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1. Introduction  

 

Aspects such as leadership are becoming increasingly important in an era of global competition and greater customer 

demands. Studies so far indicate that leadership and strategy are positively related (Berkeley 2014). This relationship arises from 

the need to make 'hard choices'. Therefore, effective leaders 'must provide the discipline to decide which industry changes and 

customer needs the company will respond to while avoiding organizational distractions and maintaining the company's 

distinctiveness' (Porter 2015). Leadership is also the main driver of organizational culture. Indeed, Kotter (2016) suggests that 

only through leadership can one truly develop and nurture culture that is adaptive to change. However, there is no agreement to 

date on the accepted styles of leadership. The more commonly accepted styles are transformational and transactional -Bass 

(1998). Many of these styles have overlapping attributes with transformational style usually seen as encompassing the 

charismatic style. In an empirical study of small firms, the following four main leadership styles were derived, tested and 

validated: transformational, transaction, human resources, and laissez faire styles.  

 

The antecedent of strategic management as an academic discipline can be found in the pioneering work of Taylor (1911) and 

Fayol (1949), who were among the first to examine the nature of work and industrial organization. In the twentieth century, the 

scale and scope of organizations grew. Specifically, the Second World War created a need for large-scale industrial and 

economic organization and demanded strategic planning of production, manpower and technological research. After the war, 

these same principles were applied to peace-time reconstruction. By the 1950s, the Harvard Business School had begun to teach 

strategic management, or what was described as 'business policy', emphasizing how senior managers set policy framework and 

design the most appropriate strategies for a firm (Henderson, 1984).  In their comprehensive review of development theory and 

research in the field of strategic management, Hoskisson et al (2016) suggested that strategic management has emerged over the 

past century, drawing on a wide range of academic disciplines, including sociology, psychology, and economics. In general 

terms, there has been, in their view, a swinging pendulum, with research focusing first on the individual firm and the manager, 

then on the industry environment, and more recently on the firm again.  Another feature of strategic management as an academic 

discipline is its tendency to focus on large corporations with relatively little attention to small firms (Caloghirou et al., 2014; 

McAdam et al., 2012; Mazzarol and Reboud, 2014). Until the 1980s few published studies dealt with small firms and their 

strategic management problems. In the 1980s and 1990s, greater attention was given to this issue, but empirical research studies 

continued to be limited (McAdam et al, 2010; Robinson and Pearce, 2014). The focus has remained on formal business planning 

rather than strategy development and implementation among owner-managers and entrepreneurs (Mazzarol and Reboud, 2016). 

This lack of attention is surprising, according to Caloghirou et al., (2014), since it not only ignores the strategic significance of 
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small firms in today's economic environment but also leaves a huge gap in the understating of the sources of competitive 

advantages between large firms and small firms.  

 

2. Research Problem  

 

It is believed that strategic leadership concept may become the most apt concept to embracing better value driven culture in 

public sector in the era of the 21st century (Draft & Pirola-Merlo 2013; Jing & Avery 2014; Ireland and Hitt 2015). Leadership 

in public sector tend to face the great challenges due to the prominent rule-based and too bureaucratic leadership styles, non-

performance based HRM culture, and lack of innovative management practices. Several key roles of strategic leadership can be 

offered as strategies to sustain public organization performance outcome (Ireland & Hitt, 2015). The role of leadership is of 

fundamental importance to the performance and success of organizations (Breene & Nunes, 2016). World Bank (2014) article 

stated as follows: A key area for corruption-busting reform is the parastatal sector. When compared to similar economies, Kenya 

has an over-abundance of SCs many of which are a drain on public resources; more to the point, they have been the locus of 

corruption that thrives in public monopolies, especially when coupled with lax oversight, management and fiduciary control 

procedures. An area of parastatal dominance that cries out for reform is the financial sector. For years the financial sector was 

the vehicle for illegal and corrupt transactions, not to mention mismanagement – the result is that the public sector banks are left 

holding loans, up to 30 per cent of which are non-performing, with the result being restricted credit availability to honest 

individuals. 

