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ABSTRACT 

 

In current globalization business competition scenario, every organization or company is striving to maximize it earning profits. 

This study attempts to explore the relationship between organizational leadership and strategic alignment which could potentially 

influence company performance. Company Performance is the main criteria for a company continue to growth, gain market place, 

success and survival in near future more or less affecting by the employee involvement and emotional commitment to the company. 

Through a survey, a total 84 companies representing various industries in Northern Region of Malaysia had responded. The hypotheses 

involved were tested using correlation and regression techniques. The results of the study support all the hypotheses. The multiple 

regression analysis indicates that there are significant relationships among the factors on each criterion to manufacturing capabilities. 

 

Keywords: Organizational Leadership, Strategic alignment, Company performance, Local manufacturers.  

 

 

INTRODUCTION 

 

Employees may still show up to work and do 

what is required of them, but ultimately the quality of 

their work declines, and they are less likely to deliver 

the performance results the organization has 

promised. After some duration, employees may 

choose to leave the organization or company to find 

new prospect or greener pastures. The organization 

has to expend more valuable time and money to 

recruit, hire and train new staff for replacement. Also 

there‟s no guarantee that new staff will stay for long, 

particularly if the original problem with the 

organization‟s leadership and management practices 

was never resolved. 

Organization leaders and senior management of 

the company have to intentionally build up the 

strategies and skills systems that engage employees 

in contributing to the organization‟s high 

performance. The precise expressions to illustrate 

standards of achievement may vary in each of the 

organizations, but the model remains the same. 

Whether it‟s a business firm, non-profit organization, 

government entity, etc. [24] 

This study attempts to explore the relationship 

between organizational leadership, strategic 

alignment, employee empowerment, teamwork, 

recognition or reward which could potentially 

influences company performance. Company 

Performance is the main criteria for a company 

continue to growth, gain market place, success and 

survival in near future more or less affecting by the 

employee involvement and emotional commitment to 

the company. Employee commitment is the energy, 

enthusiasm or passion that employees have towards 

their work and the organization.  

The major reason for lack of commitment is the 

absence of appreciation or „positive stroke‟. 

Knowing the current level of employees work 

commitment in company will also enable to uncover 

actionable findings by identifying the prime 

“Drivers” for company performance and variable 

factors that affecting employee‟s commitment.  
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It also helps to identify the productive 

employees of the organization, who are expressively 

committed to their role in the organization. 

Sometimes the intelligent, talented employees also 

lack of commitment when they do not get support 

from their management for the good work they did or 

sometimes, they loses their confidence about Top 

management‟s credibility and capability. 

 

Company Performance: 

Company Performance of this study refers to 

company profitability, gained market place, and 

continues to growth.  Is also related to organizational 

or company effectiveness such as service quality, 

reduce in customer complaints and customer 

satisfaction. The ability of an company (or 

organizational) to achieve good performance such as 

high profit, quality product, large market share, good 

financial results, and survival at predestined time by 

important strategy planning [12]. Combs et al., [5] 

defined company performance as „„the economic 

outcomes resulting from the interplay among an 

organization‟s attributes, actions, and environment‟‟. 

Hamann, Frank, Lucia & Thomas [9] Strasser, 

Eveland, Cummins, Deniston, & Romani, [19] 

defined company performance is equal to 

organizational effectiveness as „„the degree to which 

organizations are attaining all the purposes they are 

supposed to‟‟  

Hamann, Frank, Lucia & Thomas [9] indicated 

that common performance indicators for company 

performance are growth in market share, product 

quality, patent filings, or marketing effectiveness, 

measure distinct dimensions of operational 

performance. Operational performance defined as 

fulfillment of operational goals within different value 

chain activities that may lead to subsequent 

Organization Performance [5]. The relationship 

between human resource management practices and 

organizational performance will allow the human 

resource managers to design programs that will bring 

forward better operational results to achieve higher 

organizational performance. The attention of the 

human resource management practices would be 

understand organizational performance processes and 

outcome variables influence process by design 

human resource practices [6]. 

Company performance can be used to 

benchmark how well an enterprise perform in terms 

of level of profit, market share and product quality in 

relation to competition in the same industry. 

Therefore, it is an indication of productivity of 

members of industry measured in terms of revenue, 

profit, growth, development and expansion of the 

organization. 

