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Abstract: The small-scale industry in Nigeria is considered to be an important element to the 

growth of the economy in contributing to the gross domestic products of the economy, and it 

has been of contention that strategic leadership has influenced and sustained the performance 

of small and medium enterprises. As such, the main objective of the study is to examine how 

the exercising of strategic leadership has influenced and sustained the performance of small and 

medium enterprises in Nigeria in terms of social impact. About 300 questionnaires were 

administered to small sized companies. The study found that there is a significant influence of 

strategic planning on sustaining small and medium enterprises profit performance and the 

results indicated that the managers that sustain profitability performance are those that are 

strategic in planning. The study discovers that the return on investment of small and medium 

enterprise depends on the appropriateness of its leadership practices. The study recommends 

that small-sized companies should be effective in their strategy implementation in order to 

achieve the corporate objectives of indigenous small and medium enterprises. 
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1  Introduction 

Despite the fact that Africa is in tremendous need of effective leadership, there are a few 

consistent studies of leadership. (Davis, 2007; Avolio, 2007; Avolio et al., 2003) Following the 

adoption of Economic Reform Programme in Nigeria in 1981, there have been several decisions 

to switch from capital intensive and large scale industrial projects, which were based on the 

philosophy of import development to small and medium scale enterprises, which have better 

prospects for economic growth, thereby generating the required goods and services that will 

propel the economy of Nigeria towards development. (Rowe, 2001; Careless, 2004) In order to 

succeed and survive these turbulent business environments, organizations need to adapt to these 

environmental changes by means of strategic leadership. (Goodavzi, 2006; Almold et al., 2008) 

Ashibogwu (2008) noted that one of the reasons for the death of these organizations is their 

failure to make use of market research to ascertain demand and assess the suitability of the 

proposed offering as well as maintaining a high level of customer patronage. Inappropriate 

leadership styles and lack of succession plans are parts of the reasons for the untimely death of 

small and medium enterprises. (Bochnke and Bontis, 2003) However, there is sufficient 
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literature on the different types of “leadership” there is not enough on strategic leadership, 

which concerns small and medium scale Enterprises in Nigeria. Given the significant role of 

Small and Medium Enterprises in Nigeria’s economic development as well as other countries 

in Africa, there is need to fill the above research gap caused by failure to adopt strategic 

leadership option. (Burke, 2006; Bloom, 2000) While there is sufficiency of information related 

to the phenomenon of leadership, the concept of effective “strategic leadership” is vague, and 

still requires much investigation. (Anthony, 2005) Organization culture more than other 

variables show an organization is an ability to survive. “Leadership is the process of motivating 

and directing others towards the accomplishment of objectives. (Chiek, 2001) It involves an 

attempt at influencing the behaviour of others for goals. In support of the above definition. Here 

zeal reflects earnestness and intensity in the execution of the work while confidence reflects 

earnestness and intensity in the execution of the work while confidence reflects the experience 

and technical ability. While a person can be a leader, he may not be a manager. (Esposito and 

Sanchis-Llopis, 2018) At this point in time, it is essential to explain that the term leadership and 

manager are not synonymous. (Moron, 2004) “The term leader and manager are not necessarily 

interchangeable because leadership is a subclass of management. (Clement and Themba, 2013) 

Without good leadership, an organization cannot achieve optimum efficiency. The challenge 

of the study is to examine the influence of strategic leadership in enhancing the strategies of 

organizational leaders and their effectiveness in helping to achieve a sustainable performance 

of small and medium enterprises in Nigeria. (Day, 2000; Day et al., 2004) In today’s 

competitive environment, running a small business by means of strategic leadership is not just 

a good idea; it is a requirement for success and sustainability. (Fry, 2003) The study seeks to 

answer the following questions (i) In which form does strategic planning assist in sustaining 

performance of small and medium enterprises (ii) Does return on investment of indigenous 

Small and Medium Enterprises affect the performance of indigenous small and medium 

enterprises. (Fenwick and Gayle, 2008) 

