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Abstract

Community leadership whether in developed or developing world, have one thing in common; they act as that binding force in
the society bringing people of different walks of life together to develop themselves, solve conflicts and reduce differences
which would otherwise blow out of proportion leading to a crisis. The general aim of this study is to investigate effect of
community leadership on conflict management in Somalia. Specifically, this study investigated the effect of administrative
community leadership, the effect of enabling community leadership, the effect of adaptive community leadership and the
effect of transformational community leadership on conflict management. This is an empirical study which analyzes the
effective community leadership on conflict management in Somalia. Methodology — The study design was used is descriptive
survey, the target population of the study was 112 employees of small & medium enterprises in Mogadishu. A sample size of
87 respondents was selected using Slog van’s formula. The study used primary data. Data collection methods used included
use of questionnaires. The selection sample technique was purposive or judgmental approach. Data was analyzed using SPSS
version 22 for productions of tables, descriptive statistics and inferential statistics. E.g. means, standard deviation, frequencies.
Inferential statistics such as Regression Models, ANOVA and Multiple Regression Analysis were used for further analysis.
From the findings of the regression analysis, the study found that there was a variation of 40.2% on conflict management in
Banadir region due to changes in administrative community leadership, enabling community leadership, adaptive community
leadership and transformational community leadership. This is an indication that 40.2% changes in conflict management of
Banadir region in Mogadishu could be accounted for by administrative community leadership, enabling community leadership,
adaptive community leadership and transformational community leadership while the remaining percentage is explained by
other factors contained in error terms. The study further revealed that there was positive strong relationship between
administrative community leadership, enabling community leadership, adaptive community leadership and transformational
community leadership and conflict management of change as shown by strong positive correlation coefficient. From the
finding on analysis of variance, the study found that the overall model had a significance value of 0.05% which shows that the
data is ideal for making a conclusion on the population’s parameter as the value of significance (p-value) is less than 5%.The
conclusions were based on the objectives of the study that community leadership drivers had a significant influence on conflict
management of Banadir region. The results established that community leadership drivers were found to significantly and
positively influence conflict management. The findings of the study established that Banadir region were operating under a
highly development environment between them.
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1. Introduction

Community leadership whether in developed or developing world, have one thing in common; they act as that binding force in
the society bringing people of different walks of life together to develop themselves, solve conflicts and reduce differences which
would otherwise blow out of proportion leading to a crisis. The number of immigrants in Finland has increased drastically during
the last decade. Community Leadership is being widely used to describe the key and unique value that councils can bring to their
localities. As the only over-arching locally elected body, councils have a uniquely democratic role within the locality. In this
capacity they are increasingly being asked to perform a visible Community Leadership role, focusing on bringing partners
together, joining up local services, exercising influence in developing a shared local agenda and high quality local services,
engaging with citizens and creating a vision for their localities (Dierwechter, 2014).

According to the New Local Government Network, community leadership —focuses on bringing partners together, joining up
local services, exercising influence in developing a shared local agenda and high quality local services, engaging with citizens and
creating a vision for their localities. Thus, municipal council members have a role to perform as community leaders (Dierwechter,
2014).
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1.1 Global Perspective of the Conflict Management

Conflict exists in all countries and in every level of society. Racial and ethnic violence takes many forms. Genocides, ethnic
cleansing, civil wars, and violent separatist movements are the most obvious and extreme expressions, but less organized violence
such as rioting, and hate crimes by individuals or small groups are products of racial and ethnic conflict as well. Also, the
distribution of criminal violence within societies, which may not be aimed at members of another group, is in some places a by-
product of ongoing conflicts between superior and subordinated racial or ethnic groups. Although estimates of the number of
deaths attributable to ethnic violence vary widely, range of eleven to twenty million. Conflicts are a central feature of
contemporary social life and have been for centuries in places where heterogeneous populations live, or people from different
ethnic or racial groups come into contact (Stewart 2016).

These conflicts are central to the histories of the three nations of North America, as well as of the Caribbean islands.
Colonialism is sometimes cited as an underlying cause of racial and ethnic violence in Africa and Asia, and while this is certainly
a credible argument, ethnic conflicts existed before European invasions occurred. While conflict is often incited by outsiders or
more powerful individuals or groups, it is the communities that suffer most. Sustainable conflict resolution requires
complementary efforts such as government-led initiatives, strengthened security, economic development and much more. The
focus of this paper is specifically the role of communities in conflict resolution — working at the grassroots level to bring
communities together to resolve the sources of conflict and develop cooperation that leads to peace and stability. This paper
presents tangible lessons that can be applied to future conflict situations by organizations engaged in community-based conflict
resolution (Holsten, 2013).

Conflict management involves a process of limiting the negative aspects of conflict, while increasing the positive aspects of it.
The aim of conflict management is to enhance learning and group outcomes, including effectiveness or conflict management in a
given situation. The term is perhaps an admission of the reality that conflict is a sine qua non to human affairs, but that not all
conflict can always be resolved, therefore, what practitioners can do is to manage and regulate them (Moran, 2014).

