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ABSTRACT 

Strategic leadership has become increasingly important in higher education institutions due to growing demands 

for accountability, innovation, competitiveness, and institutional sustainability. Nigerian universities operate in 

a challenging environment characterized by inadequate funding, governance constraints, infrastructural 

deficiencies, industrial disputes, and increasing stakeholder expectations. These challenges have intensified the 

need for effective leadership capable of driving organizational performance through the creation of supportive 

institutional environments. This review examines the relationship between strategic leadership and 

organizational performance in Nigerian universities, with particular emphasis on the mediating role of 

organizational culture. The study adopts a systematic narrative review approach and synthesizes theoretical, 

conceptual, and empirical literature on strategic leadership, organizational culture, and organizational 

performance within higher education institutions. The review is anchored on Upper Echelons Theory, Resource-

Based View, Transformational Leadership Theory, and Organizational Culture Theory to explain the pathways 

through which leadership influences institutional outcomes. Findings indicate that strategic leadership 

significantly enhances organizational performance through strategic vision, decision-making capability, human 

capital development, change management, and stakeholder engagement. The review further reveals that 

organizational culture serves as a critical mechanism through which leadership practices are translated into 

improved institutional outcomes. Organizational cultures characterized by trust, collaboration, innovation, 

accountability, and learning orientation contribute positively to academic excellence, research productivity, 

institutional reputation, staff effectiveness, student satisfaction, and community engagement. The study 

concludes that sustainable performance in Nigerian universities depends not only on effective leadership but also 

on the development of supportive organizational cultures that reinforce institutional goals and adaptability. The 

review proposes an integrated conceptual framework and identifies key implications for university management, 

policy formulation, and future research within the Nigerian higher education sector.  

Keywords: Nigerian Universities; Organizational Culture; Organizational Performance; Strategic Leadership  

INTRODUCTION 

Higher Education Institutions (HEIs) are of critical importance in national development regarding the generation, 

dissemination and application of knowledge. Universities are expected to produce highly skilled graduates, do 

impactful research, promote innovation as well as contribute to socio-economic transformation (Trinh, 2023; 

Zaidan et al., 2025). The higher education sector has undergone tremendous transformation in the last few 

decades, due to globalization, technology, greater competition, shifting stakeholder priorities, and funding 

pressures (Gkrimpizi et al., 2023). These changes have forced university leaders to look for more strategic 

strategies in governance and management to sustain and make their university effectual. As a result, strategic 

leadership has become one of the most important drivers of the achievement of Universities' goals and the 

maintenance of their competitive advantage in an increasingly complex educational environment (Carmo et al., 

2025). 

Strategic leadership is the capacity of leaders to imagine the future, to define long-term goals, coordinate 

organisational resources, and motivate people to contribute to the institutional goals. Strategic leadership is 
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different from the traditional administrative leadership because it is about predicting the changing environment, 

stimulating innovation and managing organizational change, and establishing conditions for sustainable 

performance (Schaedler et al., 2021). Strategic leadership in higher education institutions includes clarifying 

institutional visions, creating effective decision-making processes, involving stakeholders, developing key 

talents, and establishing institutional values to foster academic excellence and operational efficiency (Flori et 

al., 2025). Additionally, university leaders, including vice-chancellors, rectors, provosts, deans, and department 

heads, are now required to be strategic leaders who are expected to handle various problems in the context of 

modern universities. 

The effectiveness of the performance of an organization is one of the most significant aspects of a successful 

institution of higher learning. When considering university performance, it is not just financial figures that come 

to mind, but also the many other aspects such as quality of teaching, output of research, student satisfaction, role 

of graduates in the job market, reputation, innovation, community engagement, and effective administration 

(Alyoussef, 2023). The performance of universities has a significant impact on the national development as the 

best performing universities play a key role in human capital development, scientific development and economic 

development. As a result, attention has turned to studying and designing what it takes to boost organizational 

performance in HEIs (David et al., 2021). 

One of the factors that affect organizational performance is organizational culture which has attracted a lot of 

attention as a strategic asset that affects the behaviour of employees, institutional values and the effectiveness of 

the organization. Organizational culture is the collection of beliefs, values, norms, assumptions and practices 

that influence the behaviours of members in an organization (Zhang et al., 2023). It affects the way decisions are 

being made, the way employees relate to each other, the way conflicts are being dealt with, and the way 

organizational goals are being achieved. Organizational culture has an impact on academic productivity, staff 

engagement, innovation, collaboration, knowledge sharing, and institutional effectiveness within universities. 

Positive organizational culture can drive positive employee motivation, teamwork, continuous improvement, 

and successful implementation of strategic initiatives (Alsaqqa, 2024). 

In a higher education institution, the linkage between strategic leadership and organizational culture is very 

significant. The role of strategic leaders is of critical importance in creating and reinforcing organizational 

values, norms, and in providing learning and innovation environments. Leaders create positive or negative 

organisational cultures through their actions, decisions and communiqués which have a positive or negative 

impact on the performance of their institutions (Pedraza-Rodríguez et al., 2023). Good strategic leadership can 

help create cultures with trust, accountability, collaboration and excellence that improve organization 

performance. On the other hand, weak leadership can lead to unhealthy cultures which can hinder the 

effectiveness of the institutions and reduce the satisfaction of the stakeholders (Anyia et al., 2025). 

The critical role of strategic leadership and organizational culture is becoming more apparent in Nigerian 

universities with the many challenges facing the higher education sector. The current environment of Nigerian 

universities is one of underfunding, shortage of adequate infrastructural facilities, recurrent industrial action, 

political interference, brain drain, dwindled output of research, problem of governance and competition from 

private and international universities (Okai & Okai, 2025). These challenges have led to concerns about the 

effectiveness of universities to do their core functions. This has led to the recognition that, besides resources, the 

success of institutions depends on the quality of leadership and the robustness of organizational cultures in 

Universities (Akinwale et al., 2023). 

Although there have been some attempts to reform the Nigerian universities to boost their efficiency, 

effectiveness, accountability and competitiveness, the performance of many of these universities is still marred 

by all these problems. Leadership issues in many instances have led to bad strategic planning, weak institutional 

governance, opposition to change and low employee morale (David et al., 2021). Moreover, the institutional 

development has been usually hampered by a rigid bureaucracy, low level of innovation, communication 

problems and lack of performance orientation in organizational culture (Akinwale et al., 2023). The above 

realities emphasize the importance of understanding how strategic leadership can impact organizational 

performance by fostering cultures that support it. 
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Previous research has been carried out to explore the linkage between leadership and organizational performance 

in various fields. Likewise, there has been much research on the effect of organizational culture on organizational 

outcomes (Kargas & Varoutas, 2015; Abujudeh, 2020). But, the mediation role of organizational culture between 

strategic leadership and organizational performance has received relatively little attention especially in the 

context of Nigerian universities (Abujudeh, 2020). This mediating mechanism is important to understand 

because it will give insight into the ways that leadership practices lead to better institutional outcomes in terms 

of cultural change and organizational alignment. 