2 Literature Review 

Leadership is the process of motivating and directing others towards the accomplishment of 

objectives. It involves an attempt at influencing the behaviour of others for goals. In support of 

the above definition. At this point in time, it is essential to explain that the term leadership and 

manager are not synonymous. (Goldstein and Ford, 2002) “The term leader and manager are 

not necessarily interchangeable because leadership is a subclass of management. Managers 

perform the function of creating, planning, organizing, motivating, communicating and 

controlling. Included within these functions is the necessity to lead effectively, which may 

affect his ability to manage, but a leader needs only to influence the behaviour of others. He is 

not necessarily required to perform all the function of a manager.” (Liao and Joshi, 2004) In 

fact, he is not even required to lead his followers in the right decision. Hou and Li (2019) 

postulates that the action of committing employees to contribute their best to organizations 

depends on a good strategic plan of the management. Since human beings become members of 

an organization in order to achieve certain objectives, the extent to which they are active 

members depends on how much they are convinced that their membership will enable them to 

achieve their predominated objectives. (Bowery, 2004; Aime et al., 2010)  

The concept of leadership is well-established in management literature. Strategic leadership 

is getting people to do things in a well-structured and knowledgeable way. (Ogundele, 2006; 

Bengelsdjik et al., 2006) It entails changing an organization and making active choices among 

plausible alternatives and depends on the development of others and mobilizing them to get the 
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job done in a systematic and strategic way through a well-formulated organization plans and 

objectives. (Ogundele, 2006) In the recent times, leadership has increasingly been associated 

not with command and control but with the concept of inspiration of getting along with other 

people and creating a vision, which others can identify. (Taffinder, 2006; Ahearne et al., 2005)  

A leaders performance depends as much as on the organization, on the leaders´ own 

attributes. Except perhaps for the usual case, it is simply not meaningful to speak of an effective 

leader; we can only speak of a leader who tends to be effective in one situation and ineffective 

in another. (Davis, 2007) Pitelis and Wagner (2019) provide critical competitive advantages to 

public and private sector organizations. During this same period, heightened issues about the 

social accountability of the organization also occupied management positions. (Brown, 2011; 

Armstrong, 2009; Hartline and Wooldridge, 2003) The traditional logic of organizing is to give 

simple work to employees at the bottom of the pyramid who then report through a supervisor 

up a hierarchical chain of command to senior executives who provide direction, coordinate and 

control. This does not work well for organizations managing knowledge-intensive tasks. (Hoyt 

and Mulph, 2003; Ijeoma, 2010) 

Ohio State studies identify two dimensions of strategic leadership behaviour by subordinates 

A leader is characterized as high in initiating structure could be described in terms such as 

assigning group members to a particular task. A leader who is high in consideration could be 

described as one who helps subordinates as equals. In conclusion. The Ohio state studies 

suggested that the high-high style generally resulted in positive outcomes. (Rowe, 2001) 

Figure 1: Porter´s five forces model 

Source: Harvard Business Review 

Rowe (2001) claims, that there are basically dual forms of participation namely direct and 

indirect participation. Direct participation in decision –making is the participative processes 

whereby employees are involved in a decision relating to their immediate task or environment. 

(Levewis et al., 2002; Atkin et al., 2017) This form of participation is mainly found in 

productivity bargaining which is an arrangement between a worker and his employer to the 

effect that an increase in his productivity will make him earn an additional wage. Productivity 

bargaining arises mainly in circumstances where working practices need changes. (Ehrhart, 

2004; Sine, 2016) 

An indirect form of participation is the participation process whereby employees are 

involved in decision making through their selected representatives or delegates. Looking at the 

strategy applied by managers to involve employees in decision making in an organization, 

participative principles is normally employed to achieve the desired result. (Alajmi, 2006) 
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Managers have many opportunities for involving subordinates in organizational planning 

and decision- making. He identified four participative methods, which managers most likely 

apply. (Maliranta and Nurmi, 2019) 

i. Delegation: it means the transfer of authority from the superiors to the subordinates  

ii. Committee Action: Committees are a vital mean of continually gaining inputs from a 

large number of organizational members. Most companies have certain standing 

committees to deal with continuing or receiving problems facing the organization. 

