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ABSTRACT 
The current study aimed to determine the status of strategic 

leadership practice in terms of strategic direction, developing human 
capital, enhancing organizational culture, and ethical practices within 
university youth welfare agencies. Furthermore, it sought to describe 
the status of institutional performance in university youth welfare 
agencies, determine the nature of the relationship between the level of 
strategic leadership practice and institutional performance in 
university youth welfare agencies, and propose mechanisms to 
improve institutional performance. A descriptive study used a 
comprehensive social survey tool for (104) employees of the 
university youth welfare agencies at Fayoum University. The results 
of the study revealed that there is a statistically significant positive 
correlation between the level of strategic leadership practice- which 
includes strategic direction, developing human capital, promoting 
organizational culture, ethical practices- and institutional performance 
in university youth welfare agencies. The study recommended the 
need to monitor external environmental changes and develop 
information and communication systems to improve the performance 
of university youth welfare agencies, as well as continuous follow-up 
of employee performance and continuous benchmarking to improve 
institutional performance in university youth welfare agencies. 
KEYWORDS: Strategic Leadership, Institutional Performance, 
University Youth Welfare Agencies. 
INTRODUCTION 

Youth, especially university youth, constitute one of the most 
active groups in society. Therefore, most countries adopt policies to 
provide care for this group, recognizing that they represent a 
renewable and creative energy that contributes to social and cultural 
change in countries in order to achieve sustainable development. 
Hence, society has the responsibility of providing various services for 
youth to meet their needs and address their problems. 

Universities, as state entities, provide services to university 
youth through university youth welfare agencies, which are dedicated 
to offering various activities (social, cultural, sports, artistic, and 
scientific) to meet their needs and address their problems. 

The Community Organization Method, as one of the methods of 
social work, seeks to improve societal conditions, help meet citizens’ 
needs, and find solutions to their problems within the limits of 
available resources (Obaid & Jawdat, 2008, p.130). This is usually 
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done through community organizing agencies, including service 
delivery agencies such as University Youth Welfare Agencies 
(Abdellatif, 2003, p. 161). The Community Organization Method 
contributes to increasing the effectiveness of these agencies by 
employing the energies of young people and encouraging their 
participation in various activities to develop the spirit of citizenship 
and social responsibility towards their community (Abdellatif, 2010, 
p. 298). This is achieved by supporting the leadership behaviors of 
leaders (managers) within the university youth welfare agencies, 
focusing on concrete facts when making decisions, and leveraging all 
experiences, storing them in the form of knowledge to be transferred 
to workers in these agencies (Mohamed, 2011, p.189). 

In light of the ongoing societal changes, effective leadership 
practices in general, and strategic leadership with its indicators 
(strategic orientation, human capital development, fostering 
organizational culture, and emphasizing ethical practices) in 
particular, are crucial for the success of organizations (Mashhadani, 
2019, p.13). Such success is what improves organizational 
performance, which is reached after a set of accomplishments that are 
achieved due to the implementation of a set of practices (George & 
Walker, 2019, p. 812) 

Institutional performance is the sum of both individual 
performance and the performance of organizational units as well as 
the influence of economic, social and cultural environments 
(Macpherson & Pabari, 2004, p.8). Since there are many external 
factors that are beyond the scope of the organization's management 
and can impact its performance, it is necessary to pay attention to 
research on strategic leadership and its relationship with institutional 
performance. To identify the problem of the study, the researcher has 
reviewed the literature on strategic leadership and institutional 
performance. 
LITERATUE REVIEW 

Many previous studies have been conducted on strategic 
leadership, including: Lee & Shih-Hao’s study (2007) which 
emphasized that strategic leadership is characterized by its ability to 
work efficiently in routine and complex work environments and that 
strategic leaders work to shape the organization's directions, define its 
goals, and even transfer their expertise to workers, and help them 
successfully complete their administrative tasks. Alzahrani's (2018) 
study indicated that strategic leadership seeks to bring about change 
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that promotes the university to a better status according to scientific 
foundations and procedural steps, and to guide the behaviors of 
employees in light of a system of values and ethics that contributes to 
achieving its goals effectively and institutional sustainability. 
Institutions are required to select employees characterized by 
leadership skills and work to discover them and determine the criteria 
that must be present in leaders. 

