potential for sustainable leadership skills development will be discussed.
The signs of the times have necessitated a change in readying Catholic Sisters’ response to missions as well as adjusting their requirements for practice and professional ethics (Schlumpf, 2018). It is not the same situation as in the past centuries, as highlighted by scholars who found that, 
In the nineteenth century, ministries were less professionalized. A young woman could enter a religious institute with little formal education and learn to become a teacher or a nurse by working with and being mentored by an experienced sister. Today Sisters must meet strict credentials in order to minister in many professions. (Johnson, et al., 2019 p.189)
These trends point to an urgent need to invest more in higher education for Catholic Sisters in Africa south of the Sahara, if the situation of a lack of credentials and underrepresentation of Catholic Sisters is to be addressed adequately. 
[bookmark: _Toc25572246][bookmark: _Toc26905945][bookmark: _Toc37284386]The nontraditional leadership training
The call to adopt nontraditional leadership models is on the increase, in order to provide professional and personal development of leadership skills for individuals and organizations in the 21st century (Sanders, 2014; Schlumpf, 2018). The Sisters Leadership Development Initiative is a nontraditional leadership model that was designed in 2007 to meet the growing professional development needs among Catholic Sisters in Africa south of the Sahara (Wakahiu, 2013). Scholars have viewed this model as an intervention to respond to the issues of Africans through Africans by providing them with skills that ready them to make timely and appropriate responses to the needs of the context of Africa as they understand it (Salvaterra, Wakahiu, Farr, & Zaffino, 2009). Moreover, Catholic Sisters contribution to the needs of the society despite the challenge of lack of skills is unmatched as they go to serve where they are needed most even with minimum skills (Coburn, 2016; Lopatofsky, 2019). Coburn (2016) notes that they provide a great workforce in the society which sometimes goes unnoticed or accounted for. This may be a result of the view that Catholic Sisters readiness and joy to serve could be mistaken for human beings who are self-sacrificing (Eze, et al., 2015). This understanding may fail to recognize organizations’ call to provide employee professional development “to the point where they function as self-sufficient to interact as equal with others, create, acquire and transfer knowledge within the organization” (Sanders, 2014 p.140).
The SLDI model of leadership training provides professional skills development among Catholic Sisters in ten countries: Cameroon, Ghana, Kenya, Lesotho, Malawi, Nigeria, South Sudan, Uganda, Tanzania and Zambia. Qualitative studies conducted with small numbers of participants (n = 3) show that the training is effective in preparing participants for ministry (Wakahiu & Salvaterra, 2012). Lopatofsky (2019) study reveals similar outcomes from Catholic Sisters in post-secondary education, in preparation of ministry, where participants (N =17) who were interviewed reported that they gained a better understanding of themselves as women religious and were able to perform in the ministries with integrity.
Similarly, an assessment of the outcomes on mentorship as a means for developing leaders among participants of the SLDI (N = 12) showed that participants mentored more people than had been anticipated in the initial structure that requires each participant mentor three different people (Wakahiu, 2013). With the growing demands and vocations in the continent of Africa, studies show a drive towards sustainable leadership is a necessary step toward helping “individuals to think of the society holistically and to recognize interrelationships in all of creation” (Wakahiu & Salvaterra, 2012, p. 3). 
Sustainable leadership empowers others to improve human and resource capacity and provides opportunity for leaders and stakeholders to network, learn from and support each other in achieving organizational goals for the future. Such leadership seeks to promote development and change for the better. Leadership development can create sustainable initiatives to support organizational structures, programs, and encourage competencies to take on leadership while becoming co-producers in their society (Wakahiu & Salvaterra, 2012 p. 3)
The SLDI program was started with a view to fulfilling the following objectives for enhancing the opportunities for Catholic Sisters in Africa south of the Sahara: 
 These objectives were envisaged to be a good fit for the nontraditional leadership training (1) transfer knowledge and skills (2) encourage creative and effective practices (3) identify, mobilize resources (4) expand knowledge of development issues (5) enhance skills in human relations (6) develop skills in strategic planning, and (7) ensure sustainability of the projects. Training locations were selected and equipped with computer labs in each of the countries. Participants gathered in these locations for a total of four weeks over a three-year period. On return to their workplaces, they implemented the action plans they had developed. Instructors were recruited from the United States, and East and West Africa. The mix provided varying perspectives to leadership styles, management, practices and cross-cultural perspectives. To assure sustainability of training and projects, a mentoring process was introduced at its inception (Wakahiu & Salvaterra, 2012 p.3). 
The structure of the leadership training was adapted to the needs of time, beginning with providing skills in administration, finance, and project management, and implemented in five countries of Africa (Wakahiu & Salvaterra, 2012). Later developments saw the adaptation and replacement of project management with skills in basic technology, administration, and finance and the expansion of the program from five to ten countries. There is still a low rate of enrollment in academic programs from the population of 40,000 Catholic Sisters in the ten sub-Saharan countries, as can be seen in enrollment comparison between the nontraditional leadership training and traditional academic programs in higher education. The SLDI program has trained 6.3% of all ASEC participants, compared to the Higher Education for Sisters in Africa (HESA) program which has trained 2% by the end of 2018 (HESA Evaluation, 2018). 
[bookmark: _Toc25572247][bookmark: _Toc26905946][bookmark: _Toc37284387]The traditional context and training.
This section explores the latent potential implicit in the traditional training of the Catholic Church in the formation to religious life. Some canonical highlights relating to formation training differences between Catholic Sisters and the clergy will be referenced here, too, to provide a background to some of the underlying factors that may have an influence on adoption of nontraditional leadership training for Catholic Sisters. In the traditional training of the Catholic Church, there are salient gender differences in the course contents, curriculum, and even the duration of training, which leaves Catholic Sisters undereducated compared to their counterparts, the clergy and most men religious. One such difference is provided for by the canonical requirement that during the formation training for religious life, Catholic Sisters are not to engage in studies that do not meet their formation needs (Can. 652 §5). 
The emphasis of Catholic Sisters’ training is focused more toward “cultivation of human and Christian virtue” (Can. 651) and that “suitable ecclesiastical and civil degrees can be pursued later when deemed appropriate” (Can. 660). This is a limiting criterion in the formation, compared to the requirements for priestly formation, which provides a universally accepted curriculum and one taught by professors qualified in philosophical, theological, juridical disciplines, among other courses that are affiliated with a university recognized by the Holy See (Can. 253§1). All qualifying candidates for the priesthood complete their formation with at least the minimum academic credentials of a bachelor’s degree (Cann.250 & 250 §3). 
Notably, besides the difference in the curriculum for the formation of Catholic Sisters the courses that Catholic Sisters pursue in their institutes are non-credit bearing and are not affiliated with a university recognized by the Holy See, as in the case of the Clergy. This makes another distinction in terms of the curriculum and credentials, where Catholic Sisters have nothing to show, academically, for their time spent in the formation years. According to the provisions of the canon law, the formation period for sisterhood is far less than that of priests, where Catholic Sisters may train for as few as three years at the minimum because the canon law provides that “the novitiate is not to last longer than two years” (Can. 648 §3). 
This is not enough time to provide Catholic Sisters with comprehensive skills to prepare for religious formation and professional training for leadership engagement at the completion of their formation training. The Canon law prescribes that during this time the novices are to be taught matters of “human and Christian virtue, in spiritual life, history of the institute, a love of the church and the sacred pastors” (Can. 651 §2). The priests complete a minimum of six full years with accredited courses in philosophy, theology, sacred scripture, canon law, and other juridical disciplines recognized by higher institutions of learning and the Holy See (Can 250). 
It goes without saying that if Catholic Sisters lack the right credentials from the very beginning, they do not have the same opportunities to get to the roundtable discussions where matters pertaining to their voice representation are deliberated (McElwee, 2019). They remain passive and opportunities for engagement with the right people are diminished. Such was the case where a commission was set up to study the exclusion of women religious (Carlson, 2016). This commission did not only include less women, but the draft which was an outcome of revised manuscripts from 1972 and twenty-two years later, ended up with the deliberative vote and conclusion of two bishops. This study concludes in a disappointing tone.
“In a collapsed version of history, suffice to say that each draft was further removed, both literary and figuratively, from the hands of women, culminating in the final pamphlet being written by two (male) bishops” (Carlson, 2016 p. 27). 
In employment and placement for right positions, Catholic Sisters may be less likely to earn recruitment to positions that would place them for better pay or earn a promotion for lack of the necessary credentials (Johnson, et al., 2019; Wakahiu, et al., 2015). Some Church collaborators express the same fear when asked about their experience recruiting sisters for a ministry. One collaborator in a study conducted in Kenya observes, 
“Some jobs require people with high qualifications who may not be easy to find within the congregations, and some sisters are appointed to work for the Archdiocese without proper qualifications” (Wakahiu, 2019, p.38).
The case for Catholic Sisters in Africa south of the Sahara is still wanting, compared to other Catholic Sisters around the world with most congregations facing financial constraints than others in the continent (Ngundo & Wiggins, 2017). Despite this challenge, more Catholic Sisters are getting the right credentials and professional development, although the process may be slow, but it is changing the narrative from presenting Catholic Sisters as dominated workers and marginalizing them from equal opportunities, equal contributors to the wellbeing of the society (Eze, et al., 2015). 
In a group of approximately 4,000 international Sisters in the United States, the narrative in the reasons for mission, is the inclusion of education to prepare the Sisters for ministries in a new culture. Noticeable though is that those from Europe, Canada, and Australia were more likely than other ethnic groups to report having obtained graduate or professional degree, while those from Africa, Afro-Caribbean still report having a secondary education or less (Johnston, et al, 2019). There seems to be a relationship between education level and financial support among different groups of Catholic Sisters. International sisters from Canada, Europe, Australia, Latin America/Mexico are “more likely to report they receive educational assistance from their own religious institutes compared to those from Africa, Afro-Caribbean, or Asia/Pacific Islander countries, who receive help from other religious institutes” (Johnston, et al., 2019 p.57). 
The formation of Catholic Sisters and recruitment of professors or trainers requires that the director of novices be “a perpetually professed member of the congregation legitimately designated” (Can. 651 §1). While not underrating the place of lived experience and traditional wisdom among Catholic Sisters, it is not enough for a person to be appointed to a role of leadership based on perpetual vows alone. Perpetual vows among Catholic Sisters vary from congregation to congregation, because the Canon law only provides that the period for one to make perpetual vows may be a minimum of three years, but it may not exceed six years (Can. 655). This requirement does not specify the credentials one ought to possess for Catholic Sisters or what a formation trainer requires at the time of appointment and it could pose potential challenges in leadership for congregations and their followers. 
Hypothetically speaking, if a member joins a religious congregation at the recommended minimum age of 18, takes 3 – 4 years in formation, and makes perpetual profession after the minimum period of 3 years, such a person will be approximately 27 years of age at the time of appointment to be a trainer in the formation house. It is not feasible for a person to have acquired a doctorate at the age of 27. Additionally, this age is the equivalent of a 23-year-old (if one deducts the 4 years spent in initial formation) without a credential, and, technically speaking, this duration is unaccounted for professionally. A 23-year-old in the ordinary setting of everyday life, outside religious life, would be a holder of bachelor’s degree, if they had pursued a career path or the regular education program for professional development. Therefore, this is another systemic factor which undercuts opportunities for Catholic Sisters during their time of formation. 
In the 21st century, the need to look at leadership away from the traditional authority positions is called upon in ways that promote “a change in order to survive within the competing, complex, multicultural and dynamic global environment” because traditional and nontraditional organizations must keep up with the rapidly changing times (Sanders, 2014 p.137). 
Leadership restricted only to the sacrament of ordination and the Eucharist is partial, compared to the middle ages when women served in these positions by appointment based on the needs of the Church and what considered virtuous (Macy, 2013). Macy highlights that women in the Catholic Church during the Middle Ages served as readers, Eucharistic ministers, bishops, and even cardinals before the situation got reversed by a strong opposition by male bishops that women did not meet the criteria for enthronement into the hierarchy. An expansion of who goes to the conclave, which is the highest decision-making platform of the Church, needs to be reconsidered. This is so that it does not remain a reserve of ordained men alone as it is possible to separate leadership from Eucharistic duties and “provide advisory roles to the pope and the magisterium” (Carlson, 2016 p.14).
[bookmark: _Toc25572248][bookmark: _Toc26905947][bookmark: _Toc37284388]A Promising future
[bookmark: _Hlk36854019]The time for the separation of leadership positions from Eucharistic duties is feasible with the announcement of Pope Francis’ appointment of women theologians to Vatican congregations (McElwee, 2019). Conversations regarding the role and contribution of women in the Church have been ongoing with Pope Francis since the year 2016, when he appointed a committee to study the inclusion of women into the permanent deaconate (Carlson, 2016; Hinsdale, 2016). The appointment of seven women theologians (among 23 total members) to high-level decision-making positions in the Congregation for the Institutes of Consecrated life and Societies of Apostolic Life is apt. This marks a shift in the direction from zero representation to a start of 30 percent women representation. McElwee observes that this move is a good start in the right direction to have women deliberate on issues that pertain to women as the experts in that domain which they understand best, compared to other stakeholders. 
Another major milestone and significant move by Pope Francis is the announcement of the inclusion of a woman religious from Uganda – Africa who was appointed as a consultor to the Pontifical council of culture (Maina, 2019). The Catholic Sister from Uganda is a professor at Makerere University in Uganda, where she teaches literature and a member of a local congregation founded in Uganda. Sr. Dipio was appointed along with three other women religious from other congregations and parts of the world who were appointed to the same council as consultors. This gesture comes as an affirmation of the call by scholars who have long postulated that it is possible to separate leadership and consultative roles from Eucharistic duties which are reserved for ordained ministers alone (Brigham, 2015; Carlson, 2016; Macy, 2013; Thompson, 2016).
Notable though, is the realization that this sort of inclusion is made possible by both work experience and credentials that have seen the appointment of these consultors and the women theologians to such key roles and positions. If women religious do not obtain the right credentials, studies show that they do not get placement in the right work, which undercut their potential to become self-sustaining in their missions (Johnson, et al., 2019; Wakahiu, et al., 2015). The church statistics show that there are four times as many women as men in religious institutes, but full membership and active vote in major decision-making tables have been predominantly “occupied by cardinals, bishops and major superiors from men religious orders” (McElwee, 2019 p.2).
Pope Francis, in a recent convening of the International Union of Superior Generals (IUSG) in Rome, addressed the problem of exploitation and exclusion of women from leadership roles. The Pope emphasized that women religious rethink their positions in service and realize they are called to “service not servitude, they are not called to be maids of the priest” (Glatz, 2019 p.1). This was at the annual plenary assembly where a total of 850 Superior Generals, representing 450,000 women religious from more than 100 countries around the world, attended. This cautionary remark and wakeup call by Pope Francis to Major Superiors was for them to discern and know where and how they send members for ministry. The Pope emphasized the sisters and superiors “have to help in this” because, even though the Church administration is working hard to alleviate “exploitation in its ranks”, it is the superiors general who commissions the sisters to the missions (Glatz, 2019). 
This is an indication that women religious are not to expect to redeem themselves from exploitation and their exclusion by some executive orders, but they need to earn them. If the seven women religious and theologians who have just been appointed to the decision-making roles among the 23 were not qualified, they would not earn their appointment to the positions. Indeed, they address them as women theologians, showing what they are bringing to the table: their credentials and a reference to their years of service in different capacities among other women religious and leadership roles (McElwee, 2019).
The Catholic Church in making these recent appointments seems to be arriving at a consensus that leadership and contribution of women is possible outside of the contentious and longstanding debate of women ordination. This separation makes it possible for women to play their prophetic and apostolic role and mission even without ordination (Carlson, 2016). The major hinderance to overcoming the problem of exclusion of women has largely rested on the consultors and final decision makers. When matters have been studied and deliberated upon, but they do not provide an active voice or representation of women, yet being deliberated upon (Brigham, 2015, Carlson, 2016; Eze et al., 2015; Macy, 2013; Mulderry, 2017,Thomspon, 2016).
Similarly, other scholars show that historically women served in the Church on some positions as Cardinals, a consultancy position by appointment without restrictions until that position was reversed by the opposition of the male dominated hierarchy (Macy, 2013). Further advocacy and argument for inclusion of women are rising in research and trace the contribution of women in history of the Church (Eze et al., 2015; Macy 2013). They are not asking for a consideration without the necessary credentials as more women religious are now empowered in professional credentials in multiple disciplines where their contribution is based on merit (Eze, et al. 2015).
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This chapter has reviewed the historical context and factors that have necessitated the move toward nontraditional leadership to improve the case for Catholic Sisters, not only in the global south but around the world. The underlying factor in most studies surround the lack of credentials from time immemorial a problem that has not been addressed uniformly for women religious. The recommendation made for all women religious to look at their situation proactively. However, some contexts have also been hindered by the cultural and socioeconomic situation under which they function as in the case of Africa south of the Sahara. 
In reviewing the studies referenced in this chapter, the researcher did not come across any quantitative study examining the impact of the nontraditional leadership model. Additionally, no single study has looked beyond the context to investigate the underlying factors to this problem as it relates to the curriculum and religious life formation in Africa South of the Sahara. It is the intention of this study to examine further how nontraditional leadership training fits in with the needs of the global community and the ministries within which the Catholic Sisters serve with particular focus on Africa south of the Sahara. 
It is important also to identify salient factors that continue to impact the situation of Catholic Sisters traditionally, as can be seen in trends of women religious’ struggles from the nineteenth century to the present. Similarly, along the views of Pope Francis, it is a time for women religious to look at some of the underlying issues from the inside-out. This way they may find appropriate and sustainable interventions to collaborate and cooperate with the church to improve their situation. In the call for inclusion in a proactive manner as Pope Francis postulates the change cannot be made without the help of the Sisters themselves. The major superiors’ collaboration and consideration is required as they are vested with the responsibility of making major decisions that affect the life of the sisters (Glatz, 2019). 
With new changes getting the attention from the reign of Pope Francis, it remains to be seen how well-prepared women religious and congregations in Africa south of the Sahara will embrace the new direction. The latest appointment of a woman religious to the pontifical council of culture from Uganda sends a positive signal that the time for inclusion has come. This also affirms that the recommendation for separation of leadership from ministerial duties is happening. This has been harbored previously by the contentious issue of ordination of women. It is the intent of this study to focus more on the leadership roles and contribution of women in the Church, and particularly women religious who are an integral part of the institution through consecrated life (Can 607 – 709).
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This quantitative research study employed a cross-sectional survey design, which allows data to be collected at one point in time (Creswell & Creswell, 2018). A survey design allows the researcher to describe outcomes, attitudes, and opinions as well as “test the relationship between variables in the study from the population using a sample of that population” (p.147). This study focused on a population of Catholic Sisters identified through the SLDI training master list. The sample was selected through convenience sampling (Creswell & Creswell, 2018), also called accidental method (Patten & Newhart, 2018). 
This design creates a bias in the study (Patten & Newhart, 2018), because no other nontraditional leadership model was considered in this study outside of the SLDI training. Participants are from other countries other than were not selected if they did not participate within the ten countries where ASEC serves in Africa south of the Sahara, namely Kenya, Uganda, Tanzania, South Sudan, Malawi, Ghana, Lesotho, Nigeria, Cameroon and Zambia. Participants were drawn from among 2,532 Catholic Sisters who have completed the nontraditional leadership training – SLDI – and about 400 Catholic Sisters who have just begun the program in 2019, therefore they are in their first year in the program. The participants in the 2019 cohort do not have similar skills with those who have completed the SLDI training, thereby providing another convenient sample for comparison to measure similarities or differences in a group of people seeking the same professional skills development. This comparison in this study is here in used interchangeably with the term sisters who have completed (Alum) and those who have not completed the SLDI training (New Cohort). Further, this study seeks to examine how the SLDI training addresses the lack of professional skills and academic credentials among Catholic Sisters in Africa south of the Sahara, relating to their level of education and current occupations.
[bookmark: _Toc25572253][bookmark: _Toc26905952][bookmark: _Toc37284393]Survey Design Plan
The purpose of the survey design was to examine the sufficiency and impact of the SLDI model of nontraditional leadership training [independent variable] based on the scores from each track pursued, (basic technology, administration, and finance) and the competencies obtained at the completion of the program. These were correlated with the scores of self-efficacy and latent potential for sustainable leadership skills development as the two dependent variables. The structure of the nontraditional leadership model – SLDI program – provides a month-long professional development leadership skill in basic technology in the first year, followed by a month-long specialization in either administration or finance in the second and third years, respectively. 
The comparison to traditional leadership training to measure latent potential for sustainable leadership skills development is based on the Catholic Church training which starts at the formation period for clergy and men religious, who complete at least six years before graduation (Can. 250). This study is cross-sectional, where all data were collected at one point in time, employing a quantitative research method, which was preferred “due to the rapid turnaround in data collection” (Creswell & Creswell, 2018, p.146). Constraints of time, transportation, and distance favored a quantitative method over other designs that would require the researcher to travel to Africa to collect data from participants or conduct interviews. It was also convenient for individual participants who completed the survey at their own time and convenience, using a smartphone or computer with internet connectivity.
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Participants in this study were categorized into two sets. Those who have attended and completed the leadership training program between December 2007 and December 2018 and new participants who are in their first year of the program starting from May to August 2019. For a 95% level of confidence and +/- 5% confidence interval, at 50% response distribution, when the two groups are combined (2,932 Catholic Sisters) the sample size required was 340 (Raosoft.com online sample size calculator, 2019). However, from the master list only 1,958 participants were firmly identified through their email contacts. Since the survey was distributed only by email, this necessitated a minimum sample of at least 322 participants for a 95% level of confidence and +/- 0.05 confidence interval (Raosoft.com online sample size calculator, 2019). Further still, because the numbers are not equivalent among the alumnae cohorts and the new cohort, the groups were stratified to determine the sample size for each group. To obtain a 50% response distribution, a minimum sample size of 309 participants from the alumnae was required, assuming a maximum of 1,558 Alum participated, and 197 from the new cohort, assuming 400 New Cohort participants, for a 95% level of confidence and +/- .05 confidence interval (Raosoft.com online sample size calculator, 2019). With these numbers, a representative sample would make it possible for the results to be generalized for the rest of participants of the SLDI program. It was assumed through this simple random sampling that there is no significant difference between the respondents and non-respondents. Participants from the two groups met this criterion of obtaining the minimum sample size required for a 95% level of confidence and confidence interval of +/- .05. 