 

Observers have long believed that personal traits such as integrity would be important to perceptions of leadership 

effectiveness and research has borne that out. For example, survey research has linked perceived leader effectiveness with 

perceptions of the leader's honesty, integrity, and trustworthiness. Honesty was the highest ranked trait of both emerging and 

entrenched groups. The younger group also valued leaders who motivated others, were receptive to people, had a positive 

outlook, and used good communication skill. So that this study seeks to investigate leadership traits and firm strategic direction 

 

3. Objectives of the Study  

 

3.1 General Objective 

 

The main objective of the research was to explore the effect of leadership traits on firm's strategic direction among telecom 

companies in Mogadishu, Somalia. 

 

3.2 Specific Objectives 

 

The specific objectives of the study were: 

i. To examine how integrity influences firm strategic direction. 

ii. To establish how accountability influences firm strategic direction. 

iii. To examine how vision affects firm strategic direction. 

iv. To identify how cognitive ability influences firm strategic direction. 

v. To identify how honesty influences firm strategic direction. 

 

4. Research Questions 

 

This study was guided by the following research questions:  

i. How does integrity influence firm strategic direction? 

ii. How does accountability influence firm strategic direction? 

iii. How does having self-vision affect firm strategic direction? 

iv. How does cognitive ability influence firm strategic direction? 

v. How does honesty influence firm strategic direction? 

 

5. Justification of the Study 

 

It is hoped that the findings of this study will have both theoretical and practical implications for the future studies on firm 

industry as whole. The study may also have practical significance by providing insights to strategic leaders. It is hoped that the 

findings will be instrumental in the formulation of strategies that ensure firm strategic direction. 

 

6. Review of Literature 

 

Gordon Allport assessed in the study of traits, which he also referred to as dispositions. Trait theory (also called dispositional 

theory) is an approach to the study of human personality. Trait theorists are primarily keen on in the evaluation of traits, which 

can be defined as habitual patterns of behavior, thought, and emotion (Kassin, 2013). 

https://en.wikipedia.org/wiki/Gordon_Allport
https://en.wikipedia.org/wiki/Personality_psychology
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Trait theory is an approach that studies human personalities. One of the most common theories that explain leadership traits 

is trait theory. In this theory, leaders can be separated from individuals  by looking certain characteristics (Colbert et al. 2012).  

The leader emergence and effectiveness depend upon personality traits according to the trait theory of leadership. The sign of a 

good leadership is recognized as having strong character and selfless devotion to an organization (Jenkins, 2013). Subsequently, 

effective leadership sets targets and carries easily to achieve the organizational objectives. In this context, we focus on 

leadership traits which include: integrity, vision, accountability, cognitive and honesty. Personality of leader is major issue and 

hot topic in this modern world it is perceived that individuals with high sense of in integrity make excellent candidates for 

leadership positions, because they are trusty worth when it comes to showing professionalism to stakeholder (Beker, 1998). 

 

A visionary leader is someone who develops a canny sense of the unknown, which can include the long-term future, what 

potential customers are looking for, or the hidden trends in the market or industry in which they operate. Visionary leaders can 

often envisage, in general terms, the various ways in which the organization might respond to those developments, and thereby 

have a sense of vision that can position the organization to meet those challenges. Their vision is often emergent and laden with 

possibilities, so it cannot be articulated in clear terms, but can often only be expressed in terms of a general direction which may 

take a more definite shape over time (Micheal, 2018). 

 

Accountability is frequently quoted topics today in this democratic world, it is equally focusing by both public and private 

sectors, is it linked to every discussion the contemporary world.. Meanwhile, Accountability ensures actions and decisions taken 

by public officials are subject to oversight so as to guarantee that government initiatives meet their stated objectives and respond 

to the needs of the community they are meant to be benefiting, thereby contributing to better governance and poverty reduction. 

Large number of African countries has turned toward Accountability through decentralization, people elect their own local 

government who know local problems than anyone else and can only be reelected if they satisfy local people′s needs. ―Service 

providers have to constantly provide information to clients about various dimensions of the services they provide. This in turn 

necessitates service providers being responsive and thereby accountable to citizens (Woldeab Teshome. Degefa Tolossa. Fenta 

Mandefro. & Bamlaku Alamirew. 2013). 

