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1. Introduction  

 

United States academic environments define leadership as "a process of social influence in which a person can enlist the aid 

and support of others in the accomplishment of a common task". Leadership seen from a European and non-academic perspective 

encompasses a view of a leader who can be moved not only by communitarian goals but also by the search for personal power. 

Leadership can derive from a combination of several factors, as the European researcher Daniele Trevisani highlights: 

"Leadership is a holistic spectrum that can arise from: higher levels of physical power, need to display power and control others, 

force superiority, ability to generate fear, or group-member's need for a powerful group protector (Primal Leadership), superior 

mental energies, superior motivational forces, perceivable in communication and behaviors, lack of fear, courage, determination 

(Psycho energetic Leadership),  Higher abilities in managing the overall picture (Macro-Leadership), Higher abilities in 

specialized tasks (Micro-Leadership),  Higher ability in managing the execution of a task (Project Leadership), and  higher level 

of values, wisdom, and spirituality (Spiritual Leadership), where any Leader derives its Leadership Style from a unique mix of one 

or more of the former factors". 
 

 During the 1930s, the combination of the Great Depression and the memory of tragic losses in World War I contributed to 

pushing American public opinion and policy toward isolationism. Isolationists advocated non-involvement in European and Asian 

conflicts and non-entanglement in international politics. Although the United States took measures to avoid political and military 

conflicts across the oceans, it continued to expand economically and protect its interests in Latin America. The leaders of the 

isolationist movement drew upon history to bolster their position. 
 

Globally, in the Asian context According to Iqbal et al (2015) defined Effect of Leadership Style on Employee Performance 

through these objectives as to explore the leadership styles that contributes to employee performance, to explain the relationship 

between the effective leadership styles and performance of employees, to know the significance of leadership styles in the 

employee performance, to develop the model that shows relationship among different styles of leadership and employee 

performance. Using descriptive approach the study showed that there is positive effect of the variables. 

 

In Africa,  According to Michael (2015) a research study about The Impact of Leadership on the Governance of Infrastructure 

Development in Nigeria whose  main goal was to gain a proper understanding of the role played by different successive political 

leaderships in shaping the governance of infrastructure development in Nigeria, using qualitative case study method Findings 

showed that (a) political instability and the Nigerian civil war have been obstacles to infrastructure development and 

implementation; (b) military dictatorships implemented improvements, although they neglected rural areas; (c) a new national 
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infrastructure plan must be funded, developed, and implemented; (d) corruption must be combated in awarding project contracts; 

and (e) Nigeria‟s governance should be based on a pragmatic-visionary form of leadership. 
 

 According to Ngambi (2011), leadership is a process of influencing others‟ commitment towards realizing their full potential 

in achieving a value-added, shared vision with passion and integrity. In the context of Somalia there are several scholars and 

researchers who examined something about effect of corporate leadership on community development in different aspects like 

world researchers did in their endeavor towards knowing much about leadership and community development but none of them 

who deeply investigated the study so availing from that gap the researcher examines to what extent effect of corporate leadership 

on sustainable community development in Mogadishu-Somalia? 

 

2. Statement of the Problem 
 

Several studies on corporate leadership on sustainable community development had been examined broadly worldwide by 

various scholars and notorious researchers in different organizations of Somalia. In regard to Ololube (2013) Leadership involves 

a type of responsibility aimed at achieving particular ends by applying the available resources (human and material) and ensuring 

a cohesive and coherent organization in the process. With regard to Okoji (2014) develops   Influence of Leadership Styles on 

Community Development Programmes‟ Implementation in Rural Communities of Akwa Ibom State Nigeria the aim of this study 

is to find out the extent to which community development programmes could be successfully executed under different leadership 

traits, to examine how the utilization of motivation by leaders could promote effective implementation of community development 

programmes and to find out the extent to which community development programmes could be successfully implemented through 

in-flow communication between the leaders and followers. 
 

Weiping Jiang et al (2017), in his study, looked at the degree of the influence of transformational leadership on employee 

sustainable performance, as well as the mediating role of organizational citizenship behavior. Using survey method the study the 

findings reveal that employee sustainable performance is positively influenced by transformational leadership. In addition, more 

than half of that influence is mediated by their organizational citizenship behavior. These findings remind project managers of the 

need to pay close attention to transformational leadership, to cultivate organizational citizenship behavior, and thereby to 

eventually improve employee‟s sustainable performance. Though, these studies provide effect of corporate leadership on 

sustainable community development. A gap exists on how each dimensional variables of the corporate leadership affect 

sustainable community development. This research study intends to fill this gap. 
 

University of Somalia is one of the largest and leading institutions of higher education in Mogadishu-Somalia and it is a 

particular interest of this study, therefore; it is a vital to mention its story. This story is incomplete without the knowledge of 

contributions of corporate leadership on sustainable community development. Throughout these four dimensions namely; political 

leadership, charismatic leadership, adaptive leadership and transformational leadership this study examined to introduce the 

effects of the corporate leadership on sustainable community development in Mogadishu-Somalia. 