Combs et al. [6] share another theory of 

organization performance framework that comes 

with three dimensions: accounting returns, stock 

market performance, and growth. Accounting returns 

is the financial accounting data as published in 

annual reports compared with historical performance 

of the organization [8]. Stock market performance 

reflects the organizations‟ future performance from 

perception of investors about it [8]. Organizational 

growth is defined as a dynamic change in an 

organization‟s construct over time. Common 

evaluated based on three aspects: sales, employees, 

and assets [21]. 

Economic changes in recent decades have 

required company to seek more efficient and flexible 

means of production [10]. Tina & Shan Nickell and 

Giroud & Mueller mentioned competition increases 

efficiency and productivity, profitability potential 

decreases. But much of the existing literature focuses 

on firm performance such as productivity or 

profitability [13]. Wendel [22] proposed that to 

efficiently manage a business, company have to 

frequently measure its performance by followings 

measurement tools for evaluating a company's 

performance.  

 

Organizational Leadership: 

Organizational leadership is as a set and 

positions the corporate culture, and provides policies, 

procedures and direction for the organization. It 

helps to guide each member (or each employee) is 

required to uphold in order to maintain a universal 

standard. The leadership establishes a common 

vision statement that is intended to motivate 

members on a common goal by enforces them to 

maintain the corporate culture which is intangible 

norms that are specific to particular organization. 

[23]. 

The nature of relationship between leadership 

and organizational performance for present‟s 

energetic market environment are declining profit 

returns and competition between organizations. The 

strategic role of leadership is positively contributes to 

the improvement of organizational performance and 

effectively challenging situations. Leadership 

behavior (culture, skills and motivation) are 

generally viewed as potentially and increasingly 

significant toward the improvement of organizational 

performance. 

Organizations effectiveness and performance are 

solely depending on good leadership in place. In fact, 

no company or organization can continue to exist and 

succeed in the lack of efficient organizational 

leadership in all activities that it undertakes, retains 

employees and experiences growth [4]. Ashim [2] 

mentioned that the most fundamental role of an 

organizational leader is to define the organizational 

goal, formulate plans and organize people to achieve 

the goals through the execution of plans. Maintaining 

a strong balance between understanding employee 

needs and organizational goals is the right key 

elements in organizational leadership. Employees 

satisfied and feel that their work has contributed to 

organization growth. Leader must treat it employees 
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as the most important part of the entire system and 

assets, instead of just a workforce [4]. 

Amanda [1], shared that been a popular topic of 

conversation in recent year on the “relationship 

between leadership and organizational 

effectiveness”. The effectiveness commonly 

describes two distinct type of organizational 

leadership, which is the transactional and 

transformational leadership model. 

Further explain by Amanda [1], Transactional 

leadership is simple leader usually connecting 

performance by exchange with rewards. 

Transformational leadership, leader inspire employee 

to follow their establishment mission, goal setting 

and direction which consist of performance 

management and ethical behavior by managers. 

Fry [7], illustrates several reasons point toward 

that there should be a relationship between leadership 

style and organizational performance. Leadership 

should be able to use of strategy to offer inspiring 

motive and to enhance employee‟s potential for 

growth and development in the organizational. 

Intensive and dynamic markets feature innovation-

based competition, price and performance war, 

decreasing returns, and the creative destruction of 

existing competencies of today competitive world 

economy [18]. 

 

Strategic Alignment: 

Strategic alignment is the process and result 

realization of higher performance by the achievement 

of fit organization‟s structure with business strategy 

and competitive environment through people and 

project contribution. Robert [17] mentioned that 

“Aligning everyone in your organization company 

strategy is one of the most important things leaders 

can do beyond formulating and implementing great 

strategies. Alignment will make it much easier for 

company management team to push the organization 

in the direction intended. Without good alignment 

with the strategy, every bit of forward motion will be 

a struggle”. Strategy could be further defined as the 

means important and relevant finding a “common 

thread” for alignment [3]. 

Knowledge Compass noted that “A business is 

best aligned with respect to its corporate strategies 

when the interests of all stakeholders in the business 

are in alliance with the strategic objectives of the 

business itself”. Business can be aligned by focusing 

its business assets in the lead to corporate strategies. 