1.2 Regional Perspective of the Conflict Management

There is no denying the fact that Africa as a continent is plangent by a plethora of challenges that breeds Conflicts and
constricts its development. We identified and explained each of these challenges though not mutually exclusive, they nevertheless
grounds Africa as a continent is represented by a diversity of cultural and religious practices as is also applicable to other
Continents of the world. The diversity affects the approaches to disputes and conflict management. Conflict management as
earlier stated is the process of planning to avoid conflict where possible and organizing to resolve conflicts where it does happen
as rapidly and smoothly as possible. In Africa, the management of interstate and intrastate Conflicts has often taken one or a
combination of the following strategies through, not exhaustive they include: Negotiation, Conciliation (Ikyase and Olisah, 2014).

Africa continues to have the greatest number of conflicts in the world. These conflicts are a result of complex factors including
dispute over power relations, ethnic and cultural values, wealth, or natural /environmental resources. The human and physical
consequences are enormous, especially for the poor and marginalized people. There have recently been numerous civil wars and
conflicts in Africa, such as Angola, Burundi .Congo, The Democratic Republic of Congo, Cote d'lvoire (Ivory Coast),
Eritrea/Ethiopia, Liberia, Nigeria, Rwanda, Sierra Leone, Sudan and South Sudan/Darfur, Uganda, Zimbabwe and Somalia (Shah,
2018). Only recently, the sultan of Sokoto, Alhaji Sa’ad Abubakar (2013) the spiritual leader of all Muslims in Nigeria squarely
blamed the elites for all the woes in the country. To him, the elites are the main problems of Nigeria and most of the woes of the
nation as they are now, were brought absent by them. The elites are the problems and not the colonial masters nor the teeming
masses of the country who are toiling daily, to put food on the table.

1.3 Somali Perspective of Conflict Management

In Somalia, the feelings and opinion of many is that the social cohesion developed in the past decades among Somalis was
eroded by the pre-election propaganda, post-election violence and the destruction of public and private property, hundreds were
rendered homeless and destitute, children orphaned and woman widowed, and schools were also burnt. These acts of hate and
lawlessness are indications of a society whose foundation metaphorically speaking may be just 'sinking sand." All these remind us
that social infrastructures are made of delicate substances (Apollos, 2018).

After the downfall of the military government of General Siyad Bare in 1991 by rebellion clan based factions led by warlords
and politicians, Somalia has been in a failed situation. The groups that overthrew the military government started fighting between
them for resources and power. Consequently, the country and the people of Somalia entered decades of protracted conflict civil
war (EImi and Barise, 2006). Three major factors have been explained by most scholars as the root causes of Somalia’s conflict
and the followed breakdown and statelessness of the country. These are the colonial legacy, economic factors and politicized clan
system.
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Somalia’s conflict is related to the colonial eras. The colonial powers of Somalia (Britain, France and Italy) divided the Somali
inhabited territories into five segments. Britain took two regions, (the British Somaliland, and Northern territory of Kenya) while
Italy colonized one part (The Italian Somaliland) whereas France took one part (The Northern coast, currently the republic of
Djibouti) and the rest was occupied by Ethiopia (Mulugetta, 2018).

Leadership involvement is a critical component in conflict resolution by increasing cooperation among communities and
deepens their relationship by addressing the conditions that led to dispute, fostering positive attitudes and allaying mistrust
through reconciliation initiatives, peace building or strengthening the institutions and processes through which the parties interact.
Leaders in Somalia can use their conflict resolution skills to reduce the chances of violence or to consolidate the cessation of
violent conflict which provides the foundation in which communities realize their potential prosperity whilst enriching the fibers
that facilitate conflict prevention (Fittro, 2018).

2. Research Problem

Somalia has been without functioning state for over two decades. The country has not experienced any government that has
the capacity to maintain the rule of law in its entirety after the overthrow of the military government in 1991 by clan based militia
factions. Over two decades of anarchy, violence and widespread humanitarian problems followed the downfall of the military
government. Consequently, the country has fallen into the hands of warlords, clan militia and other interest driven actors (Ali,
2013). Interdependent link and an ongoing development of trust and loyalty between leaders and followers must be established. A
greater manager-employee relationship can significantly influence members’ behaviors and increase the degree of their
Commitment to the leader and the organization (Lussier, 2005). The relationship can be enhanced by spending time together and
considering the members’ needs, expectations, and values. Global leaders cannot have an outstanding conflict management
without the ability to guide and influence employees to work toward the organizational goals.