 

The Cattell‐Horn‐Carroll (CHC) theory of cognitive abilities is the most comprehensive and empirically supported 

psychometric theory of the structure of cognitive abilities to date Because it has an impressive body of empirical support in the 

research literature e.g., developmental, neuro-cognitive, outcome‐criterion, it is used extensively as the foundation for selecting, 

organizing, and interpreting tests of intelligence and cognitive abilities. CHC theory is the foundation on which most new and 

recently revised intelligence batteries were based (see Flanagan & Harrison for comprehensive coverage of these batteries). A 

brief overview of the evolution of CHC theory follows. (Dawn & Shauna, 2008).   

 

6.1 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 their effect. The variables of the study are conceptualized in 

Figure 1 below: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Independent Variables                                                          Dependent Variable 

Figure 1 Conceptual Framework 
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6.2 Discussion of Variables 

 

6.2.1 Integrity Influences Firm Strategic Direction 
 

The word integrity comes from the Latin word ‗integrates‘, meaning wholeness, coherence, rightness, or purity. Integrity has 

been defined as consistency between word and deed or ―the perceived degree of congruence between the values expressed by 

words and those expressed through action.‖ Integrity is the most often cited element of corporate mission statements. In most 

cases, integrity refers to honest representation of a company‘s values and operating protocols. Texas Instruments (TI) refers to 

―representing ourselves and our intentions truthfully‖ as evidence of their integrity. General Electric (GE) identifies integrity as 

a ―worldwide reputation for honesty and reliable business conduct.‖ The Gillette Company highlights ―mutual respect and 

ethical behavior‖ as hallmarks of integrity. 

 

Roger Corbett (2014), the CEO and Managing Director of Woolworths, Australia‘s largest supermarket chain, consisting of 

more than 150,000 employees and 1,500 stores, believes integrity is the glue that holds his values and the organization‘s success 

together: ―The closer you can get the business towards integrity and the further away from cynicism, then that really is a good 

measure of the effectiveness of your business...integrity of purpose and example, of lifestyle and attitude, are probably the most 

important cultural contributions a leader can make to the business. 

 

6.2.2 Honesty Influences Firm Strategic Direction 
 

Honesty is absolutely essential to leadership and character. People value working for leaders they can trust. Lindsay Cane is 

the Chief Executive Officer of an Australian national sporting body, Netball Australia. Her views on honesty and integrity testify 

to their important role in building leadership character. 

 

Successful leaders are open and honest with others, but they also understand that maintaining trust requires them to exercise 

discretion in how they use and disclose information. They take care to avoid violating confidences and do not carelessly divulge 

potentially harmful information. Greg Dooley, the Australian General Manager of international financial services and 

technology company Computershare, rates honesty as the most important character attribute of leadership. ―If you‘re dishonest 

as a leader then you‘ve got no chance. As soon as you lose trust you may as well give up the ghost.‖ Dooley differentiates 

between withholding information and deceiving someone. He acknowledges that being open and honest with people may at 

times be difficult when you have commercially sensitive information that you can‘t disclose. However, Dooley argues that 

appropriately withholding information is critical to Computershare‘s business: ―Clients need to know that they can trust us, that 

we‘ll be able to handle that information and deal with it on a need to know basis.‖ 

 

A leader‘s capacity for honesty can help followers work constructively on solving issues and problems. American leadership 

development consultant Joan Lloyd (2001) says: ―I think most employees today are hungry for some good old- fashioned 

honesty.‖ Employees prefer to work for leaders who they trust can be honest with them about the reality of their circumstances. 

Lloyd argues that the best leaders are respected, in part, because they level with people and tell it like it is. 

 

6.2.3 Vision Influences Firm Strategic Direction 
 

Vision is the central element of the Visionary Leadership Theory (VLT) (Sashkin, 2013). Sashkin (2015) believed that the 

behavioral approach neither addressed the executive level of leadership, nor did such research explain the out standing 

leadership at the top of the corporation, which is characterized by vision.  

 

Sashkin‘s theory of effective leadership, or visionary leadership, ―considers not just the leader, the leader‘s behavior, or the 

situation; it encompasses all three‖ (1986). The VLT approach involves transforming followers and being able to lead an 

organization with a vision. Nanus (2012) recognized that the vision must be communicated and made thoughtful and relevant by 

the leader. Visionary leaders improve skills in others, and they turn their followers into leaders. Visionary leadership focuses on 

transformational leadership characteristics, which include charisma individualized consideration, intellectual stimulation and 

inspiration (Sashkin et al., 2013). 