These assets include: 1) Employees, 2) Core 

Competencies, 3) Business Processes, 4) Corporate 

Personality and Culture, 4) Enabling Technology, 5) 

Market and Product Knowledge and 5) Intellectual 

Property. Michael, et al. mentioned that core 

competencies are resources and capabilities that 

serve as a source of competitive advantages for a 

firm over it rivals. Meagan emphases the similar 

elements rated in strategic alignment, it come from 

four areas; 1) Personnel, 2) Products, 3) processes 

and 4) system. Personnel are the main impact to 

organization success due to complexity and variables 

components. The recommendation is to ensure 

strategic alignment focus instilling among employees 

as a “shared vision”. Products capability inspected to 

meet sales goals. Fully use of resources for process 

and system to effectively meeting the objectives. 

Internal processes alignment with strategy is 

important. Valerie and Werner [20], outline the 

process of strategic alignment, 2 clear links between 

manufacturing and corporate business strategy 

created senior management and management of the 

manufacturing function agree on the goals of the 

company and of the manufacturing function, 2) the 

manufacturing function supports the strategic 

direction of the company, and 3) management can 

prevent the emergence of any disparity between an 

intended business strategy at the corporate level and 

a realized manufacturing strategy at the functional 

level. 

Alfred Rabin et al., mentioned that in order to 

align strategic alignment in organization, two levels 

of elements need to be achieved; 1) each employee 

should come to an understanding of their 

involvement to the broader organizational vision and 

corresponding recognition they will obtain from the 

contribution and employees ownership to a vision of 

organizational success. 2) The importance of 

achieving excellence goals should be shared to 

employees through motivation and communication. 

Based on the discussion it can be concluded that 

organizational leadership and strategic alignment 

play an important role in determining company 

performance. Therefore, it is essential to consider 

these factors in studying company performance. This 

study focuses on organizational leadership and 

strategic alignment. The investigation on the effects 

of on organizational leadership and strategic 

alignment on the company performance addressed by 

the following hypotheses;  

 

H1  Organizational Leadership has significant 

influence on Company Performance 

H2  Startegic Alignment has significant influence 

on Company Performance 

 

Methodology: 

The Sample and Data: 

 

A survey was conducted to collect cross 

sectional data in Northern Region of Malaysia which 

is one of the state introduce as the Silicon Valley of 

Malaysia. The population of this study was the Top 

Management and Managers. These grades consist of 

management and professional employees which 

identified a group with high potential to engage 

manufacturing capabilities. The selection of the 

survey location and the sample was due to the 

Federation of Manufacturers of Malaysia (FMM). A 

set of questionnaire was formulated and designed 
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based on the previous literature in the subject area. 

The questionnaires were emailed to 160 respondents. 

87 sets questionnaires received within two weeks 

giving the response rate of 54.4%.  The sample 

profile of the survey is shown in Table 1.

 
Table 1: Number of Respondents 

Number of Respondents  Number Percentage 

Respondents 160 54.4% 

Total Respendents response 87  
   

 

From the 87 respondents, there are 3 categories 

for company type profile. MNC/Corporation 59 

companies (67.8%), private enterprise and 

partnership were 20 (23%) and 8 (9.2%) companies 

respectively.

 
Table 2: Company Type 

 Company Type Frequency Percentage 
Cumulative  

Frequency 

Cumulative 

Percentage 

MNC/Corporation 59 67.8% 59 67.8% 
Private Enterprise 20 23.0% 79 90.8% 

Partnership 8 9.2% 87 100.0% 

Other 0 0.0% 87 100.0% 

 

For company origin, the largest is local industry, 

34 companies which is 39.1%, follows by North 

America, 33 companies (37.9%). The remaining are 

other, 16 companies (18.4%), Europe, 3 companies 

(3.4%) and Australia, 1 company (1.1%) 

respectively.

 
Table 3: Company Origin 

Company origin Frequency Percentage 
Cumulative  

Frequency 

Cumulative 

Percentage 

Australia 1 1.1% 1 1.1% 
Europe 3 3.4% 4 4.6% 

North America 33 37.9% 37 42.5% 

Local 34 39.1% 71 81.6% 
Others 16 18.4% 87 100.0% 

  

Table 4 illustrates there was 53 (60.9%) 

respondents are come from public listed companies 

and the remaining 34 (39.1%) respondents are from 

none public listed company. 