The nature of state power in the Horn of Africa is a key source of conflict, Political victory assuming a winner-takes-all form
with respect to wealth and resources as Well as the prestige and prerogatives of office. Irrespective of the official form of
Government, regimes in the Horn of Africa are, in most cases, autocracies essentially relying on ethnic loyalties. The military and
security services, in recent times emerging from a liberation front background, ensure the hold on power of these militarized
Regimes. Other factors contributing to conflicts in the horn of Africa include insufficient Accountability of leaders, lack of
transparency in regimes, non-adherence to the rule of Law, lack of respect for human and peoples‘ rights made political control
excessively Important and the stakes dangerously high. Moreover, political competition in the Horn of Africa is not rooted in
viable Economic systems (Abdi, 2015). All of the region‘s states are barely capable of reaching a level of economic development
at which even the basic needs of their populations are met. Economic activities are strongly skewed towards primary commodities
for export which Are subject to the whims of the fluctuating prices of the international commodity market. Economic activities are
also hampered by external dependence, inadequate infrastructure, Shortage of capital, shortage of skilled manpower and
misguided development policies (Abdi, 2015).

Somalia has witnessed one of the longest conflicts in Africa. The conflict, traced back to period after the overthrow of Siyad
Barre in 1991, has seen a number of peace initiatives formulated to solve it. Neighboring states like Kenya, Ethiopia and Djibouti,
and organizations like the African Union (AU) and the Intergovernmental Authority on Development (IGAD) have hosted a series
of peace initiatives to resolve the conflict. Despite the engagement of arguably the best resources both academic and policy and
peace initiatives in an attempt to find peace, peace has been elusive (Abdisalan, 2013). Somalia has not been able to find peace at
the national level but internal conflicts are solved at the clan level and peace attained. Traditional clan elders often steer the peace
process; they form the core of the Somalia society and socialization process. At the national level, their role and input is arguably
neglected. Individual actors like warlords and business men with political and economic strength assume the role of traditional
elders, although they have little influence.

The role of leadership is very important in conflict resolution since they are concerned with the social wellbeing of the society,
their direction and participation is very important in conflict resolution. They understand the community as they are acquainted
with the strategies of resolving the difference among the conflicting parties thus they play strategic role in addressing the issues
affecting the community as a whole hence their involvement in conflict resolution is a critical component in the advancement of
communities in Somalia. Therefore, this study intends to identify the effect of community leadership on conflict management in
Mogadishu — Somalia.

3. Objectives of the Study
3.1 General Objective

The main objective of the research was to assess the effect of community leadership on conflict management in Somalia.

3.2 Specific Objectives
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The specific objectives of the study were:
i. Toexamine the effect of administrative community leadership on conflict management in Somalia.
ii. To find out the effect of enabling community leadership on conflict management in Somalia.
iii. To determine the effect of adaptive community leadership on conflict management in Somalia.
iv. To examine the effect of transformational community leadership on conflict management in Somalia

4. Research Hypotheses

This study was guided by the following null hypotheses:
Ho1: Administrative community leadership does not significantly affect conflict management of Banadir region
Hoo: Enabling community leadership does not significantly affect conflict management of Banadir region
Hoa: Adaptive community leadership does not significantly affect conflict management of Banadir region
Hos: Transformational community leadership does not significantly affect conflict management of Banadir region

5. Justification of the Study

Conflict resolution is very important in instituting community based order to ensure that the inhabitants of that particular area
enjoy benefit peace in which the community leaders needed to address. The study examines factors determining role of the
community leaders in conflict resolution by addressing long-term peace building initiative and the necessary structural
improvement needed to ensure sustainable peace and accelerate conflict resolution mechanism in Somalia. The findings of the
study provides research based information to the government, and the international community operating in Somalia about the
Effective community leadership on conflict management in Somalia. The findings may then be used to improve interventions that
are aimed to promote long lasting Effective community leadership in Mogadishu particular whole of Somalia. The findings of the
study provide up to date information to the future researchers and academicians about the role of civil society for Effective
community leadership on conflict management in Somalia. Thus contributes to the body of knowledge, about the subject which is
under investigation.

6. Review of Literature
6.1 Theoretical Framework
6.1.1 Leadership Behavior Theory

Behavioral theory contains some very different assumptions from trait theory. Trait theory assumes that a leader is born with
specific traits that make him or her good leader. Behavioral theory, on the other hand, assumes that you can learn to become a
good leader because you are not drawing on personality traits. Your actions, or what you do, define your leadership ability
(Administration, 2012).

The Blake and Mouton Managerial Grid shown below identified five kinds of leadership behavior. The value of the Grid is
that it provides leaders a way of communicating with subordinates more effectively by becoming more aware of their leadership
style. It is suggested that the Team Style is the ideal leadership behavior Blake and Mouton grid defined Country Club Style (High
People: Low Task) -- Here the leader has a high concern for others and likes to be involved with them. On the other hand, he or
she has a low concern for the task. Usually the emphasis of the leader is to cultivate a high level of friendly relationships with the
led group. So although leaders like this appear to care about their people and want to create a comfortable and friendly
environment, this style is often not good for creating or producing results. People feel good and happy, but what they are supposed
to do lacks priority. Ironically, the group suffers ultimately because they fail to achieve (Apollos, 2018).