Hussein (2020) and Bashabsha (2022) also agreed with Al-
Asasfa &Al-Bashabsha (2022) on the indicators of strategic 
leadership, which include: defining the strategic direction, which is 
the future image that organizations aspire to reach; developing human 
capital, which is the capabilities possessed by workers in the 
organizations; promoting organizational culture, which is the approach 
derived from leaders that depends on the values of achievement and 
justice; emphasizing ethical practices, which are the rules and ethical 
values followed by the leader towards workers.  Al-Mughiriya (2023) 
added that strategic leadership can identify the best means to 
implement the organization's strategy and achieve its goals of survival, 
growth and development through the interactive practices it performs. 
Thus, the organization acquires a strategic orientation that enables it to 
implement the organization's strategy, invest in its core competencies, 
which raises the level of organizational competitive excellence, and 
helps in establishing ethical practices in the work environment, which 
leads to improved institutional performance. 

This leads us to a review of the literature related to institutional 
performance. For example, Diab (2021) indicated that improving 
institutional performance is a continuous process that involves 
measuring performance at the level of processes and services of 
relative importance in the organization and identifying developments 
that can enhance its performance. Gadalla (2023) added that 
institutional performance improvement includes planned and 
comprehensive activities for the organization as a whole and is carried 
out in accordance with clear strategies, plans and programs that are 
specific in their objectives, priorities and approach. 

Ali's (2022) study also confirmed that organizations where 
workers benefit from the successful experiences of their managers 
have better performance levels, unlike organizations where authority 
is only held by managers. On the other hand, Abdelhady's study 
(2021) indicated that the lack of success in some organizations is due 
to the misuse of knowledge, which negatively impacts the 
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performance of the organization. Additionally, managers' lack of 
knowledge capabilities in the field is reflected in their employees, 
leading to poor performance of the organization.  

      Tabuk (2016) and Belhaj (2023) added that performance 
indicators include two types: effectiveness indicators, which focus on 
achieving the objectives of the institutions and developing them, and 
efficiency indicators, which focus on the use of resources 
(material/human) in the institutions in relation to the specified outputs. 

       Mostafa, et al (2019) recommended that employees be allowed 
to express their opinions and participate in making decisions related to 
their work in order to enhance institutional performance. There should 
be clear and specific policies related to motivating and attracting the 
best employees. Al-Maidama & Al-Qutaibi (2024) added that there is 
a need to continuously promote the practice of strategic leadership in 
different agencies and to retain talented and skilled employees to grow 
and keep pace with developments and societal changes.  

     It is clear from the previous literature review that in order for 
organizations to cope with the changes they face, they must possess 
strategic leadership and a vision that they are keen to achieve through 
interaction between managers and employees, which in turn improves 
their institutional performance. 
THE STUDY PROBLEM 
      University youth welfare agencies face many challenges 
influenced by many changes and transformations in their internal 
environment and external influences. This requires them to 
continuously improve their performance levels and develop their 
capabilities to face these challenges. This can only be achieved by 
supporting managers' practices of strategic leadership and transferring 
their behaviors to employees in those agencies to improve their 
institutional performance and ensure development and competitive 
readiness for the benefit of the work environment as a whole. The 
interaction process that takes place between managers and employees, 
including social workers, within university youth welfare agencies 
leads to the provision and implementation of activities and services for 
university youth, who are  the primary beneficiaries  of these 
departments. Therefore, there is a real need to improve institutional 
performance. Thus, the main issue of the study is: "Determining the 
nature of the relationship between the level of strategic leadership and 
institutional performance in university youth welfare agencies". 
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THEORETICAL FRAMEWORK 
1. The concept of Strategic Leadership 