These could be related to corporate policy goals and operations. Depending upon the 

organizational structure special committees may be established to deal with budgets, 

employment policies, grievances, disciplinary problems and a variety of other 

organizational problems and activities. (Huang et al., 2010) 

iii. Question Asking: Managers who respect the knowledge, opinions and judgment of their 

subordinates may achieve a relatively high level of participation by simply asking 

questions. Here, the participative leader asks for information and insights that will 

improve the quality of the responsibility of their subordinates in terms of intelligence 

and problem-solving. (Birou et al., 2019) 

iv. Shared Goals: Participative leaders are prone to become involved in management by 

objectives and similar goals – oriented programs. Ideally, an MBO programme is highly 

participative. (Jung and Arlio, 2000; Javad et al., 2013)  

Strategic Leadership can be written as; P=f(SL), where Performance (P) is the dependent 

variable with these components; profitability, return on investment, workers’ motivation and 

corporate image, while Strategic Leadership (SL) is the independent variable with these 

components; as strategic planning, leadership practices, social responsibility, management 

control and strategy implementation. (Joshi et al., 2011; Hallen, 2017) 

P is a variable with several components breaking  

1 2 3
, , , ,

n
Por Y y y y y      (1) 

where 

1
y  profitability 

2
y  return on investment 

3
y  workers´ motivation 

4
y  organizational objective 

 

1 2 3
, , , ,

n
SLor X x x x x      (2) 

where  

1
x  strategic planning 

2
x  leadership practices 

3
x  social responsibility 

4
x  strategy implementation 

3  Methodology 

To access our research variables a cross-sectional survey design was adopted on non-

governmental Agricultural Entrepreneurship operating in Port-Novo, Benin Republic. The first 
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group, which comprises the CEO/Director, managers and supervisors, while the second group 

comprises the junior staff members and casual workers of the researched organization. 

Therefore, categories of participants were sourced from the employees and casual workers of 

Songhai Centre in Port-Novo, Benin Republic. A single organization namely Songhai Centre 

was researched on the platform of its strategic leadership influence on sustaining performance. 

Therefore, a total number of 133 participants was sourced. The population statistical formula 

postulated by Guilford and Fruchter (1973) was used for this study ∑[1 + 𝑁(𝑒2)]; where: 𝑛 = 

The desired sample size to be determined, 𝑁 = Total population and 𝑒 = Accepted error limit 

0.05 on the basis of 95% confidence level The desired sample size 𝑛 = 300 respondents. Simple 

random sampling method was chosen and used in the choice of the organization population 

sample of 133. (Malagueno, 2018) Simple random sampling because of the homogenous 

characteristics of the population of the study, that is, CEO/Director, managers, supervisors, 

junior staff and casual workers in the researched organization, and the ease of use of the table 

of random numbers. Also, each element has an equal chance of being selected and 

representational. Two types of the research instrument, questionnaire and in-depth interviewing 

were chosen because of the nature of this study. A well-structured questionnaire was drawn and 

used to gather information from the CEO/Director, managers, supervisors, junior staff and 

casual workers of the researched organization. The questionnaire was divided into four (4) 

sections, A-D: The first two sections, A-B, contained questions on the objectives of the research 

study, while the third section, C, contained questions on the background information about the 

organizations and the respondents respectively. Views relating to age, sex, educational 

qualifications and years of experience of the particular respondents were required; while the 

date of establishment, incorporation, status, number of employees is demanded for 5-points 

summated rating scale popularly called Likert scale was used with calibration of Strongly Agree 

(SA), Agree (A), Undecided (U), Disagree (D), and Strongly Disagree (SD). Values of 5, 4, 3, 

2 and 1 respectively were assigned in descending order to each calibration in measuring the 

responses; Likert scale was used so as enable the researcher to compare easily responses among 

individual respondents on one hand, and responses between groups on the other hand. One 

hundred and thirty-three (133) copies of the questionnaire were administered among the 

workforce of the organization studied. The researcher makes use of reliability test and was 

conducted by means of Cronbach Alpha Test. Statistical Packages for Social Science (SPSS) 

was employed. Analysis of Variance (ANOVA) adopted for testing the two stated hypotheses.  