6.1.2 Contingency Theory or Situational Leadership Theory

Contingency Theory or Situational Leadership Theory the findings from the studies just considered ultimately led to
contingency (also called situational) theory. According to contingency theory, what works for a leader in one situation may not
work in another. This theory attempts to explain why a leader who is very successful in one situation may fail when in another
new situation or when the situation changes. While researchers have proposed several contingency theories, one of the most
famous was developed originally.

In 1982 these researchers developed what they termed situational leadership theory, which uses “styles” of leadership that
align with the task-versus-people orientation. But this leadership theory holds that a leader’s most appropriate action or behavior
depends on the situation and on the followers. To an extent, the effectiveness of a leader depends on whether his or her followers
accept or reject him/her, as well as on the extent to which the follower have the ability and willingness to accomplish a specific
task. The key words are acceptance and readiness. According to Hersey and Blanchard, the motivation and the abilities of various
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leaders may affect their decisions in a given situation. They group leaders into four styles of leadership: delegating, supporting,
coaching, and directing. Their theory assumes that each of these leadership styles can be effective, depending on the development
level of the individual or people you are leading. In this theory, then, how you lead isn’t a question merely of you and your skills
and abilities; it also depends heavily on your followers’ abilities and attitudes (Kolzow, 2014).

6.1.3 Implicit Leadership Theory

Implicit leadership theory is a cognitive theory of leadership developed by Robert Lord and colleagues. It is based on the idea
that individuals create cognitive representations of the world, and use these preconceived notions to interpret their surroundings
and control their behaviors. ILT suggests that group members have implicit expectations and assumptions about the personal
characteristics, traits, and qualities that are inherent in a leader. These assumptions, termed implicit leadership theories or leader
prototypes, guide an individual's perceptions and responses to leaders. The term implicit is used because they are not outwardly
stated and the term theory is used because it involves the generalization of past experiences to new experiences ILTs allow
individuals to identify leaders and aid them in responding appropriately to leaders in order to avoid conflict (Forsyth, 2018).

6.2 Conceptual Framework
The conceptual framework summaries and outlines the possile course of action, thus conceptual framework highlights the

independent variable and dependent varibles of the study and shows they effect. Figure 1 presents the conceptual framework of
the study.

Administrative

Community Leadership

e Perspectives of various
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e Sense of community

e Community developments

A\ 4

Enabling Community Leadership -
e Process Conflict Management

e Strategy e Conflict Resolution
e Criticisms e  Conflict Settlement

\ 4

Adaptive Community Leadership
e General property

e Characteristics

¢ Interaction pattern

Transformational

Community Leadership

o Effectiveness as compared to
other leadership styles

e Transactional leadership ships

o Laissez-faire leadership

\ 4

Independent Variables Dependent Variable
Figure 1 Conceptual Framework

6.3 Discussion of Variables
6.3.1 Community Leaders

Community leader is a designation, often by secondary sources (particularly in the media), for a person who is perceived to
represent a community. A simple way to understand community leadership is to see it as leadership in, for and by the community.

Community ‘is frequently based in place and so is local, although it can also represent a community of common interest, purpose
or practice. Community leadership is a specific form of the general concept of leadership. It is frequently based in place and so is
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local, although it can also represent a community of common interest, purpose or practice. It can be individual or group leadership
voluntary or paid Community leaders are not necessarily elected to their positions, and usually have no legal powers, but they are
often used by the media and the police as a way of determining the general feeling within a particular community, or acting as a
point of liaison between that community and authorities.

Community leadership together with knowledge and skills, volunteering, networks and partnerships have been identified as
among the five key indicators for stronger communities and civil society. Effective community leadership is increasingly
recognized in Australia as elsewhere, as an important contributor to local social development. The leadership approach is based on
a premise that individual development enhances community capacity. This is accomplished through training that equips people
with the tools and understanding of the decision making process and allows their views to be expressed and incorporated into
future development and planning. The acquisition of new skills also enhances effectiveness in addressing issues affecting their
communities. It should also strengthen the community's capacity to identify opportunities and address crises in innovative ways
(leadershipforwomen, 2017).