The inclusion and exclusion criteria (Patten & Newhart, 2018) were based on participation in the SLDI program only. Participants were required to be Catholic Sisters from the ten countries where SLDI training is conducted in Africa south of the Sahara. Other Catholic Sisters could not participate if they are from a different nontraditional leadership training outside the SLDI or in a country other than Cameroon, Ghana, Kenya, Uganda, South Sudan, Tanzania, Lesotho, Nigeria, Malawi, and Zambia. 
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Three instruments were used for this study, the General Self-Efficacy (GSE) scale, the latent potential for sustainable leadership skills development scale, and demographic questions, comprising a total of 50 questions. The questions are comprised of ten from the GSE scale, 21 from the latent potential for sustainable leadership skills development scale, and 19 from demographic information. 
Part I Self-efficacy scale
The self-efficacy scale scores are rated from 1 = Not at all true, 2 = Hardly true, 3 = Moderately true, 4 = Exactly true (Schwarzer & Jerusalem, 1995). The scale has been tested and is acceptable for reliability and validity as “an accurate predictor of performance for tasks, where efficacy expectations are presumed to influence level of performance by enhancing intensity and persistence of effort” (Bandura, 1977, p.210). An estimate of the size of correlation (r) is calculated (r = .74). The higher the subject’s level of perceived self-efficacy at the end of treatment, the more approach behavior they subsequently performed in the posttest assessment (Bandura, 1977). Later development of this tool has been advanced by Schwarzer and Jerusalem (1995) who recommend a Cronbach’s alpha of between .76 and .90 for internal validity. The scores range from 10 – 40, where high scores are considered to show high self-efficacy. A score of 10-20 is low self-efficacy, 21 – 30 is moderate and 31 – 40 is high self-efficacy.
Part II Latent Potential scale
This part of the survey consisted of 21 researcher-designed inferential Likert type of questions. Questions 11 – 16 were inferential questions to determine if and where participants acquired knowledge/training in any or all the courses in traditional training outlined in Canon Law (250, 252§ 2). These were followed by another six questions, 17 – 22, to determine the level of competence in those courses, which were measured on a scale of 1 – 4 (1 = not all competent, 2 = only a little competent, 3= somewhat competent 4 = very competent). A high score (on the scale of 3 and 4) indicates a low latent potential while a low score (on the scale of 1 and 2) indicates a high latent potential for sustainable leadership skills development. A low latent potential for sustainable leadership skills development is assumed to have a positive correlation with high self-efficacy, while a high latent potential is assumed to have a negative correlation with high self-efficacy and thus poor outcomes for sustainable leadership skills development. 
Questions 23 – 31 comprise a set of Likert type inferential questions that measure opinions and attitudes of participants on a scale of 1 – 4 (1 = strongly disagree, 2= somewhat disagree 3= somewhat agree 4= strongly agree.). These questions are utilized to determine the respondent’s desire to work towards tapping into the latent potential for sustainable leadership skills development by utilizing available resources in the traditional training of the canon law. A high score from the scale of (3 and 4) indicates a positive attitude toward tapping into the latent potential for sustainable leadership skills development and a low score from the scale (1 and 2) indicates a negative attitude toward unlocking the latent potential for sustainable leadership skills development. 
It is likely that a high score from a combination of somewhat agree and strongly agree (or strongly agree alone), will be positively correlated with high self-efficacy. Conversely, a low score on the latent potential will likely be negatively correlated with high self-efficacy. The outcomes may reveal a relationship or no relationship between the nontraditional leadership training (IV) and self-efficacy (DV1) and latent potential for sustainable leadership skills development (DV2).
Part III SLDI training items and Demographic Data
This part of the survey included the items measuring the Main independent variable SLDI and moderating variables derived from participants’ demographic information. These variables were defined as age, track pursued, highest level of education, year of entrance into the program [Alum/New Cohort], year of graduation, occupation, congregation status [pontifical/diocesan] vows [perpetual/temporary]. These moderating variables have an independent power that could also influence the outcomes of a study (Creswell & Creswell, 2018).
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The researcher adhered to the ethical standards of conducting research with human subjects by applying to the Institutional Review Board – IRB (Creswell & Creswell, 2018). The approval was granted through Marywood University’s Exempt Review Committee (ERC) because the study was not deemed likely to cause more than the minimum risks to human subjects that are experienced in everyday life. The ERC approval was granted on August 13, 2019, after which a list of names and email contacts for the participants were retrieved from the master list at sponsoring agency – ASEC. 
 An email of recruitment was sent to individual participants, with a link for them to access the survey, which had been created on Qualtrics.com. The link led them to the portal which required them to read the consent form first before proceeding to complete the survey. Participation in this study was voluntary. The researcher was able to view how many clicked the link and completed the survey as well as those who clicked but did not complete the survey, as the link posted every started and either completed or uncompleted survey on Qualtrics.com. 
While there was no obligation on the part of participants to respond directly to the researcher, an email was provided to all participants to seek clarifications and/or ask questions before proceeding to the survey, or during the process of completing the survey. The researcher was contacted by 99 participants, indicating they had received the invitation and had completed the survey. Some few asked to be informed about the outcome of the study. 
Through the pilot test, the survey was projected take between 15 - 20 minutes to complete. Participants were free not to proceed to the questionnaire after reading the consent form or to withdraw at any point of the survey before hitting the submit button. It was made clear to participants that once they clicked the submit button, they would not be able to withdraw from the study because it was anonymous. The researcher would not be able to know which survey to remove once it had been submitted if a participant changed their mind. 
After the ERC approval had been obtained, data were projected to be gathered for a period of six weeks or until the minimum participation number required was obtained, whichever came first. The survey was sent out on August 23, 2019 and more than the minimum number of 322 participants was obtained within the first two weeks. To obtain maximum participation, the study had been incentivized with 10 cash prizes worth $20 each. Participants were notified to send a separate email to the researcher to enter the random draw. This was done to ensure confidentiality and anonymity of participation in the study, by separating the incentive from the survey. A total of 50 participants sent their separate emails asking to be included in the random draw for a chance to win a cash prize of $20. Within the first ten days, a response rate of 42% had been obtained (N = 814); as such, a second follow up email was not sent out. The Qualtrics.com link was disabled, and the data exported to the IBM Statistical Package for Social Sciences (SPSS), Version 26, for data screening, cleaning and analysis. 
To ensure eligibility and to take care of the inclusion and exclusion criteria, after the closure of the survey, data cleaning revealed 131 participants who were disqualified. They did not provide their year of entry into the program or year of graduation between 2009 - 2018, if they were to be considered Alum or the indication of 2019 as their year of entrance to be considered New Cohort. 
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The GSE scale has been studied and tested for internal validity and consistency. The scale has been acceptable for reliability and validity as “an accurate predictor of performance for tasks, where efficacy expectations are presumed to influence level of performance by enhancing intensity and persistence of effort” (Bandura, 1977, p, 210). An estimate of the size of correlation (r) is calculated (r = .74). The scores for self-efficacy range between 10 as the lowest and 40 as the highest possible score. This study considered a score of 10 – 20 to be low, 21 – 30 moderate and 31 – 40 to be high. Later, Schwarzer and Jerusalem (1995) recommend an alpha of between 0.76 to 0.90 for internal consistency and reliability for the GSE. 
However, a combination of an existing tool such as the GSE scale with the researcher-designed questions would cause the results of the study not to hold the same validity (Patten & Newhart, 2018). 
 Additionally, a computation of an alpha from the pilot study was made to test how the tool could be rated for internal consistency and reliability. The pilot study was conducted with a group of 30 participants from the ten countries who would not be part of the main study. These pilot study participants were selected through purposive sampling (Patten & Newhart, 2018). They included the country Directors, Coordinators and an additional ten participants, who were Catholic Sisters but have not trained in SLDI. The second purpose was to facilitate the clarification of the researcher-designed questions to ensure the questions would be understood by the study participants (Creswell & Creswell, 2018). Twenty-two of the total number of 30 participants responded to the survey constituting a 73% response rate. 
[bookmark: _Toc37284398]Cronbach’s Alpha computation
A Cronbach’s Alpha was computed using the IBM Statistical Package of Social Science (SPSS) Version 26.
[bookmark: _Toc37284665][bookmark: _Hlk36848670]Table 2. Test of Reliability and Consistency of the research tool.
	
Scale
	
Number of items
	
Cronbach’s Alpha

	
SLDI Training (IV)
	
3
	
0.818

	
Self-efficacy (DV1) 
	
10
	
0.838

	
Latent potential for sustainable…. (DV2)
	
6
	
0.827



Note: Pilot study N = 22. Recommended Alpha range (α = .70 and .90) 

The scores from the pilot study reveal a strong internal consistency and reliability of the research tool in this study. All the scales obtained an Alpha of more than > 0.80 for the independent variable and the two dependent variables (see table 2 above). In addition to the test of the Alpha for the researcher-designed tool, the review of a professional expert was sought (see appendix 4). All the scales in this study maintained the same standard of rating with scores from 1 – 4 points. One point being the minimum and four points as the maximum.
Unlike the GSE scale where high scores mean high self-efficacy and vice versa, the interpretation of the scores from the scale for latent potential for sustainable leadership skills development is the opposite, so that low scores indicate less training thus high latent potential and high scores indicate more training thus low latent potential. The scale for measuring latent potential for sustainable leadership skills development contains six questions derived from the traditional courses of Church training. Therefore, coding of the scores ranges from 6 – 24, where individual scores from 6 – 12 are considered low, 13 – 18 are considered moderate, and 19 – 24 are considered high. The interpretation of this outcome will be that those with low scores have a high latent potential, and those with high scores have a low latent potential, and therefore are more likely to be better equipped with better skills for sustainable leadership in professional development than those with high latent potential. 
A combination of high self-efficacy and low latent potential for sustainable leadership skills development is expected to have a positive relationship with professional skills development among individuals. The rest of the questions in the survey were intended to measure attitudes and opinions that may be useful to make inferences and recommendations for future research from the findings of this study.
[bookmark: _Toc25572259][bookmark: _Toc26905958]

[bookmark: _Toc37284399]Use of Variables to test research questions and data analysis
[bookmark: _Toc37284666][bookmark: _Toc25164418]Table 3. Use of variables and research questions in the study 
	Variable Name
	Research Question
	Item on Survey

	Independent Variable 
Nontraditional leadership training (SLDI)
	Descriptive questions
How would you rate your competency before and after SLDI training?
How Sufficient are the courses you completed in the SLDI training, by track?
	
Survey questions 41 and 42

Survey Questions 45 – 47

	Dependent Variable I 
Self-efficacy 
	Descriptive questions 1 & 2
What are the scores of self-efficacy, from the general self-efficacy (GSE) scale (Schwarzer & Jerusalem, 1995)
	Survey Questions 1 – 10

	Dependent Variable II
Latent potential for sustainable leadership skills training.
	Descriptive questions 4 & 5
What are the scores of latent potential for sustainable leadership skills development? (Can. 250)
	
Survey Questions 17 – 22

	Control Variable
	Year of entrance in SLDI program       
Alum/New Cohort
	Survey Question 34

	Relating the independent variable and the dependent variables
	Inferential questions 3 & 6
What is the relationship between SLDI and the scores of self-efficacy and latent potential for sustainable leadership skills development? 
Measures for attitudes and opinions 
	Survey Questions 41 – 42, 45 – 47; (IV)
1 – 10 and Questions 17 – 22 (DVs)
Survey Questions 23 – 31, 48 -50


Note: Adapted from Creswell & Creswell, 2018
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Data screening, data cleaning and processing, as well as tests for normality, skewness and kurtosis, missing cases, and outliers adhered to the standards as provided by Cronk (2018) and reporting formats of the study results also available in Mertler and Vannatta (2017). Results of this analysis are reported in chapter four using the following criteria. What is the impact of nontraditional leadership training (IV) on participants’ self-efficacy (DV1) and latent potential for sustainable leadership skills development (DV2)? This question was analyzed using a factor analysis, One-Way ANOVA, comparison of means using SLDI effect as the factor on the two dependent variables. This section was followed by analysis of the sub-questions.
1. What are the scores of self-efficacy among Catholic Sisters who have completed SLDI? This question was analyzed using frequency distributions and other descriptive analyses such as the mean and standard deviations, minimum and maximum scores.
1. What are the scores of self-efficacy among Catholic Sisters who have not completed SLDI? This question was analyzed using frequency distributions and other descriptive analyses such as the mean and standard deviations, minimum and maximum scores.
1. Do the scores on self-efficacy differ significantly between Catholic Sisters who have completed and those who have not completed the training? An independent samples t-test was conducted to test the differences between groups.
1. What are the scores of latent potential for sustainable leadership skills development among Catholic Sisters who have completed the SLDI program? This question was analyzed using frequency distributions and other descriptive analyses including the mean and standard deviations, minimum and maximum scores.
1. What are the scores of latent potential for sustainable leadership skills development among Catholic Sisters who have not completed the SLDI program? This question was analyzed using frequency distributions and descriptive analyses such as the mean and standard deviations, minimum and maximum scores.
1. Do the scores of latent potential for sustainable leadership skills development differ significantly between Catholic Sisters who have completed and those who have not completed the training? An independent samples t-test was conducted to test the differences in scores between groups.
[bookmark: _Toc25572260][bookmark: _Toc26905959][bookmark: _Toc37284401]Supplemental analysis


[bookmark: _Toc25572007][bookmark: _Toc26905906][bookmark: _Toc37284614]Figure 3. Moderating Independent Variables test of relationships
Moderating variables such as age, country of participation, level of education, and years of vows, among other independent variables, are often “hypothesized to affect outcomes in a study” (Creswell & Creswell, 2018 p.51). A cohort of the SLDI training is comprised of groups of participants who have attended and completed three years of the SLDI training, which begins with acquiring skills in basic technology, followed by a specialization in either finance or administration tracks in years two and three respectively. 
A Pearson correlation test was conducted to determine the relationship between the respondent’s assessment of the sufficiency of SLDI, and SLID Effect [outcome] the independent variables. This was correlated with their scores on the dependent variables self-efficacy scale and the latent potential for sustainable leadership skills development scale. Similarly, a correlation coefficient test was conducted to determine the relationship between the scores on the self-efficacy scale and the latent potential scale. 
Multiple regression tests were conducted to test whether any of the independent variables had a significant independent effect on self-efficacy and latent potential for sustainable leadership skills development. This was to determine what predictor variables influenced and from the main independent variable SLDI training effect.


