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ABSTRACT 

The strategy of an organization reflects the probable ways to achieve the objectives of the organization. 
Successful organization is the result of effective implementation of organizational strategy and 
leadership. The study has examined the relationship between organizational strategy and leadership 
to achieve performance effectiveness and objectives of the organization. In this paper, extensive studies 
are conducted on different peer reviewed journals which is based on leadership and organizational 
strategy with performance. The findings of different authors are taken into consideration to show the 
cause effect relationship between organizational strategy and performance. This study establishes 
different proposition and validated those proposition with the analysis of different findings of 
different authors. 
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INTRODUCTION 

The success of an organization depends on the adaptation 
of organizational strategy and leadership styles by the top 
management and executives of the organization with the 
changing environment. Leadership remains an art of 
corporate organization. Leadership has emerged as the 
most widely studied aspects of the organizational issue 
for performance effectiveness with the implementation of 
organizational strategy. Interest in strategic leadership 
has been increasing in recent years (Finkelstein & 
Hambrick, 1996; Hitt & Ireland, 2002; Zaccaro & Klimoski, 
2001). Effective performance requires a cooperative effort 
by multiple leaders in an organization. Leadership is the 
art of getting things done by others through coordinated 
efforts. That is why it is being assumed that leadership 
strategies will translate into the subordinate’s 
performances and the achievement of success by the firm 
(Sunday et al., 2014). An effective organizational strategy 
will identify the leadership style that will accelerate the 
growth of the organization. A strategy is the actions of 
people of the organization that are taken by the leader of 
the organization to accomplish objectives (Caroline, 2002). 
According to Peter Drucker “leadership is all about 
results”. The relationship between leaders and workers or 
workers’ performances is significantly influenced by the 
leadership style adopted by the leader. According to 
Michael (2011) leadership has a direct cause and effect 

relationship between organizations and their success. 
Leaders determine values, culture, change tolerance and 
employee motivation with strategies to achieve the 
objectives of the organization. This paper will present an 
integration of leader ideas, strategic thinking with the 
organizational strategy to reach performance efficiency. 
Performance efficiency of an organization is defined as the 
extent to which it can survive, perform its objectives and 
maintain favorable earnings, financial resources, and asset 
value. Effectiveness of the organization depends on three 
primary performance determinants; (1) Efficiency and 
process reliability, (2) human capital and (3) adaptation to 
the external environment. The performance determinants 
are influenced by the decision and actions of leaders 
which are known as leadership styles (Yukl, 2008).  

Problem statement 

Every organizations wants to be successful in this 
competitive world. They formulate plan, strategy, 
policies, and programs to reach the goals. They also set 
leadership strategy for the organization. But matching 
between leadership and organizational strategy always 
remain uncovered in most of the organization in achieving 
performance efficiency. This study will examine how the 
relationship between leadership and organizational 
strategy can improve performance efficiency. 

mailto:habib.nstum@gmail.com
https://doi.org/10.18034/abr.v9i1.221


Rahman et al..: Relationship between Organizational Strategy and Leadership Style in Performance Efficiency                                                                                                                  (17-22) 

Page 18                                                                                                                                                            Asian Business Review ● Volume 9 ●Number 1/2019 

Objectives of the study 

The Primary objectives of the study are to find out the 
relationship between organizational strategy and 
adopting leadership style by the organization for 
performance efficiency of the operations. The study also 
has some secondary objectives: 

 To find out the impact of organization’s strategies in 
achieving the desired performance. 

 To determine the importance of selecting leadership 
styles by organization’s strategies. 

 To examine how performance efficiency can be 
achieved through leadership choice. 

 To establish strategies for choosing leadership style to 
meet performance goals. 