6.3.2 Enabling Community Leadership

According to Robert Adams (2011) the fundamental asymmetry of the relationship between experts and clients is usually not
questioned by empowerment processes. It also needs to be regarded critically, in how far the empowerment approach is really
applicable to all patients/clients. It is particularly questionable whether mentally ill people in acute crisis situations are in a
position to make their own decisions. According to Albert Lenz, people behave primarily regressive in acute crisis situations and
tend to leave the responsibility to professionals. It must be assumed, therefore, that the implementation of the empowerment
concept requires a minimum level of communication and reflectivity of the persons involved in social work; empowerment offers
an approach that allows social workers to increase the capacity for self-help of their clients. For example, this allows clients not to
be seen as passive, helpless 'victims' to be rescued but instead as a self-empowered person fighting abuse/ oppression; a fight, in
which the social worker takes the position of a facilitator, instead of the position of a 'rescuer, Marginalized people who lack self-
sufficiency become, at a minimum, dependent on charity, or welfare. They lose their self-confidence because they cannot be fully
self-supporting. The opportunities denied them also deprive them of the pride of accomplishment which others, who have those
opportunities, can develop for themselves. This in turn can lead to psychological, social and even mental health problems.
"Marginalized" here refers to the overt or covert trends within societies whereby those perceived as lacking desirable traits or
deviating from the group norms tend to be excluded by wider society and ostracized as undesirables, there is a long tradition in the
UK (Adams, 2011).

6.3.3 Adaptive Community Leadership

Complex adaptive leadership is a complementary approach to leadership based on an oligarchic assumption (i.e. leadership of
the many by the many), rather than based on an oligarchic assumption (i.e. leadership of the many by the few). Leadership in this
theory is seen as a complex dynamic involving all, rather than only a role or attribute within a hierarchy. The theory calls for
skills, attributes and roles which are additional to the demands of traditional leadership. the theory draws from complexity science
and from complex adaptive systems theory The underlying philosophy of complex adaptive leadership is not new, and the roots of
the theory's approach to leadership can be traced as far back as the writings of Lau Tzu's Tao TeChing (c. 500BC) where Lau Tzu
wrote of the best leader: "when the task is done, the people may say we did it ourselves More modern roots include the situational
leadership theory of Hersey and Blanchard, Greenleaf's servant leadership, the emergent strategy and shared leadership approach
of Mint berg, the adaptive leadership of Heifitz and others as well as the more recent distributed leadership of Spillane The term
first appeared in various articles and chapters of books between 2000 and 2010, mainly in articles concerning medical leadership,
The first book on the subject was written in 2010 by Obolensky] who had made a link to chaos theory and leadership a few years
earlier through research and publication under the auspices of the Centre for Leadership Studies at the University of Exeter in the
UK, The key output of complex adaptive leadership is self-organization, and the ability for organizations to operate with reduced
hierarchy, less management effort and bureaucracy, and resultant higher staff engagement with lower costs. The term is becoming
increasingly used by both practitioners and researchers to describe a more distributive approach to leadership. The approach has
had some neuro-scientific research showing that it demands a wider view and capability than is normally ascribed to leadership,
and this research has generated some interest in the military (Randal, 2010).

6.3.4 Transformational Community Leadership

Transactional leadership, also known as managerial leadership, focuses on supervision, organization, and conflict
management; transactional leadership is a style of leadership in which leaders promote compliance by followers through both
rewards and punishments. Unlike transformational leaders, those using the transactional approach are not looking to change the
future; they look to keep things the same. Leaders using transactional leadership as a model pay attention to followers' work in
order to find faults and deviations. This type of leadership is effective in crisis and emergency situations,[citation needed] as well
as for projects that need to be carried out in a specific way Transactional leaders use reward and punishments to gain compliance
from their followers. They are extrinsic motivators that bring minimal compliance from followers. They accept goals, structure,
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and the culture of the existing organization. Transactional leaders tend to be directive and action-oriented. Transactional leaders
are willing to work within existing systems and negotiate to attain goals of the organization. They tend to think inside the box
when solving problems. Transactional leadership is primarily passive (Randal, 2010).

6.3.5 Conflict Management

Studies to be reviewed have documented that cooperative conflict management can have important short-term and long-term
consequences that protagonists are likely to experience as beneficial (Rothman et al., 2017). Experiments have shown that
cooperative conflict can be constructive in the short-term as measured by understanding issues, making quality solutions, and
strengthening relationships. Field studies provide evidence that these effects generalize to various organizational settings and
persist over time. A recent study provides evidence of the value of being predisposed to manage conflict cooperatively for long-
term psychological development and health. Conflicts are part of human nature and it is extremely important to study it not only
for theoretical purposes but also for organizational practice Pawlak suggests that conflict analysis and its resolutions has an
important role in private, public and political organizations, as well as in judicial and work disputes, in military operations and
many other institutions. The results from the study indicate that the major cause of organizational conflicts is lack of resources.
This leads to competition for the scarce resources (Bar-Siman-Tov, 2004).

7. Research Methodology

A descriptive survey focuses on the research design and the concern of addressing the particular characteristics of a specific
population which is under-course of subject, either at a fixed point in time or at varying times for comparative purposes an
example, the researchers do not share the emphasis in analytic designs upon control but they do share a concern to secure a
representative sample of the relevant population. Quantitative research methodology was appropriate for this study because the
researcher wanted to hear anecdotal accounts from the participants. The researcher also wanted to focus on the school
environments under study because human behavior does not occur in an empty space. Strewing and Stead (2004) point out that
contextualize stresses the various macro and micro contexts of the individual and how these contexts dynamically interact with
one another. Furthermore, these authors state that contextualize is closely aligned to holism which examines social environments
in their totality.