      Leadership is defined as “the process of influencing others to 
perform a common action” (Fieldler, 1967, p. 362). Strategic 
leadership is also defined as “The ability to anticipate and envision 
while maintaining flexibility and helping individuals to bring about 
strategic change in a way that enables the organization to obtain a 
competitive advantage,” and can be measured through the following 
indicators: strategic orientation, developing human capital, enhancing 
organizational culture, and emphasizing ethical practices (Hitt et al., 
2007, p. 1390). Strategic orientation is defined as “defining the vision, 
mission, and values of the organization and involving employees in 
formulating them to make its goals understandable to all” (Willis, et. 
al., 2022, p. 25). Human capital development is defined as: “the ability 
of the manager to develop the knowledge and skills of employees” 
(Son, 2010, p.2), while organizational culture is defined as “the set of 
behaviors that reflect the shared beliefs and expectations of employees 
(Lok & Crawford, 2004, p.329). Ethical practices are defined as” the 
behavior that a manager performs in accordance with societal values 
and principles such as basic rights, justice, power sharing, and 
integrity, which affect the behavior of employees in the organization 
and thus affect its performance (Langlois, et al., 2014, p.319). 

   According to the current study, strategic leadership is defined 
as “the ability of managers of youth welfare agencies to positively and 
strategically influence employees in a way that is reflected in the 
performance of youth welfare agencies at the university in providing 
distinguished services to university youth”. It can be measured 
through: 
  Strategic guidance: The ability of managers to make 

employees committed to a clear vision by analyzing the 
external and internal environment and working to formulate and 
apply an appropriate strategy. 

  Human Capital Development: The ability of managers to 
develop the knowledge and skills of employees in order to 
successfully formulate and implement strategies. 

  Fostering organizational culture: This refers to the ability of 
managers to introduce new values, beliefs, and changes that 
require effective communication and problem solving. 
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  Emphasis on ethical practices: It refers to the fact that 
managers should maintain integrity and trust among workers, 
and they should create an ethical work environment by 
encouraging workers at all organizational levels to practice 
ethical rules. 

2. The Concept of Institutional Performance 
   Institutional Performance is defined as “An integrated system of 

business results in the organization in light of its interaction with the 
elements of the internal and external environment, the tasks carried 
out in accordance with regulations and standards, and the way these 
tasks are presented to the beneficiary to achieve the required service” 
(Tuama & Alqhiwi, 2014, p.85). It is also defined as “a concept that 
reflects both the objectives and the means necessary to achieve them, 
i.e. it is a concept that links the aspects of activity with the objectives 
that the agencies seek to achieve through the tasks and duties 
performed by the workers in those agencies” (Zwick, 2016, p.5). 

     According to the current study, institutional performance is 
defined as “the ability of employees in university youth welfare 
agencies to fulfill their duties and responsibilities through interaction 
between internal and external elements with the aim of providing 
distinguished services to university youth.” 
3. Rationale of the study 

The current study relies on the interaction theory of leadership, 
which focuses on leadership as a process of social interaction. The 
leader must be one of the members of the team, sharing their 
problems, standards, goals and hopes, and should be keen to 
strengthen the relationship with the members (Lotfy, 2007, p.77). 
Interaction theory focuses on the interaction between the leader and 
the workers by expanding their responsibilities with the leader in order 
to achieve the goals of the organization (McLaughlin & Kunk-
Czaplicki, 2020, p.260). 
OBJECTIVES OF THE STUDY 
The current study seeks to achieve the following objectives: 

1- Determining the status of the practice of strategic leadership 
(strategic direction, developing human capital, enhancing 
organizational culture, emphasis on ethical practices) in 
university youth welfare agencies. 

2- Determining the status of institutional performance in 
university youth welfare agencies. 
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3- Determining the nature of the relationship between the level of 
strategic leadership practice (strategic guidance, human capital 
development, enhancing organizational culture, emphasis on 
ethical practices) and institutional performance in university 
youth welfare agencies. 