 

3. Study Objective 

 

The main objective of the study was to explore the effects of corporate leadership on sustainable community development in 

Mogadishu, specifically at the University of Somalia.  

 

4. Review of Literature 

 

4.1 Theoretical Framework 

 

4.1.1 Trait Leadership Theory 
 

The Trait Approach surfaced from the “Great Man” theory as a way of diagnosing the key properties of successful leaders. It 

was believed that through this approach critical leadership traits could be isolated and that people with such traits could then be 

recruited, selected, and installed into leadership positions. This approach was common in the military and is still used as a set of 

criteria to select candidates for commissions. The problem with the trait approach lies in the fact that almost as many traits as 

studies undertaken were identified. After several years of such research, it became apparent that no consistent traits could be 

identified. Although some traits were found in a considerable number of studies, the results were generally inconclusive. Some 

leaders might have possessed certain traits but the absence of them did not necessarily mean that the person was not a leader. 

 

4.1.2 Adaptive Leadership Theory  
 

Heifetz‟s (1994) theory of adaptive leadership provided a valuable contribution to understanding how communities may be 

engaged in the process of development. In this theory, different strategies are followed in different contexts or situations. Heifetz 

discusses three distinct situations leading to leadership responses, strategies and approaches. The first and probably the most 

common one is the „Type 1‟ situation where leaders conclude that the challenge requires only their or their team‟s technical 
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expertise, Burke (2007) states that Heifetz referred to this as the absence of leadership. In community development contexts, many 

communities may not challenge the expert‟s solution. In some cases, the expert may not have understood the situation to the same 

level as the members of the community would have understood it. At this point, examples of many urban solutions which have 

been used for rural ecologies bear testimony. A vivid example is the rebuilding of schools in tornado-prone rural areas of the 

Eastern Cape Province Mniki (2009). In the „Type II‟ situations, leaders see a problem as requiring some interaction with the 

community and in so doing view it as a shared challenge that warrants the involvement of the community. This approach, 

according to Burke (2007), combines the leader‟s expertise, persuasive powers, and input of the communities. However, this type 

is characterized by limited leadership in many instances, however, leaders and „experts‟ do not have readily available feasible 

solutions to seemingly intractable situations. These are what Heifetz (1994) calls „Type III‟ situations. Whilst the communities 

may remain content with quick, tried and tested easy solutions to their problems, Burke (2007), in relation to this context, calls for 

an „honest and courageous leader who would demonstrate the need for redefining the problem, changing priorities, and possibly 

greater sacrifice from the members‟. Although this level of leadership in small scale projects is inevitably limited, the Type III 

situation provides space for dialogue in university–community or community–university relations. This leads to the need for 

ongoing clarification of competing roles and responsibilities. It also shifts power relations so that the „expert‟ becomes a 

participant who may, like all members of the community, learn from others. For individuals in positions of power, this may not be 

an easy shift. Although the problems were necessarily small scale, we sought, through the study, to place students in situations 

that made them full members of the communities with no better status or credibility than that of the communities with whom they 

were to engage. Their leadership role, therefore, included encouraging community or organizational participants to „clarify values 

and make progress on the problems those values define‟ as a dialogic process Heifetz (1994). 

 

4.1.3 Transformational Leadership Theory 
 

In discussing transformational leadership theory, Bass (1985) defined transformational leadership in terms of how the leader 

affects followers, who are intended to trust, admire and respect the transformational leader. He identified three ways in which 

leaders transform followers: Increasing their awareness of task importance and value; getting them to focus first on team or 

organizational goals, rather than their own interests; and activating their higher-order needs. In his proposition, charisma is seen as 

necessary, but not sufficient, as an attribute of a transformational leader. The deficiency of charismatic leadership could be alluded 

to charismatic movie stars who may not make good leaders. However, the two key charismatic effects that transformational 

leaders achieve are to evoke strong emotions and to cause identification of the followers with the leader. This may be through 

stirring appeals. It may also occur through quieter methods such as coaching and mentoring Bass (1990). Bass has recently noted 

that authentic transformational leadership is grounded in moral foundations that are based on four components: Idealized 

influence; Inspirational motivation; Intellectual stimulation; and Individualized consideration Bass & Riggio (2006). The three 

moral aspects include: the moral character of the leader; the ethical values embedded in the leaders‟ vision, articulation, and 

program; and the morality of the processes of social ethical choice and action that leaders and Followers engage in and 

collectively pursue Bass & Steidlmeier (1998). In contrast to Burns (1978) who sees transformational leadership as being 

inextricably linked with higher order values, Bass (1985) originally saw it as a moral value, and attributed transformational skills 

to people such as Adolf Hitler and Jim Jones, although later changed his view after discussion with Burns. Bass, however, made 

assumptions in his approach to the theory. He assumed that awareness of task importance motivates people and that a focus on the 

team or organization produces better work. While various scholars argue out on what they perceive as the most critical factors of 

transformational leadership in as far as influencing performance is considered, it is without doubt that all factors are important. 