LITERATURE REVIEW 

Organizational strategies show the path to achieve the 
objectives of the organizations. On the other hand, 
leadership is a management skill which involves the 
ability to encourage a group of people to common goals. 
According to Michael (2011) leadership has a direct cause 
and effect relationship upon organizations and its success. 
Most of the empirical studies on leadership effectiveness 
during the past half-century involved middle or lower-
middle managers rather the top management of the 
organization (Yukl, 2006). The research conducted during 
the past half-decade was on how an individual leader can 
influence workers to work more or perform better than 
initially expected. During the past, most of the empirical 
research on leadership behavior was gained by the 
theories of chrematistic and transformational leadership 
(Bass, 1985).  A large number of studies indicate that 
transformational leadership behavior can accelerate 
motivation and performance of subordinates. According 
to Bass (1985), there are four dimensions of leadership that 
are used to accomplish the transformation of 
subordinates, of the organization, attributed charisma and 
idealized influence, inspired motivation, individualized 
consideration, and intellectual stimulation. A 2008 study 
found that only 36 percent of the surveyed companies 
found prepared to fill leadership position immediately 
(Harvard Business Review, June 2009). Deal & Kennedy 
believes that the roles of the leadership are key while 
addressing the issue of organizational change and 
effective leader can bring effective change for an 
organization (Deal & Kennedy, 2000). Leader thinks 
strategically for performance effectiveness. Contingency 
theories argued and the empirical studies concurred that 
the effectiveness of an organization is influenced by the 
“degree of fit” between the requirement of the 
environment and the characteristics of an organization. 
The extent to which a leader makes appropriate changes 
in strategies and tactics provides another indicator of 
flexible and adaptive leadership (Yukl, 2008., pp. 81-93). 

Organizations performance determinants have been 
studied for several decades and, theory of management, 
and organization are a central topic in the literature 
(Melcher, 1967; Katz and Khan 1978; Mintzberg et al., 
1976). The literature on corporate strategy (Wernerfelt and 
Barney, 1991; Teece, et al. 1997) and many practitioner-
oriented books on studies of effective firms also provided 
insights about the determinants of organizational 
performance.  

The efficiency of the organization can be improved with 
the stability of the operation for a definite time. Leading 
contribution to performance efficiency with the proper 
implementation of organizational strategies are studied 
by Miles et al.’s (1978) in strategic types (Prospectors, 
Analyzers, Defenders and Reactors) in set of generic 
strategies” (Cost Leadership, Differentiation and Focus) in 
high-performance “gestalts. There are many ways for 
improving performance efficiency, and they include 
redesigning work processes, using new technology, 
reducing the cost of energy or materials, reducing excess 
inventory and reducing the cost of labor (Yukl, 2008). 

METHODOLOGY OF THE STUDY 

The aim of research methodology is to give the plan of work 
to conduct research. There are two ways of conducting 
research. The first one is empirical research or study which 
is based on data collection and analysis of data for the 
research purpose that will fulfill the hypothesis developed 
by the researcher. Another form of research is conceptual 
research which focuses on the concept or theory that 
describes the phenomenon to be studied. In conceptual 
research, nothing is experiments, but the observations of 
others may use to validate the proposition. In this research, 
the findings of different researchers are taken into account 
to prove the cause-effect relationship between 
organizational strategy and leadership style in performance 
efficiency. It is a peer reviewed journal based on different 
proposition and establishing logic on behalf of those 
proposition. Finally, conclusions on the overall 
propositions for the research problem. 

Figure 1: Conceptual research framework 

 

Proposition of the study 

Proposition 1: Organizational strategy and performance 
efficiency. 

Proposition 2: Leadership style has an impact on 
performance efficiency. 

Proposition 3: The performance determinants can be 
enhanced by relevant leadership style.  

Proposition 4: The performance determinants can be 
enhanced by an organizational strategy. 
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Proposition 5: Joint efforts of organizational strategy and 
leadership styles increase the value of the performance 
determinants. 

Proposition 6: The performance of the organization is 
better with the collective influence of leaders at the 
different level in strategy formulation and 
implementation process. 

Proposition 7: Differential leadership styles help in 
finding integrative solutions for tradeoffs involving 
performance determinants. 