 

Today‘s effective leaders have vision; they are totally result oriented. They adopt challenging new visions, and persuade 

others to become so committed to these new directions that they are eager to lend their resources and energies to make them 

happen. In this way, effective leaders build lasting institutions that change the world (Nanus, 2012). As described by Bezold, 

Mayer, and Dighe (1997), visionary leaders are ―those who share a compelling vision with employees and stakeholders that 

attracts commitment to work toward achieving the vision. They inspire people, revitalize organizations, and mobilize the 

resources needed to turn the vision into reality.‖ 

 

According to Marshall Sashkin, the theorist who refined the Visionary Leadership Theory (VLT), the visionary leader is able 

to develop a long-range vision of what his or her organization can and should become. These visions are usually detailed only in 
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the short range, but, if pressed, the leader could fill in the details from the beginning to end. The visionary leader also 

understands the key elements o f a vision—what a vision must include if it is to direct the organization into the future. Finally, 

the leader can communicate his or her vision for the organization in ways that are compelling, and that make people want to buy 

into the vision and help make it happen. But the leader who expressed the vision still may not succeed in implementing it 

(putting it into action) unless he or she can clearly explain the steps of the vision. If the leader is unable to do so, ―it will be 

difficult to attract the support of the staff.‘ The visionary leader must be able to describe how the actions required for the vision 

link together to attain its goal. As the leader becomes able to express and explain the vision, he must be able to show how the 

vision applies to the organization. Sashkin (1986) referred to this step as extending, ―pointing out that the leader must be able to 

adapt a vision to the organization and the circumstances as needed.‖ Sashkin believed a visionary leader has the ability to expand 

the vision throughout the organization and thereby enlist the support of other divisions that may improve the operation. Nanus 

(1992) added that ―effective leaders usually are skilled negotiators who can press their own views and reach agreements that 

advance the vision.‖ 

 

6.2.4 Self-confidence Influences Firm Strategic Direction 
 

Self-confidence is the ability to believe in one‘s own ability to manage a specific assignment. Humility is about being 

humble in the right times as well as admitting your own mistakes. Trustworthiness is about being trusted by the employees but 

also to trust the employees. Authenticity is a big part of being trustworthy, which is the ability to be genuine and honest about 

your personality, values and beliefs as well as having integrity. Extroversion has shown to be helpful for leaders in some 

situations and an extrovert person is also more likely to assume a leadership role. Assertiveness refers to being straightforward in 

communicating demands, opinions, feelings and attitudes. (Du Brin, 2016). 

 

6.2.5 Strategic Direction 
 

Several identifiable actions characterize strategic leadership that positively contributes to effective use of the firm‘s strategies 

(Dyck, et al., 2012). These actions are: managing the firms resources effectively (includes developing human capital), 

establishing a strategic direction, fostering an effective culture, exploiting core competencies using effective organizational 

control systems, and establishing ethical practices. These actions are reviewed below. 

 

Strategic direction involves developing long-term vision of the firm‘s intent. A long-term vision typically looks at least five 

to ten years in future. According to Prokesch (2017) the purpose and vision of an organization aligns the actions of people across 

the whole organization. A real vision is very active and all the people in the organization understand the vision and live it. It is 

also filled with drive and energy and people are proud to talk about their organization‘s purpose and vision. Nel (2018) warns 

that the biggest trap that leadership in organizations fall to is when they are so sure of their vision and direction that they fail to 

see new opportunities. Therefore, when an organization‘s strategic leadership fails to continuously address the full spectrum of 

issues that may have an effect on the performance of the organization it is likely that the organization will encounter challenges 

for which it is not prepared. It is therefore expected of leadership in the organization to provide certainty together with 

uncertainty. It is also necessary for the leadership to create constant tension between the desirable future and those elements of 

the present that could inhibit progress. To achieve this, leaders must continuously create burning platforms so that it is 

impossible for the organization to maintain the status quo. 

 

7. Research Methodology 

 

This study was conducted using descriptive correlation research design will be used to show relationships between two 

variables there by showing a cause and affect its relationships. The target population comprised of managers and employees of 

Hormuud Telecom in Bakara market branch. The population was 43 as study and a sample of 39 members of staff was selected 

from the target population. 

