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1. Introduction  

 

Conscious leadership according to (Gabriel, 2015)is defined as a transformative learning  that is based on undefined truths or 

knowledge due to constant changes on situations, and circumstances of  human experience  that are  defined by the ongoing 

interactions with the learning environment. Conscious Leadership is ―a theory grounded in the socio-cultural knowledge of 

reciprocity, which allows leaders to perceive patterns in the environment, see the interconnectivity of multiple problems, and 

subscribe to a participatory leadership style, which incorporates the idea of shared responsibility and problem solving‖ (Jones, 

2016).Conscious leadership is therefore grounded on human consciousness and cognition as well as the principles of quantum 

physics and systems. Peace building in any country affected by conflicts should be managed by conscious leaders who have the 

ability to observe their thoughts and emotions as they arise and have awareness and command over their actions for the purpose of 

creating peace, not conflict during times of chaos and stress by shifting to a more positive paradigm. This describes how conscious 

leaders look and listen as unbiased observers with purpose and vision. They engage in emotional bonding to understand the needs 

of their followers. This comes from deep awareness by constantly asking questions such as, ―Who am I? What do I want? What 

does this situation demand?‖ and encouraging followers to do the same. He details how conscious leaders focus on ―doing‖ as 

action-oriented role models for their followers. Consequently, this creates a virtuous cycle, empowering themselves and followers 

through responsive feedback and further enhancing collective self-awareness. Conscious leaders take responsibility for their 

actions by living up to their values and fostering a sense of consciousness and purpose in their followers. 

 

 Ward (2016), found out that conscious leaders play a great role in creating  personal and professional life experiences using 

specific tools such as   mindfulness context and the observer self  in delivering the required  set objectives, goals  and 

responsibilities in different aspects. This therefore implies that conscious leaders are able to provide peace building that is valid in 

solving conflicts that they may encounter in relation to different context. A study carried out by (Barawani, 2017)on peace 

building in developing countries found out that the peace building process encountered deep levels of insecurity which compelled 

the international interventions by the peace makers to be conscious of the time required for peace building. The peace building 

process was also identified to be affected by dramatic shift of the international politics from bipolar to multipolar politics, 

international persistent violent conflicts in Iraq, Afghanistan, Libya, Syria, Yemen, South Sudan, Somalia and many other events 

created the international security dilemma at the global political system 

 

In Ghana, peace building is greatly enhanced mostly by The National Peace Council of Ghana that has a consciously 

developed infrastructure for peace that comprises of developed institutional mechanisms that contain co-operative problem 
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solving approach that is meant to solve conflicts involving dialogue and non –violence, therefore Ghana ranked the first official 

national level program on promoting peace in Africa continent (Van, 2018).In Rwanda, the effect of conscious leadership is 

identified with the leaders who greatly supported the peace building process after the long period of genocide that resulted in 

instability in the political, social and economic progress of the country. The audios and creative thinking of the leaders in Rwanda 

who adopted appropriated measures to ensure elimination of bloodshed as a result of ethnicity led to peace building in Rwanda 

and this was coupled with ensuring safety, security, zero-tolerance to corruption and elimination of foreign aid to promote self-

sufficiency in the country (Crisafulli, 2016)The peace building in Rwanda through the role played by conscious leaders resulted in 

its economic growth , for instance nineteen  years after genocide , Rwanda was listed ninth in the fastest growing economy  with a 

projected  7.8 gross domestic product  growth in 2013 (Saunders, 2013). 

 

In Somalia, (Barawani, 2017) carried out a study on Somaliland and Somali peace building process, from the findings it was 

found out that the Somaliland peace –building and state building would be successful and contribute to the peace, stability, 

security and regional economic integration across the greater horn of Africa, on condition that a two state solution was reached by 

the African Union on a holistic perspective for the purpose of restoring peace. The review from the above studies in different 

countries, indicate the conscious leadership on a very narrow concept on different perception, this study therefore aims to 

addresses the gap identified on the effect of conscious leadership on peace building in Mogadishu, Somalia. 