4  Results  

Table 1: Distribution of respondents and response rate 

Respondents Occupation Questionnaire administered (sampled) Percentage of total response (%) 

Top Level 92 35.0 

Middle Level 33 12.5 

Lower Level 138 52.5 

Total 263 100.0 

Gender/Category Questionnaire administered (sampled) Percentage of total response (%) 

Male 149 56.7 

Female 114 43.3 

No of Returned 263 87 

No of Not Returned 37 13 

Total no of Questionnaires 240 100 

Source: Field Survey 2018 
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The data analysed in the frequency table drawn for easy interpretation. Correlation and 

regression were used to test the hypothesis. In other words, this chapter presents a platform for 

the presentation and analysis of data collected by the researcher during the research and is 

presented in a suitable and easy form for understanding so as to achieve the objective of the 

study stated in chapter one. The population considered in this study was 1200. A sample size 

of 300 was used, with 87% return rate. It shows that the questionnaires were filled by 114 

females (56.7%) and 149 males (43.3%) and therefore, there were more male respondents than 

the female respondents in this survey. Classifies the respondents by marital status, the table 

shows that 140 of the respondents are single (53.2%). Following tables show the descriptive 

statistics of strategic leadership and organizational performance. 

Table 2: Strategic plans are considered an integral part of the organization 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid 

strongly disagree 30 11.4 11.4 11.4 

disagree 25 9.5 9.5 20.9 

undecided 27 10.3 10.3 31.2 

agree 45 17.1 17.1 48.3 

strongly agree 136 51.7 51.7 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 

The opinions of respondents on strategic plans are considered to be an integral part of the 

organization. It shows that 30(11.4%) of respondents strongly disagree, 25(9.5%) 

disagree,27(10.3%) are undecided, 45(17.1%) agree, and 136(51.7%) strongly agree that 

strategic plans are considered to be an integral part of the organization 

Table 3: Strategic plans are put in place to sustain the company 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid 

strongly disagree 52 19.8 19.8 19.8 

disagree 15 5.7 5.7 25.5 

undecided 129 49.0 49.0 74.5 

agree 30 11.4 11.4 85.9 

strongly agree 37 14.1 14.1 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 

The opinion of respondents on strategic plans are put in place to sustain the company. It 

shows that 52(19.8%) of respondents strongly disagree,15(5.7%) disagree,129(49.0%) are 

undecided,30(11.4%) agree, and 37(14.1%) strongly agree that strategic plans are put in place 

to sustain the company.  

Table 4: Strategic plan is used as a tool for achieving corporate objective 

 Frequency Percent Valid Percent 
Cumulative  

Percent 

Valid strongly disagree 26 9.9 9.9 9.9 

disagree 31 11.8 11.8 21.7 

undecided 26 9.9 9.9 31.6 
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agree 95 36.1 36.1 67.7 

strongly agree 85 32.3 32.3 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 

The opinion of respondents on the strategic plan is used as a tool for achieving corporate 

objective, it shows that 26(9.9%) of respondents strongly disagree, 31(11.8%) disagree, 26 

(9.9%) are undecided, 95(36.1%) agree, and 85(32.3%) strongly agree. 

Table 5: The company revenue has been impressive in recent years 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid strongly disagree 9 3.4 3.4 3.4 

disagree 29 11.0 11.0 14.4 

undecided 26 9.9 9.9 24.3 

agree 154 58.6 58.6 82.9 

strongly agree 45 17.1 17.1 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 

The opinion of respondents on whether the company's revenue has been impressive in recent 

years, it shows that 9(3.4%) of respondents strongly disagree,29(11.0%) disagree,26(9.9%) are 

undecided,154(58.6%) agree, and 45(17.1%) strongly agree. 

Table 6: Overall profit objective has been realistic 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid strongly disagree 26 9.9 9.9 9.9 

disagree 31 11.8 11.8 21.7 

undecided 26 9.9 9.9 31.6 

agree 95 36.1 36.1 67.7 

strongly agree 85 32.3 32.3 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 

The opinion of respondents on whether overall profit objective has been realistic, it shows 

that 26(9.9%) of respondents strongly disagree, 31(11.8%) disagree, 26 (9.9%) are 

undecided,95(36.1%) agree, and 85(32.3%) strongly agree. 