 
Table 4: Frequency of Public Listed Comapny  

Public Listed Company Frequency Percentage 

Yes 53 60.9% 

No 34 39.1% 

 

Reliability Analysis: 

An internal consistency analysis was performed 

separately for the items of each organizational 

leadership and strategic alignment by using the SPSS 

version 20, reliability procedure. Hair, Money and 

Samuel suggested an acceptable alpha value is 

greater than 0.6. As show in Table 5, the alpha values 

of reliability analysis for this study ranges from 

0.838 to 0.866. From the results obtained, all the 

alpha values are greater than 0.7. Thus it can be 

concluded that this instrument has good internal 

consistency and is therefore reliable. 

 
Table 5: Reliability analysis result 

Variables Number of Item Cronbach‟s Alpha 

Organizational Leadership  8 0.866 

Strategic Alignment  6 0.838 

 

Descriptive analyses for the organizational 

leadership and strategic alignment are shown in 

Table 7 and Table 8. The levels of organizational 

leadership and strategic alignment are based on the 

levels of mean score range provided in Table 6 which 

adopted from Kosnin and Lee.  
 

Table 6: Level of Mean Score Range 

Range of mean score Level 

1.00 – 2.33 Low 

2.34 – 3.67 Medium 
3.68 – 5.00 High 
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Findings: 

The Level of Company Performance: 

Company performance among the 

manufacturing companies are measured based on the 

values of means and standard deviations. Table 7 

shows the ranking of company performance and the 

value of mean and standard deviation for each 

activity.  

 
Table 7: Mean Values of company performance 

Activities Mean Standard Deviation 

Revenue, Profitability and market shares 
Customer satisfaction and complaints dealing 

Performance indicator and goals outcome measurement 

Increase shareholder satisfaction 
Training and development 

Commitment and be prepaired 

Increase employee satisfaction 
 

3.70 
3.84 

3.62 

3.56 
3.89 

3.67 

3.85 
 

 

0.687 
0.634 

0.643 

0.732 
0.721 

0.681 

0.680 

Company performance 3.73 0.698 

 

Mean values explained the propensity of the 

respondent to involve with manufacturing 

capabilities. According to Kosnin and Lee the mean 

values in range of 3.10 to 3.84 is categorized as 

company performance among manufacturing 

companies is at the medium stage.  

The Level of Organizational Leadership: 

Table 8 gives the mean values for the five 

organizational leadership. It is shown that the highest 

mean values of the organizational leadership which is 

3.46. Base on Table 8, the levels of this 

organizational leadership are considered as medium 

stage among the organizational leadership. 

 
Table 8: Mean Values of Organizational Leadership 

Activities Mean Standard deviation 

Focus on building trust and integrity of leadership 
Leader inspire other and ecourage innovation thinking 

Continous improvement culture 

Leading on right and clear direction 
Score card and awareness                                       

 

 

3.73 
3.67 

3.81 

3.74 
3.76 

 

 
 

0.731 
0.712 

0.720 

0.764 
0.675 

Organizational leadership 3.74 0.626 

 

The lowest mean of organizational leadership is 

skill and knowledge of change and the average mean 

value of strategic alignment is at medium levels.  

 

The Level of Strategic Alignment: 

Table 9 gives the mean values for the four 

strategic alignments. It is shown that the highest 

mean values of the strategic alignment which is 3.46. 

Base on Table 6, the levels of these strategic 

alignment are considered as medium stage among the 

strategic alignment. 

  
Table 9: Mean Values of Strategic alignment 

Activities Mean Standard deviation 

Behaviour and Objective align with strategic orientation 

Effectiveness of Communication 
Skill and knowledge of Change  

Senior Management Commitment 

                                    
 

 

3.70 

3.62 
3.54 

3.74 

 
 

 

0.702 

0.654 
0.699 

0.711 

 

Strategic alignment 3.65 0.651 

 

The lowest mean of strategic alignment is skill 

and knowledge of change and the average mean 

value of strategic alignment is at medium levels.  

 

Correlation Analysis: 

From the results of correlation analysis it is 

found that organizational leadership and strategic 

alignment are significantly correlated to 

manufacturing capabilities. As shown in Table 10, 

the correlation coefficients are found to be positive 

and statistically significant at 0.01 level (p<0.01).
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Table 10: Pearson Correlation Coefficients between organizational leadership, strategic alignment and company performance. 