 

2. Statement of the Problem 
 

Leadership styles plays a very vital role in the performance of employees in different organizations, institutions and sectors in 

any given country, however there is a challenge on differences in the results experienced on its implementation. For instance a 

study that was carried out by Alrifi (2012)  found out  that  transformational leadership style played  a very  critical  role in 

motivating the followers to have expectation that are very high but on the other hand it triggers their creativity  and further 

transforms their personal values  and self-concepts .Comparable studies conducted by (Mbithi, 2014) on the response of the 

universities to the reforms implemented by the transformational leadership styles through their top leaders in achieving academic 

excellence, found out that the results were high employee performance  and success by the top leaders in the universities. This 

study however failed to address the challenges encountered while implementing the transformational leadership style or the 

factors that contributed to the success. Tierney and Tepper (2007) study states the transformational leadership style lacks the 

interactive nature that supports interaction among employees as well as their leaders therefore deterring development of a positive 

attitude and behavior of the employee in an  organization. 

 

According to the study carried out by (Li and Hung 2009) it was found out that organizations or institutions that adopt 

transformational leadership style base their interaction context on the leaders and thereby put their concentration on the leaders’ 

support, confidence, encouragement, trust and finally extending their willingness to form and maintain a high quality of 

relationship with the leaders therefore in this scenario social relationship at workplace are ignored.  

 

Wang (2011) supported the fact that transformational leadership style concentrates on giving extra remuneration to personnel 

at the top management and other organizational levels that boost the performance of employees therefore resulting in inequality in 

payment and building of internal alliances in an organization. 

 

Several empirical reviews that have been carried out indicate dual effects of the transformational leadership style on 

employees and organization. Mogadishu being the capital city of Somalia where most of the crucial decisions on government 

employees are made by most leaders centrally placed despite the political and economic challenges, it was therefore crucial to 

assess the effects of transformational leadership on employee performance in the federal government in Mogadishu, Somalia since 

no prior empirical studies existed then. 

 

3. Study Objective 

 

The main objective of the study was to analyze the effects of leadership styles on employee performance in federal 

government of Mogadishu, Somalia. 

 

4. Review of Literature 

 

4.1 Theoretical Framework 

 

4.1.1 Transformational Theory 
 

Transformational leadership posits that leaders should act as change agents who initiate and implement the new direction to 

employees based on innovative ideas and vision (Kim and Yoon, 2015).This theory therefore identifies the role that should be 

taken up by the leaders in ensuring the employee performance is effective in any given organization. According to this theory, 

transformational leadership is an important driver in stimulating employee performance that is backed up by creativity (Chen et 

al., 2009).  
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The stimulation of the employee performance by the leadership style is based on rewards and punishment systems. The theory 

assumes that employees are normally motivated by rewards and punishment punishments and rewards are dependent on the 

performance of the employees. The relationship of the managers and subordinates are relational whereby achievement of given 

goals and organizational expectations by subordinates is determined by monitoring techniques put in place by the managers. This 

theory is relevant to the study due to the fact that the leaders are identified with the role of catalyzing the behavior of government 

employees in Mogadishu to ensure quality in performance for the purpose of achieving the desired goals and objectives required 

for service delivery. 

 

4.1.2 Leader- Member Exchange (LMX) Theory  
 

This theory indicates that there is a relationship between the leaders and their followers. The relationship is fuelled by 

interactions of supervisor and employee performance whereby there is an exchange of information, resources, time and emotional 

effort that gives independence in decision making. A study carried out by Tummers and Knies (2013) on leadership and 

meaningful work in the public sector in Pakistan found out that there is a significant relationship between managers and 

employees in the public sector organization hence leading to more commitment, high levels of effort and empowerment of 

employees of all levels. This implies that this theory exhibits the role of the transformational leaders in motivating and inspiring 

government leaders in Somalia in achieving the shared vision and objectives. 

 

Leader –member exchange theory indicates that relationships play a very vital role in maintaining proactive asset management 

organizational culture that is developed by the supervisors and subordinates coupled by their attitude toward change and 

autonomy (Brunetto et al 2012). This theory shows the relationship of the transformational leadership and government employees 

whereby ensuring employee performance; acceptance of change by both parties should be involved to ensure successful 

transformation in the government.   