This review aimed to explore the mediating role of organizational culture in the relationship between strategic 

leadership and organizational performance in Nigerian universities and to critically examine the relationship. In 

particular, the review attempts to examine the theoretical underpinnings of strategic leadership, organizational 

culture and organizational performance; explore the various theoretical frameworks; review empirical studies 

from both international and Nigerian contexts; and propose a holistic framework that elucidates the significance 

of organizational culture to the effectiveness of strategic leadership in HEIs. 

METHODOLOGY OF THE REVIEW 

Review Design and Approach 

This study adopts a systematic narrative review approach to examine the relationship between strategic 

leadership, organizational culture, and organizational performance in HEIs, with particular emphasis on Nigerian 

universities. A systematic review approach was selected because it provides a structured and transparent method 

for identifying, evaluating, and synthesizing relevant literature from diverse sources. Unlike traditional narrative 

reviews that may rely heavily on subjective literature selection, systematic reviews employ explicit procedures 

that enhance the reliability, comprehensiveness, and reproducibility of findings (Gusenbauer & Gauster, 2024). 

The review focuses on peer-reviewed journal articles, conference papers, books, book chapters, doctoral 

dissertations, policy reports, and institutional publications that address strategic leadership, organizational 

culture, organizational performance, and higher education management. Given the multidisciplinary nature of 

the study, literature from the fields of educational management, organizational behavior, strategic management, 

leadership studies, and public administration was considered. Particular attention was given to studies conducted 

within HEIs and developing-country contexts, especially those relating to Africa and Nigeria. 

The review was guided by established systematic review principles and followed a structured process comprising 

literature identification, screening, eligibility assessment, data extraction, and synthesis (Obeng-Kyereh, 2026). 

The Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) framework was adapted 

to ensure transparency in the literature selection process.  

Literature Search Strategy 

A comprehensive literature search was conducted across multiple academic databases to identify relevant 

publications. The databases selected were chosen based on their extensive coverage of management, leadership, 

organizational studies, and higher education research. Searches were conducted using Google Scholar, Scopus, 

Web of Science, ScienceDirect, Emerald Insight, SpringerLink, Taylor & Francis Online, and JSTOR. The details 

of the databases consulted and the corresponding search terms are presented in Table 1. 

The search strategy involved the use of keywords, Boolean operators, and combinations of search terms related 

to the major constructs under investigation. The primary search terms included “strategic leadership,” 

“organizational leadership,” “organizational culture,” “institutional culture,” “organizational performance,” 

“university performance,” “higher education institutions,” “university management,” and “Nigerian 

universities.” Boolean operators such as AND, OR, and NOT were employed to broaden or narrow the search 

results where necessary. 
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Table 1: Summary of Literature Search Databases and Search Terms  

Database Coverage Area Search Terms Used 

Google Scholar Multidisciplinary scholarly 

literature 

"Strategic Leadership" AND "Organizational 

Performance"; "Organizational Culture" AND 

"Universities"; "Strategic Leadership" AND "Nigerian 

Universities" 

Scopus Peer-reviewed journals and 

conference proceedings 

"Strategic Leadership" AND "Higher Education"; 

"University Performance"; "Organizational Culture" 

AND "Higher Education Institutions" 

Web of Science High-impact scholarly 

publications 

"Leadership" AND "Organizational Culture" AND 

"Performance"; "Strategic Leadership" AND 

"Universities" 

ScienceDirect Management, education, and 

social science research 

"Strategic Leadership in Universities"; "Institutional 

Performance"; "Organizational Culture and University 

Effectiveness" 

Emerald Insight Leadership, management, 

and organizational studies 

"Strategic Leadership" AND "Organizational Culture"; 

"Leadership Effectiveness" AND "Higher Education" 

SpringerLink Education, management, and 

social science literature 

"University Management" AND "Performance"; 

"Strategic Leadership" AND "Academic Excellence" 

Taylor & Francis 

Online 

Social sciences and 

educational research 

"Higher Education Leadership" AND "Organizational 

Effectiveness"; "Organizational Culture" AND 

"University Performance" 

JSTOR Historical and contemporary 

academic literature 

"Organizational Culture in Higher Education"; 

"Leadership and Institutional Performance" 

Reference Lists 

(Snowballing) 

Additional relevant studies 

identified from cited 

references 

References cited in selected articles and reviews on 

strategic leadership, organizational culture, and 

organizational performance 

To ensure the inclusion of recent developments in the field, emphasis was placed on literature published between 

2010 and 2025. However, seminal studies published before this period were also included where they provided 

important theoretical foundations or conceptual insights relevant to the review. Reference lists of selected articles 

were further examined through a snowballing technique to identify additional relevant studies that may not have 

been captured during the initial database searches. 

Inclusion and Exclusion Criteria 

To ensure the quality and relevance of the literature included in the review, predefined inclusion and exclusion 

criteria were established. The criteria were designed to ensure that only studies directly related to the review 

objectives were retained for further analysis. 

Studies were included if they: 

1. Examined strategic leadership, organizational culture, organizational performance, or their 

interrelationships.  

2. Focused on HEIs, universities, or educational organizations.  

3. Were published in peer-reviewed journals, books, conference proceedings, dissertations, or recognized 

institutional reports.  
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4. Were written in English.  

5. Provided empirical, theoretical, or conceptual evidence relevant to the review objectives.  

6. Were published between 2010 and 2025, except for foundational theoretical studies.  

Studies were excluded if they: 

1. Focused exclusively on primary or secondary educational institutions without relevance to higher education.  

2. Were opinion articles, editorials, magazine publications, or non-academic sources lacking scholarly rigor.  

3. Did not address any of the key variables under investigation.  

4. Were duplicate publications retrieved from multiple databases.  

5. Were inaccessible in full-text format.  

The application of these criteria ensured that only high-quality and relevant studies contributed to the final 

synthesis. The screening and eligibility assessment stages resulting from the application of these criteria are 

illustrated in Figure 1, which outlines the flow of studies from initial identification to final inclusion. 

 

Figure 1: PRISMA Flow Diagram of Literature Selection Process 
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Data Extraction and Synthesis Procedures 

Following the identification and selection of eligible studies, relevant information was systematically extracted 

using a structured data extraction framework. The extracted information included authorship, year of publication, 

country of study, research objectives, methodology, sample characteristics, theoretical framework, key findings, 

and recommendations. Additional information regarding the relationships among strategic leadership, 

organizational culture, and organizational performance was also documented. 

The extracted data were analyzed using thematic synthesis techniques. This approach enabled the identification 

of recurring concepts, theoretical perspectives, empirical patterns, and emerging trends within the literature 

(Almeida, 2026). The synthesis process involved grouping studies into major thematic categories corresponding 

to the core constructs of the review: strategic leadership, organizational culture, organizational performance, and 

the mediating role of organizational culture. 

Thematic analysis further facilitated the identification of areas of convergence and divergence across studies, 

highlighting similarities and differences in findings across geographical contexts and institutional settings. 

Particular attention was given to evidence from Nigerian universities and other developing-country contexts to 

provide context-specific insights (Naeem et al., 2023). The findings were subsequently integrated into a 

comprehensive conceptual framework illustrating the relationships among the key variables and their 

implications for organizational effectiveness in HEIs. 