The participants were selected through purposive sampling. Sometimes referred to as judgmental sampling or theoretical
sampling, this is a type of non-probability sampling based on the judgment of the researcher regarding participants (Brink 2000).
For this study, the researcher selected four schools that were beset with conflicts and four that had no known conflicts and
appeared to be run well or effectively (Thomas & Warren, 2017).

The target population of this study was conducted employee of Banadir Region in Mogadishu which was consisted three
departments Admin & Finance, Political & Security and public relations because we are more dependent on Banadir Region and
they are a good source of information to analyze the topic. The sample selected was 87 using Slovin’s Formula.

8. Research Findings and Analysis
8.1 Descriptive Statistics
8.1.1 Administrative Community Leadership

This section tested the knowledge of the respondents on Administrative community leadership and conflict management in
Banadir region. Table 1 shows that the mean of respondents 4.56 agreed that the creation and maintain useful databases for the
departments and 4.26 agreed that support the officers in daily admin roles. 4.16 agree that the Provide full admin support to the
team and department. While 3.98 agree that the performance of some research duties as and when required by the team. The
average mean score for the responses was 4.23 which indicate that many employees agreed to the statements regarding
Administrative community leadership procedures. The findings agree with those in Jian, et al, (2011) who asserted that firms may
extend trade more aggressively to plan their administrative community leadership, resulting in a positive correlations between
succeed plan and good strategic leadership.
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Table 1 Administrative Community Leadership

Statement N Mean SD
Creation and maintain useful

databases for the department 85 4.56 1.146
Provide full admin support

to the team and department 85 4.16 1171
Perform some research duties as

and when required by the team 85 3.98 1.091
Support the officers in daily admin roles 85 4.23 1.241

8.1.2 Enabling Community Leadership

The second objective of the study was to determine the effect of enabling community leadership on conflict management in
Banadir region. Table 2 shows that highest mean of respondents indicate 4.76 agree leaders foster collaboration and build spirited
teams. And 4.38 agreed that Leaders strengthen others, making each person feel capable and powerful and 4.05 agree that good
Leaders actively involve others. The average mean score for responses for this section was 4.40 which indicates that majority of
the respondents agreed that effect of enabling community leadership was a major factor influences in conflict management in
Banadir region.

Table 2 Enabling Community Leadership

Statement N Mean SD

Leaders foster collaboration

and build spirited teams. 85 4,76 1.006
Leaders actively involve others. 85 4.05 1.121
Leaders strengthen others, making

each person feel capable and powerful. 85 4.38 1.081

8.1.3 Adaptive Community Leadership

The third objective of the study was to establish the adaptive community leadership and conflict management in Banadir
region. results on Table 3 indicates that highest of the respondents were 4.95 agreed that Adaptive leadership is specifically about
change than enables the capacity to thrive, 4.61 agreed that the Organizational adaptation occurs through experimentation and
3.94 agree that Successful adaptive changes build on the past rather than jettison it. And finally 2.62 of the respondents neutral
that have Adaptive Leadership can help when there are no easy solutions available. The average mean score for responses for this
section was 4.03 which indicates that majority of the respondents agreed that effect of adaptive community leadership was the
most effect of conflict management in Banadir region.

Table 3 Adaptive Community Leadership

Statement N Mean SD

Adaptive leadership is specifically
about change than enables the
capacity to thrive. 85 4.95 1.159

Successful adaptive changes build
on the past rather than jettison it. 85 3.94 1.441

Adaptive Leadership can help when

there are no easy solutions available 85 2.62 1.351
Organizational adaptation occurs
through experimentation 85 4.61 1.160

8.1.4 Transformational Community Leadership

The last objective of the study was to establish the Transformational community leadership and conflict management. Results
on Table 4 indicate that highest of the respondents were 4.98 agreed that Transformational leader ship is a model of integrity and
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fairness, 4.74 agreed that the Transformational leadership provides support and recognition and finally 2.32 disagree that
Transformational leadership inspires people to reach for the improbable. The average mean score for responses for this section
was 4.01. Which indicates that majority of the respondents agreed that effect of transformational community leadership was the

most effect of conflict management in Banadir region.

Table 4 Transformational Community Leadership

Statement N M SD
Transformational leader ship is a

model of integrity and fairness 85 4.98 1.159
Transformational leadership

Provides support and recognition. 85 4.74 1.441
Transformational leadership

inspires people to reach for the

improbable 85 2.32 1.351

8.2 Inferential Statistics

8.2.1 Correlation Analysis

From table 5, the results generally indicate that independent variables (Administrative community leadership, effect of
enabling community leadership, adaptive community leadership, transformational leadership and conflict management were
found to have positive significant correlations on community leadership success at 5% level of significance. There was a strong
positive and highly significant correlation between Administrative community leadership and conflict management success (r =
.800, P < 0.05) A critical look at the community leadership literature reveals that there are some key factors that are considered to
be of great significance for the integration of administrative. They include involvement of middle line managers and employees in
Banadir region relationship between leadership and the elements of McKinsey’s Framework, translation of leadership into short
term goals and objectives, strategy as a continuous step by step process (Kimani, 2011).