 

Leader-member exchange theory states that poor quality relationships result in employees’ preemptive behaviour which 

contributes to less commitment and responsive engineering asset management. This is approved by a study by Brunettoet, Xerri, 

& Nelson (2013) who found out that inadequate support, information and resources prevent the employees’ ability to work 

effectively in asset engineering organization with multiple culture reaction. This theory therefore advocates for good quality 

relationships between the leaders and government employees in Somalia to ensure adequate utilization of resources to meet the 

required goals. 

 

4.1.3 McGregor’s Theory Y 
 

Douglas McGregor developed Theory X and Theory Y, which are the theories of motivation and management. McGregor’s 

Theory X and Theory Y were based on Maslow’s Hierarchy of needs. Theory X is based on lower order needs and Theory Y is 

based on the higher order needs, here management could follow either set of needs in order to motivate the workers/employees, 

but Theory Y gives better results rather than following Theory X, because Theory X involves strict supervision, penalties and 

external rewards in order to motivate the employees. These two views theorized how managers assume human behavior at the 

workplace and it leads to the differences in leadership styles followed by the managers. Theory X assumes that employees dislike 

working, naturally, they are unmotivated, ambitionless, non-initiative and dislike responsibilities. 

 

Usually, Theory X managers believe that their workers/ employees are less intelligent, lazier then the managers and individual 

goal oriented and work only for the sustainable income. In order to make them more productive managers assumes that they have 

to force the employees by following hard and soft approaches. Theory Y entitles the leaders to facilitate their followers to act on 

their needs for the purpose of ensuring growth in their jobs. The management in the organizations is entitled with the task of 

structuring the work environment for the purpose of ensuring that the employees achieve the individual as well as the 

organizational objectives. 

 

Transformational leadership style is more related with Theory Y due to the fact that this theory focuses on supportive, trustful 

relationship between the leader and subordinates, where employees achieve better results in delivery of their services through 

encouragement and inspiration. This is supported by (Odumeru & Ifeanyi, 2013) who identify transformational leadership to be 

proactive and directed towards change of culture in an organization. Therefore this theory is related to transformational leadership 

since it powers the leaders to ensure their organizational structures are in order for the employees to perform their duties 

effectively and accomplish the given goals. 

 

4.2 Discussion of Key Variables 

 

4.2.1 Administrative Leadership  
 

The primary purpose of this research was to identify administrators who are practicing what can be thought of as conscious 

leadership (Hayden, 2016) Consciousness is becoming an important criterion for moving leaders towards a leadership practice that 

is accountable, responsible cooperative and collective. Unfortunately, accountability, responsibility, cooperation and collaboration 
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have become a lost art form, as primary principles for leading well, especially as it relates to leading in institution of higher 

education (Anderson, 2018). 

 

4.2.2 Enabling Leadership 
 

Enabling Others to Act is the behavior of a confident leader. Leaders who understand the strengths of their employees and 

their potential for more responsibility feel confident in enabling others to take control and initiative. The Somali women have been 

engaged in peace building albeit through informal and unrecognized processes. In the context of African traditional societies, 

Somalia included, a mother is the first and most valuable school in life and peace as educators to children (Jama, 2016).There 

have been studies done on the role of Somali women notably by (Karen, 2014) The two studies noted that women in Somalia have 

made immense contribution in galvanizing peace building and recovery, but they remain marginalized from formal peace 

processes where important decisions are made.  

 

4.2.3 Adaptive Leadership  
 

The Adaptive Leadership as a robust leadership program that uses an Integral Coaching approach, with the goal of creating 

conscious leaders – developing an awareness in the leader that is based in presence, and includes a conscious awareness of their 

own inner self and outer selves, helping them understand the effect of the language they use, and helping them learn to act with 

intention and mindful awareness. It builds leaders by starting with who they are as a person, and from there, growing their 

awareness and skills. 

 

Contemporary crises have become increasingly complex and the methods of leading through them have failed to keep pace. If 

it is assumed that leadership matters—that it has a legitimate effect on the outcome of a crisis, then leaders have a duty to respond 

to that adaptation with modifications of their own. The maladaptive hero-leader thinks in a formulaic fashion. Through years of 

experience and numerous high-level training courses, he amasses a host of solutions, expectantly waiting for the corresponding 

crisis. Problem solving at this point becomes a matter of following a mental matrix. The greater the amount of training and 

experience, the more complex the matrix becomes and the more prepared the leader is to ―save the day.‖ However, the use of 

matrices, regardless of their size and complexity, is still a formulaic response that lacks ingenuity or, for that matter, real thinking. 