DISCUSSION AND RESULTS 

Proposition 1: Organizational strategy and performance 
efficiency 

Lewis (2008) argued that a strategy is an indispensable tool 
for an organization’s success. The strategy enables an 
organization to initiate and implement activities that could 
help exert control over its destiny. Dezember at el. (2005) 
argued that for an organization to manage its strategies well 
in practice a structure is required. Lewis at el. (2001) in his 
opinion the structure of an organization as an authority and 
responsibility for result achievement. A leader exercise 
authority and responsibility through leadership style. Slater 
and Olsen (2005), found that a firm’s performance is strongly 
influenced by how well it’s strongly is matched with its 
structure and behavior of workers. A leader influences the 
behavior of workers. Mousavi et al. (2011) defined leadership 
as the process by which a subordinate is influenced to reach 
a target. Fry (2003) defined leadership as the use of a strategy 
to motivate staffs and enhance their potential for growth and 
development. Stogdill and Coons (1957) defined leadership 
style as a method and ability that aims to realize 
organizational targets and have an impact on organizational 
performance. Strategic topologies are the frameworks that 
identify multiple competitive strategies to business units. 
Typologies provide a theoretical basis for identifying 
strategic groups across industries (Zamani, et al., 2013). Guth 
and MacMillan (1986), has found that motivation by leader 
serves as a bridge between the effective implementation of 
business strategy and organizational performance. Slater and 
Olsen (2001) argued that no matter how super a strategy is; it 
has to be well implemented to achieve the desired results. 
They believe that effective implementation of strategy is 
necessary for organization’s ability to achieve and maintain 
a competitive advantage over other organizations. Different 
authors have given their opinion that the effective strategy 
planning and implementation ensure positive contribution 
to the over-all performance of the organization. So, according 
to findings of different researchers that organizational 
strategy and performance efficiency are positively related.   

Proposition 2: Leadership style has an impact on 
performance efficiency 

The performance of the organization is improved by a 
leader’s behavior. One form of influence is the use of 

specific leadership behaviors in interactions with workers, 
followers, and outsiders.  Organizational performance is 
secondly influenced by the decision about management 
programs and systems, and organizational structure. The 
third form of influence involves decisions about the 
competitive strategy of the organization (Yukl, 2008). Voon 
et al. (2011) argued that effective leadership is considered 
an active way to develop management and improve 
organizational performance. It is an issue to understand the 
effects of performance because researchers such as Zhu et 
al., (2005) have considered leadership to be a driving force 
behind the management performance of any organization. 
Scholars have suggested that behaviors of a leader can have 
improved performance when organizations are faced with 
such new challenges (Judge and Piccolo, 2004).  So, the 
leadership style should be compatible with the 
organizational strategy to ensure performance efficiency. 
Leadership is the life-blood of any organization, and its 
importance cannot be ignored or underestimated. Voon et 
al. (2011) argued that the influence of leadership originates 
from the nature and behavior of the leader. Mehra et al. 
(2006) mentioned that organizations that are looking for 
efficient ways to outperform their competitors often focus 
on leading. The leader-centered perspective has offered 
helpful insights into how leadership is related to team 
performance (Zhu et al., 2005). Researchers (McGrath and 
McMillan, 2000) have explored the strategic role of 
leadership on how leadership paradigms and leadership 
behavior can be used to improve organizational 
performance. So, the leadership style of the leader 
motivates the workers to work for the organization to 
ensure performance efficiency. 

Proposition 3: The performance determinants can be 
enhanced by relevant leadership style.  

There are different leadership styles like task-oriented, 
relationship-oriented, and change-oriented. Each 
leadership style has some objectives which align with the 
three determinants of organizational effectiveness. Task-
oriented behaviors are most useful for improving 
efficiency, change-oriented behaviors are most useful for 
improving adaptation, and relations-oriented behaviors are 
most useful for improving human resources and relations. 
All of the three leadership styles have implications for 
organizational effectiveness (Yukl 2008).    