CONCEPTUAL REVIEW 

Strategic Leadership 

Definitions and Evolution of Strategic Leadership 

The concept of strategic leadership has come to play a crucial role in the field of modern organizational 

management, influencing the organization's direction, sustainability, and performance. It expanded the vision of 

traditional approaches to leadership that were mainly about supervision and operational management to include 

long-term planning, adaptation to the environment, innovation and organizational change (Afolayan et al., 2025). 

Leadership is especially significant in knowledge-intensive institutions like universities, as leaders are expected 

to respond to the fast-changing educational policies, technological developments, pressures from globalization, 

and stakeholder expectations. 

Strategic leadership can be traced back to the strategic management literature which underscored the need for an 

organization to match its goals with environmental opportunities and threats. While early leadership theories 

emphasized traits, behaviours and situational factors, strategic leadership is a combination of these and involves 

strategic thinking and vision in the organization (Mohammad et al., 2024). As time went on, it became evident 

that leadership for organizational success would require more than operational efficiency, requiring a leader to 

be able to predict future challenges, marshal resources, and steer the organization to sustainable competitive 

advantage. 

Strategic leadership has been defined by various scholars from different perspectives. There are commonalities 

among these definitions: creation of a vision, strategic decision-making, management of resources, adaptation 

of the organization, and influence on stakeholders. It is expected of strategic leaders to manage short-term 

operational needs, long-term institutional objectives, and to promote innovation and organizational learning 

(Sacavém et al., 2025).  

Dimensions of Strategic Leadership 

Strategic leadership is a multidimensional phenomenon that involves multiple interrelated abilities affecting the 

effectiveness of an organization. Strategic vision is the capacity of a leader to articulate and share a vision that 

is clear and compelling for the organization's desired future. A strategic vision serves as a compass, motivator 

and decision-making guide (Liu et al., 2022). In universities, strategic vision is used to coordinate the activities 
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of teaching, research and administration in accordance with the institutional goals. Clear articulations of visions 

are more likely to create employee commitment and institutional coherence. 

Decision making ability is the capacity to weigh alternatives, analyze risks and make sound decisions to achieve 

organizational goals. Strategic leaders use evidence-based decision making, input from others and analysis of 

the environment when making decisions (Deep, 2023). In HEIs, decision-making affects various aspects such as 

provision of resources, curriculum development, staff recruitment and policy implementation. Human Capital 

Development is aimed at improving the capacity of employees or staff in terms of their knowledge, skills, 

competencies and capabilities. The intellectual capital is one of the key assets of universities, and therefore staff 

development is of paramount importance. Strategic leaders invest in training and mentoring, research support 

and professional development programs to enhance institutional productivity and competitiveness (Okeke & 

Elegbede, 2024). 

Universities face the challenge of staying relevant in the rapidly evolving higher education landscape in response 

to new technologies, policies, and societal needs. Change management is the capacity of leaders to initiate, 

manage and sustain change in organizations (Umar et al., 2025). Strategic leaders minimize resistance to change, 

articulate the value of innovation, and develop enabling conditions for institutional changes. 

The interaction between universities and various stakeholders such as students, academic staff, government 

agencies, alumni, employers, industry partners, local communities etc. Stakeholder engagement is the process 

of establishing relationships with stakeholders for common goals (Liu et al., 2025). Managing communication 

and the involvement of stakeholders is a key element of strategic leadership that helps strengthen the legitimacy 

and performance of an organisation. 

Together, these dimensions allow leaders to foster innovative, adaptive, and long-term successful organizations. 

Organizational Performance in Universities 

Concept and Dimensions of Organizational Performance 

Organizational performance measures how well an organization is being managed and operated to meet the goals 

set by the organization. Prospects for performance in the corporate world are frequently assessed by economic 

metrics like profit, market share, and ROI (Return On Investment). But universities have wider goals of teaching, 

research, knowledge sharing and societal development (Owais & Kiss, 2025). Therefore, there is a 

multidimensional concept of organizational performance in higher education and quantitative and qualitative 

indicators must be taken into account. 

The performance of a university is a measure of how well it is able to use its resources to attain the academic, 

administrative, research and societal objectives of the university. It includes such things as student success, 

research production, institutional reputation, stakeholder satisfaction, innovation, and community impact 

(Suranta & Setyaningsih, 2026). The multi-dimensionality of the performance of a university requires a multi-

dimensional evaluation framework that reflects not only academic, but also non-academic performance. 

The results of good organizational performance help ensure sustainability, competitiveness and the relevance of 

the institution to society. The better universities do, the more attractive they become for investments in the future; 

the more successful they are, the more they can recruit great faculty members; they are more likely to have more 

students; they are more likely to have international partnerships; and they are more likely to participate in 

national development. 

Indicators of University Performance 

As the higher education institution is a complex institution, several indicators of organization performance have 

been created. The most commonly used indicators are summarized in Table 2. 
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Table 2: Key Performance Indicators (KPIs) in HEIs 

Performance Dimension Key Indicators 

Academic Excellence Graduation rates, accreditation status, quality of teaching 

Research Productivity Publications, citations, patents, research grants 

Institutional Reputation National and international rankings, stakeholder perception 

Staff Performance Employee productivity, retention rates, professional development 

Student Satisfaction Student engagement, learning experience, employability 

Community Engagement Outreach programs, partnerships, social impact initiatives 

Table 2 illustrates that organizational performance in universities goes beyond academic achievement, and 

encompasses research excellence, satisfaction of stakeholders and contributions to society. 

Academic excellence is defined as the quality of teaching, delivery of the curriculum, students' learning 

outcomes and accreditation results. This is one of the major indicators of university performance directly 

reflecting the university's educational mission (Asamoah et al., 2025). Research productivity refers to the 

creation and sharing of new knowledge in publications, citations, patents, grants and collaborative projects. 

Research output improves the visibility of the institution and plays a major role in the rankings and reputation 

of the university (Adetayo et al., 2022). Institutional reputation is the image concurred by stakeholders about the 

quality, credibility and prestige of a university. A good reputation brings in students, professors, sources of 

finance, and foreign partnerships (Purevsuren et al., 2025). 

Staff performance refers to the effectiveness of academic and non-academic staff, their commitment and 

productivity. Top performing staff play a part in excellent teaching, research and administrative effectiveness 

(Keltu, 2024). Student satisfaction contributes to the students' perceptions of the educational experience, learning 

environment, supporting services and overall experience at the University. Students who are satisfied are more 

likely to be successful academically and to recommend the school to their friends (Mendoza-Villafaina & López-

Mosquera, 2024). The universities have responsibilities to society, such as through community service, 

knowledge transfer, consultancy and partnerships. Engaging with communities reflects the relevance of 

institutions and their social responsibility. 

Organizational Culture 

Concept and Characteristics of Organizational Culture 

Organizational culture is the values, beliefs, assumptions, norms and practices that influence behaviour in an 

organisation. It is the sum total of the identity of organizational members and affects their work performance, 

decision making, and relationship management (Fietz & Günther, 2021). Organizational culture has been defined 

as “the way things are done” in an organization. 