 

4.2.4 Transformational Leadership  
 

Transformational leadership is defined as a leadership approach that causes change in individuals and social systems. In its 

ideal form, it creates valuable and positive change in the followers with the end goal of developing followers into leaders. Enacted 

in its authentic form, transformational leadership enhances the motivation, morale and performance of followers through a variety 

of mechanisms. There are many elements of the transformational style of leadership, especially the elements of encouragement, 

motivation, team-orientation, honesty, respect, effective communications, reliability, trustworthiness, empathy, empowerment, 

inspiration, and optimism (Bloom, 2016). 

 

Keegan, Den, & Hartog, (2015) further suggested that transformational leadership was relevant to the Peace building, 

development of new forms of leadership theories were perhaps required for transformational leaders as line leaders appeared to 

have more charismatic influence over followers. Their findings showed that the administrators who exercised the transformational 

leadership behavior of inspirational motivation enjoyed on peace building. However, the variables of enthusiasm and optimism, 

and clarity of stimulation were not tackled. According to Burns Transformational style of leadership is a stimulating technique 

through which a leader can inspire and apply that ability of motivation thinking to succeed. Transformational Leadership 

manifests itself in four perspectives which include idealized influence, Individual consideration, Intellectual stimulation and 

Inspirational motivation (Farid, 2014).  

 

Transformational leaders make the followers see an appealing future and offer them opportunities to see meaning in their 

work. Inspirational motivation refers to the ability of the leader to motivate the whole organization. Inspirational motivation is the 

degree to which the leader articulates a vision that is appealing and inspiring to followers. This characteristic reflects the extent to 

which a leader is also capable of being a cheerleader, so to speak, on behalf of his or her followers. Leaders with inspirational 

motivation challenge followers with high standards, communicate optimism about future goals, and provide meaning for the task 

at hand. The inspirational leaders demonstrate enthusiasm and optimism, and emphasize commitment to a shared goal. Followers 

need to have a strong sense of purpose if they are to be motivated to act. The purpose and meaning provides the energy that drives 

a group forward. Transformational leaders should, therefore, behave in such a way, which inspires and motivates followers and 

these are included showing optimism, stimulating team work, pointing out positive attitudes, emphasizing aims and advantages 

(Febres, 2017).  

 

4.2.5 Employee Performance 
 

The main goal of any organization is to enhance the job performance of its employees so that it could survive in this highly 

competitive environment. Performance is a multidimensional construct and an extremely vital criterion that determines 
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organizational successes or failures. Prasetya and Kato (2011) defined employee performance as the attained outcomes of actions 

with skills of employees who are competent in delivery of the organizational goals and objectives. Therefore it is very important 

to measure the value that is derived from the different leadership styles to ensure effective delivery of services by the employees. 

The main objective of any government in any given country is to ensure quality job   performance of its employees in the 

competitive political and economic environment.  Employee performance is defined as the attained outcomes of actions with skills 

of employees who are competent in delivery of the organizational goals and objectives (Prasetya and Kato, 2011).Therefore, the 

performance of the government employees in Mogadishu should be measured based on the effects derived from the 

transformation leadership styles as implemented by different leaders. 

 

5. Research Methodology 

 

This study adopted a descriptive survey method, in which both qualitative and quantitative approaches were used. Qualitative 

analysis was used in behavioral skills, personal attributes and quality data that cannot be quantified while quantitative approach 

was used in the numerical data that can be easily measured. Descriptive studies- cross-sectional are more formalized and typically 

structured with clearly stated investigative questions (Vyas & Bapat, 2011). 

 

The target population of this study was the 248 employees of federal government. This population was targeted as they are 

accessible and knows more about what kind of leadership traits needs to exist for a performance of country. Also, they have right 

characteristics to provide essential information for the study in order to achieve its target.  