However this study will focus on three elements of transformational leadership: inspirational motivation, individualized 

consideration and intellectual stimulation. The endeavor is to bring out an understanding of how each individual factor contributes 

towards influencing the performance of an organization. 

 

4.1.4 Transactional Leadership Theory 
 

The concept of transactional leadership was first mentioned by Max Weber in his socio-economic considerations of the 

organization. Twenty-seven years after his death and publishing a reprint of his book, academic and professional audience accepts 

his definition of leadership Weber (1947). Weber description of transactional leadership style and his basic facts are accepted by 

Bernard Bass in 1981. In his definition he identified three kinds of leaders: bureaucratic, traditional and charismatic leaders. 

Transactional leadership is based on classical principles of exchange with followers who are part of interactions and therefore are 

rewarded for meeting pre-defined standards and performance. This form of leadership is also focused on maintaining the status 

quo, so transactional leadership present traditional approach of leadership. First Bass's research of transactional and 

transformational leadership led to his conclusion that transactional leaders can be successful in a short period of time, but the 

leadership must focus on the changes, if they want to continue to retain a leadership position. According to Bass and Avolio 

(1993), transactional leadership involves motivating and directing followers, appealing to their own interests. The power of the 

leader comes from formal authority and responsibility in the organization. The main task of the followers is to respect the 

instructions of leaders. The leader provides rewards and punishments in the organization of its legitimacy. Transactional 

leadership is, in essence, oriented on monitoring organization, processes and outcomes in the market. In transactional leadership, 

the interpersonal relationships between leaders and followers have a four dimensional approach: The possibility of reward, as a 

result of well-performed tasks and achieved goals that followers are expected to successfully completed the process. Actively 

engaging leaders in managing, which followed the work of his followers, gives consideration to any deviation from established 
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standards and procedures by taking corrective measures in case of errors. Passive engagement of leaders, where the leaders are 

involved in the process only when standards are not met, or performances are not achieved. Laissez-Faire dimension, which is a 

form of leadership that provides the possibility of freedom in the choice of goals and behavior of organizational participants 

.There are some assumptions in transactional leadership theory: Employees are motivated leader through rewards and 

punishments; Followers receive a directive from the leader, which must be respected through production process; there is no self-

motivation, but the followers are controlled by leader during the manufacturing process Bass & Steidlmeier (1999). The 

transactional theory builds on transformational leadership in that through motivation employees are empowered to achieve 

organizational goals and objectives and ultimately high employee performance. 

 

4.2 Discussion of Key Variables 

 

4.2.1 Political Leadership 
 

In the context of Michael (2012) expounded Political Leadership referred to the ruling class that bears the responsibility of 

managing the affairs and resources of a political entity by setting and influencing policy priorities affecting the territory through 

different decision-making structures and institutions created for the orderly development of the territory. In accordance with 

Kjær‟s (2013) definition which emphasized political leaders‟ ability to invest political capital – understood as potential political 

influence – in a way that matched relative norms in a given locality and increased the leaders‟ political capital. 

 

In the South African context, Clement & Themba (2013) describe the effects of participative leadership on organizational 

commitment whose objectives were to determine effects of participative leadership on organizational commitment: comparing its 

effects on two gender group, to determine effects of leadership on organizational commitment among bank clerks. Using 

participative leadership questionnaire, the results indicated that participative leadership has different effects among two gender 

groups, and it has a positive.  

 

According to Ezeibe (2010) developed political leadership and crisis of development in sub-Saharan Africa, 1960-present 

whose aim was to ascertain if there is any link between persisting economic crises and incompetence on the part of political 

leadership in sub- Saharan Africa, to examine if leadership problems in sub – Saharan Africa account for poor integration of the 

region‟s economies into the global economy in the period under Study and to determine whether leadership failure is responsible 

for poor inter- state relation in sub- Saharan Africa. By using descriptive and explanatory methods this study also found that 

Leadership problems in sub – Saharan Africa lead to poor integration of the region‟s economies into the global economy in the 

period under study. 

 

According to Larry and  Sunday (2015) described Approaches to Community Development in Nigeria, Issues and Challenges 

focused on these objectives as to ascertain the approaches to poverty reduction/community development; examine the mandate of 

the Community and Social Development Agency (EB-CSDA) in community development;  assess the contributions of EB-CSDA 

to community development  vis-à-vis its avowed mandate; and  explore the challenges of community development  with a view to 

proffering some remedial measures, by used survey and analytical approach , Findings reveal that despite efforts of successive 

governments aimed at reducing poverty, the scourge has remained pervasive. EB-CSDA however, is rated high in the provision of 

micro-projects to the rural communities but its approach is group- targeted rather than on the individual poor. 

 

4.2.2 Charismatic Leadership 
 

In the context of Somalia, Abdulkadir et al (2017) explored the role of leadership on employee empowerment considering 

these aims as to find out the impact of transformational leadership on Employee empowerment, and to investigate the impact of 

transactional leadership on employee empowerment through explanatory method the study introduced the result and findings it is 

revealed that employee empowerment has positive relationship with the two dimensions of independent variable. The findings of 

this study, it makes an important contribution to our understanding of leadership style on employee empowerment. It is hoped that 

the result stimulated further investigation into other equally important aspects affecting leadership style. 