 

8. Research Findings and Analysis 

 

8.1 Descriptive Statistics 

 

8.1.1 Integrity  
 

The study sought to establish how integrity influences firm strategic direction. From the findings indicated most of the 

respondents agreed that that Individual employees responsible for strategic planning and execution are rewarded for successful 

performance .a mean of 1.10, the respondents agreed There are sufficient resources made achievable for execution. Due by a 

mean of 1.92 and a mean of 1.90 was obtained The Organization decides its strategy based on risk/return criteria as same as mean 

of 1.57 Teams responsible for strategic planning and execution are rewarded for successful performance. 
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Table 1 Integrity  

Statement N Mean Std. Deviation 

Individual employees responsible for strategic planning and 

execution are rewarded for successful performance 

38 1.10 .300 

There are sufficient resources made achievable for execution 38 1.92 .337 

The Organization decides its strategy based on risk/return criteria 38 1.90 1.136 

Teams responsible for strategic planning and execution are 

rewarded for successful performance 

38 1.57 .500 

 

8.1.2 Accountability  
 

The study sought to establish how accountability influences firm strategic direction from the findings indicated in 

table 2. Respondents agreed that The Organization clearly assigns lead responsibility for implementation to a person or a 

team.by a mean of 1.49, the respondents agreed The Organization analyses market penetrations options, (for example 

pricing/promotion, market expansion, segmentation). Due by a mean of 2 and a mean of 1.04 was obtained The 

Organization reviews the mission and goals in light of the apparent strength, weaknesses, opportunities and threats. The 

Organization analyses organization and management options. (e.g., restructuring, purchasing competitive Organization). 

 

Table 2 Accountability 

Statement N Mean Std. Deviation 

The Organization clearly assigns lead 

responsibility for implementation to a person or a 

team. 

38 1.49 .505 

The Organization analyses market penetrations 

options, (for example pricing/promotion, market 

expansion, segmentation) 

38 2.00 .000 

The Organization reviews the mission and goals in 

light of the apparent strength, weaknesses, 

opportunities and threats 

38 1.04 .196 

The Organization analyses organization and 

management options. (e.g., restructuring, purchasing 

competitive Organization) 

38 1.51 .505 

 
 

8.1.3. Vision 
 

A number of questions were asked to determine how vision affects firm strategic direction. Respondents agreed that the goals 

appear realistic yet challenging, based upon experience and/or research, had a mean of 1.90 the short-term goals are formulated 

SMART (specific, measurable, achievable, and realistic& timely, had a mean of 1.51. And also agree a mean of 1.All 

management and higher-level staff is aware of the mission statement. Respondents agreed. Management and higher-level staff 

whose responsibilities are affected participate in setting goals, with a mean of 1.02. 

 

Table 3 Vision  

Statement N Mean Std. 

Deviation 

The goals appear realistic yet challenging, based upon 

experience and/or research 

38 1.90 .300 

The short-term goals are formulated SMART 

(specific, measurable, achievable, realistic & timely 

38 1.51 1.206 

All management and higher-level staff are aware of the 

mission statement 

38 1.78 .808 

Management and higher-level staff whose 

responsibilities are affected participate in setting goals 

38 1.02 .140 

 

8.1.4 Cognitive Ability  
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The study sought to establish how cognitive ability influences firm strategic direction. Honesty From the findings indicated 

in table 4 the respondents agreed the strategy process is based on criteria by which options can be compared and selected, with a 

mean of 2.31 being obtained. These results are consistent with the findings obtained on the organization uses an internal analysis 

to formulate the strategy, a mean of 1.90. The company systematically measures actual performance versus goals. A mean of 

1.51The Organization decides its strategy based on feasibility a mean of 1.73.  

 

Table 4 Cognitive Ability 

Statement N Mean Std. Deviation 

The strategy process is based on criteria 

by which options can be compared and 

selected 

38 2.31 .905 

 

The organization uses an internal analysis to 

formulate the strategy 

38 1.90 .361 

The company systematically measures 

actual performance versus goals 

38 1.51 .505 

The Organization decides its strategy 

based on feasibility 

38 1.73 .827 

 

8.1.5 Honesty  
 

The study sought to establish how honesty influences firm strategic direction. Honesty From the findings the respondents 

agreed Corporate strategic direction is determined (developing long term vision of the corporate intent), with a mean of 2.31 

being obtained. These results are consistent with the findings obtained on Effective organizational culture is emphasized (core 

values, symbols and ideologies shared and that influence how business is conducted, a mean of 1.90. Leader informs 

subordinates about what needs to be done and how it needs to be done. A mean of 1.51Leader lets subordinates know what is 

expected of them mean of 1.73. 