[bookmark: _Toc25572261][bookmark: _Toc26905960][bookmark: _Toc37284402][bookmark: _Hlk21345908][bookmark: _Hlk22074396][bookmark: _Hlk24302907]CHAPTER FOUR
[bookmark: _Toc25572262][bookmark: _Toc26905961][bookmark: _Toc37284403]Results of the Study
[bookmark: _Toc25572263][bookmark: _Toc26905962][bookmark: _Toc37284404]Introduction

	Data collection progress for

	Survey of SLDI Members

	Started: 2019-08-23

	Status as of: 2019-09-03

	Closed: 2019-09-03

	Current Status
	#
	%

	Completed survey
	814
	42

	Started survey
	0
	0

	Sampling frame
	1,958
	100

	Margin of error (at 95% CL)
	2.6
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[bookmark: _Toc25572008][bookmark: _Toc26905907][bookmark: _Toc37284615]Figure 4. Results and Response rate map
The survey for this study was sent out on August 23, 2019 and closed on September 3, 2019 after obtaining more than the minimum required number of participants anticipated for a 95% level of confidence and a +/- .05 confidence interval, where if all conditions are met this number would reduce the margin of error to 2.6. It was projected the study would be sent out once and follow up reminders of two weeks if the minimum number was not obtained during those intervals. Within the first ten days of posting the survey to participants, the study obtained a 42% (n = 814) response rate before data screening and start of analysis. 
[bookmark: _Toc25572264][bookmark: _Toc26905963][bookmark: _Toc37284405]Data Screening and Analysis
Data screening, checking for missing cases, and identification of outliers led to elimination of 131 responses, constituting approximately 16% of all responses. This percentage was considered high in this study and could potentially skew the tests for normality. There was one outlier in the study who reported a PhD level of education, but this case was not deleted as the respondent met other conditions for participating in the study. The participant joined the SLDI training in 2019 and this provides an opportunity to make inquiries as to the objectives and criteria for recruitment in the SLDI program, if lack of credentials remains a condition for entry into the training as when the program was first initiated. After screening the data and deleting the 131 cases with missing data on the year they entered the SLDI program, analysis began with a sample size of 683 cases, resulting in a 35% response rate in this study. This increased the margin error from +/- 2.6 to +/- 3.75.
[bookmark: _Toc25572265][bookmark: _Toc26905964][bookmark: _Toc37284406]Country of SLDI Training
All ten countries in Africa south of the Sahara are represented in the study. The chart below presents the number of participants in the study from all ten countries, namely Cameroon, Ghana, Kenya, Lesotho, Malawi, Nigeria, South Sudan, Tanzania, Uganda and Zambia. The figure below presents the number of participants responding from each country. 






[bookmark: _Toc25572009][bookmark: _Toc26905908][bookmark: _Toc37284616]Figure 5. Country of SLDI Training
[bookmark: _Toc25572266][bookmark: _Toc26905965][bookmark: _Toc37284407]
Participants in the study
[bookmark: _Toc25164419][bookmark: _Toc37284667]Table 4. Number of participants in Alum & New Cohort
	
	Frequency
	Percent

	Valid
	Alum
	351
	51.4

	
	New Cohort
	332
	48.6

	
	Total
	683
	100.0


	
Participants in this study were divided into two groups, those who have completed the SLDI training, here after referred to as the Alum in the analysis, constitute 51% (n = 351), and those who have not completed the SLDI training, hereafter referred to as the New Cohort, constituting 49% (n = 332) of valid responses. The study was designed to gather a combination of 322 participants from the two groups or, for separate analysis, a minimum of 309 participants among those who have completed the training and 197 participants among those who have not completed the training in order to allow for some generalizations at the 95% level of confidence, and +/- 0.05 confidence interval on various outcomes of this study. 
[bookmark: _Toc25572267][bookmark: _Toc26905966][bookmark: _Toc37284408]The central research question in the study.
The central question in this research is “What is the impact of nontraditional leadership training (IV) on participants’ self-efficacy (DV1) and latent potential for sustainable leadership skills development (DV2) in Africa south of the Sahara?” To respond to this central question and data analysis for sub-questions and regression analysis, the scores on questions measuring these three variables were summed and coded into scales. 
[bookmark: _Toc26905973][bookmark: _Toc37284409]Factor Analysis for the central question 
	When a One-way ANOVA was computed to compare means within and between groups for the SLDI effect on the two dependent variables, no statistically significant difference was found; self-efficacy (F (3, 581) = .427, p=.734 > .05) and latent potential for sustainable leadership skills development (F (3, 340) = .771, p = .511 >.05). This result shows the independent variable has no significant difference between and within groups for the two dependent variables. 
[bookmark: _Toc25572268][bookmark: _Toc26905967][bookmark: _Toc37284410]The scales for the main independent variable – SLDI training sufficiency
The main independent variable is measured by two scales: SLDI training sufficiency and SLDI effect. A scale for SLDI training sufficiency was computed by combining the responses to three questions. Participants responded to a Likert scaled set of three questions asking them to rate how sufficient they found skills in the SLDI courses of Basic Technology, Administration, and Finance to be. A rating of 1 was not at all sufficient, 2 only a little sufficient, 3 somewhat sufficient and 4 very sufficient (see appendix 5). The scale of SLDI training sufficiency ranges from a minimum of three to a maximum of 12 points. The scale classified scores 1 – 4 as low sufficiency, 5 – 8 moderate sufficiency and 9 – 12 highly sufficient. Participants rated the training as highly sufficient with a group mean score of 9.73 points. 
[bookmark: _Toc25572269][bookmark: _Toc26905968][bookmark: _Toc37284411]The scale for SLDI effect 
The high score and view for assessment of SLDI training sufficiency does not necessarily assume that participants attained high competencies from the training (SLDI Effect). A paired samples t-test was conducted to determine if there was a statistically significant difference between the scores of participants before and after the SLDI training. A significant difference was found in the scores for SLDI training before (M =1.80, SD = .578) and after (M= 2.74, SD = .453) (t (637) = -38.22, p < .001). Based on this significant outcome, a Cohen’s d effect was calculated, and a very large effect size was found d = 1.51. Another scale for SLDI Effect was coded to determine how participants rated their competencies in leadership skills before the training and after the training. This scale was made from the difference in scores before and after training and named SLDI Effect. The scale ranged between minus 1 and plus 2 points, to account for scores before and after the training. Any scores below 0 would be low competencies, 0 – 0.99 would be moderate competencies and 1 – 2 would be high competencies from the SLDI training. Participants rated themselves across all those categories, where the reported group mean score was 0.94, SD = .62, revealing moderate competencies after SLDI training.
[bookmark: _Toc25572270][bookmark: _Toc26905969][bookmark: _Toc37284412]Scale for self-efficacy (DV1)
Participants responded to a set of ten questions from the general self-efficacy scale (Schwarzer & Jerusalem, 1995). The minimum combined points on this scale are 10, and 40, are the maximum points. This scale has been used and tested for internal consistency and validity over the years (Eppel, 2015; Heale & Twycross, 2015). In this study, the scores were categorized into three categories as well: 10 – 20 points was low self-efficacy, 21 – 30 was moderate self-efficacy and 31 – 40 was high self-efficacy. Participants rated themselves highly overall with a group mean score of 32.82 points, SD = 4.58, with a slight variation across all the categories (see appendix 5).
[bookmark: _Toc25572271][bookmark: _Toc26905970][bookmark: _Toc37284413]Latent potential for sustainable leadership skills development (DV2)
This scale was part of the researcher-designed section of the survey, derived from traditional courses of the Catholic Church for religious formation (Can. 250). This scale is created to mine information on the relationship between traditional and nontraditional leadership training to inform practice. To ensure the validity of the instrument, a pilot study was conducted, and a review of an expert was sought in designing this set of questions for the study (see appendix 4). The scale was developed from six approved courses typically used for formation, which were examined in this study at two levels. The first level measured whether participants received training in any of the six courses, either at the formation house or at some college/university level of training. This section was followed by participants’ self-evaluation of their competencies in those courses, with scores of 6 minimum points and 24 maximum points. These scores were divided into three categories: 6 – 12 points was low competency, 13 – 18 was moderate competency and 19 – 24 was high competency. Participants rated themselves across all categories, with a majority selecting low to moderate competencies (see appendix 5). The outcome for the group mean score was 13.42, SD =3.71 points.
If participants scored highly it would mean they have low latent potential as a result of having trained and high competency in traditional courses and vice versa. In this study, the scores reveal that participants have a high latent potential in sustainable leadership skills development. Across all the disciplines, participants who rated themselves as “very competent” were 4% in Canon Law, 3% in Philosophy, 7% in Theology, 12% in Church History, 18% in Sacred Scripture and 5% in the Magisterium. This outcome reveals high latent potential and serious deficits in necessary competencies from accredited courses in traditional religious formation training for Catholic Sisters.
[bookmark: _Toc25572272][bookmark: _Toc26905971][bookmark: _Toc37284414]Test of relationship between the independent and dependent variables
To disaggregate the perception of the SLDI training from the competencies acquired in the training, a correlation coefficient test was computed to determine if there is a relationship between the independent variable SLDI training sufficiency and the dependent variables self-efficacy (DV1) and latent potential for sustainable leadership skills development (DV2). From this analysis, a weak but significant relationship was found between the independent variable for sufficiency of SLDI training and the dependent variables self-efficacy and latent potential for sustainable leadership skills development. The results were statistically significant between the variables at different levels. The result for SLDI training sufficiency and self-efficacy is (r (209) = .152, p < .05) and the result for SLDI training sufficiency and latent potential for sustainable leadership skills development is (r (146) = .203, p ≤ .01). Table 3 below illustrates this relationship. The two dependent variable had a relationship self-efficacy and latent potential (r (339) = .172, p ≤ .01).


[bookmark: _Toc25164420][bookmark: _Toc37284668]Table 5. Correlation Table for the Independent and Dependent Variables
	Correlations

	
	SLDISufficiency
	SEScale
	LPScale

	SLDISufficiency
	Pearson Correlation
	1
	.152*
	.203*

	
	Sig. (2-tailed)
	
	.027
	.013

	
	N
	           228
	211
	148

	SEScale
	Pearson Correlation
	.152*
	1
	.172**

	
	Sig. (2-tailed)
	.027
	
	.001

	
	N
	211
	624
	341

	LPScale
	Pearson Correlation
	.203*
	.172**
	1

	
	Sig. (2-tailed)
	.013
	.001
	

	
	N
	148
	341
	358

	*. Correlation is significant at the 0.05 level (2-tailed).

	**. Correlation is significant at the 0.01 level (2-tailed).



These results suggest that participants of SLDI training view the program as highly sufficient, similar to how they rate themselves on their self-efficacy. Participants’ scores for latent potential for sustainable leadership skills development were moderate and much lower relative to the scores for the independent variable and the first dependent variables.
[bookmark: _Toc25572273][bookmark: _Toc26905972][bookmark: _Toc37284415]Test of training outcome (SLDI Effect) relationship with other variables
Descriptive statistics show that participants obtained moderate competencies from the SLDI training (M =.94, SD = .62), a similar outcome to the moderate competencies in traditional leadership courses training that was used to measure latent potential for sustainable leadership skills development (M = 13.42, SD = 3.71). Conversely, SLDI training sufficiency and self-efficacy are highly rated among participants. The table below illustrates this outcome.

[bookmark: _Toc25164421][bookmark: _Toc37284669]Table 6. Comparison of the scales for Independent and dependent variables

	Descriptive Statistics

	
	Mean
	Std. Deviation
	N

	SLDIEffect
	.94
	.623
	638

	SLDISufficiency
	9.7325
	1.97861
	228

	SEScale
	32.82
	4.578
	624

	LPScale
	13.42
	3.706
	358



Notably, both SLDI training sufficiency and self-efficacy are highly rated among participants, but the outcome is different when compared to the mean score of the SLDI Effect.
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[bookmark: _Toc25572010][bookmark: _Toc26905909][bookmark: _Toc37284617]Figure 6. SLDI Effect on self-efficacy

Similarly, the rating for SLDI Effect and latent potential show moderate self-evaluations of competencies among participants. 
[image: ]
[bookmark: _Toc25572011][bookmark: _Toc26905910][bookmark: _Toc37284618]Figure 7. SLDI Effect on latent potential for sustainable skills development

When a Pearson correlation coefficient was computed for SLDI effect to test for the participants’ competencies before and after the training with the main independent variable (SLDI training sufficiency), and the two dependent variables, self-efficacy (DV1) and latent potential for sustainable leadership skills development (DV2), there was a weak and not significant relationship between SLDI competencies and SLDI training sufficiency as independent variables and near to zero or no relationship with the two dependent variables. SLDI sufficiency (r (223) = .114, p =.087), self-efficacy scale (r (583) = .039, p =.348) and latent potential scale was negatively correlated with SLDI Effect (r (342) = -.068, p =.207) The tables below illustrate this outcome.
[bookmark: _Toc25164422]

[bookmark: _Toc37284670]Table 7. Test of relationship between the independent variables and dependent variables
	Correlations

	
	
SLDIEffect
	SLDISufficiency
	SEScale
	LPScale

	SLDIEffect
	Pearson Correlation
	1
	.114
	.039
	-.068

	
	Sig. (2-tailed)
	
	.087
	.348
	.207

	
	N
	638
	225
	585
	344

	SLDISufficiency
	Pearson Correlation
	.114
	1
	.152*
	.203*

	
	Sig. (2-tailed)
	.087
	
	.027
	.013

	
	N
	225
	228
	211
	148

	SEScale
	Pearson Correlation
	.039
	.152*
	1
	.172**

	
	Sig. (2-tailed)
	.348
	.027
	
	.001

	
	N
	585
	211
	624
	341

	LPScale
	Pearson Correlation
	-.068
	.203*
	.172**
	1

	
	Sig. (2-tailed)
	.207
	.013
	.001
	

	
	N
	344
	148
	341
	358

	*. Correlation is significant at the 0.05 level (2-tailed).

	**. Correlation is significant at the 0.01 level (2-tailed).



	These results reveal no relationship between SLDI training and the dependent variables. Participants’ high self-efficacy and high latent potential for sustainable leadership skills development are not associated with SLDI training, even though they believe the SLDI training is highly sufficient. Therefore, comparison of an opinion about the sufficiency of SLDI training does not have the same outcomes as comparing competency outcomes from SLDI training (SLDI Effect) as main independent variable and the two dependent variables, self-efficacy (DV1) and latent potential for sustainable leadership skills development (DV2).

[bookmark: _Toc25572274][bookmark: _Toc26905974][bookmark: _Toc37284416]Data analysis for sub-questions
The study was guided by the following six sub-questions, three questions for the first dependent variable – self-efficacy – and three for the second dependent variable – latent potential for sustainable leadership skills development. 
[bookmark: _Toc25572275][bookmark: _Toc26905975][bookmark: _Toc37284417]Results for self-efficacy scores within and between groups 
What are the scores for self-efficacy among Catholic Sisters who have completed SLDI training?
5. Descriptive statistics show the following scores on self-efficacy from among Catholic Sisters who have completed SLDI training (n = 325), ten was the minimum score and 40 was the maximum score. Less than one percent from this group scored 19 points and below while four percent rated themselves highly, with a score of the maximum 40 possible points for self-efficacy. The mean of the group is (M = 33.28, the median = 34 and SD = 4.24)
What are the scores for self-efficacy among Catholic Sisters who have not completed the SLDI training? 
5. In the scores on self-efficacy among Catholic Sisters who have not completed SLDI training (n = 299), 14 was the minimum score and 40 the maximum score. Two percent rated themselves with a score of 19 and below while three percent rated themselves with the maximum score of 40, the highest points for self-efficacy. The mean of the group is (M= 32.32, the median = 33 and SD = 4.88).
Do the scores for self-efficacy differ significantly among Catholic Sisters who have competed and those who have not completed the SLDI training?
5. To test for differences between groups, an independent samples t-test was conducted, and a significant difference was found in the scores for self-efficacy between those who have completed the training (M= 33.28, SD= 4.24) and those who have not completed the training (M=32.32, SD=4.88); (t (622) =2.64, p = 0.019 < 0.05). These results suggest that although Catholic Sisters who have completed and those who have not completed the SLDI training both have a high level of self-efficacy, those who have completed the training have a significantly higher mean score than those who have not completed the SLDI training.
[bookmark: _Toc25572276][bookmark: _Toc26905976][bookmark: _Toc37284418]Results for Latent potential within and between groups.
What are the scores for latent potential for sustainable leadership skills development among Catholic Sisters who have completed the SLDI training? The second dependent variable obtained a 52% response rate (n =358). Nearly half of the respondents (48%) did not respond to this section of the survey.
1. Descriptive statistics show the following outcome on the scores for Latent potential for sustainable leadership skills development among Catholic Sisters who have completed SLDI training (n = 196), six was the minimum score reported by 4 percent of the respondents and 24 was the maximum score. The mean of the group is (M = 13.63 the median = 14 and SD = 3.79).
What are the scores for latent potential for sustainable leadership skills development among Catholic Sisters who have not completed the SLDI training?
2. Descriptive statistics reveal the following about the scores for Latent Potential for sustainable leadership skills development among Catholic Sisters who have not completed SLDI training (n = 162), six was the minimum score and 21 was the maximum score. Four percent rated themselves with a score of the minimum six, while two percent rated themselves with the maximum score of 21, out of the possible 24 points for lowest latent potential for sustainable skills development. The mean of the group is (M= 13.17, the median = 13 and SD = 3.60). 
Do the scores for latent potential for sustainable leadership skills development differ significantly among Catholic Sisters who have completed and those who have not completed the training?
3. To test for differences between groups, an independent samples t-test was conducted, and no significant difference was found in the scores for latent potential for sustainable leadership skills development between Catholic Sisters who have completed the training (M= 13.63, SD= 3.79) and Catholic Sisters who have not completed the training (M=13.17, SD=3.60); (t (356) =1.17, p = 0.243 > 0.05). 
These results suggest that SLDI training does not have an impact on scores for latent potential for sustainable leadership skills development. In the two groups, the mean of the group is marginal as it borders the lower category, which indicates high latent potential among participant categorized as falling in the range of 6 – 12). The group mean in this study is moderate at 13.42 for competencies. As earlier reported in the results section for Catholic Sisters’ access to training in traditional courses, there is not sufficient training either at the initial formation or at college/university level. This lack of training is seen in the two groups of Catholic Sisters where no statistically significant difference in the group mean scores was obtained.
[bookmark: _Toc25572277][bookmark: _Toc26905977][bookmark: _Toc37284419]Hypotheses Testing
For the central question, SLDI has no relationship with self-efficacy or latent potential for sustainable leadership development from the Pearson correlation and the Factor analysis. The scores for the dependent variables, this study rejects the first null hypothesis that there is no statistically significant difference in the scores for self-efficacy between the Catholic Sisters who have completed the SLDI training and those who have not completed the training. A significant difference was found in the scores for self-efficacy between those who have completed (M= 33.28, SD= 4.24) and those who have not completed the training (M =32.32, SD =4.88); (t (622) =2.64, p = 0.019 < 0.05). A Cohen’s d effect was calculated d = 0.211. Therefore, the data call for rejecting the null hypothesis that there is no significant difference between the two groups and accept the alternative hypothesis that there is a significant difference in the scores for self-efficacy between those who have completed and those who have not completed the SLDI training. 
However, the study fails to reject the second null hypothesis that there is no statistically significant difference in the scores for latent potential for sustainable leadership skills development between Catholic Sisters who have completed and those who have not completed the SLDI training. No statistically significant difference was found in comparing the mean scores on this variable between Catholic Sisters who have completed (M= 13.63, SD= 3.79) and Catholic Sisters who have not completed the SLDI training (M=13.17, SD=3.60); (t (356) =1.17, p = 0.243 > 0.05). Therefore, we reject the alternative hypotheses that there is a significant difference between the scores for latent potential for sustainable leadership skills development for Catholic Sisters who have completed and those who have not completed the SLDI training. 
	The table below illustrates descriptive statistics for the outcome of the scores from the two dependent variables based on the group categories Alum and New Cohort in the SLDI training program. 