Organisational culture is defined by some characteristics, first, culture is shared within the organization among 

members and offers a common frame of reference to interpret organizational events. Second, culture is learned 

and transmitted by socialization processes. Thirdly, culture shapes behavior by setting norms and expectations. 

Fourth, culture can change in response to leadership actions and environment changes; overtime, it tends to be 

stable (Fernandes et al., 2023). 

In universities, organizational culture exerts impact on academic values, professional ethics, communication 

modalities, innovation, collaboration and effectiveness of the university. A robust and positive culture fosters 
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commitment, trust, creativity and performance, while a weak or negative culture can negatively impact the 

organization's performance. 

Types of Organizational Culture 

The Cameron and Quinn Competing Values Framework is one of the most popular models for organizational 

culture. The framework categorizes the organizational cultures into four broad categories. The culture types are 

shown in Figure 2 and summarised in Table 3, which lists some of their main features. 

 

Figure 2: Types of Organizational Culture Based on the Competing Values Framework 

Table 3: Characteristics of Organizational Culture Types 

Culture Type Key Characteristics Leadership Style Organizational Focus 

Clan Culture Collaboration, teamwork, 

participation 

Mentor and facilitator Employee development 

Adhocracy 

Culture 

Innovation, creativity, flexibility Entrepreneur and 

innovator 

Growth and adaptation 

Market Culture Competitiveness, productivity, 

results 

Competitor and achiever Performance and 

outcomes 

Hierarchy 

Culture 

Formalization, stability, control Coordinator and 

administrator 

Efficiency and 

consistency 

The values of the clan culture are teamwork, trust, participation and employee development. In an organization 

with a clan culture, everyone acts as a member of an extended family and works together and supports each 

other. High employee commitment and effective knowledge sharing is generally seen in universities that have a 

http://www.rsisinternational.org/


Page 14844 

www.rsisinternational.org 

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume X Issue VI June 2026 
 

  

  

  

strong culture of clans (Vasumathi et al., 2025). Adhocracy culture involves innovation, experimentation and 

adaptability. Institutions that work on this culture nurture creativity and taking risks to deal with changing 

environments successfully. These cultures are especially valuable in universities that are in research (Shahin et 

al., 2025). These cultures are especially valuable in universities with a research focus where innovation is a must. 

Market culture focuses on competitiveness, productivity, and goal attainment. Organizations talk about tangible 

results and goals. Market culture can affect the priorities of universities such as rankings, research output, 

employment of graduates and satisfaction of stakeholders (Nderitu et al., 2021). Hierarchy culture has a strong 

focus on stability, established protocols, and regulations, along with enforcement structures. Such cultures can 

boost efficiency and consistency, but too much bureaucracy can stifle innovation and flexibility in universities. 

Organizational Culture in Nigerian Universities 

The culture of the Nigerian Universities is a blend of traditional academic values, bureaucratic administrative 

systems and new market-oriented practices. Many public universities historically have been hierarchical, 

wherein decision-making is centralised, formal processes are followed and people are under administrative 

control (Mtitu, 2025). These structures have helped to ensure institutional stability, but they have also been linked 

to slow decision making, lack of willingness to change and restricted innovation. 

The recent changes in the higher education in Nigeria have promoted more collaborative and performance-based 

cultures. Rapidly changing competition among universities, demand for accountability, internationalization and 

technological developments have pushed universities to prioritize innovation, engagement with stakeholders, 

and performance improvement (Ogbaga et al., 2022; Moshtari & Safarpour, 2023). Thus, it is becoming more 

apparent in many universities that aspects of the clan culture, adhocracy, and market culture are emerging. 

But issues like money shortages, industrial conflicts, political tensions and governance restrictions still impact 

on organizational culture in the industry. The role of strategic leadership is therefore, pivotal in the development 

of positive institutional cultures that promote academic excellence, research productivity, employee commitment 

and institutional sustainability (Mohammed et al., 2025). University leaders can have a significant impact on 

improving University performance and long-term institutional success by fostering cultures of trust, innovation, 

collaboration, and accountability. 

THEORETICAL REVIEW 

Organizational leadership, organizational culture and organizational performance are interrelated constructs, 

which have been studied extensively in the organizational and management literatures from many perspectives 

(Jimoh, 2025). Theories serve as a basis to conceptualize the impact leadership can have on the outcomes of 

organizations and how it affects them. HEIs, especially the universities in Nigeria, have an important need to 

understand these theoretical positions, as a university is located in a complex world of funding limitations, 

technological advances, globalisation, policy changes and ever-changing expectations from stakeholders 

(Adewale & Ghavifekr, 2025). This review is based on four main theories: Upper Echelons Theory, Resource 

Based View (RBV), Transformational Leadership Theory and Organizational Culture Theory. These theories are 

combined to provide an understanding of the role of strategic leadership in an organisation's performance and 

the role of organisational culture as a mediating mechanism in the relationship.  

Upper Echelons Theory 

López-Muñoz and Escribá-Esteve (2017) have developed the Upper Echelons Theory to account for the 

relationship between organizational outcomes and the traits and choices of top-level management. It proposes 

that organisations are a reflection of their senior executives as their strategic choices are influenced by their own 

experiences, values, personalities, cognitive skills and perception of the environment. The theory suggests that 

leaders process and interpret organizational realities, which impacts decisions on strategy and organizational 

results. 
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The theory came about because they realized that the performance of the organization is not comprehensible 

without a focus on the people making strategic decisions. Leaders have varying experiences and backgrounds, 

leadership styles and values that influence the development of strategies and reactions to environmental 

challenges (Liden et al., 2024). For this reason, different people may be able to run different organizations with 

varying degrees of success. 

In HEIs, vice-chancellors, rectors, provosts, deans and heads of department are key decision makers who have 

a major influence on the direction of the institution. These choices affect the allocation of resources, academic 

programs, research priorities, staff development programs, governance and stakeholder relations (O’Meara & 

Petzall, 2007). These decisions have an impact on both organizational culture and institutional performance. 

The first stage of the integrated framework presented in Figure 3 (strategic leadership dimensions: strategic 

vision, decision-making capability, human capital development and change management, and stakeholder 

engagement) mirrors the relevance of Upper Echelons Theory to this review: strategic leadership dimensions are 

the drivers of organizational culture and performance (Tran & Khoa, 2025). The theory, therefore, gives a solid 

base to comprehend the effect of the role characteristics of leadership on organizational outcomes in Nigerian 

universities. 