Task-oriented behaviors include short-term planning and 
scheduling of work activities, determining resources and 
staffing requirements, assigning tasks, clarifying 
objectives and priorities, emphasizing the importance of 
efficiency and reliability, directing and coordinating 
activities, monitoring operations and dealing with day-to-
day operations (Yukl 2008). Task-oriented styles are used 
for improving productivity and reducing costs by 
eliminating unnecessary activities, duplication of efforts, 
wasted resources, errors, etc. They also made the opinion 
that task-oriented leader can enhance the performance of 
subordinates and small groups (Bass, 1997; Yukl, 2006). 
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Change-oriented leaders identify the external factors like 
opportunities and threats, also interprets events 
explaining why change is needed; articulates an inspiring 
vision; takes the risk to promote change; builds a coalition 
of supporters for change and determines how to 
implement a new initiative for change (Yukl, 2006). 
Research on change-oriented aspects of leadership styles 
such as inspirational motivational and intellectual 
stimulation prove that change-oriented leadership style 
can increase individual and team performance (Lowe et, 
al., 1996). Creativity and innovation determinants 
research provides additional evidence for the relevance of 
change-oriented leadership (Mumford et al., 2002; Reiter-
Salmon and sllies, 2004).  

Proposition 4: The performance determinants can be 
enhanced by an organizational strategy. 

Organizational strategy can ensure the performance 
(adaptation). Organizational strategies include 
management programs, systems, structural forms, etc. 
Different types of improvement programs, structural 
forms, and management and marketing systems can be 
introduced to accelerate the performance determinants 
and organizational effectiveness (Yukl and Lepsinger, 
2004). Leader of subunits has more authority than lower-
level managers to modify or implement management 
programs, systems and structural forms (Hambrick et al., 
1996). Coordinated efforts of the leader at all levels of the 
organization is necessary to implement an organizational 
strategy effectively. Efficiency is also influenced by 
aspects of formal organizational structure like 
formalization, standardization and the use of specialized 
subunits (Mintzberg et al., 1976).  

Many management systems and improvement programs 
fail because they are irrelevant, poorly implemented, or 
incompatible with the organizational culture and 

competitive strategy (Abrahamson, 1996; Abrahamson & 

Fairchild, 1999; Benner and Tushman, 2003; Straw and 
Epstein, 2000).  

Proposition 5: Joint efforts of organizational strategy and 
leadership styles increase the value of the performance 
determinants. 

The joint efforts of leader behaviors and management 
programs (organizational strategy) can influence culture 
of the organization (Schein, 1992) to enhance performance 
of the organization. Strong corporate culture can enhance 
organizational performance if the shared values and 
beliefs are consistent with the strategy to adapt to the 
environment (Detert et al., 2000). A leader can influence 
the culture of the organization through different strategy 
(management programs and systems) involving workers’ 
selection, socialization, training, performance appraisal 
and rewards (Yukl, 2008). The strategy (Management 
programs and structures) can also limit the use of 
leadership styles. Because, it is difficult to empower 
subordinates when they follow elaborated rule and 

standard procedures for doing work (Spreitzer, 1996). A 
Strategy can also enhance the effects of a leader’s 
behavior. Encouraging thinking or intellectual 
stimulation is likely to increase innovation when an 
organization has a program to facilitate innovation, a 
climate of psychological safety for risk-taking and 
innovative ideas about products or process will be 
supported (Yukl, 2008). Strategy formulation is facilitated 
by the use of specific leadership styles such as monitoring 
the external environment, assessing the threats and 
opportunities, identifying core competencies and 
evaluating alternative strategies. Some programs and 
systems for monitoring the external environment provide 
additional information necessary to identify an 
appropriate strategy for the organization. Several 
leadership styles can be used to implement a new strategy 
or change (Yukl, 2006). So, joint efforts in organizational 
strategy and leadership styles increase performance by 
increasing the value of performance indicators. 

Proposition 6: The performance of the organization is 
better with the collective influence of leaders at the 
different level in strategy formulation and 
implementation process. 