 

According to  Lavinia Cicero and Antonio Pierro (2007) investigated Charismatic leadership and organizational outcomes 

whose general aim was to analyze leadership and work outcomes as they are associated to social identification processes, referred 

both to recent developments of charismatic leadership models and to the recent developments of the social identity analysis 

applied to the workplace by using survey method, results of Study 1 revealed that charismatic leadership was positively related to 

work-group identification, and employees‟ work effort was positively related to work-group identification. Work-group 

identification also mediates relationship between charismatic leadership and work effort. Results of Study 2 replicated the positive 

association between charismatic leadership and employees‟ work-group identification; work-group identification is also associated 

with their job involvement, job satisfaction, performance, and turnover intention. 

 

 Shastri, et al (2010) discussed about charismatic leadership and organizational commitment in the Indian perspective, for the 

aim to further the understanding of the relationship of charismatic leadership and organizational commitment in Indian 

organization in particular, having correlation method of study , he gained The results of multiple regression analysis provide 
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strong support for main objectives – among the two major antecedents (charismatic leadership and job satisfaction) was found to 

exert the strongest effect on organizational commitment of the employees of Indian organization in the study sample. Factors 

hypothesized to be significant predictors of organizational commitment, age and nature of job did not turn out to be significant at 

all. 

 

Sidra Ansar et al (2016)  expounded Impact of Charismatic Leadership Style on Organizational Effectiveness considering 

these objectives as The significance of charismatic leadership as an analyst of subordinate‟s optimistic work Attitude as well as 

organization effectiveness, Charismatic leaders were most likely to emerge in crisis situations, Charismatic leadership is strongly 

associated with organization effectiveness, Charismatic leadership explained organizational performance superior in situation of  

Environmental improbability, the study assumed quantitative research method,  The findings shows that charisma leaders and 

employee motivation has positive relation which result higher organizational effectiveness,75%result shows that charisma leaders 

motivated and help employee to be committed with organizational goals and effectiveness furthermore 78% outcomes shows ,that 

charismatic leadership help to emerge in crises situation, evidently defining quality goals, and to come up with new better idea, 

study also proves that charismatic leadership work as an analyst of subordinate‟s optimistic work attitude and construct 

organizational performance more efficient and successful moreover charisma leaders recognized the ability and skills more 

effectively which result higher organizational effectiveness and productivity. 

 

According to Okoji (2014) develops   Influence of Leadership Styles on Community Development Programmes‟ 

Implementation in Rural Communities of Akwa Ibom State Nigeria the aim of this study is to find out the extent to which 

community development programmes could be successfully executed under different leadership traits, to examine how the 

utilization of motivation by leaders could promote effective implementation of community development programmes.  And To 

find out the extent to which community development programmes could be successfully implemented through in-flow 

communication between the leaders and followers.  This study assumes descriptive survey design and the research study found 

that the result of the influence of Leadership Styles on Community Development Programmes Implementation in Rural 

Communities. Democratic Leadership Style (r = .621, N=179, P < .01). Autocratic leadership style (r = .360, N=179, P < .01). 

There is the need for proper dissemination of information from the rulers to the followers, through documentation and 

dissemination of information, the followers can share the best practices and learn from each other. 

 

4.2.3 Adaptive Leadership 
 

 Adaptive leadership is the practice of mobilizing people to solve obstacles and thrive. Adaptive leadership is particularly 

about change that enables the ability to thrive. New environments and new dreams require new strategies and abilities, as well as 

the leadership to coordinate them and agreed that Adaptation relies on diversity According to Heifetz, Linsky and Grashow 

(2009). 

 

Christenson et. al., (1989) talked about Community development as a group of population in a society making a decision to 

instigate a communal action process to develop their economic, social, cultural and environmental situation.  In regard to 

Wentworth (2007) defined Adaptive Leadership as a process to develop the ability of leaders in your organization to mobilize 

people to tackle challenges that cannot be fixed through a “technical solution”.  According to toolkit (2012) described Adaptive 

leadership is ideally suited to drive creative approaches in such a complex environment. Adaptive leaders are well-positioned to 

create cultural norms, tangible plans, and expectations in which continuous improvement and transformative change will occur. 

Adaptive leaders set up and use systematic mechanisms for monitoring progress, impacts, and lessons learned, creating a “learning 

organization” to drive outcomes. 

 

According to Nichodemus (2013) talked about Understanding the Impact of Leadership in Nigeria: Its Reality, Challenges, and 

Perspectives, the intent of the  study focused on identifying the leadership practices of past and present leaders involved in the 

operation of the Nigerian government, with emphasis on the Eastern Region, Assuming Northouse leadership approach to 

understand the leadership in the current Nigerian leadership situation, Twelve past and present leaders in the government 

operations of the Eastern Region of Nigeria participated in the study, and the leadership assessment instrument survey 

questionnaire was used to support the study, the investigator also found that the study showed a great need for change in 

leadership, the results of the study revealed that most of the leaders and policy makers in the Eastern Region of the country lack 

effective leadership skills for the positions they hold. 