Table 5 Correlation Results

Admin. Enabling Adaptive Organ.
Leadership Leadership Transform. Development
Pearson 1
Correlation
Administrative Sig. (2-
tailed)
N 85
Pearson
Correlation 426 1
Enabling Leadership Sig. (2-
. .001
tailed)
N 85 85
Pearson 424 608 1
Correlation
Adaptive Leadership _ Sig. (2- 002 000
tailed)
N 85 85 85
Pearson 381 706 802 1
Correlation
Transformational _ Sig. (2- 007 000 1000 .002
tailed)
N 85 85 85 85
Pearson 424 608 611 324 1
o Correlation
Organization Sig. (2-
Development tailed) .002 .0.003 .690 .802
N 85 85 85 85 85

*. Correlation is significant at the 0.05 level (2-tailed).
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There was a strong positive and highly significant correlation between Effect of enabling leadership and conflict management
success(r = .736, P < 0.05) this support a study of Ellah (2013) the main focus of the effect of enabling edict is issuing of
directives. Lehner (2004) considers the Knowledge development as genuine organizational behavior based on the assumption that
effect of enabling in general is dependent on the environment, and various community and leadership variables.

There was a strong positive and highly significant correlation between adaptive leadership and conflict management success(r
=. 721, P < 0.01) the result of study support by study of (Rajasekar, 2014) successful staff training comes after the role of
information and employee needed to improve their knowledge. According to (Mbaka & Mugambi, 2014) the management should
develop both the adoptive and transformation leadership so that they are able to solve the conflict management in Banadir region
and therefore recommend corrective measures and also monitor the success of the all staff.

8.2.2 Regression Results
In this study, a multiple regression analysis was conducted to test the effect of liquidity on the financial performance on
commercial banks in Mogadishu, Somalia. The research used statistical package for social sciences (SPSS V 22) to code, enter

and compute the measurements of the multiple regressions.

Table 6 Models Summery

Std. Error of the
Model R R Square  Adjusted R Square Estimate

1 0.785° 0.616 0.598 44891

Adjusted R? squared is coefficient of determination which tells us the variation in the dependent variables due to change in the
independent variables. From the findings in the above table the value of adjusted R squared is 0.598 and indicates that there was
variation of 40.2% on conflict management of Banadir region due to changes in Administrative community leadership, enabling
community leadership, Adaptive community leadership and transformational community leadership at 95% confidence interval.
This shows the significant that 40.2% of the variations in the conflict management of Banadir region in Mogadishu are accounted
for by the variations in the independent variables and the remaining 59.8% are accounted by other factors contained in the
standard error. R is the correlation coefficient which shows the relationship between the study variables. From the findings shown
in the table above there was a strongly positive relationship between the study variables as shown by 0.785.

8.2.3 Analysis of Variations
From the ANOVA statistics shown in table 7, the processed data, which is the population parameters, had a significance level

of 0.5% which shows that the data is ideal for making a conclusion on the population’s parameter as the value of significance (p-
value ) is less than 5%. The F critical at 5% level of significance was 2.72.

Table 7 ANOVA
Model Sum Squares  df Mean Square F Sig.
1 Regression 25.547 3 7.516 24970 .000?
Residual 24.406 81 .301
Total 49.953 84

Since F calculated (24.970) is greater than the F critical (2.72), this shows that the overall model was significant and that
Administrative community leadership, enabling community leadership, Adaptive community leadership and transformational
community leadership significantly affect the conflict management of Banadir region in Mogadishu, Somalia.

8.2.4 Multiple Regression Analysis

From the multiple regression analysis, it was revealed that holding Administrative community leadership, enabling community
leadership, Adaptive community leadership and transformational community leadership to a constant zero, conflict management
of Banadir region would be at 0.801. A unit changes in Administrative community leadership would lead to increase in the
conflict management of Banadir region by a factor of 0.227. A unit change in enabling community leadership would lead to
increase in the conflict management of Banadir region by a factor of 0.414 and a unit change in Adaptive community leadership
would lead to increase in the conflict management of Banadir region by a factor of 0.184. A unit change in transformational
community leadership would lead to increase in the conflict management of Banadir region by a factor of 0.121.
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Table 8 Coefficients

Standardized
Un standardized Coefficients Coefficients

Model B Std. Error  Beta T Sig.
1. (Constant) .801 .364 2.198 .031
Administrative 227 .106 213 2.146 .035
Enabling leadership .414 .093 443 4.462 .000
Adaptive leadership .184 .073 216 2.508 014
Transformational 121 .065 123 2.301 .021