 

Figure 3: Integrated Theoretical Framework Linking Strategic Leadership, Organizational Culture, and 

Organizational Performance 

Resource-Based View (RBV) 

Resource Based View (RBV) theory proposes that an organisation's ability to be sustained, competitive and 

successful relies on the possession and development of valuable resources that are rare, inimitable and non-

substitutable. RBV is different from theories placed emphasis on the external environment of the organization 

because the former emphasizes internal resources of the organization as the major determinants of performance 

(Mailani et al., 2024).vRBV sees organizational resources as either tangible or intangible resources. Tangible 

resources would involve physical facilities, technology and financial resources, while intangible resources would 

involve knowledge, leadership ability, organizational culture, reputation and intellectual capital (Kero & Bogale, 

2023). The theory implies that if companies have unique and hard-to-replicate resources, they are more likely to 

perform better than other companies. 
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Strategic leadership and organizational culture are important intangible resources in HEIs. Good leadership 

promotes adaptability, innovation, and stakeholder trust within an organization, and a positive culture creates a 

commitment, collaboration, knowledge-sharing and organizational effectiveness among employees (Jerab & 

Mabrouk, 2023). They are hard to imitate by competing institutions because they are organic and develop over 

time based on unique experiences and interactions within organizations. The RBV perspective is directly aligned 

with the role of organizational culture in Figure 3. The framework proposes that strategic leadership plays a role 

in building effective organizational cultures that feature trust, innovation, collaboration, accountability, and a 

learning orientation. These cultural features are then used as organizational assets which in turn improve 

organizational functioning. Thus, it can be concluded that the academic excellence, research productivity and 

institutional sustainability rates of universities with good leadership and positive culture can be explained by 

RBV. 

Moreover, RBV underscores the significance of investing in human capital development. As the universities are 

dependent on intellectual resources, those leaders who invest in training their staff members, Research and 

Development, knowledge management are more likely to improve the competitiveness and performance of their 

institutions. 

Transformational Leadership Theory 

Transformational Leadership theory states that the leader is the one who can motivate followers to go beyond 

their personal interests and collaborate as a team to reach organizational objectives. The key competencies of a 

transformational leader are the ability to develop engaging visions, inspire innovation, engender trust, and 

promote personal growth (Hernandez et al., 2026). The theory has four key aspects of transformational 

leadership: Idealized influence, Inspirational motivation, Intellectual stimulation, and Individualized 

consideration. Leaders are role models through idealized influence, which is defined by the way those in 

authority behave so as to earn the respect and trust of others. Inspirational motivation is about conveying a vision 

that inspires and motivates commitment and enthusiasm (Jun & Lee, 2023). Intellectual stimulation promotes 

creativity, critical thinking and innovation, and individualized consideration is mentoring and supporting 

employees' professional development. 

The theories of transformational leadership are more applicable to universities because knowledge creation, 

innovation and intellectual development are key drivers of the University. A major challenge for the effective 

university leader is to encourage faculty, researchers and administrators to strive for excellence in teaching, 

research, and community service in the face of many institutional difficulties (Crawford et al., 2026). The theory 

also directly explains the relationship between strategic leadership and organisational culture, as seen in Figure 

3. Transformational leaders shape organizational values, beliefs and norms by their behaviors and interactions 

with organizational members. Leaders fostering positive organizational cultures do so by building trust, 

promoting innovation, collaboration and shared commitment, and achieving institutional goals. Thus, the 

organizational culture serves as a channel of leadership impact on organizational performance (Crawford et al., 

2026). 

Transformational leadership is of significant value in the Nigeria context of universities as some of the challenges 

universities encounter include lack of adequate funding, lack of infrastructure, industrial conflicts and resistance 

to change. Leaders who are capable of inspiring commitment, encouraging innovation, and facilitating 

institutional change will be more likely to affect sustainable institutional improvement. 

Organizational Culture Theory 

Organizational culture is "a complex pattern of shared assumptions, beliefs, values, and norms established over 

time by the members of an organization. The following common beliefs affect how staff members see the world, 

interpret issues, and communicate with each other. The first level is the artifact, something that can be seen 

evidence of culture-like structures, symbols, rituals and observable behaviors (Bogale & Debela, 2024). The 

second level corresponds to espoused values, which are the stated values, goals and philosophies which direct 

organizational actions. The deepest level is fundamental assumptions, beliefs that are not conscious and 

fundamental in organizational behaviour and decision making (Vasumathi et al., 2025). 
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Organizational Culture Theory focuses on the impact of culture on the organization's functioning, from 

communication and collaboration to innovation, decision making, employee engagement and results. Good 

culture fosters employee engagement, organizational learning, and adaptability, while bad culture may hinder 

organizational effectiveness (Crawford et al., 2026). This study's organizational culture as mediator is directly 

based on the theory of Organizational Culture. Organizational culture is in a central role between strategic 

leadership and organizational performance as shown in Figure 3. Organizational culture is formed by the 

decisions, actions, and priorities of strategic leaders, which affect the level of attainment of organizational goals, 

and institutional goals in turn can affect organizational culture. Culture therefore becomes the link between 

leadership practices and organizational outcomes. 

Relevance of the Theories to Nigerian Universities 

The four theories discussed are complementary in providing the perspectives for understanding leadership and 

organizational effectiveness in universities in Nigeria. According to Upper Echelons Theory, the leadership of 

these universities has a direct impact on the strategic choices and institutional outcomes. This is especially 

significant given the governance inefficiencies, funding challenges and policy uncertainties that many Nigerian 

universities face, which call for effective leadership responses (Carpenter et al., 2004). The Resource Based 

View focuses on the intangible resources of an organisation, including its leadership competency, organisational 

culture, its reputation in the industry and its intellectual capital (Mailani et al., 2024). Universities increasingly 

look at these resources to measure institutional success as they compete for students and research funding, 

international partnerships and academic recognition. 

Transformational Leadership Theory is also relevant since there is a need for an educational transformation in 

Nigerian universities to tackle new educational problems. Institutional development and competitiveness require 

leaders who can inspire innovation, promote collaboration and foster change (Adebola, 2025). Organizational 

Culture Theory helps us understand how institutional values, norms and assumptions impact organizational 

effectiveness. The organizational culture is a factor contributing to many challenges in Nigerian Universities 

such as; bureaucratic rigidity, resistance to innovation, poor accountability mechanism, etc (Ibrahim & Abiakam, 

2020). So, it is an imperative to know about cultural dynamics to enhance the performance of the institutions. 

Theoretical Integration 

Although each theory contributes unique insights, none independently provides a complete explanation of how 

strategic leadership influences organizational performance. Therefore, this review adopts an integrated 

theoretical framework that combines the strengths of all four perspectives.  

Upper Echelons Theory explains how leadership characteristics and strategic decisions influence organizational 

direction. Transformational Leadership Theory explains how leaders inspire employees and shape organizational 

values and behaviors. Organizational Culture Theory explains how these values and behaviors become 

embedded within institutional culture and subsequently influence organizational functioning (Adebola, 2025). 

Finally, the Resource-Based View explains how leadership capabilities and organizational culture become 

strategic resources that contribute to sustained organizational performance. 

As illustrated in Figure 3, strategic leadership serves as the independent construct comprising strategic vision, 

decision-making capability, human capital development, change management, and stakeholder engagement. 

These leadership dimensions influence organizational culture by fostering shared values, collaboration, trust, 

accountability, innovation, and learning orientation (Jimoh, 2025). Organizational culture then acts as a 

mediating variable that influences key dimensions of organizational performance, including academic 

excellence, research productivity, institutional reputation, staff performance, student satisfaction, and 

community engagement (Mohammad et al., 2024). 