 

4.2.4 Transformational Leadership 
 

Boehnke et. al., (2003), in their study, Transformational leadership dealt with a swap process that generated in follower 

compliance with leader request but not possible to generate enthusiasm and commitment to task objective. The leader focused on 

having internal actors performed the tasks required for the organization to reach its desired goals. On the other hand, Kirk and 

Shutte (2004) proposed a community development model that was more co-operative and perceivable in nature that consists of 

three constituents; bringing transformation through dialogue, collective authorization and connective leadership.  
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Dr. Ayyoub et al (2015), in his study Impact of Transformational Leadership in Reducing Employees Resistance to 

Organizational Change with the objective of Identifying the impact of transformational leadership dimensions in mitigating the 

resistance causes of employees against organizational change at the world Islamic Sciences &Education University,  Identifying 

the most important transformational leadership dimensions in mitigating the impact of employee‟s resistance to organizational 

change, Provide theoretical and practical study for the management of universities so that the study results are accessible to the 

population of the study in order to extend the scientific and the field horizon. The most influential dimension of transformational 

leadership in reducing the resistance to organizational change is the intellectual stimulation, The results of the statistical analysis 

revealed that the inspirational motivation as one of the transformational leadership dimensions has a statistically significant impact 

in reducing the reasons that lead to resistance to organizational change among the teaching staff in the scientific departments of 

the University. 

 

According to Jeevan (2015) who investigated the Impact of Transformational Leadership on Job Performance, whose objective 

was focused on the role of leader–member exchange and relational identification (RI) between transformational leadership and job 

performance relationship, by using descriptive method, and The results indicated that leader–member exchange acts as a mediator 

and RI acts as a moderator instead of mediator. The managerial implications and future scope have been discussed. 

 

Albert et al (2015) explained Linking Transformational Leadership to Employee Turnover for the purpose of determining the 

influence of transformational leadership style on employee turnover, and examine the moderating role of alternative job 

opportunity on the transformational leadership-turnover relationship, the study adopted a cross-sectional descriptive, correlation 

survey design method, this research study the investigator received that Transformational leadership behaviors were found to be 

negatively related to employees‟ voluntary organizational turnover intention but the availability of alternative job opportunities 

did not moderate the transformational leadership-turnover intention nexus. Within the Ghanaian banking industry, leadership 

behaviors that focus more on the needs of subordinates as a critical part of task accomplishment is laud by employees and thus 

mitigate their intention to quit the organization for other lucrative offers. 

 

According to Tawny (2014) his study focus on Idealized, Inspirational, and Intellectual Leaders in the Social Sector: 

Transformational Leadership and the Kravis Prize, The purpose of this thesis is to determine the importance of transformational 

leadership in the social sector, the study used interviews and case studies on five of the ten recipients of the Henry R. Kravis Prize 

in Leadership. Having been internationally recognized for bold, visionary leadership, the recipients of the Kravis Prize in 

Leadership demonstrate the skills and practices deemed integral to the individual, team, and organizational success and the study 

researcher found that a great deal of transformational leadership weaved throughout the behaviors and principles of the 

organization‟s leaders and followers alike. 

 

In discussing influence of stimulating managers on organizational performance of commercial banks for the aim of examining 

the crucial role of stimulating managers on organizational performance of commercial banks. This study adopted a cross sectional 

survey design, The findings of the study show that Personal integrity and intensity are powerful drivers for organizational 

performance and leaders in many organizations create an environment where people willingly engage their passion, creativity, 

imagination and unique motivations to generate the financial results. Stimulating leaders inspire employees to get a sustainable 

competitive edge and lastly that strategic leaders enable the organization to engage in a relevant and dynamic way, in regard to 

Chege (2016). 

 

4.2.5 Sustainable Community Development 
 

Johnny Dario (2016), in his study, developed the impact of transformational leadership on management performance whose 

purpose is to give the background and rationale for research on transformational leadership and performance management in 

South African local government, to provide a contextual and legislative base with regard to the South African local government, 

as derived from secondary sources, to conceptualize performance management and key implications for the implementation of 

performance management systems in local governments, to provide an evaluative review, emanating from the literature, on the 

essence of transformational leadership and challenges in local governments of South Africa, to assess the Chris Hani District 

Municipality as a local government case study and the potential influence of transformational leadership on performance 

management, to provide valid and reliable findings that answer the question on whether performance management would be 

adversely affected without transformational leadership in the Chris Hani District Municipality of the Eastern Cape to make 

recommendations based on the findings of the aforementioned research evaluation , by adopted exploration research design 

method, and it also the presentation of the findings will ultimately determine whether transformational leadership elevates 

performance management, brings about moderate results, or does not lead to any higher levels of performance.  