Table 7: Return on investment has been impressive 

  
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid strongly disagree 22 8.4 8.4 8.4 

disagree 52 19.8 19.8 28.1 

undecided 24 9.1 9.1 37.3 

agree 115 43.7 43.7 81.0 

strongly agree 50 19.0 19.0 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 
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Table 7 classifies the opinion of respondents on whether the return on investment has been 

impressive, it shows that 22(8.4%) of respondents strongly disagree, 52 (19.8%) disagree, 24 

(9.1%) are undecided,115(43.7%) agree, and 50(19.0%) strongly agree. 

Table 8: There is a call from the public for investment in the firm 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid strongly disagree 15 5.7 5.7 5.7 

disagree 28 10.6 10.6 16.3 

undecided 35 13.3 13.3 29.7 

agree 129 49.0 49.0 78.7 

strongly agree 56 21.3 21.3 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 

The opinion of respondents on whether there is a call from the public for investment in the 

firm, it shows that 15(5.7%) of respondents strongly disagree, 28 (10.6%) disagree, 35 (13.3%) 

are undecided,129(49.0%) agree, and 56(21.3%) strongly agree. 

Table 9: Investment in years before in the firm has yielded above expectation 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid strongly disagree 16 6.1 6.1 6.1 

disagree 12 4.6 4.6 10.6 

undecided 34 12.9 12.9 23.6 

agree 129 49.0 49.0 72.6 

strongly agree 72 27.4 27.4 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 

The opinion of respondents on whether the investment in years before in the firm has yielded 

above expectation, it shows that 16(6.1%) of respondents strongly disagree 12(4.6%) disagree, 

34 (12.9%) are undecided,129(49.0%) agree, and 72(27.4%) strongly agree. 

Table 10: Leadership practices have effects on return on investment 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid strongly disagree 15 5.7 5.7 5.7 

disagree 31 11.8 11.8 17.5 

undecided 17 6.5 6.5 24.0 

agree 93 35.4 35.4 59.3 

strongly agree 107 40.7 40.7 100.0 

total 263 100.0 100.0  

Source: Field Survey 2018 

The opinion of respondents on whether leadership practices have effects on return on 

investment, it shows that 15(5.7%) of respondents strongly disagree 31(11.8%) disagree, 

17(6.5%) are undecided 93(35.4%) agree, and 107(40.7%) strongly agree. 
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Test of Hypothesis 1 

H0: There is no significant influence of strategic planning on sustaining Small and Medium 

Enterprise profit performance. 

H1: There is significant influence of strategic planning on sustaining Small and Medium 

Enterprise profit performance.  

Table 11: Model Summary  

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .152(a) .023 .019 .715 

a Predictors: (Constant), STRATEGIC PLAN 

Source: output of SPSS 

This table above is the model summary. It shows how much of the variance in the dependent 

variable (sustaining Small and Medium Enterprise profit performance.) is explained by the 

model (strategic planning). In this case, the R square value is .023. Expressed by a percentage, 

this means that our model explains 2.3% of the variance in the dependent variable of sustaining 

Small and Medium Enterprise profit performance. The adjusted R square shows .023, while the 

error of estimate indicates 0.715, which signifies the error term that was not captured in the 

model. 

Table 12: ANOVA(b) test 

Model  
Sum of 

Squares 
Df Mean Square F Sig. 

1 

Regression 3.134 1 3.134 6.136 .014(a) 

Residual 133.301 261 .511   

Total 136.435 262    

a Predictors: (Constant), STRATEGIC PLAN 

b Dependent Variable: PROFITABILITY 

Source: output of SPSS 

The ANOVA table tests the null hypothesis to determine if it is statistically significant. From 

the results, the model in this table is statistically significant (Sig =.014) and hence the null 

hypothesis should be rejected.  