The integrated framework presented in Figure 3 therefore provides a holistic explanation of the mechanisms 

through which strategic leadership contributes to organizational effectiveness in Nigerian universities. It 

recognizes that leadership influences performance not only through direct actions and decisions but also through 

the development of organizational cultures that support institutional excellence, adaptability, and sustainability. 
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EMPIRICAL REVIEW 

Empirical studies examining strategic leadership, organizational culture, and organizational performance have 

increased significantly over the past two decades. Researchers across different sectors and geographical contexts 

have sought to understand how leadership practices influence organizational outcomes and the role 

organizational culture plays in this relationship. Within HEIs, these constructs have attracted growing attention 

due to increasing demands for accountability, competitiveness, innovation, and institutional sustainability 

(Obeng-Kyereh, 2026).  

Strategic Leadership and Organizational Performance 

Evidence from Developed Countries 

In the United Kingdom, Kebede et al. (2024) found that the strategic leadership positively affected the 

performance of schools and universities by helping to build institutional vision, strategic planning, and 

stakeholder engagement. They found that leaders who communicated their strategic goals and connected 

institutional resources to those goals were more effective in their organizations. Likewise, Davis (2024) noted 

that strategic leaders drive improvements in organizational performance through their ability to foster 

organizational learning, adaptability and strategic thinking. Their results indicated that adaptive and visionary 

leadership in institutions was more conducive to meeting challenges of environmental uncertainty and 

competition. 

Ashkevari and Ghasemi (2023) carried out research in North American organisations that also illustrated the link 

between strategic leadership and both short-term operational efficiency and long-term sustainability of the 

organisation. The findings of the study revealed that the leadership behaviors of strategic vision, innovation and 

human capital development had a significant positive impact on the organizational performance indicators. In 

higher education, Riza et al. (2025) conducted a study in universities in Europe and concluded that strategic 

leadership improved academic performance, staff motivation, research productivity and institutional reputation. 

The study found that university leaders who fostered participation, innovation and collaboration performed better 

in terms of the organizational outcome. 

As a whole, the findings from developed countries indicate that strategic leadership has a significant impact on 

the organization's performance through the processes of innovation, employee commitment and linking the 

resources of the organization to the strategic goals. 

Evidence from Developing Countries 

In developing countries, strategic leadership has also been found to have a positive relationship with 

organizational performance in research. Yet, in many of these studies, contextual issues like resource scarcity, 

governance constraints, and institutional instability are included that impact the effectiveness of leadership. 

Their study Mohammed (2026) in the public institutions of Kenya revealed that strategic leadership had a 

significant impact on organizational performance in the areas of strategic planning, empowerment of employees 

and effective use of resources. Institutions with good leadership showed greater level of service delivery and 

operational efficiency.cThe result of the study conducted by Altynbassov et al. (2024) in Malaysian HEIs 

confirmed that strategic leadership had a positive effect on the performance of the institution due to improved 

innovation, cooperation of the stakeholders and the commitment of the employees. The results highlighted the 

need for leadership in change management and maintaining competitiveness in an organization. In South Africa, 

Nkomo and Kriek (2011) found that strategic leadership was a factor that enabled the sharing of knowledge, 

employee engagement and adaptability of the organization in order to become effective. The study emphasized 

the need for the leadership competencies in solving institutional problems in emerging economies. 

Likewise, research in India and Ghana has shown that strategic leadership has a positive impact on organizational 

performance through fostering innovation, alignment, and resilience of organizations. This means that strategic 
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leadership is still an important determinant of performance, irrespective of geographic location, but that 

contextual factors might affect the size of the effects. 

Evidence from Nigerian Universities 

Researchers in the Nigerian higher education sector have investigated the effect of leadership on institutions 

performance, some of these studies are briefed below.cThere are several studies that have looked at the effect of 

leadership on institutional performance in the Nigerian higher education sector, some of these studies are briefly 

summarised below. The majority of the studies show the positive correlation between strategic leadership and 

university effectiveness, university productivity and organizational sustainability. 

According to Daramola (2025), strategic leadership practices had a significant effect on staff productivity and 

institutional performance in some of the Universities among the Nigerian Universities. The study found that 

strategic planning, employee development, and participatory decision making were strategies leaders reported 

using that led to better organizational outcomes. 

Again, Jinga et al. (2024) found leadership effectiveness to have a positive impact on research productivity, 

commitment of employees, and institutional reputation in public universities. The authors recommended that 

leadership ability continues to be one of the critical factors for achieving success in universities in Nigeria. 

Another study conducted by Wahyuningtyas et al. (2024) also found that strategic leadership positively affected 

academic excellence and administrative efficiency by enhancing means of communication, engaging with 

stakeholders, and managing change. The results highlighted the need for visionary leadership to solve problems 

facing universities in Nigeria. 

While these are all positive results, some research suggests that Nigerian universities are plagued by poor 

funding, political interference in governance, bureaucracy and political issues that limit the effectiveness of 

leadership. The factors underscore the importance of leadership practices that can create organizational cultures 

that promote institutional effectiveness. 

Strategic Leadership and Organizational Culture 

Leadership Influence on Culture Formation 

There is ample literature that has emerged that suggests that leaders have a critical role in the development of 

organizational culture. Organizational culture is shaped by leadership actions, decisions, values, communication 

and behavioural expectations. Leaders shape the culture by setting organizational priorities, setting norms, 

allocating resources and rewarding desired behaviors. 

Jerab and Mabrouk (2023) insisted that culture and leadership go hand-in-hand as culture is formed when leaders 

establish and reinforce organizational values, which then become ingrained as the organization's culture. 

Assumptions and beliefs influence employee actions and decisions and are formed by repeated actions and 

decisions under the leadership of the employee. This view is supported through empirical studies. Leadership 

styles were shown to have a significant impact on organizational culture in a variety of industries by Vasumathi 

et al. (2025). Organizations with participative and transformational leaders were more likely to have cultures 

that were built on trust, innovation and collaboration. In the same way, Iddrisu (2025) documented that leadership 

behaviours had a strong effect on the culture and attitudes of employees within the organisation. The results 

indicated that communication and employee involvement-initiating leaders fostered stronger and more positive 

organizational cultures. 

In HEIs, the leadership has been demonstrated to have an impact on academic norms, academic practices, 

governance structure, and the values of the institution. The university leadership thus has a pivotal role to develop 

cultures that foster academic excellence and organizational efficiency. 
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Strategic Leadership Practices and Cultural Transformation 

Strategic leadership is not just about creating culture, it is also about doing the transformation of the culture. In 

times of change, business units may need to experience a culture shift to be competitive and effective. Strategic 

leaders help to lead this transformation by bringing in new values, innovations and making organizational culture 

more in sync with strategic goals. 

Jerab and Mabrouk (2023) revealed that the transformational aspects of leadership have a strong effect on 

cultural change through three dimensions: shared vision, trust and employee commitment. Well-led organizations 

with clear strategic direction are more likely to be on successful transformation. Cultural transformation is 

gaining importance in universities in the context of globalization, technological development and shifting 

stakeholder expectations. It has been found that strategic leaders who foster innovation, learning and teamwork 

are more successful in building adaptive organizational cultures (Kero & Bogale, 2023). 