There are several ways top management can increase the 
involvement of middle and lower level managers 
(leaders) in making an important decision (Sundaramuthy 
& Lewis, 2003). Managers at different level can be 
involved in face-to-face or virtual meetings about strategic 
decisions.  A relevant strategy can be used to encourage 
and support proposals from lower-level managers for 
improving efficiency. If an organization formulates a 
strategy that is incompatible, the performance of the 
organizations will also suffer. Leadership scholars assume 
that strategic decisions are made by CEO and influence 
cascade down the authority hierarchy as managers at each 
level interact with their subordinates (Yammarino, 1994). 
So, the organizational strategy should be formulated 
considering in mind the existing resources of the 
organizations, and the knowledge and skills of the leaders 
to implement such strategy and it is also necessary to 
rearrange the organogram by the strategy to introduce the 
most suitable of leadership. Meaningful participation by 
people who have relevant expertise can increase decision 
quality and commitment to implement the strategy 
successfully (Vroom & Jago, 1988). That is the collective 
influence of leaders at a different level of the organization 
in the strategy formulation and implementation to bring 
performance efficiency in the operation process.  

Proposition 7: Differential leadership styles help in 
finding integrative solutions for tradeoffs involving 
performance determinants. 

The need for coordination and cooperation among 
managers and leaders is important when different units of 
the organization are independent but also differentiated 
about their functions or objectives. Top management teams 
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with specialized roles related to the performance 
determinants (Edmondson et al., 2004; Pettigrew, 1992). If 
there is no advocate for a performance determinant in the 
top management team, it may not receive adequate 
consideration in strategy formulation, and implementation. 
When members of the top management team have 
differentiated roles, the head of the organization may have 
primary responsibility for achieving integration, and it can 
be facilitated with the use of appropriate decision processes 
(Edmondson et al., 2004). But making decisions jointly yield 
high-quality decisions if the executives or leaders or 
managers have an accurate, shared “mental model” about 
the determinants of organizational performance (Kilmoski 
and Mohammed, 1994). The leaders of specialized subunits 
in an organization often have different knowledge, skills, 
abilities, experience, priorities, etc. regarding performance 
determinants of the organizations, and their decision is 
often based by their unique perspective (Yukl, 2008). 
Companies with a strong relevant “core ideology” are more 
likely to survive and successful over a long period. 
Differential leadership styles of a leader about the 
organizational strategy related to high performance. So, 
proposition seven is supported.  

CONCLUDING REMARKS 

Throughout study, the review of different literature 
examined that how leadership and organizational strategy 
together ensure performance efficiency. To achieve 
performance efficiency and effectiveness in today’s 
turbulent, uncertain environment, organizations need 
leaders who are flexible and adaptive. These leaders must be 
able to understand the complex relationships among 
performance determinants and recognize what can be done 
to influence them beneficially. Leaders of the organization 
must keep themselves prepared to modify their leadership 
behavior, the competitive strategy, and the formal programs 
and structures to meet the challenges that confront them in 
an increasingly turbulent and uncertain manner with the 
strategy of the organization to achieve performance 
effectiveness. The strategy of the organization influences on 
performance of the organization. At the same time the 
leadership strategy of the leaders also influences on the 
performance determinants. Leaders determine the styles to 
be followed with the strategy of the organization to ensure 
that performance objectives will be achieved. Different 
scholars have given their opinion that leadership styles will 
positively or negatively influence the performance of the 
organization. Howell and Frost (1989) cited in Fu-Jin et al., 
2011) also confirm that there is a positive relation between 
leadership style and organizational performance. Roslan et 
al., (2013) is split regarding whether leadership helps 
enhance organizational performance. Ojokuku et al., (2012) 
found that styles of leadership demoralize employees and 
this may lead to high turnover intension. So, to minimize the 
employee turnover and to increase the performance of the 
organization, leadership styles will play an important role. 
Leadership styles are the strategy of the leader to follow 

some specific procedures to motivate and influence people of 
the organization. Organizational strategy is the specific 
activities to be followed to achieve the performance goal of 
the organization.  
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