 

Table 1 Target Population and Sample Size 

Respondents Target Population Calculation Sample Size 

Senior Managers 124 153/248*124 76 

Managers 124 153/248*124 77 

Total 248 248/(1+248*0.05
2
) 153 

 

The total sample size for this study was obtained using the formulae developed by Cooper and Schinder, (2013) together with 

(Kothari, 2014). The sample size was 153 as given below: 

 

n = N / 1 + N (α) ²  

Where, 

n= the sample size,  

N= the sample frame (population)  

α= the margin of error (0.05%).  

 

n =           248 / 1+248(0.05)
2 
  = 153 

 

6. Data Analysis and Results 

 

6.1 Descriptive Statistics 

 

6.1.1 Administrative Leadership 
 

Table 2 Administrative Leadership 

 N Mean Std. 

Deviation 

Generally I am conscious about the changes in employee 

performance 
95 3.85 1.229 

I think it is important to have new experiences that challenge how 

I think about  myself and the employee performance 
95 4.03 1.189 

Generally I am aware of my effects my friends have upon me 95 3.76 1.335 

I am quick to notice when some changes appear in my 

relationships with my  colleagues 
95 3.63 1.264 

I am quick to notice changes in my own attitudes toward myself 95 3.97 1.076 

Conscious leadership fosters employee performance 95 3.93 1.257 

 

The first objective of the study was to establish the effect of administrative leadership on employee performance in federal 

governement of Mogadishu –Somalia. Respondents were requested to respond to a specific set of questions related to 

administrative leadership and give their feedback and opinion. The opinion that generally I am conscious about the changes in 

employee performance had a mean score of 3.85 and standard deviation of 1.229. The opinion that I think it is important to have 

new experiences that challenge how I think about myself and the employee performance had a mean score of 4.03 and a standard 
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deviation of 1.189. The opinion that generally I am aware of my effects my friends have upon me had a mean score of 3.76 and a 

standard deviation of 1.335. The opinion that I am quick to notice when some changes appear in my relationships with my 

colleagues had a mean score of 3.63 and a standard deviation of 1.264. The opinion that I am quick to notice changes in my own 

attitudes toward myself had a mean score of 3.97 and a standard deviation of 1.076. The opinion that conscious leadership fosters 

employee performance had a mean score of 3.93 and a standard deviation of 1.257. 

 

6.1.2 Enabling Leadership 
 

Table 3 Enabling Leadership 

 N Mean Std. 

Deviation 

It is easy for me to talk openly about myself, even if I am with 

persons I do not know very well or I do not trust 
95 3.89 1.198 

I often daydream about myself, about how I wish to be and how I 

would like to account myself 
95 3.76 1.335 

The leadership styles has an effect employee performance in 

Mogadishu, Somalia 
95 3.91 1.305 

I have confidence in my opinions, even if they are different from 

the way most  people think 
95 3.85 1.391 

I judge myself by what I think is important, not by the others’ 

value, or by what others think is important 
95 3.98 1.246 

Enabling leadership styles fosters employee performance 95 3.66 1.434 

 

The second objective of the study was to establish the effect of enabling leadership on employee performance in federal 

governement of Mogadishu –Somalia. Respondents were requested to respond to a specific set of questions related to enabling 

leadership and give their feedback and opinion. The opinion that it is easy for me to talk openly about myself, even if I am with 

persons I do not know very well or I do not trust had a mean score of 3.89 and standard deviation of 1.198. The opinion that I 

often daydream about myself, about how I wish to be and how I would like to account myself had a mean score of 3.76 and a 

standard deviation of 1.335. The opinion that the leadership style has an effect employee performance in Mogadishu, Somalia had 

a mean score of 3.91 and a standard deviation of 1.305. The opinion that I have confidence in my opinions, even if they are 

different from the way most people think had a mean score of 3.85 and a standard deviation of 1.391. The opinion that I judge 

myself by what I think is important, not by the others’ value, or by what others think is important had a mean score of 3.98 and a 

standard deviation of 1.246. The opinion that enabling leadership styles fosters employee performance had a mean score of 3.66 

and a standard deviation of 1.434. 

 

6.1.3 Adaptive Leadership 
 

Table 4 Adaptive Leadership 

 N Mean Std. 