4- Finding mechanisms to improve institutional performance in 
university youth welfare agencies. 

STUDY HYPOTHESES:  
The current study seeks to test the following hypotheses: 

1- It is expected that the level of strategic leadership practice in 
university youth welfare agencies will be high. This hypothesis 
can be tested through the following dimensions of strategic 
leadership: (strategic direction, developing human capital, 
enhancing organizational culture, and emphasis on ethical 
practices). 

2- It is expected that the level of institutional performance in 
university youth welfare agencies will be high.  

3- There is a statistically significant direct relationship between 
the practice of strategic leadership (strategic direction, human 
capital development, promoting organizational culture, 
emphasis on ethical practices) and institutional performance in 
university youth welfare agencies. 

METHODOLOGY 
1- Study Type: This is a descriptive study, aiming to determine the 

status of the practice of strategic leadership among managers of 
youth welfare agencies from the perspective of employees, and to 
determine the status of institutional performance in those agencies 
to ascertain the nature of the relationship between them. 

2- Methodological instruments: The current study relied on the use 
of a comprehensive social survey of all the employees of the 
university youth welfare agencies at Fayoum University. 

3- Tools of the study: The current study relied on two scales, namely: 
the Strategic Leadership Scale and Institutional Performance 
Scale, both of which were constructed by the researcher as 
follows: 
A- Gaining access to specialized technical writings, previous 

studies, and scales related to the topic of the current study. 
B- The dimensions of the two scales were determined according to 

the study's objectives and hypotheses: 
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- The Strategic Leadership Scale included two axes: The first axis 
included the primary data and included (5) questions, while the 
second axis included (20) statements.  

- The Institutional Performance Scale included two axes: The first 
axis included the initial data, comprising (5) questions, while the 
second axis consisted of (20) statements.  

- Both scales used a three-point Likert scale: disagree (1), somewhat 
agree (2), and agree (3). 

-Procedures for Validity of the Study Instruments 
     Apparent Validity (Validity of the Arbitrators): 
    The two scales were presented to (8) faculty members at the 
Faculties of Social Work at Fayoum University and Helwan 
University. An agreement rate of not less than (80%) was adopted. 
Based on their feedback, some phrases were deleted, and others were 
rephrased. Accordingly, the two scales were formulated in their final 
form, which included (24) phrases for the Strategic Leadership Scale 
became, and (20) phrases for the Institutional Performance Scale. 
      Internal Validity: To verify that the study’s tools fully represent 
the content to be measured, the Pearson correlation coefficient was 
calculated for the relationship between the score of each axis and the 
total score in both scales. In the Strategic leadership Scale, the internal 
validity results were: 
(0.968**) for strategic guidance, (0.952**) for developing human 
capital, (0.982**) for fostering organizational culture, and (0.984**) 
for emphasis on ethical practices.  
These numbers confirm that the scale has a high degree of reliability. 
As for the Institutional Performance Scale, the internal validity 
coefficient of the scale reached (0.972**), confirming that the scale 
enjoys a high degree of validity. 
 Reliability of the Study Tools 
      The reliability of the scales was tested using the Cronbach's Alpha 
coefficient for the estimated reliability values of both scales. The 
reliability coefficient was extracted at the level of each instrument as a 
whole and at the level of the axes, as follows: Strategic Leadership 
Scale. The reliability results of the Cronbach's alpha coefficient were 
as follows: (0.949) for the strategic direction dimension, (0.957) for 
the human capital development dimension, (0.970) for the 
organizational culture dimension, (0.950) for the ethical practices 
dimension, and (0.987) for the scale as a whole. This indicates that the 
Strategic Leadership Scale has a high level of stability.  
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As for the Institutional Performance Scale, the Cronbach's 
Alpha coefficient for the scale as a whole was (0.984). This ratio 
indicates that the scale has a high level of reliability. 
4- Sample: 
     The study population consisted of all employees in the youth 
welfare agencies at Fayoum University (128), including managers and 
employees. The study sample included all employees (108), except for 
managers since they are the leaders who are evaluated through the 
scale questions from the employees’ point of view. The actual 
application was conducted on all (104) employees who were still 
working at the time of the field study.  
       Youth welfare agencies at Fayoum University include the General 
Administration of Youth Welfare, and the Youth Welfare 
Departments of all university faculties, namely: Education, 
Agriculture, Engineering, Social Work, Dar Al Uloom, Science, 
Tourism and Hotels, Diversified Education, Archaeology, Medicine, 
Arts, Computers and Artificial Intelligence, Early Childhood 
Education, Nursing, Dentistry, Pharmacy, Law, Physical Education, 
and Al-Alsun. The field study was conducted in May 2024. 
5- Statistical processing:  
     Data were processed statistically using the Statistical Package for 
Social Sciences (SPSS) program version 28, many statistical 
treatments were applied. The average responses of employees to the 
metrology were judged according to the following scale: (2.34-3 High, 
1.67-2.33 Medium, 1-1.66 Low). 
RESULTS 
Characteristics of the sample 
Table 1. Characteristics of the Sample Study (N = 104) 
Characteristics Sub Characteristics N % 