[bookmark: _Toc25164423]



[bookmark: _Toc37284671]Table 8. Combined analysis for the two dependent variables
	
Group Statistics

	
	Alum & New
	N
	Mean
	Std. Deviation
	Std. Error Mean

	SEScale
	Alum
	325
	33.28
	4.238
	.235

	
	New Cohort
	299
	32.32
	4.879
	.282

	LPScale
	Alum
	196
	13.63
	3.792
	.271

	
	New Cohort
	162
	13.17
	3.595
	.282



For each of the dependent variables, self-efficacy and latent potential for sustainable leadership skills development, an independent samples t-test was conducted. A significant difference was found for self-efficacy, Alum (M = 33.28, SD 4.24) and New Cohort (M =32.32, SD = 4.88); (t (622) =2.64, p = .008< .01). Based on the significant result of this analysis a Cohen’s d effect size was calculated, where a small effect size was found (d = 0.211). However, no statistically significant difference was found for latent potential for sustainable leadership skills development, Alum (M =13.63, SD =3.79) and New cohort (M =13.17, SD = 3.60) (t (356) = 1.17, p =.243 > .05). These results suggest that participants in the SLDI program who have completed the training have a significantly higher sense of self-efficacy, compared to their counterparts who have not completed the training. However, on the latent potential for sustainable leadership scores both groups have lower scores and significant level of latent potential for sustainable leadership skills development persist, even after SLDI training, in their competencies compared to their self-efficacy. 
[bookmark: _Toc25572278][bookmark: _Toc26905978][bookmark: _Toc37284420]Additional analysis of latent potential for sustainable leadership skills.
Further analysis explored the raw data to look for any common trends that might be found among participants for the second dependent variable. This analysis was based on acquisition of skills for the training in traditional courses, which were categorized into two possibilities, training at the formation house and training at a college/university level of education. 


[bookmark: _Toc25572012][bookmark: _Toc26905911][bookmark: _Toc37284619]Figure 8. If you have received any, at what level did you receive the following training?

From the figure above, in four of the six traditional disciplines selected, less than four in ten Catholic Sisters received training in traditional courses during their initial formation in religious life. More than half of Catholic Sisters received training in Church history (62%) and Sacred Scripture (58%) in their formation houses but less than half received training in any of the other traditional courses.

[bookmark: _Toc25572013][bookmark: _Toc26905912][bookmark: _Toc37284620]Figure 9. If you have received any, at what level did you receive the following training?
In all the traditional courses, about nine in ten participants report not receiving any training in traditional courses at the college/university level. This response may be associated with the low enrollment rate of participants (23%) who have pursued higher education after the SLDI training (see appendix 5 question 40). These low competencies reveal that participants in this study have a high latent potential for sustainable leadership skills development right from their initial formation training and the situation does not improve at the college level of education. This outcome is logically consistent with their self-evaluation in competencies for traditional courses, with all categories showing eight in ten lack the credentials. 
[bookmark: _Toc25572279][bookmark: _Toc26905979][bookmark: _Toc37284421]Tests within and across groups on the independent variables 
The study also went further to expand the analysis of data for the independent variables. For the sufficiency of SLDI training, an independent samples t-test was conducted for Catholic Sisters who have completed and those who have not completed the training. No statistically significant difference was found in their view about the sufficiency of the training. Alum (M =9.72, SD 1.86) and New cohort (M = 9.75, SD 2.19); (t (226) = -.08, p =.937 > .05). The two groups rated the program highly.
For the SLDI training effect, an independent samples t-test was conducted for Catholic Sisters who have completed and those who have not completed the training. A statistically significant difference was found in their rating on their competencies after the training. Alum (M = 1.02, SD = 0.63) and New cohort (M = 0.85, SD .60); (t (636) = 3.49, p =.001). Based on the significant result of this analysis a Cohen’s d effect size was calculated, a small effect size was found (d = 0.275). The sisters who have completed SLDI training have moderate but slightly higher competencies than those who have not completed the training.
[bookmark: _Toc25572280][bookmark: _Toc26905980][bookmark: _Toc37284422]Supplemental analysis
Further analysis was conducted to test for differences between groups and to determine which predictor variables might have an independent impact on the outcome of this study. This supplemental analysis section also included transformation of data from the opinion and attitude questions into an additional scale, which was named Decrease latent potential (DLP). The scale was used to measure respondents’ intent to decrease latent potential (see appendix 5, questions 23 -31). The scale is comprised of a Likert set of questions asking participants to rate how much they agreed or disagreed with each statement. A rating of 1 was strongly disagree, 2 somewhat disagree, 3 somewhat agree and 4 strongly agree. This additional moderating independent variable classified the scores 9 – 18 as low intent, 19 – 27 as moderate intent and 28 – 36 as high intent to improve the situation of Catholic Sisters in Africa south of the Sahara. 
Both dependent variables were considered in the analysis even though only self-efficacy shows a statistically significant difference between participants who have completed the SLDI training and those who have not completed the training. The independent variables SLDI training, SLDI Effect, Latent Potential for sustainable leadership skills development, Decrease latent potential [DLP], year of entrance [Alum/New Cohort], age, congregational status [pontifical or diocesan], level of education, vows [perpetually or temporary professed] and if they have pursued higher education after SLDI training [yes/no] were examined in this section. Data were screened to check for satisfaction of the assumptions of conducting multiple regression. The z-scores revealed that one case responding on the highest level of education (PhD) was higher than the normal distribution range of -3 and 3 standard deviations. The Z-scores for age revealed 3 cases of those aged 70 and above were above the normal distribution range of -3 and 3 standard deviations. However, these cases were not eliminated as they did not have undue influence on the rest of the cases as they constituted less that 1 percent of the sample size. All missing cases in the variables were replaced with the mean of the group. 
[bookmark: _Toc25572281][bookmark: _Toc26905981][bookmark: _Toc37284423]Multiple Regression for Self-efficacy
A multiple linear regression was conducted to test which of the ten independent variables – age, congregation status [pontifical/diocesan],year of entrance [Alum/New Cohort] level of education, SLDI sufficiency, SLDI Effect, Decrease of latent potential, pursuing higher education, vows [perpetual/temporary] and Latent potential for sustainable skills development – would significantly predict self-efficacy. Regression results indicate that the overall model does significantly predict self-efficacy, but only three independent variables were significant: year of entrance [Alum/New Cohort], Latent potential for sustainable leadership skills development [LP] and intent to Decrease Latent potential (DLP) R2 = .059, R2adj = -.055, (F (3, 679) = 14.120, p < 0.001). This model accounts for 5.5% of the variance in the level of self-efficacy. Participants’ predicted level of self-efficacy is equal to 25.461 + 0.201 [intent to Decrease Latent potential] + 0.161 [Latent potential for sustainable leadership skills development] – 0.897 year of entrance [Alum/New Cohort]. This result suggests for every unit increase in the predictor variables identified we would increase self-efficacy mean score by 0.201 from the intent to decrease latent potential, and 0.161 latent potential for sustainable leadership skill development (competencies) but decrease that mean score by every unit increase of those participants who have not completed the training [New Cohort] by 0.897 points. This would hold the mean score for the group at B = 24.926 which presents a moderate level of self-efficacy going by the classification earlier determined as 10 – 20 low self-efficacy, 21 – 30 moderate self-efficacy, and 31 – 40 high self-efficacy.

[bookmark: _Toc25164424][bookmark: _Toc37284672] Table 9. Regression Table for Self-efficacy
	
	B
	β
	t
	p
	

	Constant
	25.461
	
	18.983
	 .000
	

	 DLP
	.201
	.186
	4.967
	.000**
	

	 LP
	.161
	.098
	2.624
	.009*
	

	 Alum & New Cohort 
	-.897

	-.102

	-2.748

	.006*

	


*Significance Level at a priori level of 0.01
**Significance Level at a priori level of 0.001

[bookmark: _Toc25572282][bookmark: _Toc26905982][bookmark: _Toc37284424]Multiple Regression for Latent Potential for sustainable leadership skills 
A multiple linear regression was conducted to test which of the ten independent variables, – age, congregation status [pontifical/diocesan],year of entrance [Alum/New Cohort], level of education, SLDI sufficiency, SLDI Effect, Decrease of latent potential, pursuing higher education, vows [perpetual/temporary] and self-efficacy would correctly predict low latent potential for sustainable leadership skills development. Regression results indicate that the overall model does significantly predict lower latent potential for sustainable leadership skills development. However, this level of significance was predicted by four independent variables only, intent to decrease latent potential [DLP], Self-efficacy [SE], level of education [Edu] and SLDI sufficiency [sldi-Suff] R2 = .048, R2adj = -.042, (F (4, 679) = 8.519, p < 0.001). This model accounts for 4.2% of variance in the level of latent potential for sustainable leadership skills development. Participants’ predicted level of latent potential for sustainable leadership skills development is equal to B = 6.630 + .411 [edu] + .230 [sldi-suff] + .062 [DLP] + .059 [SE]. These results suggest for every unit increase in all the significant predictor independent variables identified we would increase the mean score of latent potential for sustainable from a mean score of 6.630 to 7.392 which is still on the lower side considering that the categories in this variable were 6 – 12 low scores, 13 – 18 moderate scores and 19 – 24 high scores. Therefore, participants fall in the low category meaning they have a very high latent potential.
 
[bookmark: _Toc25164425][bookmark: _Toc37284673]Table 10. Regression Table for Latent Potential for sustainable skills development
	[bookmark: _Hlk26977932]
	B
	β
	t
	p
	

	Constant
	  6.630
	
	5.271
	 .000
	

	 DLP
	.062
	.093
	2.438
	.015**
	

	 Self-effica
	.059
	.096
	2.505
	.012*
	

	 Education
	.411
	.126
	3.350
	.001*
	


[bookmark: _Hlk26978546]*Significance Level at a priori level of 0.01
**Significance Level at a priori level of 0.05

[bookmark: _Toc25572283][bookmark: _Toc26905983][bookmark: _Toc37284425][bookmark: _Hlk508658658]Multiple Regression for SLDI Effect (Competencies).
A multiple linear regression was conducted to test which of the ten independent variables – age, congregation status [pontifical/diocesan], year of entrance [Alum/New Cohort], level of education, SLDI sufficiency, Decrease of latent potential, pursuing higher education, vows [perpetual/temporary], Self-efficacy, and Latent potential for sustainable skills development would significantly predict high competencies in SLDI acquired after the training (SLDI Effect). Regression results indicate that the overall model does significantly predict SLDI Effect R2 = .038, R2adj = .023, (F (10, 672) = 2.639, p < 0.01). This level of significance was predicted by three independent variables only, Age bracket [age], year of entrance [Alum/New Cohort] and SLDI Sufficiency R2 = .032, R2adj = .027, (F (3, 679) = 7.388, p < 0.001). However, due to the large gap in the Mahalanobis distance = 35.720 which exceeded the ꭕ2 critical value of 16.266, three cases were removed. The independent variable SLDI sufficiency was removed from the model and only age and year of entrance [Alum/New Cohort] were retained in the model, R2 = .026, R2adj = .023, (F (2, 677) = 9.020, p < 0.001). This model accounts for 2.3% of variance in the competencies obtained after the SLDI training. Participants’ predicted level of competencies obtained from SLDI effect is equal to 1.184 - .178 [Alum/ New Cohort] - .058 [age]. These results suggest for every unit increase in the New Cohort, it would decrease the mean score of SLDI effect by .178 and every unit increase in age category would decrease the SLDI effect by .058. The outcome of this equation affirms the group mean of participants when asked to rate their competencies after the SLDI training which 0.94 was similar to the regression outcome of 0.948. Therefore, the more participants complete the program the better and the younger the recruitment to the group the better as the three cases that were identified as outliers in the age categories. The table below illustrates the outcome after deleting the three cases.
[bookmark: _Toc37284674]Table 11. Regression table for SLDI Effect
	
	B
	β
	t
	p
	

	Constant
	  1.184
	
	16.029
	 .000
	

	 Alum/New Cohort
	-.178
	-.148
	-.3.852
	 .000*
	

	 Age
	-.058
	-.095
	2.505
	.014**
	


[bookmark: _Toc25572284][bookmark: _Toc26905984]*Significance Level at a priori level of 0.001
**Significance Level at a priori level of 0.05

[bookmark: _Toc37284426]Age of participants
The demographic data for age comprised of six categories, 1. [Below 30], 2. [31 – 40], 3. [41 – 50], 4. [51 – 60], 5. [61 – 70] and 6. [Those above 70]. Analysis on the descriptive statistics for the demographic variables age, congregation status, and level of education are presented below. The largest number of participants are aged 40 – 49 years, comprising 35% of the total number of participants, followed by 33% of participants who were aged between 30 – 39 years. The youngest group, those below age 30, account for 11% of participants and those above 70 years are less than 1%. These results suggest that the SLDI program is most attractive to those aged 49 and below.

[bookmark: _Toc25572014][bookmark: _Toc26905913][bookmark: _Toc37284621]Figure 10. Participants’ age bracket. 
[bookmark: _Toc25572285][bookmark: _Toc26905985][bookmark: _Toc37284427]Congregation Status as it relates to the dependent variables
More participants come from congregations of Pontifical right (58%) than from congregations of Diocesan right (42%). However, there was no statistically significant difference in the mean score for either self-efficacy or latent potential for sustainable leadership skills development between these two categories of congregation status. For self-efficacy, both categories scored highly with no significant difference in mean score for either the Pontifical right congregations (M = 32.98, SD = 4.21) or Diocesan right congregations (M=32.64, SD =5.06), (t (613) = .903, p =.367 > 0.05). The results for the independent t-test for Latent potential for sustainable leadership skills development show moderate difference, but on the lower margin between low and moderate competencies. From the independent samples t-test, there is no statistically significant difference in the mean score for the Pontifical right congregations (M = 13.30, SD = 3.56) and Diocesan right congregations (M = 13.61, SD = 3.92), (t (352) = -.776, p = .438 > 0.05). 
[bookmark: _Toc25572286][bookmark: _Toc26905986][bookmark: _Toc37284428]Congregation status and the independent variables.
Analysis of data for the main independent variable, SLDI training sufficiency, reveals the independent t-test had a statistically significant difference between pontifical congregations (M = 9.36, SD = 2.06) and diocesan congregations (M = 10.12, SD = 1.83), (t (223) = -2.922, p < 0.01). The results suggest that Catholic Sisters in diocesan right congregations rate the sufficiency of the SLDI training more highly compared to their counterparts from pontifical right congregations. But on the rating for their competencies before and after SLDI, [SLDI effect] no statistically significant differences were reported between the two groups, where the outcome shows moderate competencies obtained from the SLDI training for both Pontifical right congregations (M =.94, SD = .587) and Diocesan right congregations (M =.94, SD = .661), (t (625) = -.154, p > 0.05).
[bookmark: _Toc25572287][bookmark: _Toc26905987][bookmark: _Toc37284429]Vows [Perpetual or Temporary]
[bookmark: _Hlk36839698]Participants in this study were mostly perpetually professed with slightly more than eight in ten (84%) enrolled in the training and 16% were participants with temporary vows.

[bookmark: _Toc25572015][bookmark: _Toc26905914][bookmark: _Toc37284622]Figure 11. Participants grouping by Vows
[bookmark: _Toc25572288][bookmark: _Toc26905988][bookmark: _Toc37284430]Level of Education
The level of education among participants shows a similar pattern to previous studies, where seven in ten Catholic Sisters have obtained a college diploma or less (70%) and less than one in 20 Catholic Sisters have obtained credentials of a bachelor’s degree and above. This result affirms the response to a different question in the study, which asked if the participants in this study had pursed education after their SLDI training. Nearly eight in ten (77%) indicated that they have not pursued education after the SLDI training. The figure below illustrates this statistic, which affirms that lack of credentials in higher education among Catholic Sisters in Africa south of the Sahara persists. 

[bookmark: _Toc25572016][bookmark: _Toc26905915][bookmark: _Toc37284623]Figure 12. Participants’ Highest level of Education

The independent variable, highest level of education [edu] did not account for any statistically different results for all other outcomes except on the second dependent variable, latent potential for sustainable leadership skills development. The highest level of education shows a weak but positive relationship with latent potential for sustainable leaderships skills development (r (354) = .158, p < 0.01). This result was confirmed by the multiple regression for latent potential (DV2), where the highest level of education emerged as one of the four moderating independent variables that can correctly predict the level of latent potential for sustainable leadership skills development, p ≤ .001. Participants’ highest level of education was negatively correlated with both SLDI sufficiency (r (223) = -.088), and SLDI-Effect (r (632) = -.009) but has a small positive, but not statistically significant, relationship with Self-efficacy (r (619) = .012, p > 0.05). 
These results suggest that the lower the sister’s level of education, the higher her latent potential for sustainable leadership skills development, and vice versa, as illustrated by the small but significant correlations.
As a step further to determine if there is a relationship between enrollment in higher education, the other independent variables, and the dependent variables of this study, all show a small negative correlation but none of them is statistically significant (p > 0.05). This study reveals that slightly less than one in four (23%) responding sisters pursued higher education.

[bookmark: _Toc37284624]Figure 13. Have you pursued higher education after SLDI training?

[bookmark: _Toc25572289][bookmark: _Toc26905989][bookmark: _Toc37284431]Opinions and attitudes questions
Analysis of questions measuring opinions and attitudes about ways of improving the situation of Catholic Sisters in Africa south of the Sahara were also analyzed. The complete set of questions are stated as follows.
1. A national curriculum for Catholic Sisters’ initial formation training is ideal.
2. Adding years of Sisters’ initial formation training is beneficial for ministry
3. Accredited courses for Sisters’ initial formation is necessary for ministry
4. Congregations could offer a certificate to account for the years sent in initiation formation training.
5. Consecrated life is neither lay nor clerical for all religious
6. Catholic Sisters are excluded from the traditional leadership of the Catholic Church.
7. Nontraditional leadership training addresses the exclusion of Catholic Sisters.
8. With an SLDI certificate, one can gain formal employment
9. An SLDI certificate should be transferrable for credit toward a university degree. 
From this set of questions, data were transformed into a new scale to measure the intent of Catholic Sisters to Decrease latent potential [DLP]. The opinions of sisters about how to improve the situation of Catholic Sisters in Africa south of the Sahara are prioritized as illustrated below. This scale reveals a significant relationship as a predictor of the two dependent variables, self-efficacy (DV1) p < .001 and latent potential for sustainable leadership skills development (DV2) p < .05. 