 

Table 5 Honesty  

Statement N Mean Std. Deviation 

Corporate strategic direction is 

determined (developing long term vision of 

the corporate intent) 

38 2.31 .905 

Effective organizational culture is emphasized 

(core values, symbols and ideologies shared and 

that influence how business is conducted  

38 1.90 .361 

Leader  informs subordinates about 

what needs to be done and how it needs to 

be done 

38 1.51 .505 

Leader lets subordinates know what is 

expected of them 

38 1.73 .827 

 

 

8.1.6 Firm Strategic Direction  

 

A number of questions were asked to determine how the leadership traits on firm strategic direction at Hormud Telecom Inc. 

in Mogadishu Somalia. Respondents The Company makes strategic decisions based upon a strategic plan a mean of 1.49. 

 

Table 6 Firm Strategic Direction 

Statement  N Mean Std. Deviation 

The company makes strategic decisions based 

upon a strategic plan. 

38 1.49 .505 

The company reviews monitoring data regularly 

and if needed they revise strategic decisions 

38 1.92 1.129 

The company uses an external analysis to 

formulate the strategy. 

38 1.53 .504 

All management and higher-level staff do 

understand the mission statement. 

38 1.78 1.172 
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The respondents agreed that The Company reviews monitoring data regularly and if they needed revise strategic decisions a 

mean of 1.92. And similarly a mean of 1.53 the company uses an external analysis to formulate the strategy. Respondents also 

agreed. All management and higher-level staff do understand the mission statement. 

 

8.2 Inferential Statistics 

 

8.2.1 Regression Analysis 
 

Multiple regression analysis was performed to assess the effects  between the dependent variable (public service delivery) and 

the independent variables (corruption eradication) and to test the research questions on the corruption eradication determinants on 

public service multiple regression analysis was conducted in order to establish the best combination of independent (predictor) 

variables would be to predict the dependent (predicted) variable and to establish the best model of the study (Cooper & Schindler, 

2013). 

 

In order to test the research hypotheses, a standard multiple regression analysis was conducted using value addition as the 

dependent variable, and the five leadership traits determinants, integrity, accountability, vision, cognitive ability and honesty the 

predicting variables. It is clear that the adjusted R
2
 was 0.973 indicating that a combination of integrity, accountability, vision, 

cognitive ability and honesty explained 97.3% of the variation in the firm strategic direction at Hormud Telecom Company Inc. 

in Mogadishu, Somalia. 

 

Table 7 Model Summary 

 

 

 

 

 

8.2.2 Analysis of Variance 

 

Analysis of Variance (ANOVA), as the name implies, is a statistical technique that is intended to analyze variability in data in 

order to infer the inequality among population means. This may sound illogical, but there is more to this idea than just what the 

name implies. The ANOVA technique extends what an independent-samples t-test can do to multiple means. The null hypothesis 

examined by the independent samples t-test is that two population means are equal. If more than two means are compared, 

repeated use of the independent-samples t-test was lead to a higher Type I error rate (the experiment-wise α level) than the α level 

set for each t-test. 

 

Table 8 Analysis of Variance 

Model  Sum of Squares df Mean Square F Sig. 

      

Regressio

n 

9.883 4 2.471 450.523 .000
a
 

Residual .252 46 .005   

a. Predictors: (Constant), integrity, accountability, vision, cognitive ability and honesty. 

b. Dependent Variable: firm strategic direction. 

 

From the ANOVA table, it is clear that the overall standard multiple regression model (the model involving constant 

(integrity, accountability, vision, cognitive ability and honesty) is significant in predicting how integrity, accountability, vision, 

cognitive ability and honesty determine firm strategic growth in Mogadishu Somalia. The regression model achieves a degree 

of fit as reflected by an R2 of 0.987 (F = 450.523; P = 0.00 < 0.05. 