Deviation 

For me, life has been a continuous process of learning, changing 

and growth 
95 3.64 1.328 

I often have moments of insights, when all of a sudden my mind 

become clear and I see the solution 
95 3.78 1.370 

The leadership styles has an effect employee performance in 

Mogadishu, Somalia 
95 3.91 1.092 

It is easy for me to ask about my thoughts and ideas, generally I 

easily express my thoughts. 
95 4.12 1.184 

I judge myself by what I think is important, not by the others’ 

value, or by what others think is important 
95 3.79 1.219 

Adaptive conscious leadership fosters employee performance 95 3.79 1.344 

 

The third objective of the study was to establish the effect of adaptive leadership on employee performance in federal 

governement of 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 for me, life has been a continuous process of learning, changing 

and growth had a mean score of 3.64 and standard deviation of 1.328. The opinion that I often have moments of insights, when all 

of a sudden my mind become clear and I see the solution had a mean score of 3.78 and a standard deviation of 1.370. The opinion 

that the leadership styles have an effect on employee performance in Mogadishu, Somalia had a mean score of 3.91 and a standard 

deviation of 1.092. The opinion that it is easy for me to ask about my thoughts and ideas, generally I easily express my thoughts 

had a mean score of 4.12 and a standard deviation of 1.184. The opinion that I judge myself by what I think is important, not by 



INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH - IJARKE                                               ISSN: 2617-703X    
IJARKE Humanities & Social Sciences Journal                                                    DOI:  10.32898/ihssj.02/1.4article05                                                                                                                                         

www.ijarke.com          

 

51 IJARKE PEER REVIEWED JOURNAL                           Vol. 1, Issue 4                                                             May – Jul. 2019 

 

the others’ value, or by what others think is important had a mean score of 3.79 and a standard deviation of 1.219. The opinion 

that adaptive conscious leadership fosters employee performance had a mean score of 3.79 and a standard deviation of 1.344. 

 

6.1.4 Transformational Leadership 
 

Table 5 Transformational Leadership 

 N Mean Std. 

Deviation 

transformational leader  seek different prospective when solving 

problem 
95 4.06 1.219 

transformational leader  talks optimistically about a future 95 3.91 1.377 

transformational leader  specifies the importance of having strong 

sense of purpose 
95 3.37 1.495 

transformational  leader  talks enthusiastically about what needs to  

accomplished 
95 3.63 1.384 

transformational  leader  spend time teaching and coaching 95 3.82 1.337 

Transformational leadership fosters peace and stability 95 3.51 1.465 

 

The fourth objective of the study was to establish the effect of employee performance in federal governement of 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 leader seek different prospective when solving problem had a mean score 

of 4.06 and standard deviation of 1.219. The opinion that transformational leader talks optimistically about a future had a mean 

score of 3.94 and a standard deviation of 1.377. The opinion that transformational leader specifies the importance of having strong 

sense of purpose had a mean score of 3.37 and a standard deviation of 1.495. The opinion that transformational leader talks 

enthusiastically about what needs to accomplish had a mean score of 3.63 and a standard deviation of 1.384. The opinion that 

transformational leader spend time teaching and coaching had a mean score of 3.82 and a standard deviation of 1.337. The opinion 

that transformational leadership fosters peace and stability had a mean score of 3.51 and a standard deviation of 1.465. 

 

6.1.5 Employee Performance 
 

Table 6 Employee Performance 

 N Mean Std. 

Deviation 

The behaviour of employees in this organization contributes on service 

delivery. 
95 3.68 1.360 

Employee’s competency in relation to their projected and current 

performance depends on the leadership style. 
95 3.89 1.333 

Employees possession of professional skills and knowledge  contributes 

on quality service delivery 
95 3.57 1.469 

Employee reward schemes such as promotion and salary increment 

contribute to service delivery. 
95 3.43 1.561 

Performance measurement tools such as score cards contribute to 

service delivery. 
95 4.11 1.368 

Leadership styles are key to employee performance 95  3.92  1.339 

 

The statement that the behavior of employees in this organization contributes on service delivery had a mean score of 3.68 and 

a standard deviation of 1.360. The statement that employee’s competency in relation to their projected and current performance 

depends on the leadership style had a mean score of 3.89 and standard deviation of 1.333. The statement that employee’s 

possession of professional skills and knowledge contributes on quality service delivery had a mean score of 3.57 and a standard 

deviation of 1.469. The statement that employee reward schemes such as promotion and salary increment contribute to service 

delivery had a mean score of 3.43 and a standard deviation 1.561. The statement that performance measurement tools such as 

score cards contribute to service delivery had a mean score of 4.11 and a standard deviation 1.368.The statement that leadership 

styles are key to employee performance had a mean score of 3.92 and a standard deviation 1.339. 
 