[bookmark: _Toc37284625]Figure 14. Strongly to somewhat disagree and somewhat to strongly agree

In this part of the analysis, an independent t-test was conducted to determine if there were statistically significant differences between participants in all categories – Alum and New Cohort, Congregation status (pontifical right or diocesan right), Vows (perpetually or temporary professed) and if participants had pursued higher education after SLDI training (Yes or No). No statistically significant differences were found in any of these groups. This result suggests that all participants, regardless of their category or classification, have similar views on the items measuring their opinions and attitudes. All participants show strong opinions and attitudes toward improving the situation for Catholic Sisters in Africa south of the Sahara in all the proposed areas above where all the responses were more than half (55%) to more than nine-tenths (93%) showing strong agreement and desire to bring about the needed change. 

[bookmark: _Toc25572019][bookmark: _Toc26905918][bookmark: _Toc37284626]Figure 15. Percentage of those who responded "strongly agree"

A strong connection is found in the responses of those who “strongly agree” and in the areas that they identified as highly in need of improvement. To achieve a strong foundation for Catholic Sisters’ formation and preparing them in sustainable leadership skills development, adding years of Sisters’ initial formation training for Sisters is beneficial for ministry where slightly more than half strongly affirmed that proposal (51%). This aligns very closely with having a national curriculum for Catholic Sisters’ initial formation training (54%), as we know different charisms in different congregations provide a unique identity but a national curriculum in formation would form strong bonds among women religious, as is the case for their clergy counterparts who go to different seminaries but have a common curriculum recognized by the Holy See. This national curriculum would make it possible to provide accredited courses for Sisters’ initial formation, which 72% of participants strongly affirm as necessary for ministry.
	There was a weak but significant correlation in the responses, (r (329) = 0.163, p < 0.01). This result suggests that participants strongly agree with the proposed items in the study that could help reduce high latent potential and offer Catholic Sisters in Africa south of the Sahara better opportunities to advance their leadership and possible inclusion in the traditional leadership of the Church if they obtain similar credentials to those offered in the traditional training. 
[bookmark: _Toc25572290][bookmark: _Toc26905990][bookmark: _Toc37284432]Track pursued
[bookmark: _Hlk36839921]Descriptive statistics participants in this study 57% reported completing basic technology, and more participants pursuing the administration track (31%) than the finance track (24%), with some participants responding to both categories as such the percentage does not total to 100%. Even so, basic technology training was not considered as a criterion of evaluation in this analysis as all participants are expected to begin with acquiring skills in basic technology in their first year before proceeding to select a track of interest in the second year. Data show that more perpetually professed sisters (91%) pursed the administration track compared to temporary professed sisters (9%). Similarly, more perpetually professed sisters (87%) pursued the finance track compared to 13% of temporary professed sisters. 
Analysis of data on track pursued based on congregation status [Pontifical right or Diocesan right] shows that 58% of those enrolled in the administration track were from Pontifical right congregations and the other 42% were from Diocesan right congregations. In the finance track a similar trend was observed, with 54% of participants from Pontifical right congregations and 46% from Diocesan right congregations. The numbers in the administration track based on this variable are slightly higher than those of participants choosing the finance track. 
It is important to note that this comparison and analysis on the track pursued is only based on the variable Vows [perpetually or temporary professed] as the new cohort has not yet selected their specialization. Relating this to the number of careers reported for the question regarding their occupation, it is possible to infer that there were more participants involved in other ministries where they might be acting in an administrative capacity compared to all the participants engaged in financial administration. 
Analysis of data on track pursued according to age bracket among participants revealed that there were higher proportions of participants in their 40s and 50s who pursued the administration track compared to those in finance. The table below shows the outcome for the two tracks of administration and finance.
[bookmark: _Toc25164426][bookmark: _Toc37284675]Table 12. Track pursed by age bracket
	Age bracket in years
	Administration Track (n = 213)
	Finance Track (n =165)


	Below 30
	6%
	6%

	30 – 39
	25%
	37%

	40 – 49
	45%
	39%

	50 – 59
	22%
	15%

	60 – 69
	2%
	2%

	70 and above
	<1%
	-



From the data above it can be inferred that younger sisters are participating in the nontraditional leadership training than those aged 50 years and above. Probably a further exploration of this outcome could investigate the position the Catholic Sisters hold in their mission in addition to the question on their occupation in this study. It would possibly reveal levels and differences in leadership placements that perpetually professed sisters and temporary professed sisters are offered in their ministries. From this outcome of the study, it appears that more perpetually professed sisters than temporary professed sisters pursue the administration track at a disproportionately large number (91%) compared to (9%) of the temporary professed sisters. 
[bookmark: _Toc25572291][bookmark: _Toc26905991][bookmark: _Toc37284433]Reported Occupations
[bookmark: _Hlk36840090]This study revealed that the participants were distributed in different positions in their congregations, where 2% are Major Superiors, 9% are Members of the Council, 68% are perpetually professed members and 22% are Temporary professed members. Participants also listed their specific occupations, which have been classified into these broad categories according to what each participant identified.
[bookmark: _Toc25164427][bookmark: _Toc37284676]Table 13. Participants’ Occupations
	Occupation by Career
	No. in each category

	
Bursar/Finance
	81

	Education
	67

	Healthcare
	59

	Pastoral work
	47

	Social Work
	40

	Congregation Leadership
	25

	Secretary
	25

	Formation
	19

	Projects Coordinator
	16

	Administration 
	16

	Students
	15

	Catering/Matron/House keeping
	15

	Farmer Managers
	6

	Seamstress
	6

	Journalism/Communication
	4



The ranking of these occupations points to the possibility of making an inference that traditional courses do not inform the career paths Catholic Sisters in Africa south of the Sahara pursue in their ministries.  Some of their ministries may not require traditional courses like Canon Law, Theology, Philosophy, Sacred Scripture, or the Magisterium as a priority, if, for instance, they are solely engaged in education ministry at primary and high school education. An engagement in financial management or healthcare also might not attract an emphasis and/or acquisition of skills from traditional courses. Studies have also shown that some of the challenges faced by sisters in Africa south of the Sahara are sometimes posted to provide services with limited skills and knowledge of what they are expected to do (Wakahiu, 2019). Most of the sisters end up learning on the job and cannot secure contracts or proper job descriptions (Wakahiu, 2019 p.38). This study affirms this challenge from the view of participants that they are either transferred too soon or get placement in ministries where they do not practice the skills that they acquire from the SLDI training.
However, pastoral work ranks among the top five occupations among participants in this study and it is consistent with the recognition among participants (76%) that a national curriculum and Canon Law is an area of high priority to enable Catholic Sisters in Africa south of the Sahara to equip themselves with the necessary skills to benefit their ministries. Speaking about leadership in the Year of Consecrated Life, the Catholic Truth Society emphasized the words of Pope Francis 
“Let us encourage leadership that does not leave things the way they are. We need leadership that welcomes and encourages with empathic tenderness the gaze of the brothers and sisters, even those who force the pace or who impede progress helping them to overcome haste, fears, and attitudes of resistance.” (Libreria Editrice Vaticana, 2014 p. 41).
[bookmark: _Toc25572292][bookmark: _Toc26905992][bookmark: _Toc37284434]Proposed additional Courses to improve SLDI training
	The following courses were sampled from a list of proposed courses, with some more frequently mentioned than others. In the final analysis, it emerged that the top three priorities that Catholic Sisters in Africa south of the Sahara would like to be trained in are courses in psychological/guidance counseling as priority number one, rated on all three sections with a final tally of 48 counts. The second priority area was in Canon Law, with a final tally of 37 counts from the three sections and third area identified for training is leadership courses, which had a total of 34 counts. As can be seen from the tables there are other areas of training that the Catholic Sisters in this study have identified and another that came close to the three top areas of training is Human Resources, with a total of 29 counts.  



[bookmark: _Toc25572293][bookmark: _Toc26905993][bookmark: _Toc37284435]Top three courses that could improve SLDI training 
[bookmark: _Toc25164428][bookmark: _Toc37284677]Table 14. Three priority programs for SLDI training.
		Priority #1

	
	Priority #2
	
	Priority #3 
	
	

	
	
	
	
	
	
	

	Counseling/guidance
	20
	Counseling/psychological 
	16
	Canon law
	14
	

	Leadership
	16
	Human Resource
	11
	Counseling
	12
	

	Canon Law
	15
	Psychology
	8
	Leadership
	11
	

	Human Resource
	11
	Theology
	8
	Philosophy
	8
	

	Communication
	10
	Canon Law
	8
	Theology
	7
	

	Psychology
	10
	Leadership
	7
	Communication
	7
	

	Project Management
	10
	Communication
	6
	Social work
	7
	

	Entrepreneurship
	9
	Teamwork
	6
	Human resource
	7
	

	Higher education
	9
	Formation
	6
	Spirituality
	5
	

	Self-Awareness
	6
	Agriculture
	4
	Entrepreneurship
	5
	

	Healthcare
	5
	Catechism
	4
	Formation
	5
	

	Social Work
	5
	Spirituality
	4
	Healthcare
	4
	

	Theology
Philosophy
	5
4
	Sacred Scripture
Philosophy
	4
4
	Social Ethics
Self-awareness
	4
4
	






[bookmark: _Toc25572294][bookmark: _Toc26905994][bookmark: _Toc37284436]The study incentive
The study was incentivized with a chance to win one of ten cash prizes worth $20 each, for participating in the study. To honor this incentive a list was compiled of all participants who submitted their names asking to be included in the random draw. A total of 50 participants sent a separate email to the researcher asking to be included in the random draw. Each e-mail contact was assigned a corresponding number starting from 1 - 50, after which the Stattrek.com, an online random numbers selector, was used to determine the ten winners (Patten & Newhart, 2018). The figure below illustrates the numbers that were picked from the list of 50 entries (see appendix 6). The participants whose email contacts aligned with these numbers were contacted through the country Directors and Coordinators to notify them about their selection. Their cash prize was delivered by the Executive Director of ASEC and passed on to the country Directors for onward transmission to the participants in their respective countries. The figure below illustrates the outcome of the random draw and the criterion that was used to ensure no participant got the advantage to be selected more than once. The number was not large, as such the verification process was also done by rechecking the entries manually to ensure there were no duplicates.

	10 Random Numbers

	The Winners are e-mail contact numbers 
[40, 08, 05, 27, 11, 22, 24, 35, 01, 02.]
Specs: This table of 10 random numbers was produced according to the following specifications: Numbers were randomly selected from within the range of 1 to 50. Duplicate numbers were not allowed. This table was generated on 11/20/2019.
https://stattrek.com/statistics/random-number-generator.aspx#error 



[bookmark: _Toc25572020][bookmark: _Toc26905919][bookmark: _Toc37284627]Figure 16. Random draw results for the study incentive