Table 13: Coefficients(a)  

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

B Std. Error Beta B Std. Error 

1 
(Constant) 3.280 .231  14.195 .000 

STRAGEGICPLAN .171 .069 .152 2.477 .014 

a Dependent Variable: PROFITABILITY 

Source: output of SPSS 

In this table, the beta coefficient of the independent variable is .171. This means that change 

in sustaining Small and Medium Enterprise profit performance could be explained by the 

dependent variable, which is strategic planning. 
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Test of Hypothesis 2 

H0: The return on investment of Small and Medium Enterprise does not depend on the 

appropriateness of its leadership practices. 

H1: The return on investment of Small and Medium Enterprises depend on the 

appropriateness of its leadership practices.  

Table 14: Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .887(a) .787 .786 .358 

a Predictors: (Constant), Management gives room for employees suggestions, The leadership style encourages 

good ideas 

Source: output of SPSS 

The result indicates how much of the variance in the dependent variable (return on 

investment) is explained by the model (appropriateness of its leadership practices). R square 

value is 0.787, which shows that our model explains 78.7% of the variance in the dependent 

variable of return on investment. The adjusted R square shows 0.787, while the error of estimate 

indicates 0.358, which signifies the error term that was not captured in the model. 

Table 14: ANOVA(b) test 

Model 
Sum of 

Squares 
Df Mean Square F Sig. 

1 

Regression 123.095 2 61.548 481.344 .000(a) 

Residual 33.245 260 .128   

Total 156.341 262    

a Predictors: (Constant), Management gives room for employees suggestions, The leadership style encourages 

good ideas 

b Dependent Variable: ROI 

Source: output of SPSS 

This table shows the assessment of the statistical significance of the result. The ANOVA 

table tests the null hypothesis to determine if it is statistically significant. From the results, the 

model in this table is statistically significant (Sig =.0001) and hence the null hypothesis should 

be rejected.  

Table 15: Coefficients(a) 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

B Std. Error Beta B Std. Error 

1 

(Constant) 1.020 .090  11.288 .000 

The leadership style 

encourages good ideas 
.308 .018 .494 16.827 .000 

Management gives room for 

employees suggestions 
.447 .021 .634 21.588 .000 

a Dependent Variable: ROI 

Source: output of SPSS 
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In this table, the beta coefficient of the independent variables are 0.308 and 0.447. This 

means that change in return on investment could strongly be explained by the dependent 

variable, which is the appropriateness of its leadership practices. 

5  Discussion  

(i) The study found that there is a significant influence of strategic planning on sustaining 

Small and Medium Enterprise profit performance, this can be linked with how managers 

manage plans in both short and long-term basis to avoid, unnecessary wastages, employee 

turnover, business losses and revenue generations. The findings in this study showed that if 

managers can manage plans as they should, profitability would be sustained, in accordance with 

Ssebunya (2019).  

(ii) The findings reveal that the return on investment of Small and Medium Enterprise 

depends on the appropriateness of its leadership practices in accordance with Tseng (2018). 

Recommendations 

i. it has been proven by this study that there is a significant influence of strategic planning 

on sustaining Small and Medium Enterprise profit performance, therefore organizations are 

encouraged to be strategic in their planning as to continue the trend of profit making. 

ii. Companies need to work more on their leadership practices and styles because the return 

on investment of Small and Medium Enterprise depends on the appropriateness of its leadership 

practices to a large extent. 

iii. Managers are expected to be in the position of leading strategically in their business 

environment because there is a significant influence of strategic leadership on the social 

responsibility of Small and Medium Enterprise. 

6  Conclusion  

This study is an important study that helps to examine how the exercising of “strategic 

leadership” has influenced and sustained the performance of small and medium enterprises in 

Nigeria. This study also serves as a platform for managers to understand in-depth the necessity 

of adoption of appropriate leadership practices in their management because the findings reveal 

that the return on investment of Small and Medium Enterprise depends on the appropriateness 

of its leadership practices. The study will also assist new entrants into the industry to know the 

inherent value of strategic planning in order for them to be able to contribute to societal 

development through corporate social responsibility. Finally, the study will be a framework for 

conclusion for managers of businesses to appreciate the system of strategy implementation as 

it affects organizational value and performance in their industry of operations.  
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