Moreover, studies in African universities also reveal that leadership-induced cultural shift positively influences 

employee satisfaction, productivity and competitiveness of the institution. The results further validate the need 

for strategic leadership as a facilitator of cultural change and organizational renewal. 

Organizational Culture and Organizational Performance 

Culture as a Driver of Institutional Effectiveness 

There are many empirical studies that have established the relationship between organizational culture and 

organizational performance as one of the major factors. Culture impacts on employee behaviours, motivation, 

commitment, communication and innovation and therefore also on institutional effectiveness. 

Tsai (2011) determined that organizational cultures with high scores on involvement, consistency, adaptability 

and mission orientation were correlated with high organizational performance. They found that high cultures 

improve employee engagement and organizational performance. Likewise, Flamholtz and Randle (2012) have 

found that firms with adaptive cultures routinely earn higher returns than firms with rigid or dysfunctional 

cultures. The authors found that culture is a key area of sustainable competitive advantage. 

Within HEIs, organizational culture has an impact on the quality of teaching, research productivity, 

administrative efficiency, and satisfaction of stakeholders. An open, flexible, and supportive culture is associated 

with improved academic performance and operation within a university. 

Evidence from the HE Institution 

The research conducted in universities shows a positive relationship between the organizational culture and the 

performance of the institutions in a continuous manner. Alkhodary (2023) reported that educational institutions 

with clan and adhocracy cultures were more innovative, more satisfied among employees, and were more 

effective institutions. Ibrahim (2025) found that organizational culture had a significant effect on student 

satisfaction, faculty productivity and institutional performance. Those universities with a collaborative and 

supportive culture had better performance results. Likewise, Morales-Huamán et al. (2023) discovered that the 

organizational culture influenced the adaptability of the institution, the effectiveness of its leaders, and the 

success of the institution's strategy. The study highlighted organizational culture in harmony with the institutional 

goals. 

Research at African universities has also shown that positive organizational cultures are associated with better 

staff commitment, better student results and higher research productivity. The results indicate that culture is still 

an important determinant of the performance of the university in various settings. The organizational culture was 

presented as a mediator in this study. In this study the organizational culture was introduced as a mediating 

variable. 
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Organizational Culture as a Mediating Variable 

Empirical Evidence of Mediation Effects 

Empirical research on organizational culture as a mediating factor between leadership and performance has been 

a growing area of recent study. It is assumed that leadership affects organizational outcomes indirectly through 

organizational culture. Ginting et al. (2024) discovered that organizational culture partially played a role between 

leadership style and organizational performance. They found leadership behaviours had a strong effect on 

performance by impacting on employee attitude and organisational values. Similarly, Kamaluddin et al. (2026) 

reported that organizational culture mediated the effects of transformational leadership on organizational 

effectiveness. The results showed a significant positive influence of leadership developed cultures on employee 

performance and organizational results. In tertiary education institutions, it has been found that strategic 

leadership has a positive impact on academic performance and institutional effectiveness as a result of creation 

of supportive organizational culture. Universities with great leadership and positive cultures are found to have 

better performance outcomes. The findings of this study offer evidence for the concept of organizational culture 

as a mediator between strategic leadership and organizational performance that was suggested in this review. 

DISCUSSION AND SYNTHESIS OF FINDINGS 

The evidence from the previous sections shows that strategic leadership, organizational culture and 

organizational performance are highly interrelated concepts that have significant impact on the effectiveness and 

sustainability of HES (Akinwale et al., 2023). The strategic leadership literature consistently shows that strategic 

leadership impacts the success of organizations by means of institutional vision, effective decision making, 

human capital development, engaging with stakeholders, and managing change, in both developed and 

developing countries. The results further show, however, that leadership does not directly affect organizational 

performance. Instead, organizational culture functions as a key intervening mechanism between leadership 

practices and institutional outcomes (Adebola, 2025). The synthesized relationship among these constructs is 

presented in figure 4 which shows the relationship between strategic leadership and organizational culture and 

the relationship between organizational culture and organizational performance.The review also shows that 

although many researchers have studied the leadership and culture-organisation relationship and its direct effects 

on organisational performance, few studies have looked at how organisational culture acts as a mediator between 

leadership and performance especially in the Nigerian universities (Daramola, 2025).  

 

Figure 4: Synthesized Relationship among Strategic Leadership, Organizational Culture, and 

Organizational Performance 
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Strategic Leadership Practices in Nigerian Universities 

The literature reviewed shows that strategic leadership is still one of the most crucial factors for the success of 

institutions in Nigerian universities. The context in which the leaders of universities are operating is becoming 

more complex than ever, with financial restrictions, technological changes, globalization, policy uncertainty, 

infrastructure gaps, and evolving expectations of stakeholders (Ibrahim, 2025). In these situations, good 

leadership is critical for guaranteeing institutional adaptability, competitiveness and sustainability. The results 

show that the key to effective university management is to establish a clear long-term vision and connect the 

work of the university with the long-term goals. Strategic vision is about direction and predicting future 

challenges and opportunities (Mohammed, 2026). Institutions with visionary leaders tend to be better prepared 

to enact reform, recruit resources, enhance academic quality, and build their stakeholders' confidence. 

Another key finding is regarding decision making skills. Good leaders use evidence to make decisions that are 

transparent, accountable and effective at supporting institutional effectiveness. Strategic decision making is 

important in Nigerian universities because governance problems and limited resources are so prevalent that it is 

important to prioritize investments, manage risks and reach institutional goals (Okeke & Elegbede, 2024). The 

review also emphasizes the importance of human capital development. Universities are knowledge intensive 

institutions that rely greatly on the productivity and quality of academic and administrative staff. Leaders who 

make a high investment in staff development, research support, mentorship, and staff professional training make 

a significant contribution to institutional performance (Nkomo & Kriek, 2011). These investments lead to better 

staff competency, motivation and commitment, which in turn contribute to better teaching, research output and 

service provision. 

In addition, the results indicated that good change management is fast becoming a critical thing in Nigerian 

universities. As technology rapidly evolves, organizations are forced to keep adapting their processes and 

strategies to meet the new demands of digital transformation and changing educational needs (Umar et al., 2025). 

Leaders who successfully lead change establish culture, nurture innovation, learning in the organisation and 

continuous improvement. 

A stakeholder engagement was also identified as a key leadership practice. Universities engage with a variety of 

stakeholders such as students, staff, alumni, government, industry, accreditors and local community. 

Collaborative relationships with these stakeholders by strategic leaders contribute and strengthen institutional 

legitimacy, resource mobilization, and effectiveness. 

Influence of Organizational Culture on Institutional Outcomes 

The review also highlights the significant impact that organizational culture has on institutional results in HEIs. 