[bookmark: _Toc25572295][bookmark: _Toc26905995][bookmark: _Toc37284437]CHAPTER FIVE
[bookmark: _Toc25572296][bookmark: _Toc26905996][bookmark: _Toc37284438]Discussion of findings
[bookmark: _Hlk36840442]This study explored the impact of nontraditional leadership training by focusing on the impact of a tailor-made program for Catholic Sisters in Africa south of the Sahara since its inception in 2007. The central question in this study was to scrutinize the impact of the SLDI leadership training as the independent variable on Catholic Sisters’ self-efficacy and latent potential for sustainable leadership skills development as the dependent variables. To guide the discussion and outcomes, a paired samples t-test was conducted to determine the effect of SLDI training as an independent variable. The results revealed that participants competencies before and after the training obtained a very high statistically significant difference scores for SLDI training before (M =1.80, SD = .578) and after (M= 2.74, SD = .453) (t (637) = -38.22, p < .001) a very large effect size was found d = 1.51. This result upholds participants’ perceptions and experiences in qualitative studies that the program is effective for professional skills development (Wakahiu, 2013; Wakahiu & Keller, 2011). 
However, for the purpose of this study the nontraditional training was subjected to a quantitative measure of outcomes. This helps remove the participants from perceptions to measurable means of understanding the outcomes. The use of other dependent variables also fortified the results which suggest there is no relationship or impact from the SLDI training as illustrated in Chapter four through the statistical tests and data analysis (see table 7). SLDI sufficiency (r (223) = .114, p =.087), self-efficacy scale (r (583) = .039, p =.348) and latent potential scale was negatively correlated with SLDI Effect (r (342) = -.068, p =.207)
[bookmark: _Toc25572297][bookmark: _Toc26905997][bookmark: _Toc37284439]The central research question, sub-questions, and hypotheses.
 “What is the impact of nontraditional leadership training on Catholic Sisters’ self-efficacy and latent potential for sustainable leadership skills development?” To answer this central question, the study considered two dimensions of the primary independent variable, the sufficiency of the SLDI training and SLDI effect before and after or the competencies gained from the training. This was measured by asking participants to rate their view of the sufficiency of the three tracks pursued in the model, Basic Technology skills, Administration skills, and Finance skills on a scale of 1 – 4 (strongly disagree to strongly agree) This was amplified with a question about how competent participants felt about their competencies by comparing their skills prior to the training and after the training on a score of 1 - 3 (low, moderate and high). The difference for scores before and after the training, the group mean for SLDI Effect revealed participants rated themselves with moderate competencies.
Further analysis of the central research question was tested with sub-questions which sought to test the hypotheses to test for relationships and any significant differences between groups. Participants were classified into two categories as Alum and New Cohort. The outcomes also reveal that all participants scored within the upper limit of self-efficacy, where predetermined scores were classified as 10 – 20 would be low, 21 -30 would be moderate and 31 – 40 would be high both groups scored over 32 points. The mean of the group even though a statistically significant difference was found between those who have completed and those who have not completed the training, but the small effect size does not explain the impact of SLDI training. Instead this outcome supports Bandura’s theory of self-efficacy (1977), that people can organize themselves to attain anticipated outcomes given the right conditions to thrive.
Additionally, the outcome for the second dependent variable where no significant differences were found also posts similar scores for the two groups. Participants rated themselves at moderate competencies, an indication that SLDI training does not have an impact on the latent potential for sustainable leadership skills development. A lot more needs to be done to reverse the high latent potential for the SLDI participants. Although courses from traditional leadership are independent of SLDI training but can be incorporated in the program with improvement of the model.
[bookmark: _Toc37284440]Multiple regression discussion.
Multiple regressions for predictor variables for the outcome of this study revealed further details on the results. SLDI training was not a predictor variable for self-efficacy or latent potential for sustainable leadership skills development. Holding all variables constant, the group mean for self-efficacy dropped to moderate scores of ß = 25.461 correctly predicted by the intent to decrease latent potential, latent potential for sustainable leadership skills development and year of entrance, [Alum/New Cohort].
Multiple regressions for the predictor variables for the second dependent variable latent potential for sustainable leadership skills development holding of variables constant, the group mean dropped to ß = 6.630. This outcome reveals a very high latent potential among participants assessing this by the predetermined score of 6 – 12 as [low competencies thus high latent potential], 13 – 18 [moderate competencies] and 19 – 24 [high competencies] thus low latent potential. The predictor variables for this regression were only three, the intent to reduce latent potential, self-efficacy, and highest level of education. Here again the two dependent variables had a statistically significant relationship between self-efficacy, latent potential for sustainable leadership skills development, as they predicted each other. An increase in scores for latent potential would increase self-efficacy and vice versa.
[bookmark: _Toc37284441]Percentages of the models
Only three out of ten possible independent variables included in the regression were significant. SLDI sufficiency and SLDI effect were removed from the model, as they were not statistically significant predictors in the overall model for the two dependent variables. The regression models accounted for 5.5% of self-efficacy, latent potentials for sustainable leadership skills development (4.2 %), and intent to decrease latent potential (4.3%) when each was computed as a dependent variable for regression. These percentages also reveal a weak relationship in the overall model. SLDI effect (2.3%) was correctly predicted by age of participants and whether they were Alum/New Cohort variables. 
Overall percentages of more than 95% of variance in these models is explained by other variables not captured in this study. Moderating variables of age, completion of the program, and level of education were found to be statistically significant predictors in this study, which could inform planning of the recruitment processes, and curriculum development to meet participants where they are at in age and level of education. 
[bookmark: _Toc37284442]Possible explanation for self-efficacy
The one possible explanation for the significant result for the dependent variable self-efficacy, is that participants are familiar with the GSE scale which they complete before and at the end of training, therefore they might know the expected answers. They may have been more inclined to rate themselves as highly as they did from previous knowledge, compared to the scale for latent potential for sustainable leadership skills development which they were all completing for the first time. 
When it came to competencies, both from SLDI training effect (IV) and latent potential for sustainable leadership skills development (DV2) measuring competencies from traditional courses, the participants showed similar trends. Group mean scores for both variables SLDI and latent potential, participants posted moderate competencies. The study failed to reject the null hypothesis for latent potential for sustainable leadership skills development but rejected the null hypothesis for self-efficacy. However, since the significant outcome was based on a dependent variable score, this outcome affirms the theory of Bandura (1977), that people can achieve preferred goals given the right conditions to thrive. Also “the more dependable the experiential sources, the greater the changes in perceived self-efficacy” (p.191). 
Multiple regressions for predictor variables for self-efficacy of this study revealed more information. Holding all variables constant, the group mean for self-efficacy dropped from high scores M = 32.32 to moderate scores of Beta = 25.461, correctly predicted by three variables, the intent to decrease latent potential, latent potential for sustainable leadership skills development and Alum and New Cohort.
Multiple regressions for the predictor variables for the second dependent variable latent potential for sustainable leadership skills development holding of variables constant, the group mean dropped from a previous group mean of M = 13.42 to Beta = 6.630. This outcome reveals a very high latent potential among participants assessing this by the predetermined scores categorized as, 6 – 12 as [low competencies thus high latent potential], 13 – 18 [moderate competencies] and 19 – 24 [high competencies] thus low latent potential. The predictor variables for this regression were also three, the intent to reduce latent potential, self-efficacy, and highest level of education. Here again the two dependent variables had a statistically significant relationship with each other. Self-efficacy and latent potential for sustainable leadership skills development, predicted each other. An increase in scores for latent potential would increase self-efficacy and a decrease in latent potential would increase self-efficacy. SLDI effect was removed from the model, as it was not a statistically significant predictor in the overall model for the two dependent variables. 
[bookmark: _1fob9te][bookmark: _Toc37284443]Application of the Theoretical Framework
This study affirms the tenets of the Bandura’s (1977) theory of self-efficacy. Self-efficacy is traditionally known as the ability of people to engage effort in their determination to attain anticipated goals (Eppel, 2015). Assessing the theoretical framework alongside the conceptual framework, self-efficacy manifests in the performance and life of Catholic Sisters even with minimum skills. Catholic Sisters in Africa south of the Sahara have a wealth of resources entrenched in their community living. The more experienced members of their communities share their experiences and pass on to one another through mentorship (SLDI evaluation report, 2018; Wakahiu, 2013). Their vicarious experience is enhanced by learning on the job and passing on the skills to the younger generation (Wakahiu & Keller, 2011). Catholic Sisters continue through personal motivation and social persuasion by their very nature as religious women and community living. They exemplify their call to service and a work ethic that often goes unacknowledged (Lopatofsky, 2019). Many Catholic Sisters elicit a lot of confidence from those that they serve, regardless of the professional competencies they possess (Wakahiu, et al., 2015). 
[bookmark: _3znysh7][bookmark: _Toc37284444]Application of the Conceptual Framework
	From the outcomes of this study, the conceptual framework, revealed relational outcomes that were not obvious, but indicative of similarities and differences resulting from the ratings of participants in the study. Self-efficacy was slightly higher and significant for those who had completed the SLDI training which would be expected by their advantage over those New Cohort. The competencies of participants in SLDI training and the competencies for the scale of latent potential for sustainable leadership skills development reveal attainment of a moderate group means. Self-efficacy (DV1) has a positive relationship with latent potential for sustainable leadership skills development (DV2). This outcome affirms the construct of the researcher on the conceptual framework for the study, that all the variables in the study would have some association. However, the outcome measure for the impact of SLDI as an independent variable on the dependent variables did not hold to the construct.
When participants were asked about three areas for improving nontraditional leadership training, counseling skills had the highest number of responses. This affirms the findings of Bandiho, et al., (2019) who reported that even Catholic Sisters in higher education still feel inadequately prepared for counseling services. Although participants have a very high latent potential in traditional training, accredited courses from traditional training did not feature highly in their rating for priority areas except for Canon Law. It uncovers a great need for the Church and women religious congregations to consider revisiting the formation program for women religious to include traditional courses, canon law, theology, philosophy, ecclesiology, sacred scripture and the magisterium. These courses do not stand in any way diametrically or otherwise opposed to their mission and engagement in the Church, their ministries and do not violate Can 652 §5. It has emerged that Catholic Sisters in Africa south of the Sahara who participated in this study lack firm foundations and/or competencies in traditional courses, both at their initial formation training and at the college/university level (see appendix 5, raw data from the survey). 
Opportunities for higher education for Catholic Sisters were shown in this study to be minimal, where less than one in four participants (23%) had the opportunity to pursue higher education after SLDI training. These findings correspond to the outcomes of recent studies conducted among Catholic Sisters in Africa south of the Sahara, which cited lack of clear policies and opportunities for higher education as a challenge in their congregations (Bandiho et al., 2019; Lopatofsky, 2019, Wakahiu, 2019). This trend has the potential to impact negatively the performance of Catholic Sisters in Africa south of the Sahara in their ministries if, all circumstances considered, Catholic Sisters in the 21st century still lack credentials for proper placement in ministries. This is unlike the past, where Catholic Sisters served by learning on the job and mentorship from a more qualified person in their practice settings, but times and circumstances have changed (Johnson et al., 2019; Wakahiu, 2019).
The rapidly changing world and emerging challenges do not exempt Catholic Sisters from professional standards. In line with the recent calls from Pope Francis, it is essential that Catholic Sisters help in the new direction and advocate for better opportunities to liberate themselves from servitude to authentic service (Glatz, 2019). A systemic change is highly necessary as a lack of credentials serves as a barrier for Catholic Sisters, not only in Africa south of the Sahara but for Catholic Sisters as members of the global sisterhood, seeking to advance themselves in personal and professional development for the global community. Human development and aspiration for the highest potential is an inherent part of the nature of the human person and it does not exempt the Catholic Sisters in any part of the world. This is consistent with the call of Pope Francis in the encyclical to women and men religious during the Year of Consecrated Life in 2014, when he pointed out that “Consecrated life is a sign of good things to come in human civilization, new situations and challenges as they develop” (Libreria Editrice Vaticana, 2014 p.7).
Participants in this study have advanced a strong advocacy for Catholic Sisters from Africa south of the Sahara, as shown by eight in ten respondents who “somewhat agree” to “strongly agree” that a national curriculum for women religious formation is needed and ideal for ministry. Equally, eight in ten participants find it necessary to add to the number of years of Catholic Sisters’ initial formation in order to benefit their ministries by having adequate preparation that can be accredited, a view that is supported by more than nine in ten (93%) participants in this study.
[bookmark: _2et92p0]Recognizing and affirming that religious formation is a discernment process when candidates join religious life. Some may not find this as their calling during the initial formation training or thereafter, 75% of participants in this study also “somewhat agree to strongly agree” that a certificate at the completion of training. If one had to depart, they could be offered the certificate to account for the years spent at the initial formation with some credentials obtained during that period if any at the time of departure. This not only prepares individuals for placement in the ministries as a religious but could also shape a career path for those who are advised or freely choose to pursue another way of life. Catholic Sisters in Africa south of the Sahara “somewhat agree” to “strongly agree” (62%) that they are excluded from the traditional leadership of the Church. However, a combination of the results for those who “somewhat agree” to “strongly agree” shows that more than half (55%) feel that nontraditional leadership addresses their exclusion from the traditional leadership of the Church, but 20% “strongly disagree”.
This outcome is similar to their response to the questions on their understanding of consecrated life, where two-thirds “somewhat agree” to “strongly agree” (65%) that consecrated life is neither lay nor clerical for all religious. However, a critical examination of this question could lead to the realization that, while that is the canonical provision, men religious have some leeway and better opportunities in their training formation and access to leadership in the hierarchy by virtue of their ordination, which women religious cannot gain access to as it is for male candidates only (Can. 1024). This necessarily shows consecrated life is neither lay nor clerical (Can. 588 §1) for all religious.
Some of the answers pertaining to the traditional leadership of the Church may not have been well understood by the participants, as their knowledge and competencies in canon law are very low, where they rated themselves with a combined score of 70% among those who responded that they are “not at all competent” and “only a little competent”. It also emerged in their responses to the question on training in traditional courses that they do not have equal access to training, either in the formation houses within their congregations (63%) or even in colleges/universities where the number goes even higher (94%). 
This deficit is further reflected by the outcome of the latent potential for sustainable leadership skills development, where slightly more than half (52%) responded to the questions with overall moderate levels of competencies in traditional courses prescribed in the canon law. When analyzed further from the total 358 participants, 196 have completed the SLDI training and 192 have not completed the training. These are almost equal numbers from both groups, showing marginally high latent potential for sustainable leadership skills development among Catholic Sisters in Africa south of the Sahara in traditional leadership training.
[bookmark: _tyjcwt][bookmark: _Toc37284445]Limitations of the study 
In a quantitative study there is no room for an in-depth enquiry into meaning making and experiences of participants. Also, the way the survey was set up, the questions allowed participants to skip a question if they did not know the answer. This may have skewed the responses for some questions more than others. For instance, in assessing the SLDI sufficiency two thirds of respondents (n = 455) did not provide an answer to the question “for each SLDI course you have taken, please evaluate how sufficient you feel the training was for sustainable leadership skills development compared to other accredited courses in your country?” It is not clear if the participants do not know much about other accredited courses in their country. It could also be that this and other questions that were not answered meant the participants did not know the answer or they simply did not feel comfortable to answer. The SLDI sufficiency was the scale that had the least number of respondents compared to all the other scales that were computed in this study: SLDI Effect had (n = 638), Self-efficacy (n = 624), Latent Potential for sustainable leadership skills development (n = 358) and Decrease Latent Potential (n = 597).
The SLDI sufficiency response, while it constituted a major part of the data for the independent variable SLDI training, is the only scale for which results cannot be generalized as they fall below the combined required minimum sample size of n = 322 (Raosoft.com online sample size calculator, 2019), as only n = 228 participants responded. 
Participation across countries was highly skewed, and because of the minimum required sample size calculated from all the participants in the ten countries, the response rates cannot be generalized for all countries. The results, therefore, cannot be stratified by country. Some countries are more advantaged than others in terms of infrastructure, like access to the internet in some countries over others, therefore a general comparison cannot be made across countries about participants in this study. The best assumption is that all countries did their best under their unique circumstances in Africa south of the Sahara. 
Some participants in the database of the sponsoring organization did not provide their email contacts, which was the only mode of data collection considered in this study. This shortcoming resulted in an omission of approximately 1,000 participants who could not be reached for lack of an active e-mail account or they did not provide e-mail contacts at all. 
SLDI taken together with other variables and as a factor of analysis, has no statistically significant impact on self-efficacy and latent potential for sustainable leadership skills development. Similarly, SLDI training is not a predictor variable for self-efficacy or latent potential for sustainable leadership skills development and vice versa. Due to the fact that credentials from SLDI are neither accredited nor transferrable to a diploma or degree program, the study finds it necessary for Catholic Sisters to relate this outcome to findings from other studies to add a voice for advocacy for better opportunities for Catholic Sisters in Africa south of the Sahara.
[bookmark: _Toc25572300][bookmark: _Toc26906000][bookmark: _Toc37284446]Three programs that could improve SLDI training
When participants were asked about three areas for improving nontraditional leadership training, counseling skills had the highest number of responses. This affirms the findings of Bandiho, et al., (2019) who reported that even Catholic Sisters already held degrees in higher education they still feel inadequately prepared for counseling services, as one of the areas they identified through their ministries. All accredited courses from traditional training did not feature highly in the rating except for Canon Law, which was rated as a second area of high priority. The opportunities for improving the situation of Catholic Sisters in traditional courses also was weak and shows a great need for the Church and women religious congregations to consider revisiting the formation program for women religious to include these traditional courses. These courses do not stand in any way diametrically opposed to their mission and engagement in the Church or their ministries and do not violate Can 652 §5. It has emerged that Catholic Sisters in Africa south of the Sahara who participated in this study lack firm foundations and/or competencies in traditional courses, both at their initial formation training and at the college/university level. 
Opportunities for higher education for Catholic Sisters were shown by this study to be minimal, where less than one in four participants (23%) in this study had the opportunity to pursue higher education after SLDI training. These findings correspond to the outcomes of recent studies conducted among Catholic Sisters in Africa south of the Sahara, which cited lack of clear policies and opportunities for higher education as a challenge in their congregations (Bandiho et al., 2019; Lopatofsky, 2019, Wakahiu, 2019). This trend has the potential to impact negatively the performance of Catholic Sisters in Africa south of the Sahara in their ministries if, all circumstances considered, Catholic Sisters in the 21st century must produce credentials and compete for placement in ministries. This is unlike the past, where Catholic Sisters served by learning on the job and mentorship from a more qualified person in practice settings, but is no longer the case today (Johnson et al., 2019; Wakahiu, 2019).
The rapidly changing world and emerging challenges do not exempt Catholic Sisters from professional standards. In line with the recent calls from Pope Francis, it is essential that Catholic Sisters help in the new direction and advocate for better opportunities to liberate themselves from servitude to authentic service (Glatz, 2019). A systemic change is highly necessary as a lack of credentials serves as a barrier for Catholic Sisters, not only in Africa south of the Sahara but for Catholic Sisters as members of the global sisterhood, seeking to advance themselves in personal and professional development as a desirable goal in the global community. Human development and aspiration for the highest potential is an inherent part of the nature of the human person and it does not exempt the Catholic Sisters in any part of the world. This is consistent with the call of Pope Francis in the encyclical to women and men religious during the Year of Consecrated Life, when he pointed out that “Consecrated life is a sign of good things to come in human civilization, new situations and challenges as they develop” (Libreria Editrice Vaticana, 2014 p.7).
The outcome of this study reveals that Catholic Sisters in Africa south of the Sahara have very high evaluations of personal self-efficacy. A combination of high self-efficacy and low latent potential for leadership skills development is a desirable good. It does not violate the cultivation of human and Christian virtue as one of their goals in religious formation training (Can. 651§2). Catholic Sisters from Africa south of the Sahara have put forth a strong voice in this study, as shown by eight in ten respondents who “somewhat agree” to “strongly agree” that a national curriculum for women religious formation is needed and ideal for ministry. Equally, eight in ten participants find it necessary to add to the number of years of Catholic Sisters’ initial formation in order to benefit their ministries by having adequate preparation that can be accredited, a view that is supported by more than nine in ten (93%) participants in this study. 
Recognizing and affirming that religious formation is a discernment process when candidates join religious life, where some may not find this as their calling during the initial formation training or thereafter, 75% of participants in this study also “somewhat agree to strongly agree” that a certificate at the completion of training, or if one had to depart, could be offered to individuals to account for the years spent at the initial formation with some credentials obtained during that period. This not only prepares individuals for placement in the ministries as religious but could also shape a career path for those who are advised or freely choose to pursue another way of life. Catholic Sisters in Africa south of the Sahara “somewhat agree” to “strongly agree” (62%) that they are excluded from the traditional leadership of the Church. However, a combination of the results for those who “somewhat agree” to “strongly agree” shows that more than half (55%) feel that nontraditional leadership addresses their exclusion from the traditional leadership of the Church, but 20% “strongly disagree”. 
This is similar to their response to the questions on their understanding of consecrated life, where two-thirds “somewhat agree” to “strongly agree” (65%) that consecrated life is neither lay nor clerical for all religious. However, a critical examination of this question could lead to the realization that, while that is the canonical provision, men religious have some leeway and better opportunities in their training formation and access to leadership in the hierarchy by virtue of their ordination, which women religious cannot gain access to as it is for male candidates only (Can. 1024). This necessarily shows consecrated life is neither lay nor clerical (Can. 588 §1) for all religious.
Some of the answers pertaining to the traditional leadership of the Church may not have been well understood by the participants, as their knowledge and competencies in canon law are very low, where they rated themselves with a combined score of 70% among those who responded that they are “not at all competent” and “only a little competent”. It also emerged in their responses to the question on training in traditional courses that they do not have equal access to training, either in the formation houses within their congregations (63%) or even in colleges/universities where the number goes even higher (94%). 
This deficit is further reflected by the outcome of the latent potential for sustainable leadership skills development, where slightly more than half (52%) responded to the questions with overall moderate levels of competencies in traditional courses prescribed in the canon law. When analyzed further from the total 358 participants, 196 have completed the SLDI training and 192 have not completed the training. These are almost equal numbers from both groups, showing marginally high latent potential for sustainable leadership skills development among Catholic Sisters in Africa south of the Sahara in traditional leadership training.
[bookmark: _Toc37284447]Opinions and attitudes for intent to decrease latent potential
It is worth noting that additional points were shared across the three proposals that participants were asked to identify which could improve SLDI training.  These could also inform religious life formation training and curriculum developers for the SLDI training. Several participants indicated that the duration of the course is not sufficient and that more time is required to improve this course. This affirms similar recommendations that have been provided previously through the SLDI Alumnae workshops (SLDI Evaluation, 2018). Some participants included the importance of critical thinking as a skill required to improve the SLDI training. 
A majority of the participants also recommend that the program ought to be advanced to the diploma and degree level, which is compatible with the high response from among nine in ten participants (92%) who “somewhat agree” and those who “strongly agree” that an SLDI certificate should be transferrable for credit toward a university degree. This response is similar to another highly rated question on the survey, where more than nine in ten participants (93%) “somewhat agree” or “strongly agree” that accredited courses for Sisters in initial formation training is necessary for ministry (see question 25 & 31, Appendix 5). Critical thinking would have aided the response to the question on consecrated life, to distinguish the canonical provision (Can. 588 §1) from the reality between opportunities for women religious compared to their counterpart men religious who qualify to enter the hierarchy by virtue of being male (Can. 1024).
It is also a matter of critical thinking to consider, if an SLDI certificate at this point is not transferrable toward a university degree, it raises some curiosity about how the SLDI training sufficiency scores so highly, since this question was asking participants to compare a one-month long training to other accredited courses in their countries. This outcome, however, is likely to be influenced by the small number of respondents to the question (33%) compared to (67%) of respondents who did not respond or rate the SLDI training in this study. It is the assumption of this study that the inconsistency in the responses can be attributed to 77% of participants having not pursued higher education after SLDI training, and 70% of the participants possessing only a certificate or diploma level of education. Therefore, they were less likely to know how to compare the nontraditional training to other accredited courses. 
Another way of viewing the outcome and lack of consistency in the rating was that participants scored the SLDI training as highly sufficient, although the respondent did not meet the minimum number for generalizability. However, when it came to their own competencies before and after the training, the group mean score was moderate competency. This affirms the need to consider increasing the amount of time for the training, to provide participants with ample time to obtain higher competencies, augmented with opportunities for higher education. A few participants cited a lack of opportunity to practice what they had learned in the training in their ministries which could explain another reason they did not rate themselves with high competencies.
[bookmark: _Toc25572303][bookmark: _Toc26906003][bookmark: _Toc37284448]Conclusion