 

Nixon (2017) focused on influence of leadership development practices on the performance of microfinance institutions 

concentrating on these aims as to determine the influence of coaching practice on the performance of microfinance institutions, to 

examine the influence of empowerment practice on the performance of microfinance institutions, to determine the influence of 

participation practice on the performance of microfinance institutions, to establish the influence of delegation practice on the 

performance of microfinance institutions, assuming  a cross sectional survey design, and The results of multiple regression 

analysis indicated that firm performance was statistically and positively influenced by participation and empowerment. However, 
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results of correlation analysis indicated that the use of coaching, empowerment, participation and delegation had a strong and 

positive association with firm performance. 

 

5. Research Methodology 

 

This study adopted a descriptive survey method. The major purpose of descriptive research is to describe or to state of affairs 

as it exists at present in the effect of the corporate leadership on sustainable community development in Mogadishu. However this 

study used quantitative approach; Quantitative is any data collection technique (such as a questionnaire) or data analysis 

procedure (such as graphs or statistics) that generates or uses numerical data in regard to Saunders et al (2009). 

 

The study population consisted of the staff of University of Somalia in Mogadishu. The researcher selected management staff 

and the lecturers of UNISO based on their long time experience in the management field and education. The number of the target 

population of this study will be based 221 respondents from the staff of the university in Mogadishu, because; the university has 

about 493 hundred employees as confirmed the head of HRM of University of Somalia 2018. 

 

Table 1 Target Population and Sample Size 

Respondents Target Population Sample Size 

Lecturers 284 70 

Administration Staff 115 110 

Support Staff 94 41 

Total 493 221 

Source: UNISO 2018 

 

The sample consisted of 221 participants selected from the staff of University of Somalia. These participants have been chosen 

according to the possibility of getting accurate information. Technically, the study adopted the proportionate stratified sampling 

method. The stratified sampling method measures the overall population parameters with greater precision and ensures an 

extraction of a representative sample from a relatively homogenous population Kothari (2004). In addition to that, the study 

applied Slovene‟s formula to determine the ideal sample size for a population; the study used 221 respondents with the assistance 

of Slovene‟s formula which is  

 

n=N/ (1+ (N*e^2)) 
Where,  

n= sample size,  

N= population size,  

e = margin of error of 5 %.       

 

n= 493/ (1+ (493*0.0025)) = 221 respondents.  

 

This is in line with Mugenda (2013) that a sample size of 45% of the accessible population which is 493 University of Somalia 

staff is sufficient. 

 

6. Data Analysis and Results 

 

6.1 Descriptive Statistics 

 

6.1.1 Political Leadership 
 

Table 2 Political Leadership 

 N Mean Std. 

Deviation 

Somali politicians provide a platform that society meet their 

political leaders. 
221 3.85 1.229 

Political leaders corrupt capital, resources and positions of the 

nation. 
221 4.03 1.189 

Political leaders respond the needs of the community in fair and 

transparent manner immediately. 
221 3.76 1.335 

Somali society supports their political leadership for their agenda 

not on kinship and tribalism. 
221 3.63 1.264 

 

The first objective of the study was to establish the effect of political leadership on sustainable community development in 

Mogadishu, Somalia. Respondents were requested to respond to a specific set of questions related to political leadership and give 
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their feedback and opinion. The opinion that Somali politicians provide a platform that society meet their political leaders had a 

mean score of 3.85 and standard deviation of 1.229. The opinion that Political leaders corrupt capital, resources and positions of 

the nation had a mean score of 4.03 and a standard deviation of 1.189. The opinion that Political leaders respond the needs of the 

community in fair and transparent manner immediately had a mean score of 3.76 and a standard deviation of 1.335. The opinion 

that Somali society supports their political leadership for their agenda not on kinship and tribalism had a mean score of 3.63 and a 

standard deviation of 1.264.  

 

6.1.2 Charismatic Leadership 
 

Table 3 Charismatic Leadership 

 N Mean Std. 

Deviation 

Somali people trust charismatic leaders greatly and good will 221 3.89 1.198 

Charismatic leaders attract the Somali community for their 

charming and eloquence manner 
221 3.76 1.335 

Charismatic leaders disrespect their followers regularly 221 3.91 1.305 

Charismatic leaders in frighten their society by using security 

forces. 
221 3.85 1.391 

 

The second objective of the study was to establish the effect of charismatic leadership on sustainable community development 

in Mogadishu, Somalia. Respondents were requested to respond to a specific set of questions related to charismatic leadership and 

give their feedback and opinion. The opinion that Somali people trust charismatic leaders greatly and good will had a mean score 

of 3.89 and standard deviation of 1.198. The opinion that Charismatic leaders attract the Somali community for their charming and 

eloquence manner had a mean score of 3.76 and a standard deviation of 1.335. The opinion that Charismatic leaders disrespect 

their followers regularly had a mean score of 3.91 and a standard deviation of 1.305. The opinion that Charismatic leaders in 

frighten their society by using security forces had a mean score of 3.85 and a standard deviation of 1.391.  

 

6.1.3 Adaptive Leadership 
 

Table 4 Adaptive Leadership 

 N Mean Std. 