Male 45 43.3 Gender 
Female 59 56.7 

Age (mean±SD) 43.73±8.729 
average qualification 5 4.8 

Above average qualification. 13 12.5 
Bachelor degree 74 71.2 Educational 

Postgraduate studies 
 (Diploma - Master - PhD) 

12 11.5 

> 5 years 26 25 
5>10 years 8 7.7 

10>15 years 29 27.9 
Years of 

Experience 
<15 years 41 39.4 

Total 104 100% 
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It is clear from the previous table (1) that the size of the applied 
sample of employees in university youth welfare agencies is (104), of 
whom 43.3% are male and 56.7% are female. Most of them have a 
bachelor’s degree (71.2%), and the majority have 15 years of 
experience or more (39.4%.). 
     Results of the First Hypothesis: 
 The first hypothesis of the study states that "The level of strategic 
leadership practice in university youth welfare agencies is expected to 
be high." This hypothesis can be tested through the following strategic 
leadership dimensions: strategic direction, developing human capital, 
enhancing organizational culture, and emphasis on ethical practices. 
The Strategic Guidance Dimension: 
Table 2. Mean and Standard Deviation of Strategic Direction (N = 
104) 
No Phrases MEAN SD Level Rank 

1 I am allowed to modify future 
business plans. 1.96 0.481 5 Medium 

2 I have a supportive work environment 
to carry out unique activities. 1.99 0.429 4 Medium 

3 
I find adequate support when I 
encounter issues in implementing 
activities. 

1.89 0.520 6 Medium 

4 Realistic strategic goals are set for the 
business. 2.27 0.561 1 High 

5 Work patterns are being modernized 
to keep up with societal changes. 2.01 0.583 3 Medium 

6 

I receive the "success and failure" 
experiences of similar departments to 
benefit from them in developing the 
work. 

2.02 0.623 2 Medium 

Total Dimension 2.02 0.479 Medium 
The results of the previous table (2) indicated that the strategic 

guidance dimension had a medium percentage, with the general 
average of the sample's responses to the statements of this dimension 
being (2.02), which is a medium average. The arithmetic averages of 
the statements of the dimension ranged between (1.89 - 2.27) 
compared to the general arithmetic average of the dimension as a 
whole, with statements No. (3) and (4) being the lowest and highest, 
respectively. 
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The Human Capital Development Dimension: 
Table 3. Mean and standard deviation of developing human capital (N 
= 104) 
No Phrases MEAN SD Level Rank 
7 Panel discussions are held to share 

experiences on the latest field 
knowledge. 

