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Abstract

This study aims to investigate the impact of strategic management on organizational performance through
the mediating role of strategic leadership, using evidence from institutions affiliated with Irag’s Ministry of
Higher Education. This applied, descriptive-correlational study involved a statistical population of 2,200
employees across Irag’s Ministry of Higher Education institutions. Based on Morgan’s table, 327
participants were randomly selected and surveyed using three standardized instruments: Hill and Jones'
(2007) Strategic Management Questionnaire, Lear et al.'s (2012) Strategic Leadership Scale, and Hersey
and Goldsmith’s Organizational Performance Questionnaire. Data were analyzed using SPSS-27 and
SmartPLS-3 software, employing both confirmatory factor analysis and structural equation modeling.
Structural modeling results revealed a significant and positive relationship between strategic management
and organizational performance (t=12.32, p<0.01). Strategic management was also positively linked to
strategic leadership (t=14.15, p<0.01), and strategic leadership significantly influenced organizational
performance (t=9.63, p<0.01). The Sobel test confirmed that strategic leadership plays a mediating role in
the relationship between strategic management and performance (Sobel=4.14, p<0.001). The findings
demonstrate that enhancing both strategic management and strategic leadership can significantly improve
organizational performance. The study underscores the strategic value of leadership in amplifying the
effects of management initiatives, particularly within Iraq's higher education institutions.
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Extended Abstract

Introduction

The relationship between strategic management and organizational performance has been a focal
point in the field of management science due to its critical influence on the success and adaptability
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of institutions. In the increasingly competitive and rapidly changing global environment, organizations
must continuously adapt their processes and strategies to remain viable. Organizational
performance—defined as the degree to which an organization fulfills its objectives effectively—is
central to managerial evaluation and strategic decision-making. It is closely tied to employee efforts,
operational efficiency, and overall corporate success (Poursadeq & Qaraei-Ashtiani, 2023; Samimi et
al., 2022). Historically and theoretically, strategic management has been pivotal in shaping
organizational performance through its comprehensive approach encompassing formulation,
implementation, and evaluation of strategies (Dehghani, 2022; Metz, 2020).

Strategic management is recognized for its capacity to align organizational resources and efforts
with long-term objectives. This alignment enhances operational focus and facilitates adaptation to
environmental changes (Bikzad & Taghi-Soltani, 2022). It emphasizes proactive rather than reactive
decision-making, encouraging dynamic, forward-thinking leadership that empowers organizations to
exploit emerging opportunities while mitigating risks. Effective strategic management is not only vital
for operational excellence but also serves as a catalyst for cultural transformation and employee
empowerment (Kariminejad et al., 2021; Samimi et al., 2022).

Strategic leadership, as a mediator, has gained increasing attention for its role in translating strategic
intentions into tangible performance outcomes. It encompasses setting organizational direction,
maintaining core competencies, fostering ethical values, and cultivating a collaborative culture
(Deylami-Moazi & Mokhtari-Baie-Kolaie, 2022; Farghani-Ozroudi et al., 2022). This leadership style
provides both guidance and inspiration, encouraging innovation and commitment among personnel,
which is especially important in public institutions grappling with complex bureaucracies and external
pressures (Mikaeili et al., 2021; Torabi-Kalateh Ghazi et al., 2023). In the context of Iraq’s Ministry of
Higher Education, where internal capabilities often lag behind structural complexity and market
competition, the synergistic effects of strategic management and leadership present a promising
path toward improved institutional performance.

Methods and Materials

This study employed a descriptive-correlational design with an applied objective. The statistical
population comprised 2,200 employees from institutions affiliated with Iraq’s Ministry of Higher
Education. Using Morgan’s table for sample size determination and simple random sampling, 350
guestionnaires were distributed, and 327 were analyzed. Data collection tools included three
standardized questionnaires: the Hill and Jones (2007) Strategic Management Questionnaire, the
Lear et al. (2012) Strategic Leadership Questionnaire, and the Hersey and Goldsmith Organizational
Performance Questionnaire. All instruments used a five-point Likert scale.

Internal consistency was assessed using Cronbach’s alpha, and values exceeded the 0.7 threshold
for all variables (Strategic Management: a = 0.952, Strategic Leadership: a = 0.914, Organizational
Performance: a = 0.852), indicating high reliability. Data were analyzed using SPSS-27 for
descriptive statistics and SmartPLS-3 for structural equation modeling (SEM). SEM was used to
evaluate the direct and indirect effects between variables and to test the mediating role of strategic
leadership.

Findings

The measurement model assessment confirmed the reliability and convergent validity of the
constructs, with AVE values all above the 0.5 threshold. The structural model showed a good fit, with
a GOF index of 0.626. Pearson correlation analysis revealed significant positive relationships among
strategic management, strategic leadership, and organizational performance. Specifically, the
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correlation coefficients were 0.873 between strategic management and leadership, 0.641 between
strategic management and performance, and 0.471 between leadership and performance.

SEM results supported all four research hypotheses. First, strategic management had a direct and
significant effect on organizational performance (t = 12.32, p < 0.01). Second, strategic management
positively influenced strategic leadership (t = 14.15, p < 0.01). Third, strategic leadership significantly
impacted organizational performance (t = 9.63, p < 0.01). Fourth, Sobel test analysis confirmed the
mediating role of strategic leadership in the relationship between strategic management and
organizational performance (Sobel = 4.14, p < 0.001). The direct effect of strategic management on
performance was 0.32, the indirect effect through leadership was 0.19, and the total effect was 0.51.
Discussion and Conclusion

This research reinforces the assertion that strategic management significantly enhances
organizational performance, both directly and through the mediating influence of strategic leadership.
The empirical evidence supports the theoretical proposition that well-structured and proactive
strategic planning empowers organizations to perform effectively even amid turbulent environments.
By formulating clear visions and aligning institutional goals with operational actions, strategic
management emerges as a cornerstone of organizational success in public-sector institutions.
Strategic leadership plays a crucial role in this dynamic by bridging the gap between managerial
intentions and operational realities. Leaders with strategic vision cultivate a culture of innovation,
adaptability, and continuous learning, which are indispensable for navigating complex public
administration landscapes. The findings align with prior studies suggesting that strategic leadership
contributes to employee motivation, innovation adoption, and higher institutional resilience (Mikaeili
et al., 2021; Samimi et al., 2022; Torabi-Kalateh Ghazi et al., 2023).

Organizational performance, as observed in the studied institutions, is not merely a function of
strategic planning but also a reflection of leadership efficacy and cultural alignment. Institutions that
embraced strategic leadership reported better coordination, more effective use of human capital,
and greater readiness to embrace change. These elements collectively contributed to superior
performance metrics, confirming the theoretical expectations posited in strategic management
literature (Farghani-Ozroudi et al., 2022; Poursadeq & Qaraei-Ashtiani, 2023).

The integration of strategic management with leadership practices establishes a robust framework
for achieving institutional excellence. Leaders who act as visionaries and change agents facilitate
organizational transformation by influencing systems, culture, and people. The notion that leadership
is not confined to top executives but can be enacted at multiple organizational levels further
underscores the scalability and adaptability of this model.

In conclusion, this study offers valuable insights for policymakers and administrators within Iraq’s
higher education system. By emphasizing the dual importance of strategic planning and leadership,
the research presents a holistic approach to boosting organizational effectiveness. Institutions
aiming to enhance their performance must invest in strategic leadership development and embed
strategic thinking across all managerial levels. The validated framework can serve as a strategic tool
for similar public-sector organizations seeking sustainable development through institutional
transformation.
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