Correlations 

Variable             F1             Company Performance       

F1           1.00 

Organizational Leadership         0.719** 1.00 

Strategic Alignment                      0.835**           0.791**       1.00 
 

 

** Correlation is significant at the 0.01 level (1-Tailed) 
* Correlation is significant at the 0.05 level (1-Tailed) 

 

Therefore, Hypothesis 1 and hypothesis 2 are 

supported. There is a significant relationship between 

Organizational Leadership and strategic alignment 

with the other variables that is company 

performance. Hence, Hypothesis 1 and Hypothesis 2 

are supported. 

 

Discussion: 

This study is to identify empirically the 

company performance in manufacturing companies, 

across industry in the northern region of Malaysia. 

The rationale of the study stems from the major 

consideration, that is, the emerging concern of 

shareholders of the manufacturing companies and the 

directors of the companies in this industry in 

particular company performance. 

The analysis based on the respondents‟ 

perception of company performance in 

manufacturing companies showed that manufacturers 

took a lot of effort in organizational leadership and 

strategic alignment in achieved high degree of 

company performance. 

The findings show that organizational leadership 

and strategic alignment are the important variables 

that must be consider by the manufacturers in their 

operation. These findings are supported by previous 

researchers who have studied in developing company 

performance [17,6] 

The correlation analysis show that 

organizational leadership and strategic alignment are 

the priority variables that must be highlight which 

show the correlations coefficients 0.719 for 

organizational leadership and 0.835 for strategic 

alignment  at the 0.01 level (1-Tailed). 

This research conclusion of the regression 

hypotheses on organizational leadership and strategic 

alignment shown positive significant effect on 

manufacturing companies in Malaysia is important to 

achieve the financial performance, market share 

performance and customer satisfaction. Beside that 

descriptive statistical analysis also indicates position 

category and employee year of service have 

significant to company performance. This can 

conclude that managerial position tends to have more 

sense of company performance as this group 

employees are leader setting goals and objective for 

the section, departments and division. The longer the 

employee service with the company, they tend to 

agreed that company perform well. Company can 

survive longer in the market and better financial 

performance will directly influences the employee 

benefits and pay out for the employee. 

Esra [6] in mentioned the same effects, 

emphasized that human resource practice should aim 

to capture “the people element” for medium and long 

term goals. Those elements are right people in place 

and right mixed skills for the task, employee 

willingly display right attitudes and behavior and was 

developed in the right path for the strategic 

alignment towards achieving the company goal.  

This effect elements has reflect the almost 

similar literature by Robert [17] too, which have the 

five steps to align the employee with strategic. 

Employees must have the conceptual tools required 

for good strategic thinking about their work and 

understand the strategy. Strategic alignment needs to 

be built around the structure of the organization and 

reflected to individual jobs critical areas. Leaders 

themselves must have buy-in to the strategy. 

 

The Limitation: 

This survey has been conducted with the 

manufacturers in Northern Region of Malaysia. 

Nevertheless, the result may not be able to generalise 

the influence of organizational leadership and 

strategic alignment on company performance for the 

whole country as there are different focus on their 

operation. This study focuses solely on the 

organizational leadership, strategic alignment and 

performance. Future research should consider to 

“engineer or officer level” rather than “top 

management and managerial level” only for these 

variables to find if there is an relationship and 

differences in opinion between these two groups. The 

same model could be used in a comparative study 

between the service sector (such as hotel, logistic, 

banking) and the manufacturing sector in order to 

test the differences of variables in both sectors and 

determine whether the model could be more common 

across different industries rather than representing 

manufacturing sector. 

 

Conclusion: 

This paper has applied empirical analysis on the 

influence of organizational leadership and strategic 

alignment on company performance of local 

manufacturers.. Survey on company performance on 

the local manufacturers reveals that the level of 

company performance is high level. The results show 

that the organizational leadership and strategic 
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alignment contributes to the company performance. 

The results suggest that, all manufacturers must 

consider organizational leadership and strategic 

alignment as their focusing aspect to survive in the 

business. Organizational leadership and strategic 

alignment towards company performance 

relationship has been a visible benchmark among 

high performing company and organization on 

individual variable in recent years. An organization 

should thus focus on strategic planning and 

alignment between employees, empowered 

employees for job and goals contribution and 

recognize employees according to job performance 

tight to corporate value. More than any other 

variable, as power contributors to its competition 

position in the market.  
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