Organizational culture influences behaviours of employees, decision making process among employees, 

communication between employees and organizational priorities. Therefore, culture is a very strong influence 

on the effectiveness and sustainability of institutions (López-Muñoz & Escribá-Esteve, 2017). The results show 

that generally, universities that have positive organizational cultures have higher levels of employee 

commitment, innovation, collaboration, and productivity. Clan cultures foster a sense of community, teamwork, 

and trust among employees, which can lead to improved job satisfaction and cohesion. Adhocracy cultures 

promote innovativeness and creativity, crucial traits of research and institutional flexibility (Kebede et al., 2024). 

Market-oriented cultures value performance, accountability, and competitiveness, and hierarchy cultures add to 

stability and procedural consistency. 

Indeed, the review indicates that overly hierarchical system can limit flexibility and innovation. A significant 

number of public universities in Nigeria remain to be operated in a highly bureaucratic setting where decision 

making is centralised and administrative process is rigid. These cultures can limit creativity, hinder the ability of 

institutions to react to change, and decrease employee engagement (Iddrisu, 2025). The research findings indicate 

that higher performing universities tend to have a combination of stability and flexibility. Collaborative, 

accountable, innovative, and learning institutions are more likely to be distinguished by their academic 

excellence, research productivity, student satisfaction, and stakeholders' confidence. 
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The results also revealed a significant impact of organizational culture on organizational performance in almost 

all of its aspects (Ginting et al., 2024). Values, norms and behaviors that are internalized in the organizational 

culture influence research productivity, the reputation of the institution, staff effectiveness, community 

engagement, and students' outcomes. As such, culture is not just a characteristic of an organization, but a strategic 

asset that can contribute to improving institutional competitiveness and sustainability. 

Mediating Role of Organizational Culture 

The most important results that have emerged from this review, is the existence of organizational culture as a 

mediator between strategic leadership and organizational performance. The findings indicate that leadership 

affects organizational performance beyond the direct effect of its strategic actions, but also by creating 

organizational values, beliefs, and practices that affect employees and the functioning of the organization 

(Carpenter et al., 2004). Strategic leadership impacts organizational culture through strategic vision, strategic 

decisions making, human capital development, change management and stakeholder engagement, as shown in 

Figure 4. These leadership behaviours foster cultural traits like trust, accountability, innovation, collaboration, 

learning orientation and shared commitment. 

These attributes of culture shape an organization's performance when they're in place, through their impact on 

employee motivation, knowledge sharing, learning and operational effectiveness. Thus, organizational culture 

serves as a mechanism that brings leadership initiatives to produce tangible outcomes in institutions 

(Altynbassov et al., 2024). The review confirms previous studies which showed that organizational culture is an 

important mediating factor between leadership and performance. Positive culture in universities is associated 

with better performance, even in tough situations (Adewale & Ghavifekr, 2025). However, the outcomes of 

leadership initiatives can be less than optimal if an organization's culture is not receptive to change or if it does 

not align with institutional goals. 

This is a significant finding in the area of university management. It implies that while leadership intervention 

to enhance policies, structures, or procedures can be important, it is not enough without interventions to develop 

organizational cultures that support it. Thus, besides strategic planning, leaders must also turn their attention to 

cultural development and transformation to improve institutions sustainably. 

Emerging trends and future directions 

The review highlights some trends that are changing the landscape of leadership and the organizational culture 

in HEIs. The spotlight on digital leadership is one of the trends. The use of digital technologies in teaching, 

learning, research and administration demands leaders who are able to lead technological change and promote 

innovation and adaptability (Asamoah et al., 2025). One of the new phenomena is the increasing significance of 

participatory and collaborative leadership. These days, the importance of shared governance, including the 

involvement of stakeholders and distributed leadership, to improve institutions' effectiveness is being 

increasingly acknowledged by contemporary universities. These approaches help to foster inclusive cultures of 

trust, engagement and collective responsibility within organizations. 

Internationalization is also a major trend that is affecting the leadership and culture of universities (Adebola, 

2025). The leaders need to foster cultures that are conducive to diversity and inclusiveness, as well as global 

competitiveness, especially as institutions look for partnerships worldwide, international students and research 

collaborations. The review also emphasises the growing significance of organisational resilience. In the context 

of economic instability, a public health crisis, technological disruption, and policy changes, universities are faced 

with uncertainties. An adaptive, innovative, and learning culture is thus a strategic priority for leaders to create. 

Longitudinal relationships between Strategic leadership and organizational culture, and between organizational 

culture and organizational performance in Nigerian Universities should be investigated in future. Collaborative 

research between public and private institutions might be able to draw useful lessons from differences in context 

that impact on the effectiveness of public institutions (Bogale & Debela, 2024). Additionally, emerging models 

of leadership and their impact on the culture of an organization in digital transforming teaching and learning 
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settings should be investigated. The findings of the synthesis strengthen the argument that organizational culture 

is an important link between strategic leadership and organizational performance.  

CONCLUSION 

The focus of this review was to investigate the relationship between strategic leadership and organizational 

performance in Nigerian universities, bearing strategic organizational culture in mind. The study theoretically 

drew on literature and empirical studies to examine the relationship that exists between leadership practices and 

organizational culture, and how culture influences institutional outcomes. The review was able to integrate the 

evidence from developed countries, developing countries and the higher education sector in Nigeria in order to 

gain a holistic perspective of the interactions between these constructs. The results reveal that strategic leadership 

is fundamental for improving the performance of the organization in the following aspects: strategic vision, 

effective decision making, human capital development, change management and stakeholder engagement. Such 

leaders have an advantage in navigating the rough seas of universities in an increasingly complicated and 

dynamic world, and are better equipped to grow and sustain their institutions. The review also shows, however, 

that leadership is not enough to ensure an organization's success. The leadership effectiveness is highly 

dependent on the organizational culture in which they work. Organizational culture was found to be an important 

factor that affects institutional effectiveness and a key factor by which leadership impacts institutional 

performance. Trustful and collaborative cultures, cultures of innovation, culture of accountability, culture of 

learning orientation have positive impact on academic excellence, research productivity, institutional reputation, 

staff performance, student satisfaction and community engagement. On the other hand, institutions in a culture 

with too much bureaucracy, not enough accountability, and an aversion to change can stymie institutional 

development. The review also emphasizes the need to regard organizational culture as a strategic asset for 

creating sustainable competitive advantage. Fostering positive organizational cultures can boost staff 

engagement, enhance the adaptability of the university, and promote organizational performance. The theoretical 

framework that was integrated in this review is found that organizational culture is a type of bridge between 

strategic leadership and organizational performance. In terms of practice, the study shows the importance of 

leadership development programs, cultural transformation programs and supportive policy frameworks in 

Nigerian universities. Institutional effectiveness and competitiveness in the international higher education 

market can be greatly enhanced by enhancing leadership capabilities and creating an organizational culture that 

emphasizes performance. The review has confirmed the importance of strategic leadership and organizational 

culture in driving organizational performance in Nigerian universities. The ability of an institution to be 

sustainable depends on the evolution of its visionary leadership, on its organizational culture's support, and on 

the enabling policy environment. Further research is needed to examine these connections in greater depth and 

complexity through more systematic and contextually relevant research designs and methods in order to 

contribute to knowledge and evidence-based decision making in higher education. 
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