Deviation 

Somali adaptive leadership adapts traditional method of 

management entirely 
221 3.64 1.328 

Adaptive leaders implement the activities with confidence 221 3.78 1.370 

All Somali community content to adapt the modern method of 

administration 
221 3.91 1.092 

Adaptive leadership can contribute much to their community 221 4.12 1.184 

The third objective of the study was to establish the effect of Adaptive leadership on sustainable community development in 

Mogadishu, Somalia. Respondents were requested to respond to a specific set of questions related to Adaptive leadership and give 

their feedback and opinion. The opinion that Somali adaptive leadership adapts traditional method of management entirely had a 

mean score of 3.64 and standard deviation of 1.328. The opinion that Adaptive leaders implement the activities with confidence 

had a mean score of 3.78 and a standard deviation of 1.370. The opinion that All Somali community content to adapt the modern 

method of administration had a mean score of 3.91 and a standard deviation of 1.092. The opinion that Adaptive leadership can 

contribute much to their community had a mean score of 4.12 and a standard deviation of 1.184.  

 

6.1.4 Transformational Leadership 
 

Table 5 Transformational Leadership 

 N Mean Std. 

Deviation 

Transformational leadership brings innovation to their community 

always 
221 4.06 1.219 

Transformational leaders humiliate their society constantly 221 3.91 1.377 

Somali community in favor their transformational leaders honestly. 221 3.37 1.495 

Transformational leadership implement the constitution rarely 221 3.63 1.384 

 

The fourth objective of the study was to establish the effect of transformational leadership on sustainable community 

development in Mogadishu, Somalia. Respondents were requested to respond to a specific set of questions related to 

transformational leadership and give their feedback and opinion. The opinion that Transformational leadership brings innovation 

to their community always had a mean score of 4.06 and standard deviation of 1.219. The opinion that Transformational leaders 
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humiliate their society constantly had a mean score of 3.94 and a standard deviation of 1.377. The opinion that Somali community 

in favor their transformational leaders honestly had a mean score of 3.37 and a standard deviation of 1.495. The opinion that 

Transformational leadership implements the constitution rarely had a mean score of 3.63 and a standard deviation of 1.384.  

 

6.1.5 Sustainable Community Development 
 

Table 6 Sustainable Leadership 

 N Mean Std. 

Deviation 

Community development can be reached improving human skills 

once a month 
221 3.57 1.419 

Community development can be implemented lack of       

leadership 
221 3.59 1.418 

Community development can be developed introducing compatible 

policies on the ground 
221 3.99 1.357 

Community development cannot be proceeded without the 

participation of the stakeholders 
221 3.79 1.312 

 

The opinion that Community development can be reached improving human skills once a month had a mean score of 3.57 and 

standard deviation of 1.419. The opinion that Community development can be implemented lack of leadership had a mean score 

of 3.59 and a standard deviation of 1.418. The opinion that Community development can be developed introducing compatible 

policies on the ground had a mean score of 3.99 and a standard deviation of 1.357. The opinion that Community development 

cannot proceed without the participation of the stakeholders had a mean score of 3.79 and a standard deviation of 1.312.  
 

6.2 Inferential Statistics 

 

6.2.1 Coefficient of Correlation 
 

Pearson Bivariate correlation coefficient was used to compute the correlation between the dependent variable (political 

stability) and the independent variables (clan federalism, federal governance and federal policies). According to Sekaran, (2015), 

this relationship is assumed to be linear and the correlation coefficient ranges from -1.0 (perfect negative correlation) to +1.0 

(perfect positive relationship). The correlation coefficient was calculated to determine the strength of the relationship between 

dependent and independent variables (Kothari and Gang, 2014). 

 

Table 7 Pearson Correlation 

  

Sustainable 

Community 

Leadership 

Political 

Leadership 

Charismatic 

Leadership 

Adaptive 

Leadership 

Transformational 

Leadership 

Sustainable 

Community 

Leadership 

1     

     

221     

Political 

Leadership 

.112 1    

.002     

221 221    

Charismatic 

Leadership 

.595
**

 .146 1   

.000 .158    

221 221 221   

Adaptive 

Leadership 

.585
**

 .188 .588
**

 1  

.000 .068 .000   

221 221 221 221  

Transformation

al Leadership 

.551
**

 .168 .137 .430
**

 1 

.000 .103 .186 .000  

221 221 221 221 221 

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

**. Correlation is significant at the 0.01 level (2-tailed). 
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6.2.2 Coefficient of Determination (R
2
) 

 

To assess the research model, a confirmatory factors analysis was conducted. The four factors were then subjected to linear 

regression analysis in order to measure the success of the model and predict causal relationship between independent variables 

(political leadership, charismatic leadership, adaptive leadership and transformational leadership), and the dependent variable 

(sustainable community development). 

 

Table 8 Model Summary 

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

Estimate 

1    .857
a
    .734            .709                .30261 

a. Dependent variable: Sustainable Community Development 

b. Predictors: (Constant), Transformational Leadership, Adaptive Leadership, Charismatic Leadership, Political Leadership 

The model explains 73.4% of the variance (Adjusted R Square = 0.579) on Sustainable Community Development. Clearly, 

there are factors other than the four proposed in this model which can be used to predict Sustainable Community Development. 