 

8.2.3 Regression Coefficients 
 

Table 4.15 presents the regression results on how integrity, accountability, vision, cognitive ability and honesty determine 

firm strategic direction at Hormud Telecom Company Inc. in Mogadishu, Somalia. The multiple regression equation was that: 

Y= β0+β1X1+β2X2+ β3X3+ β4X4+e and the multiple regression equation became: Y = .587.039X1+.010X2+.279X3+ 1.692X4. As 

depicted, p<0.05). There was Strong positive and significant effects of firm strategic direction (β = 1.133; t = 20.784; p < 0.05). 

There was strong positive effects of Accountability (β = .008; t =. 3.100; p > 0.05). However, there was significant effects of 

Cognitive Ability on firm strategic direction (β = .021; t = .194. 

 

 

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

1 .987
a
 .975 .973 .07405 
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Table 9 Regression Coefficient 

Model 1 Unstandardized Coefficients Standardized 

Coefficients 

T Sig. 

 B Std. Error Beta   

(Constant) .287 .107  5.487 .000 

accountability,  .492 .081 .133 20.78 .000 

vision, .039 .046 .021 .859 .002 

cognitive ability .010 .053 .008 .194 .003 

honesty 

 

.279 .090 .162 3.100 .003 

a. Dependent Variable: Firm strategic Direction  

 

8.2.4 Correlation Analysis 

 

Pearson Bivariate correlation coefficient was used to compute the correlation between influence of leadership traits the 

independent variables and firm strategic direction the dependent variable. According to Sekaran (2008), this relationship is 

assumed to be linear and the correlation coefficient ranges from -1.0 perfect negative correlations to +1.0 perfect positive 

relationships. The correlation coefficient was calculated to determine the strength of the relationship between dependent and 

independent variables (Kothari, 2013). 

 

Table 10 Correlation Matrix 

  Accountability  Vision Cognitive 

Ability 

Honesty FSD 

Accountability 

 

 

 

 

Vision 

Pearson 

Correlation 

1     

Sig. (2-

tailed) 

     

Pearson 

Correlation 

.017 1    

 Sig. (2-

tailed) 

.904     

Cognitive 

ability 

 

 

 

Honesty 

Pearson 

Correlation 

.794
**

 -.192 1   

Sig. (2-

tailed) 

.000 .178    

Pearson 

Correlation 

.884
**

 .057 .789
**

 1  

 

 

Firm 

strategic 

direction 

Sig. (2-

tailed) 

.000 .693 .000   

Pearson 

Correlation 

.984
**

 .

052 

.760
**

 .832
**

 1 

Sig. (2-

tailed) 

.000 .

719 

.000 .000  

      

      

From the table the results generally indicate that except for cognitive ability, other independent variables (integrity, 

accountability, vision, and honesty) were found to have positive significant correlations on Strategic direction at 0.05 level of 

significance. There was a weak positive but insignificant correlation between cognitive ability and firm strategic direction. (r = 

984
*
, P > 0.05) 
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9. Conclusions and Recommendation 

 

9.1 Conclusions  

 

The conclusions were based on the objectives of the study that the accountability trait has significant influence on firm 

strategic direction in Mogadishu. The results established that accountability drivers were found to significantly and positively 

influence on firm strategic direction. When all the stated variables were tested in the regression model they were found to have a 

significant relationship between themselves and firm strategic direction. Accountability was the driver which had the highest 

effect on firm strategic direction followed by honesty. However, this moderate result revealed that there were all variables which 

were influencing the firm strategic direction in Mogadishu, Somalia. 

 

9.2 Recommendations 

 

Based on the findings of the study, the researcher recommends that accountability and other sub variables have great 

influence on firm strategic direction.  

i. It was found that accountability influences firm strategic direction it is recommended to the local telecom companies of 

Mogadishu to ensure that should be put in place policies and procedures to be adhered in order to increase the number of 

accountability to enhance firm strategic direction. 

ii. The study have revealed that visionary goals can also help generate domestic firm strategic direction facilitating transfer of 

managerial skills and technological knowledge, increase so that the researcher recommends that the telecom companies of 

Somalia should encourage firm strategic direction.   

iii. The government of Somalia should concentrate on providing the basic infrastructures to support the local telecom 

companies that are ready boosting firm strategic direction. 

iv. The government of Somalia should mark that accountability as an engine of firm strategic direction and be promoted with 

less corrupt system. 
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