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 
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(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 

  
Employee 

Performance 

Administrative 

Leadership 

Enabling 

Leadership 

Adaptive 

Leadership 

Transformational 

Leadership 

Employee 

Performance 

1     

     

95     

Administrative 

Conscious 

Leadership 

.112 1    

.279     

95 95    

Enabling 

Conscious 

Leadership 

.595
**

 .146 1   

.000 .158    

95 95 95   

Adaptive 

Conscious 

Leadership 

.585
**

 .188 .588
**

 1  

.000 .068 .000   

95 95 95 95  

Transformational 

Conscious 

Leadership 

.551
**

 .168 .137 .430
**

 1 

.000 .103 .186 .000  

95 95 95 95 95 

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

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

 

In trying to show the relationship between the study variables and their findings, the study used the Karl Pearson’s coefficient 

of correlation (r). This is as shown in Table 4.11 below. According to the findings, it was clear that there was a positive 

correlation between the independent variables, administrative leadership, enabling leadership, adaptive leadership and 

transformational leadership and the dependent variable employee performance. The analysis indicates the coefficient of 

correlation, r equal to 0.112, 0.595, 0.585 and 0.551 for administrative leadership, enabling leadership, adaptive leadership and 

transformational leadership respectively. This indicates positive relationship between the independent variable namely 

administrative leadership, enabling leadership, adaptive leadership and transformational leadership and the dependent variable 

employee performance. 

 

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 

(administrative leadership, enabling leadership, adaptive leadership and transformational leadership), and the dependent variable 

(Employee Performance). 

 

Table 8 Model Summary 

Model R R 

Square 

Adjusted R Square Std. Error of the Estimate 

1 .773
a
 .597 .579 2.69822 

a. Dependent variable: Employee Performance 

b. Predictors: (Constant), Transformational Leadership, Adaptive Leadership, Enabling Leadership 

and Administrative Leadership 

 

The model explains 59.7% of the variance (Adjusted R Square = 0.579) on employee performance. Clearly, there are factors 

other than the four proposed in this model which can be used to predict peace building. 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 administrative leadership, enabling 

leadership, adaptive leadership and transformational leadership. The rest 40.3% is explained by other factors in the employee 

performance not studied in this research. In summary the four factors studied namely administrative leadership, enabling 
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leadership, adaptive leadership and transformational leadership determines 59.7% of the relationship while the rest 40.3% 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 employee performance. 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 = 33.312, p = 0.000. 

 

Table 9 ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 970.090 4 242.523 33.312 .000
b
 

Residual 655.236 90 7.280   

Total 1625.326 94    

a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Transformational Leadership, Adaptive Leadership, Enabling Leadership and 

Administrative Leadership 

 

6.2.4 Regression Analysis 
 

Table 10 Regression Coefficient 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta 

 

(Constant) 5.659 3.213  2.761 .002 

Administrative 

Leadership 
.156 .105 .105 2.486 .004 

Enabling Leadership .489 .089 .460 5.488 .000 

Adaptive Leadership .109 .109 .095 2.998 .003 

Transformational 

Leadership 
.493 .083 .465 5.947 .000 

a. Dependent Variable: Employee Performance 

 

The regression equation was given as below: 

 

Y = 5.659 + 0.156X1 + 0.489X2 + 0.109X3+ 0.493X4 

 

Where; 

Y = the dependent variable (Employee Performance)  

X1 = Administrative Leadership 

X2 = Enabling Leadership 

X3 = Adaptive Leadership 

X4= Transformational Leadership 

 

The regression equation above has established that taking all factors into account (employee performance as a result of 

administrative leadership, enabling leadership, adaptive leadership and transformational leadership) constant at zero employee 

performance was 5.659. The findings presented also shows that taking all other independent variables at zero, a unit increase in 

administrative leadership will lead to a 0.156 increase in the scores of employee performance; a unit increase in enabling 

leadership will lead to a 0.489 increase in employee performance; a unit increase in adaptive leadership will lead to a 0.109 

increase in the scores of employee performance; a unit increase in transformational leadership will lead to a 0.493 increase in the 

score of employee performance. This therefore implies that all the four variables have a positive relationship with enabling 

leadership contributing most to the dependent variable. From the table we can see that the predictor variables of employee 

performance as a result of namely administrative leadership, enabling leadership, adaptive leadership and transformational 

leadership got variable coefficients statistically significant since their p-values is less than the common alpha level of 0.05. 