[bookmark: _Toc37284628]Figure 17. Study outcome of the Independent Variable and two Dependent Variables
The study concludes that the SLDI training outcome [effect] has no relationship with the two dependent variables based on the outcome of the independent and dependent variables. The two dependent variables had a relationship self-efficacy and latent potential (r (339) = .172, p ≤ .01). Overall, SLDI Effect had no relationship with the rest of the variables, SLDI sufficiency (r (223) = .114, p =.087 >.05), self-efficacy scale (r (583) = .039, p =.348 > .05) and latent potential scale was negatively correlated with SLDI Effect (r (342) = -.068, p =.207 > .05). This affirms the disclaimer, that correlation does not always imply causation, even though sufficiency had a relationship with the dependent variables, but the outcome for competencies did not.
SLDI taken together with other variables and as a factor of analysis, has no statistically significant impact on self-efficacy (F (3, 581) = .427, p=.734 > .05) and latent potential for sustainable leadership skills development (F (3, 340) = .771, p = .511 >.05). Similarly, SLDI training is not a predictor variable for self-efficacy and latent potential for sustainable leadership skills development and vice versa. Multiple regressions for SLDI effect reveal a moderate self-efficacy mean score and a very high latent potential for sustainable leadership skills development, very close to the minimum as the group mean score holding all other variables constant was at = 6.684. Due to the fact that credentials from SLDI are neither accredited nor transferrable to a diploma or degree program, the study finds it necessary for Catholic Sisters to relate this outcome to findings from other studies to add a voice for advocacy for better opportunities of Catholic Sisters in Africa south of the Sahara.
The sponsoring organization for the SLDI program objective to change the statistic of Catholic Sisters who lack academic credentials one life, one day at a time is affirmed by the findings of this study. The statistic of those who have not pursued higher education reported in the analysis here is 77% compared to the earlier finding of 80% (SLDI evaluation report 2016; Wakahiu & Shaver, 2015). Longitudinal studies involving a census across the cohorts could be conducted to determine the other achievements that the program has obtained over the last twelve years. There is room for improvement with this change of statistic as a start in the right direction to enable Catholic Sisters to overcome the feeling of ‘being less than’ when they serve among or lead institutions with more qualified staff than they are (Wakahiu, 2019). This might not only be a professional challenges but probabilities of skewed interpersonal relationships in a work environment with such power differential. 
Some of the long standing challenges in preparing Catholic Sisters with leadership competencies have been cited as weak congregational policies on education, lack of funds to pay for education, and a lapse of time between the time sisters go back to school (Lopatofsky, 2019; Ngundo & Wiggins, 2017). Other factors associated with the challenge of leadership and professional development among Catholic Sisters in Africa south of the Sahara are the age of participants and qualifications to gain them entry into college and/or right placement in work, in line not only within the Church but also with government policies which could earn congregations just wages to support the needs of members (Bandiho et al., 2019; Draru, 2017; Wakahiu, 2019). One employer cited the challenge when it comes to making placements for sisters in the workplace as a lack of the necessary qualifications to occupy advertised positions and they end up getting the bare minimum and other available position (Wakahiu, 2019). This is a challenging position even as the Pope urges the Catholic Sisters to be servants, not maids, to priests (Glatz, 2019). The cycle of lack of credentials and lack of finances within congregations continues, considering that there are more new members joining the congregations as vocations continue to grow in the continent of Africa.
This study finds similar trends, if at the present time nearly eight in ten (77%) Catholic Sisters who are considered to join the nontraditional leadership training due to lack of credentials have not pursue higher education after the SLDI training. If the nontraditional training is what they have at their disposal, this makes it necessary to work on enhancing the curriculum to make the perception of sufficiency of the SLDI training and actual SLDI Effect, which indicates a participant’s competencies, to post a stronger relationship. This will not only improve the course content but provide more competent skills that the participants anticipate acquiring in this training. The duration of the program continues to be cited as a challenge to satisfying the skills development needs among participants. In the section for additional programs, one participant wrote to improve this course, the training could run for at least two months. It appears that majority of participants find the nontraditional leadership training important except for some constraints of time and heavy course content. This might explain the high rating for the perceived SLDI sufficiency, but lower outcomes in skills development, where seven in ten Catholic Sisters rated themselves as either low (20%) or moderate (58%) in the scale for SLDI Effect. 
[bookmark: _Toc37284449]Implication for practice and future recommendations
This study was cross-sectional design, where data was collected at one point in time as such further studies could employ a longitudinal design. Conduct a census and stratify cohorts from 2007 to date, in order to determine other dimensions and impacts that the SLDI program has obtained over the last twelve years. There is room for improvement with the change of statistic from 80% to 77% found in this study of those who have not pursued higher education. This is good start in the right direction to enable Catholic Sisters to overcome the feeling of ‘being less than’, when they serve need to supervise personnel who are more qualified than the Sisters (Wakahiu, 2019). This might not only be a professional challenge where the Sisters’ professional and management skills, and standards might be undermined by more qualified staff in their ministries. Such challenges could make difficult interpersonal relationships in a work environment with power differentials. 
Some of the long standing challenges in preparing Catholic Sisters with leadership competencies have been cited as weak congregational policies on education, lack of funds to pay for education, and a lapse of time between the time sisters go back to school (Lopatofsky, 2019; Ngundo & Wiggins, 2017; Wakahiu & Salvaterra, 2012). Other factors associated with the challenge of leadership and professional skills development among Catholic Sisters in Africa south of the Sahara are the age of participants and qualifications to gain them entry into college (Lopatofsky, 2019). Additionally, the right placement in work, in line not only within the Church but also with government policies (Bandiho et al., 2019; Draru, 2017; Wakahiu, 2019). One employer cited the challenge when it comes to making placements for sisters in the workplace, as a lack of the necessary qualifications to occupy advertised positions (Wakahiu, 2019). This is a challenging situation reiterated by Pope Francis when he urged the Catholic Sisters to be servants, not maids, to priests (Glatz, 2019). The cycle of lack of credentials and lack of finances within congregations will not end, considering that there are more new members joining the congregations as vocations continue to grow in the continent of Africa.
From this study a slight improvement was found from the statistic of 80% in 2016, to a lesser number 77% in 2020 of participants, who have not pursued higher education after the SLDI training. The duration of the program continues to be cited as a challenge to meet the skills development needs among participants. In the section for additional programs, one participant wrote to improve this course, the training could run for at least two months. It appears that majority of participants find the nontraditional leadership training important except for some constraints of time and heavy course content. This might explain lower outcomes in skills development, where seven in ten Catholic Sisters rated themselves as either low (20%) or moderate (58%) in the scale for SLDI Effect. 
The study recommends that Catholic Sisters might want to revisit their majors when they proceed to pursue higher education and consider enrolling in traditional courses and disciplines aligned to the Catholic Church traditional model of training. Nine in ten participants did not get training in traditional courses either in college or university, Canon Law (94%), the Magisterium (94%), Philosophy (90%), or Theology (91%). However, the percentage is lower than those who did not receive the training in at the initial formation house, with: Canon Law (63%), Theology (69%), Philosophy (82%) and the Magisterium (74%). Thus, a clear gap exists in the lack of credentials in the traditional courses without which Catholic Sisters may not be able to advocate for their inclusion, where 62% in this study “somewhat agree” to “strongly agree” they are excluded from the traditional leadership of the Church. 
In the recent move by Pope Francis to include women theologian consultors, the Church has given women a 30% room for inclusion by choosing seven among the 23 members appointed to the Congregation for Institutes of Consecrated Life and Societies of Apostolic Life (McElwee, 2019). The greatest need identified by this study to improve the situation of Catholic Sisters in Africa south of the Sahara was to have accredited courses in their initial formation training. The highest response was from participants who “strongly agree” alone 72% and a corresponding response was that an SLDI certificate should be transferrable for credit toward a university degree, also supported by “strongly agree” alone was 70% (see appendix 5, questions 25 & 31 ). 
Some other recommendations for future research could be an expansion of this research to include other Catholic Sisters in Africa south of the Sahara who have not trained in SLDI. The study could test how they rate themselves in self-efficacy and latent potential in traditional courses sampled in this study from (Can. 250, 252 §3). Further still, research could explore if there is a relationship between the occupations/positions and the low enrollment in higher education, since 77% of participants in this study have not pursued higher education after SLDI training. The study could for instance focus on ‘What factors hinder enrollment in higher education among women religious in Africa south of the Sahara?’ as it relates to the proposals advanced for developing leaders in Africa. Some scholars postulate that the intervention could be found in involving Africans to help Africa (Salvaterra, Wakahiu, Farr & Zaffino, 2009). 
Based on the recommendations supported by participants who “agree” and “strongly agree” (80%), adding years of formation training as beneficial for women religious in Africa south of the Sahara. This recommendation aligned with the view that the training duration for SLDI is short. This way women religious will completed their initial formation training with higher credentials. This will provide a basis for the certification which was also supported by a high percentage of participants who “agreed” or “strongly agreed” (75%) that a certificate is necessary.
Sisters report increased confidence when they attain post-secondary education (Lopatofsky, 2019). Future studies could also assess the impact of lack of credentials on Catholic Sisters’ job satisfaction, performance, and/or self-esteem in a rapidly changing and competitive world. Participants in the SLDI program have often reported feeling inferior in their ministries due to lack of credentials (SLDI evaluation report, 2018). Other times some sisters report feeling intimidated to provide leadership for more qualified personnel within their ministries which “can lead to tensions and derailments in planned activities” (Wakahiu, 2019 p.55). 
Notable from the trends of enrollment in this program in previous years (SLDI evaluation, 2018), this is the first time that a participant with a Ph.D. enrolled in the training. In data analysis, the stem and leaf, as well as the Mahalanobis distance classified this participant as an outlier. Recruitment process may require some consideration. For instance, ask the question, how does inclusion of Catholic Sisters with higher credentials impact opportunities for those without credentials considering 70% in this study did not have a bachelor’s degree? Another 77% have not pursued higher education after SLDI. 
The one-month long training may not attract provision of credentials other than view it as an opportunity for continuing education, because the training is not credit bearing. This may not provide an organizational change, change in personnel or new ways of doing things when compared to situation of those with credentials obtained from recognized institutions for career development. The norm and organizational standards of practice are that accredited courses earn employees’ consideration for promotion and/or remuneration package based on merit. Therefore, the support for the recommendation to make the SLDI training a credit bearing and an accredited model is apt. 
This study invites the Catholic Church and congregations of women religious to look again into formulations of necessary policies and guidelines. This will facilitate a change in the narrative of Catholic Sisters in Africa south of the Sahara. Consider a national curriculum of accredited courses similar to the one for clergy (Can. 242 §1) which is not only recognized by the Holy See, but also recognized by the private and public sector. The three SLDI courses could also be taught at the initial formation training as part of their curriculum. It will also provide a place to start for those who may have aspired but realize they are not called to religious life, to reintegrate in the society. Congregations could also lobby for an extension of retirement age for Catholic Sisters as most of them attain the retirement age when they are still strong and without other pressing family responsibilities. 
The Catholic Sisters in the “global South have a lot to learn from their counterparts in the global North” in terms of seeking opportunities for professional development (Wakahiu, 2019 p. 87). A lack of proper planning is a recipe for lack of progress among women religious in Africa south of the Sahara, who are often challenged by the overwhelming human needs in their ministries. Often religious women congregations in Africa south of the Sahara do not have stable finances to address the needs of their ministries based on their limited congregational resources (Ngundo & Wiggins, 2017). If most Sisters work without proper job descriptions/placements and or contracts on one hand, how does their financial situation correlate with the growing number of vocations in the Africa? Congregations might want to study how lack of credentials for their members impacts their financial sustainability.
Attainment of the right credentials necessarily means the right placement, just wages, right working conditions and a liberation from an unwarranted vicious cycle of poverty. Closing the gap between formation training and returning to school among Catholic Sisters calls for attention to manage the delay at the re-entry into higher education (Bandiho et al., 2019; Lopatofsky, 2019). Members in majority of the congregations’ lack of credentials is traceable right from their time of entrance into religious life (Emurayeveya & Nduaguba, 2019; Ngundo and Gautier, 2018). From this study, curriculum developers and evaluators might consider using other scales besides the self-efficacy which did not show any relationship with the SLDI training outcome. 
Finally, this study could be replicated in Latin America, where there is a program like the SLDI model in Africa south of the Sahara. A Comparison of the outcomes from this study with the situation of Catholic Sisters from another context, may provide an opportunity for cross examination of their similarities and differences. Such a comparison could go a long way in diversifying best practices and locating areas of improvement to provide more insights for the nontraditional leadership training model.


[bookmark: _Toc25572306][bookmark: _Toc26906006][bookmark: _Toc37284450]References
[bookmark: _Hlk26903756][bookmark: _Toc25572307]Bandiho, H. A., Wiggins, J. L., & Lutego, D. (2019). Women Religious in Tanzania: Effective evangelization in modern society. Center for Applied Research in the Apostolate, Georgetown University, Washington, DC.
Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change. Psychological Review, 84, 191-215.
Brigham, E. (2015). Women Religious and the public voice of Catholicism. Journal of Feminist Studies in Religion, 31(2), 109-126. doi:10.2979/jfemistudreli.31.2.109.
Carlson, M. (2016). Can the Church be a virtuous hearer of women? Journal of Feminist Studies in Religion (Indiana University Press), 32(1), 21–36. https://doi.org/10.2979/jfemistudreli.32.1.03
CIA. (2016). World factbook: the indispensable source for basic intelligence. Washington, D.C.
Coburn, C. K. (2015, March 09). The Selma effect: Catholic nuns and social justice 50 years on. Retrieved September 2, 2018, from http://globalsistersreport.org/news/selma-effect-catholic-nuns-and-social-justice-50-years-21201
Code of Canon Law - IntraText. (1983). Retrieved October 29, 2018, from http://www.vatican.va/archive/ENG1104/__P25.HTM 
Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, quantitative, and mixed methods approaches. Thousand Oaks: Sage.
Cronk, B. C. (2018). How to use SPSS statistics: A step-by-step guide to analysis and interpretation. London: Routledge.
Dictionary by Merriam-Webster: America's most-trusted online dictionary. (n.d.). Retrieved August 9, 2019, from https://www.merriam-webster.com/ 
Draru, M. C. (2017). Education pathways: Narratives of female academics and administrators in Ugandan universities. The Netherlands: Publisher not identified.
Emurayeveya, F., & Nduaguba, C. (2019). Women entering religious life in Nigeria: The entrance class of 2018. Washington, DC: Center for Applied Research in the Apostolate.
Eppel, A. B. (2015). Phobias: The psychology of irrational fear: Self-efficacy theory. Retrieved from https://books.google.com/books/about/Phobias.html?id=4SfroAEACAAJ 
Eze, C., Lindegger, G. C., & Rakoczy, S. (2015). Catholic Religious Sisters’ identity dilemmas as committed and subjugated workers: A Narrative approach. Review of Religious Research, 57(3), 397–417. https://doi.org/10.1007/s13644-014-0202-1
Gaunt, T. P. (2018). Pathways to religious life. New York, NY: Oxford University Press.
 Glatz, C. (2019, May 10). Catholic News Service. Retrieved July 19, 2019, from https://www.catholicnews.com/services/englishnews/2019/pope-discusses-deaconesses-need-for-nuns-to-be-servants-not-maids.cfm 
Heale, R., & Twycross, A. (2015). Validity and reliability in quantitative studies. Evidence Based Nursing, 18(3), 66. https://doi.org/10.1136/eb-2015-102129
HESA Evaluation (2018). http://www.asec-sldi.org/docs/evaluation/hesa/HESAPhase2Year2_Web.pdf 
Hinsdale, M. A. (2016). Vatican II and Feminism: Recovered Memories and Refreshed Hopes. Toronto Journal of Theology, 32 (2), 251-272. doi:10.3138/tjt.4202e 
http://www.globalsistersreport.org/news/trends-equality/depaul-conference-women-global-Church-calls-new-leadership-models-53186.
Hubbard, A. (2016) "Built on a rock: A study in the longevity and adaptability of organizational structure within the Catholic Church," SPNHA Review: Vol. 12(1), Article 5. Available at: https://scholarworks.gvsu.edu/spnhareview/vol12/iss1/5
Johnson, M., Gautier, M. L., Wittberg, P., & Do, T. (2019). Migration for Mission: International Catholic Sisters in the United States. New York, NY: Oxford University Press.
Libreria Editrice Vaticana (2014) Keep watch. To consecrated men and women journeying in the footsteps of God. Year of consecrated life. Paulines Publications Africa.
Lopatofsky, T. (2019). The perceived impact of post-secondary education program on Kenyan Catholic Sisters understanding of their lives as women religious: A case study: Marywood University Public Dissertation Defense, Scranton, PA. March 28, 2019.
Maina. (2019, November 19). Ugandan Nun Appointed Consultor of Pontifical Council for Culture Feels "humbled, honored". Retrieved from https://www.aciafrica.org/news/413/ugandan-nun-appointed-consultor-of-pontifical-council-for-culture-feels-humbled-honored.
Macy, G. (2013). Ordination of women in the early middle ages: A historiographic problem. Essays in Medieval Studies, 29, 1–16.
McElwee, J. J. (2019, July 11). Theologians praise pope's historic appointment of women as members of Vatican congregation. Retrieved July 11, 2019, from https://www.globalsistersreport.org/news/trends/theologians-praise-popes-historic-appointment-women-members-vatican-congregation-56334 
Mertler, C. A., & Vannatta, R. A. (2017). Advanced and multivariate statistical methods: Practical application and interpretation. New York: Routledge. 
Mulderry, D. D. (2017). “People are suffering; people are Christ, and we are responsible”: Sister Mary Emil Penet’s Campaign for Social-Justice Education in the 1950s. Catholic Historical Review, 104(4), 725–754. 
Ngundo, B. M., & Gautier, M. L. (2018, August). Women and Men entering Religious Life: The Entrance Class ... Retrieved June 7, 2019, from https://cara.georgetown.edu/EntranceClass2018.pdf
Ngundo, B. M., & Wiggins, J. (2017). Women religious in Africa. Retrieved from https://cara.georgetown.edu/special-reports/ 
Obasi, C. (n.d.). Retrieved December 11, 2019, from https://www.jpanafrican.org/submission.htm
Patten, M. L., & Newhart, M. (2018). Understanding research methods: An overview of the essentials. New York, NY: Routledge. 
 Raosoft.com sample Sample size calculator. (n.d.). Retrieved August 9, 2019, from http://www.raosoft.com/samplesize.html 
Salvaterra, M., Wakahiu, J., Farr, J., & Zaffino, G. (2009). Developing leaders among women religious in Africa. Educational Leadership: Global Contexts and International Comparisons International Perspectives on Education and Society, 245-271. doi: 10.1108/s1479-3679(2009)0000011011  
Sanders, C. G. (2014). Why the Positional Leadership Perspective hinders the ability of organizations to deal with complex and dynamic situations. International Journal of Leadership Studies, 8(2), 136–150.
Schlumpf, H. (2018, April 12). DePaul conference on women in global church calls for new leadership models. Retrieved from https://www.globalsistersreport.org/news/trends-equality/depaul-conference-women-global-church-calls-new-leadership-models-53186. 