The regression results presented in above table indicate that Administrative community leadership, enabling community
leadership, adaptive community leadership and transformational community leadership were significant at 5 percent level. The
coefficient of enabling community leadership showed 0.277 with a p-value 0.035, which is less than 5%; the coefficient of
enabling community leadership was 0.414 which is less than 0.05, with a p-value of 0.000. The coefficient of the adaptive
community leadership was 0.184, with a p-value of 0.014 which is less than 0.05 and the coefficient of transformational
community leadership showed 0.121 with a p-value 0.021, which is less than 5% so that indicates there was statistically strong
positive relationship between administrative community leadership, enabling community leadership, adaptive community
leadership and transformational community leadership and conflict management of Banadir region in Mogadishu. Hence, the
most significant factor is enabling community leadership. Overall, enabling community leadership had the greatest effect on the
conflict management of Banadir region in Mogadishu, followed by Administrative community leadership, adaptive community
leadership and transformational community leadership. All of the variables were found to be significantly affect conflict
management of Banadir region in Mogadishu because they less than (p<0.05). The finding of this study concur with finding of
Raheman and Mohamed (2007) , who found that the enabling community leadership , Leaders strengthen others, making each
person feel capable and powerful had a significant effect on the conflict management of Banadir region in Mogadishu. While the
study disagreed (Lawrence, 2013) the test reveals that there is no significant relationship between effective enabling community
leadership and the conflict management of Banadir region in Mogadishu.

From the findings of the regression analysis, the study found that there was a variation of 40.2% on conflict management in
Banadir region due to changes in administrative community leadership, enabling community leadership, adaptive community
leadership and transformational community leadership. This is an indication that 40.2% changes in conflict management of
Banadir region in Mogadishu could be accounted for by administrative community leadership, enabling community leadership,
adaptive community leadership and transformational community leadership while the remaining percentage is explained by other
factors contained in error terms. The study further revealed that there was positive strong relationship between administrative
community leadership, enabling community leadership, adaptive community leadership and transformational community
leadership and conflict management of change as shown by strong positive correlation coefficient. From the finding on analysis of
variance, the study found that the overall model had a significance value of 0.05% which shows that the data is ideal for making a
conclusion on the population’s parameter as the value of significance (p-value) is less than 5%. The study further revealed that
administrative community leadership, enabling community leadership, adaptive community leadership and transformational
community leadership significantly affects the conflict management of Banadir region in Mogadishu.

The established regression equation was Y = 0.801 + 0.227X; + 0.414X, + 0.184X3 +0.121X,,

From the finding on analysis of variance, the study found that the overall models had a significance value of 5% which shows
that the data is ideal for making a conclusion on the population’s parameter as the value of significance (p-value) is less than 5%.
The finding of this study concur with finding of Raheman and Mohamed (2007) , who found that the enabling community
leadership , Leaders strengthen others, making each person feel capable and powerful had a significant effect on the conflict
management of Banadir region in Mogadishu.

9. Conclusions and Recommendation
9.1 Conclusions

The conclusions were based on the objectives of the study that community leadership drivers had a significant influence on
conflict management of Banadir region. The results established that community leadership drivers were found to significantly and
positively influence conflict management of Banadir region. When all the stated variables were tested in the regression model they
were found to have a significant relationship between themselves and conflict management of Banadir region. Effect of enabling
was the driver which had the highest effect on conflict management of Banadir region followed by administrative, effect of
adaptive and effect of transformational. The findings of the study established that conflict management of Banadir region were
operating under a highly development environment between them. However, this moderate result revealed that there were all

130 I IJARKE PEER REVIEWED JOURNAL Vol. 1, Issue 2 Nov.’18 - Jan. 2019




INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH - IJARKE ISSN: 2617-703X | www.ijarke.com
IJARKE Humanities & Social Sciences Journal DOI: 10.32898/ihssj.02/1.2article07

variables which were influencing the conflict management of Banadir region in Mogadishu- Somalia. It was concluded that
conflict management of Banadir region needed to embrace community leadership drivers in order to achieve sustainable
competitive advantage. The results obtained from this study were important in terms of reflecting the situation on the usage and
performance levels of community leadership drivers of conflict management of Banadir region. The results further revealed a
positive relationship between the individual community leadership drivers and conflict management of Banadir region. The results
provide an insight to s conflict management of Banadir region managers on the importance of the use of community leadership in
all conflict management of Banadir region areas.

9.2 Recommendations

The study recommends the adoption of the community leadership and conflict management of Banadir region of dilemma. The
community leadership models were recommended as a useful design for practicing conflict management of Banadir region with
respect to the implementation of best practice. The study results support the view that community leadership drivers have a
significant effect on conflict management of Banadir region. However, the influence of each driver varies from Banadir region to
another. It is recommended that managers should study both policy and managerial recommendations and select the driver that
best suits their Banadir region in order to achieve organizational goal.
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