 

7. Conclusions and Recommendations 

 

7.1 Conclusions 
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The study made the following conclusions: 

i. Administrative leadership had an effect on employee performance in federal government of Mogadishu-Somalia. The 

conclusion was that majority of the respondents found risk taking leadership, flexible leadership and analytical capability 

leadership as key determinants of administrative leadership and thus helping attract employee performance in federal 

government of Mogadishu-Somalia. The findings concluded that risk taking leadership, flexible leadership and analytical 

capability leadership had a very strong effect on employee performance in federal government of Mogadishu-Somalia. 

Thus from the study results it was generally concluded that there was a high degree of positive significance on effect of 

administrative leadership on employee performance in federal government of Mogadishu-Somalia. 

ii. Enabling leadership had an effect on employee performance in federal government of Mogadishu-Somalia. The 

conclusion was that majority of the respondents found enthusiasm leadership, motivating leadership, goal oriented 

leadership and commitment leadership as key determinants of enabling leadership and thus helping attract employee 

performance in federal government of Mogadishu-Somalia. The findings concluded that enthusiasm leadership, 

motivating leadership, goal oriented leadership and commitment leadership had a very strong effect on employee 

performance in federal government of Mogadishu-Somalia. Thus from the study results it was generally concluded that 

there was a high degree of positive significance on effect of enabling leadership on employee performance in federal 

government of Mogadishu-Somalia. 

iii. Adaptive leadership had an effect on employee performance in federal government of Mogadishu-Somalia. The 

conclusion was that majority of the respondents found participative leadership, idea sharing leadership, facilitating and 

decision making and socially interactive leadership as key determinants of adaptive leadership and thus helping attract 

employee performance in federal government of Mogadishu-Somalia. The findings concluded that participative 

leadership, idea sharing leadership, facilitating and decision making and socially interactive leadership had a very strong 

effect on employee performance in federal government of Mogadishu-Somalia. Thus from the study results it was 

generally concluded that there was a high degree of positive significance on effect of adaptive leadership on employee 

performance in federal government of Mogadishu-Somalia  

iv. Transformational leadership had an effect on employee performance in federal government of Mogadishu-Somalia. The 

conclusion was that majority of the respondents found cooperative leadership, collaborative leadership, share 

responsibility leadership and response to problems as key determinants of transformational leadership and thus helping 

attract employee performance in federal government of Mogadishu-Somalia. The findings concluded that cooperative 

leadership, collaborative leadership, share responsibility leadership and response to problems had a very strong effect on 

employee performance in federal government of Mogadishu-Somalia. Thus from the study results it was generally 

concluded that there was a high degree of positive significance on effect of transformational leadership on employee 

performance in federal government of Mogadishu-Somalia. 

 

7.2 Recommendations 

 

The study made the following recommendations: 

i. That Somalia federal government should adopt administrative leadership such as risk taking leadership, flexible 

leadership and analytical capability leadership in order to enhance proper employee performance in federal governance of 

Mogadishu-Somalia. 

ii. That Somalia federal government should adopt enabling conscious leadership such as enthusiasm leadership, motivating 

leadership, goal oriented leadership and commitment leadership in order to enhance proper employee performance in 

federal governance of Mogadishu-Somalia. 

iii. That Somalia federal government should adopt adaptive leadership such as participative leadership, idea sharing 

leadership, facilitating and decision making and socially interactive leadership in order to enhance proper employee 

performance in federal governance of Mogadishu-Somalia. 

iv. That Somalia federal government should adopt transformational leadership such as cooperative leadership, collaborative 

leadership, share responsibility leadership and responsive leadership in order to enhance proper employee performance in 

federal governance of Mogadishu-Somalia. 
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