However, this is still a good model as Cooper and Schinder, (2013) pointed out that as much as lower value R square 0.10-0.20 is 

acceptable in social science research. This means that 59.7% of the relationship is explained by the identified four factors namely 

political leadership, charismatic leadership, adaptive leadership and transformational leadership. The rest 40.3% is explained by 

other factors in the Sustainable Community Development not studied in this research. In summary the four factors studied namely 

political leadership, charismatic leadership, adaptive leadership and transformational leadership 73.4 % of the relationship while 

the rest 26.6% is explained or determined by other factors. 

6.2.3 Analysis of Variance (ANOVA) 
 

The study used ANOVA to establish the significance of the regression model. In testing the significance level, the statistical 

significance was considered significant if the p-value was less or equal to 0.05. The significance of the regression model is as per 

Table 9 below with P-value of 0.000 which is less than 0.05. This indicates that the regression model is statistically significant in 

predicting factors of Sustainable Community Development. Basing the confidence level at 95% the analysis indicates high reliability 

of the results obtained. The overall Anova results indicates that the model was significant at F = 29.950, p = 0.000. 

 

Table 9 Analysis of Variance 

Model Sum of 

Squares 

Df Mean 

Square 

F Sig. 

1 
Regression 10.854 4 2.713 26.950 .000

a
 

Residual 21.748 216 .101   

 Total 32.602 220    

a. Predictors: (Constant), transformational leadership, charismatic leadership, adaptive 

leadership, political leadership 

b. Dependent Variable: Sustainable Community Development   

 

6.2.3 Regression Analysis 
 

Table 10 Regression Coefficient 

  Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta 

 

(Constant) 
1.140 .159 

 
7.188 .000 

Political leadership .134 .042 .242 3.217 .001 

Charismatic leadership .048 .052 .059 2.923 .003 

Adaptive leadership .176 .047 .270 3.775 .000 

Transformational leadership .165 .046 .207 3.556 .000 

 a. Dependent Variable: sustainable community development 

The regression equation was: 
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Y = 1.140 + 0.134X1 + 0.048X2 + 0.176X3+ 0.165X4 

Where; 

Y = the dependent variable (sustainable community development)  

X1 = Political Leadership 

X2 = Charismatic Leadership 

X3 = Adaptive Leadership 

X4= Transformational Leadership 

 

The regression equation above has established that taking all factors into account (sustainable community development as a 

result of political leadership, charismatic leadership, adaptive leadership and transformational leadership) constant at zero 

sustainable community development was 1.140. The findings presented also shows that taking all other independent variables at 

zero, a unit increase in political leadership will lead to a 0.134 increase in the scores of sustainable community development; a 

unit increase in charismatic leadership will lead to a 0.048 increase in sustainable community development; a unit increase in 

adaptive leadership will lead to a 0.176 increase in the scores of sustainable community development; a unit increase in 

transformational leadership will lead to a 0.165 increase in the score of sustainable community development. This therefore 

implies that all the four variables have a positive relationship with adaptive leadership contributing most to the dependent 

variable. From the table we can see that the predictor variables of sustainable community development as a result of political 

leadership, charismatic leadership, adaptive leadership and transformational leadership got variable coefficients statistically 

significant since their p-values are less than the common alpha level of 0.05. 

 

7. Conclusions and Recommendations 

 

7.1 Conclusions 

 

This study concludes that successful sustainable community development requires an abundant analysis of challenges that 

might influence the process and coming up with a best of solution to the recognized challenges. The study presents four groups of 

challenges that influence sustainable community development: challenges related to Political leadership, Charismatic leadership, 

Adaptive leadership and Transformational leadership. 

 

The researcher of this study was relying on the findings of the study. The author has drawn the following conclusions. The 

results reveal that political leadership, Charismatic leadership, Adaptive leadership and transformational leadership have 

significant and positive effects on sustainable community development in Mogadishu. These findings indicate that all these four 

are explained statistically significant of the variance associated with the extent of sustainable community development in 

Mogadishu. Adaptive leadership was the determinant which had the highest effect on Sustainable community development and 

then follows by other three determinant factors. 

 

7.2 Recommendations 

 

The study made the following recommendations: 

i. The study recommended that political leadership must interact with the stakeholders to continue the development of the 

society so as the political leaders be involved with improvement of the lives and reach sustainable community 

development in all sectors of the government Institutions with the private enterprises and small organizations. 

ii. The study consults with charismatic leadership develop and sustain with the help of their charisma, eloquence and their 

spiritual capabilities to spur the sustainability throughout the other Parameters that is measured the goals and plans of the 

institutions set and attain sustainable community development in Mogadishu.  

iii. The study encourages that the adaptive leadership should stick or adapt mobilizing development programs and activities 

so as to tackle organizational issues and problems then dare to gain sustainable Community development by ensuring to 

follow the vision and mission of the communities and government.  

iv. The study counsels transformational leadership should empower and deal with the communities by transforming the 

strategic objectives and set goals to spread and access the sustainable community development in the entire organizations 

institutions with public entities as all. 
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