Schwarzer, R & Jerusalem, M. (1995). Generalized Self-Efficacy scale. In J.Weinman, S. Wright & M. Johnston, Measure in Health psychology: A user’s portfolio. Causal and control beliefs (p.35 -37). Windsor, UK: NFER-NELSON.
SLDI Evaluation (2018) http://asec-sldi.org/docs/evaluation/sldi/SLDIPhase4Year2_Web.pdf
Smyth, E. (2013). Gender, religion and higher education: a century of Catholic women at the University of St. Michael’s College, University of Toronto. Paedagogica Historica, 49(4), 547–561. https://doi.org/10.1080/00309230.2013.799503
Thompson, M. S. (2016). Circles of Sisterhood: Formal and informal collaboration among American Nuns in response to conflict with Vatican Kyriarchy. Journal of Feminist Studies in Religion, 32(2), 63. doi:10.2979/jfemistudreli.32.2.06 
Wakahiu & Salvaterra, M. (2012, April). Sustainable Leadership: Lessons and implications of a leadership development program for women religious in Africa, Retrieved from http://www.jpanafrican.org/docs/vol5no.2/5.2Sustainable.pdf 
Wakahiu, J & Keller, D. (2011). Capacity building: A Phenomenological study of the African 
Wakahiu, J. & Shaver, R. (2015). Perception and experience of distance learning for women: Case of the Higher Education for Sisters in Africa (HESA) program in West Africa. http://www.jespnet.com/journals/Vol_2_No_3_September_2015/12.pdf
Wakahiu, J. (2013, September 9). Mentoring: A model for cultivating leadership competencies in Kenyan women religious. Retrieved from https://issuu.com/advancingwomeninleadershipjournal/docs/mentoringamodel
Wakahiu, J. (2019). Transformative partnerships: Roles of Agencies, Foundations, Institutions in promoting strategic social and sustainable change for women religious in Africa. Nairobi, Kenya: Pauline’s Publications Africa.
Wakahiu, J., Gichure, P. I., & Njageh, A. R. (2015). Voices of courage: Historical, socio-cultural and educational journeys of women religious in East and Central Africa. Nairobi, Kenya: Pauline’s Publications Africa.
Wakahiu, J., (2011). Women perceptions and experiences in the leadership training program. Advancing Women Leadership Journal, http://advancingwomen.com/awl/Vol31_2011/wakahiufinal157_30.pdf
Warren, M. (2017) Outdated theories and emerging nontraditional leadership - ProQuest. Retrieved September 26, 2018, from https://search.proquest.com/openview/0f6ccb76dde3815a024881c4df5e4e99/1?pq-origsite=gscholar&cbl=18750&diss=y
[bookmark: _Toc26906007][bookmark: _Toc37284451]Appendices 
[bookmark: _Toc25572308][bookmark: _Toc26906008][bookmark: _Toc37284452]Appendix 1 Agency Permission Letter 
[image: ]
[bookmark: _Toc25572309][bookmark: _Toc26906009][bookmark: _Toc37284453]Appendix 2 Email Recruitment Template
[image: ]
[bookmark: _Toc25572310][bookmark: _Toc26906010][bookmark: _Toc37284454]
Appendix 3 Informed Consent Form
[image: ]
[image: ]

[image: ]

[bookmark: _Toc25572311][bookmark: _Toc26906011][bookmark: _Toc37284455]Appendix 4 Professional Review of Researcher Designed Questions
[image: ]

[bookmark: _Toc37284456][image: CARAGreenJpg]Appendix 5. Raw Data from the Research	[image: ]

This questionnaire will help to measure impact of SLDI [IV], the frequency and variation of scores on Catholic Sisters’ self-efficacy [DV11]and latent potential for sustainable leadership skills development [DV2]. The study will also help to determine if there is any relationship between the nontraditional model – Sisters Leadership Development Initiative (SLDI) training for Catholic Sisters and the traditional leadership training of the Catholic Church. 

 Please use these responses for questions 1 -10 below. 
1= Not at all true	2= Hardly true 3= Moderately true 4= Exactly true





	How true or not true are the following statements about you?

	1
	2
	3
	4
	*NR
	

	3
	5
	39
	54
	3
	1. I can always manage to solve difficult problems if I try hard enough 

	10
	15
	48
	28
	4
	2. If someone opposes me, I can find the means and ways to get what I want

	4
	6
	36
	54
	4
	3. It is easy for me to stick to my aims and accomplish my goals

	3
	10
	58
	29
	4
	4. I am confident that I could deal efficiently with unexpected events

	5
	11
	52
	33
	4
	5. Thanks to my resourcefulness, I know how to handle unforeseen situations

	2
	6
	31
	62
	5
	6. I can solve most problems if I invest the necessary effort

	5
	10
	43
	42
	5
	7. I can remain calm when facing difficulties because I can rely on my coping abilities

	2
	8
	39
	51
	5
	8. When I am confronted with a problem, I can usually find several solutions

	1
	5
	33
	61
	5
	9. If I am in trouble, I can usually think of a solution

	5
	11
	51
	34
	5
	10. I can usually handle whatever comes my way


	GSE (Schwarzer & Jerusalem, 1995).
	*NR means No Response for all questions in this survey.


Part II Questions to Measure Latent Potential 

	If you have received training in the following disciplines, at what level did you receive training? Please check all that apply or leave blank if you have not received any training. Qs. 11 – 16.
 

	Traditional Courses
	Initial Formation
     %             NR
	College/University
           %                 NR

	11
	 Canon Law
	37
	63
	6
	94

	12
	 Theology 
	32
	69
	9
	91

	13
	 Philosophy
	18
	82
	10
	90

	14
	 Church history
	62
	38
	12
	88

	15
	 Sacred Scripture
	58
	42
	11
	89

	16
	 The Magisterium
	26
	74
	6
	94






Please select one of these responses for questions 17 – 22 below. 

1= Not all competent 	2= Only a little competent 
	3= Somewhat competent 	4 = Very competent



	In your opinion, how competent are you to use your knowledge in these areas? Qs. 17 – 22.

	1
	2
	3
	4
	NR
	

	27
	43
	25
	4
	26
	17. Canon Law

	38
	36
	23
	3
	38
	18. Philosophy

	25
	35
	33
	7
	34
	19. Theology

	6
	36
	47
	12
	21
	20. Church history

	5
	24
	53
	18
	22
	21. Sacred Scripture

	37
	38
	21
	5
	38
	22. Magisterium




[Opinions and attitude questions or Intent to Decrease Latent Potential [DLP]
Please select one of these responses for the questions 23 – 31 below. 
1= Strongly disagree	2= Somewhat Disagree 3= Somewhat agree 4 = Strongly Agree



		How much do you agree or disagree with each statement? There is no right or wrong answer.


	1
	2
	3
	4
	NR
	

	5
	9
	32
	54
	4
	23. A national curriculum for Catholic Sisters’ initial formation training is ideal.

	6
	14
	30
	51
	4
	24. Adding years of Sisters initial formation training is beneficial for ministry.

	3
	3
	21
	72
	4
	25. Accredited courses for Sisters’ initial formation is necessary for ministry.

	13
	12
	32
	43
	5
	26. Congregations could offer a certificate to account for the years spent in initial formation training. 

	22
	14
	30
	35
	5
	27. Consecrated life is neither lay nor clerical for all religious.

	22
	16
	34
	28
	5
	28. Catholic Sisters are excluded from the traditional leadership of the Church.

	20
	26
	37
	18
	7
	29. Nontraditional leadership training addresses the exclusion of Catholic Sisters.

	8
	12
	38
	43
	4
	30. With an SLDI training certificate, one can gain formal employment.

	4
	5
	22
	70
	4
	31. An SLDI certificate should be transferrable for credit toward a university degree.





PART III - SLDI Training & Demographic variables

	32. What is your Country of SLDI training? 

	                        Cameroon	 6%
			Ghana 		5%

			Kenya 		22%
			Lesotho 	2%

			Malawi 	16%
			Nigeria 	9%

			South Sudan 	 1%
			Tanzania 	23%

			Uganda 	 5%
			Zambia 	12%

				NR 	 1%


	 
	33. What Track(s) Have your pursued?
	%

	1. Basic Technology  
2. Administration 
3. Finance
	57%
31%
24%


	34. Year of entrance in SLDI training before 2018 and in 2019.
		1. Alum = 	[51%] 
		2. New Cohort = [49%]
	35. Year of graduation from SLDI {__________}
	
	36. What Position do you hold in your congregation
	%

	1. Major Superior  
	 2%

	2. Member of the Council 
	 9%

	3. Finally professed member 
	69% 

	4. Temporary professed member 
	22%


	37. Your Congregation status 	1. Pontifical right = [58%] 
						2. Diocesan right = [42%]
		
	38. What describes best your highest level of education? 
	%

	1. High school or less
2. College diploma 		   
3. Undergraduate 	
4. Graduate	
                                                    NR 
	21%
49%
24%
 6%
 1%


	39. Year you professed (or expect to profess) final vows? {_________}
			84% = Perpetually professed	
			16% = Temporary Professed 
			  4% = NR
       	 40. Have you pursued/enrolled for higher education after the SLDI training? 
23% = 1. Yes  
77% = 2. No  
  3% = NR 
	41. How would you rate your leadership competence before attending SLDI training? 
29 %= 1. Low 	
63% = 2. Moderate 	
 8% = 3. High 			NR = 1%

	42. How would you rate your leadership competence after attending SLDI training? 
0.6% = 1. Low 	
25% = 2. Moderate 	
74 %= 3. High  		NR = 6%

	43. What is your age bracket? 
	%

	1. Below 30 
2. 30 – 39 	
3. 40 – 49  
4. 50 – 59  
5. 60 – 69    	 
6. 70 and above 
                            NR =
	11%
33%
35%
19%
2%
<1%
2%



	44. What is your current occupation? {______________}


Please select one of these responses for the questions below.
1= Not at all sufficient 2 = Only a little sufficient
3= Somewhat sufficient 4 = Very sufficient




	For each SLDI course you have taken, please evaluate how sufficient you feel the training was for sustainable leadership skills development compared to other accredited courses in your country.

	1
	2
	3
	4
	NR
	

	2
	8
	32
	58
	17
	45. Basic Technology

	5
	9
	38
	50
	50
	46. Administration 

	7
	14
	40
	39
	52
	47. Finance




	 Which three programs would you suggest that the SLDI training give most priority to for sustainable leadership skills development?

	48._Counseling 
        {48 counts}  
	

49. _Canon Law 
       {37 counts}  
	50. _Leadership 
        {34 counts}  




Thank you for completing this survey.

This template is adapted and used with permission from the
Center for Applied Research in the Apostolate (CARA)
Georgetown University, Washington, DC 20057
Phone: (202) 687-8080 Fax: (202) 687-8083
©2019 CARA, All rights reserved. 
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The following are 50 participants who sent a Separate email to be entered in the random draw to win an incentive Cash gift of $20 for participating in this study.
NONTRADITIONAL LEADERSHIP TRAINING						11

1. 
2. annarosealex@yahoo.com 
3. theresiamwanyalila@gmail.com
4. chrismary4jesus@gmail.com 
5. bernardinendindi@gmail.com 
6. phelesia2030@gmail.com 
7. gertmutegi@gmail.com
8. reginanthenya2015@gmail.com 
9. brendabosibori58@gmail.com
10. efmutuajo16@gmail.com
11. carolyneagnes7@gmail.com
12. imbalichristine8@gmail.com
13. ekisaveode2014@gmail.com
14. ekisaveode2014@gmail.com
15. gathonilucy98@gmail.com
16. srangelamut@gmail.com
17. lydiakemuma84@gmail.com
18. florencemachengo@gmail.com
19. catherineabongo@gmail.com
20. anniewamwangi@gmail.com
21. bellalemven@gmail.com
22. akumurebecaa99@gmail.com
23. smchikap@yahoo.com
24. sabinamok016@gmail.com
25. janethnnauyo@gmail.com
26. marymariac06@gmail.com







27. doricetembo3@gmail.com
28. gabrielveronica97@gmail.com
29. anankopele@gmail.com
30. tnabbona@yahoo.co.uk
31. olaniyantheresa@yahoo.com
32. ankweto@yahoo.com
33. namugerwajosephine3@gmail.com
34. akugizibwesylvia@gmail.com
35. uzojohnus@yahoo.com
36. mahimatuscano@gmail.com
37. wayuaelizabeth11@gmail.com
38. roseben85@gmail.com
39. njungepw@gmail.com
40. anyegassnd80@gmail.com
41. lucyndindak@gmail.com
42. consolataaloo@yahoo.com
43. rusokerhita@yahoo.com
44. lberewono@yahoo.com
45. srabid2002@yahoo.com
46. benniek4jesusosf@gmail.com
47. srclementinaphiri@gmail.com
48. m.mutimasherrine@gmail.com
49. irenekarimi14@gmail.com
50. pascaline.fon@susc.org
51. nyandolocatherine@gmail.com 


	10 Random Numbers

	The Winners are: - 40, 08, 05, 27, 11, 22, 24, 35, 01, 02.
Specs: This table of 10 random numbers was produced according to the following specifications: Numbers were randomly selected from within the range of 1 to 50. Duplicate numbers were not allowed. This table was generated on 11/20/2019.
https://stattrek.com/statistics/random-number-generator.aspx#error 
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Students who kept me in the program (sent via email on April 13.2018)

We, the undersigned participants in the Human Development Doctoral Program, want to exemplify Marywood University’s mission and we would like to bring our concerns to you first, as the Director of the Human Development Program and as our academic advisor. We chose Marywood as the institution in which we would continue our education because of the unique opportunity the hybrid format provided for us to develop our expertise with others, both on-campus and online. The program thus far has met our expectations of community and excellence in learning. We also chose Marywood because of the commitment to justice, service to others, and the empowerment that comes from a Catholic education. 

We recognize that the changes to the Human Development program are a response to the times, the market and the needs of future students. We support those changes and are eager for those who follow in our footsteps to benefit from this community as much as we are. 

The proposed changes have come too soon particularly for those of us who were already committed to the program, admitted before the proposed changes took place. Our individual learning needs led us to choose Marywood for the benefit of in-person learning, as Marywood has provided until the proposed changes, which are expected to begin in the Summer of 2018. We would like to ask for a consideration as the consequences of these changes create additional obstacles for certain students in particular. While some students are affected more extremely than others, we stand in solidarity with one another. 

As we understand it, and you are aware, Sister Kevin Karimi’s visa status requires at least six credits on-campus for her to be considered a full-time student by The Department of Homeland Security. Anthony Cernera relocated from Connecticut and Keshia Vilchert left her job in Massachusetts, both for the benefits of learning on campus in this program. Brooke Hansen agrees to travel over an hour to benefit from learning with others on campus; Kimberly Coleman, and Caroline Millen are part of our great team. 

We have unanimously agreed, as a group of six, to reach out to you first; asking you to support our educational needs. We respectfully request the allowance of at least one additional year of accommodation as the new program is introduced. We are open to the possibility of a hybrid version of the program, at least through the Fall 2018-Spring 2019 academic year (one in which we would not expect to meet each week, but several times throughout the semester with on-line supplement). This may be a middle-ground between the program as it was when we committed and what is proposed for the new program. This accommodation would allow adequate time for each of us to make all necessary plans to transition into the new program thereafter.

We ask to meet at your convenience to discuss this issue. We’re hoping that by being flexible on our end, we can help you to help all of us complete our studies successfully. 

Thank you in advance for your consideration and guidance. 

Sincerely, 
Brooke Hansen
Kim Coleman 
Caroline Millen
Keshia Vilchert
Anthony Cernera
Sr. Kevin Karimi 


Performance experience [past experience]


Vicarious experience [observation/modelling by others]


Verbal persuation [coaching/feedback]


Emotional arousal [attributes/exposure]



Nontraditional leadership training impact (Main IV)


Latent potential for sustainable leadership skills development - DV.2 (Can. 250)


Self-efficacy - DV.1
GSE scale (Scwartzer & Jerusalem, 1995)



Demographic variables


Congregation Status


Age 


Main IV


SLDI Sufficiency


SLDI Competencies


Dependent Variables


Self-efficacy (DV-1)


Latent potential (Dv-2)


Level of education


Alum/ New Cohort











Vows


SLDI training (IV)


Latent potential…(DV2)


Self-efficacy (DV1)


RESPONDENTS BY 
Country of Training


Tanzania	Kenya	Malawi	Zambia	Nigeria	Cameroon	Ghana	Uganda	Lesotho	South Sudan	157	148	108	82	61	39	35	34	12	6	

Training in traditional courses

Yes - Initial Formation	
Canon Law	Theology	Philosophy	Church History	Sacred Scripture	The Magisterium	37	32	18	62	58	26	No training	
Canon Law	Theology	Philosophy	Church History	Sacred Scripture	The Magisterium	63	69	82	38	42	74	


Traditional course training

Yes - College/University	
Canon Law	Theology	Philosophy	Church History	Sacred Scripture	The Magisterium	6	9	10	12	11	6	No training	
Canon Law	Theology	Philosophy	Church History	Sacred Scripture	The Magisterium	94	91	90	88	89	94	


Age Bracket


Below 30	30-39	40-49	50-59	60-69	70 and above	11	33	35	19	2	1	

Vows 



Perpetually professed	Temporary Professed	84	16	
Highest Level of Education





High School or less	College Diploma	Undergraduate	Graduate	21	49	24	6	
have you pursued higher education after sldi training?




Yes	No	23	77	
ATTITUDES ABOUT sldI AND NON-TRADITIONAL LEADERSHIP

Strongly to Somewhat Disagree	
Accredited courses at initial formation are necessary 	SLDI certificate should be transferrable to a degree course	National curriculum is necessary	Adding years of initial formation is beneficial	SLDI certificate can gain formal employment	A certificate for years spent in formation is ideal	Consecrated life is neither lay nor clerical	Catholic Sisters are excluded from traditional leadership	Non-traditional leadership addresses exclusion of Catholic Sisters	0.06	0.09	0.14000000000000001	0.2	0.2	0.25	0.36	0.38	0.46	Somewhat to Strongly Agree	
Accredited courses at initial formation are necessary 	SLDI certificate should be transferrable to a degree course	National curriculum is necessary	Adding years of initial formation is beneficial	SLDI certificate can gain formal employment	A certificate for years spent in formation is ideal	Consecrated life is neither lay nor clerical	Catholic Sisters are excluded from traditional leadership	Non-traditional leadership addresses exclusion of Catholic Sisters	0.93	0.92	0.86	0.81	0.81	0.75	0.65	0.62	0.55000000000000004	
Accredited courses at initial formation are necessary 	SLDI certificate should be transferrable to a degree course	National curriculum is necessary	Adding years of initial formation is beneficial	SLDI certificate can gain formal employment	A certificate for years spent in formation is ideal	Consecrated life is neither lay nor clerical	Catholic Sisters are excluded from traditional leadership	Non-traditional leadership addresses exclusion of Catholic Sisters	



ATTITUDES ABOUT sldI AND NON-TRADITIONAL LEADERSHIP
"Strongly agree" only

Only Strongly agree	
Accreditd courses at initial formation are necessary 	SLDI certificate should be transferrable to a degree course	National curriculum is necessary	Adding years of initial formation is beneficial	A certificate for years spent in formation is ideal	SLDI certificate can gain formal employment	Consecrated life is neither lay nor clerical	Catholic Sisters are excluded from traditional leadership	Non-traditional leadership address exclusion of Catholic Sisters	0.72	0.7	0.54	0.51	0.43	0.43	0.35	0.28000000000000003	0.18	
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