1.45 0.667 4 Low 

8 I am trusted to organize centralized 
events. 1.52 0.682 3 Low 

9 I receive rewards for achieving high 
ranks in activities. 2.07 0.612 1 Medium 

10 I have access to various training courses. 1.38 0.610 5 Low 
11 Experienced talents are attracted 

according to work needs. 1.32 0.658 6 Low 

12 I am guided to make the right decision 
to overcome work challenges. 1.76 0.675 2 Medium 

Total Dimension 1.58 0.590 Low 
The results of the previous table (3) indicated that the dimension 

of human capital development had a low percentage, with the general 
average of the sample's responses to the statements of this dimension 
being (1.58), which is a low average. The arithmetic averages of the 
statements of the dimension ranged between (1.32 - 2.07) compared to 
the general arithmetic average of the dimension as a whole, with 
statements No. (11) and (9) being the lowest and highest, respectively. 
The Dimension of Enhancing Organizational Culture:   

Table 4. Mean and Standard Deviation of Enhancing 
Organizational Culture (N = 104) 
No Phrases MEAN SD Level Rank 
13 I am authorized to perform certain key 

business functions. 2.10 0.549 1 Medium 

14 Practicing teamwork values is 
supported among colleagues. 1.99 0.599 5 Medium 

15 There is confidence in my ability to 
deal with issues at all levels. 2.04 0.606 4 Medium 

16 I am allowed to participate when any 
decision is made. 2.06 0.572 3 Medium 

17 I have a conflict-free work 
environment. 1.64 0.736 6 Low 

18 There is fairness in the distribution of 
tasks between me and my colleagues. 2.09 0.576 2 Medium 

Total Dimension 1.98 0.568 Medium 
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The results of the previous table (4) indicated that the dimension 
of promoting organizational culture had a medium percentage, with 
the general average of the sample's responses to the statements of this 
dimension being (1.98), which is a medium average. The arithmetic 
averages of the statements of the dimension ranged between (1.64-
2.10) compared to the general arithmetic average of the dimension as 
a whole, with statement No. (17) and statement No. (13) being the 
lowest and highest, respectively. 
The Dimension of Emphasizing Ethical Practices: 
Table 5. Mean and standard deviation of emphasizing ethical 
practices (N = 104) 

No Phrases MEAN SD level Rank 
19 I am guided to ethical rules when 

practicing work. 1.94 0.620 5 Medium 

20 I am encouraged to practice ethical 
behavior with my peers. 1.85 0.620 6 Medium 

21 I am instructed to announce contests 
to all students at the same time. 2.35 0.571 1 High 

22 The initiative is available to carry out 
activities that support the moral 
values of university youth. 

2.10 0.549 3 Medium 

23 I was instructed to follow the 
principle of confidentiality to 
preserve students' privacy. 

2.09 0.593 4 Medium 

24 I am encouraged to follow 
transparency in the publication of 
contest results. 

2.30 0.573 2 Medium 

Total Dimension 2.10 0.525 Medium 
The results of the previous table (5) indicated that the dimension 

of emphasizing ethical practices had a medium percentage, with the 
general average of the sample's responses to the statements of this 
dimension being (2.10), which is a medium average. The arithmetic 
averages of the statements of the dimension ranged between (1.85-
2.35) compared to the general arithmetic average of the dimension as 
a whole, with statements No. (20) and (21) being the lowest and 
highest, respectively. 
     The results show that the first hypothesis of the study is invalid: 
"The level of strategic leadership practice is expected to be high in 
university youth welfare agencies." This hypothesis was tested 
through the following dimensions of strategic leadership: (strategic 
direction, developing human capital, enhancing organizational culture, 
and emphasizing ethical practices) (strategic direction, developing 
human capital, enhancing organizational culture, and emphasis on 
ethical practices). The results of the leadership practice level are as 
follows: 



Egyptian Journal of Social Work (EJSW)                   http://ejsw.journals.ekb.eg           
ISSN: 2356-9204                                                             Vol 18, Issue 1, June 2024                                             

 

 263 

- The level of practice of the strategic direction dimension in 
university youth welfare agencies is (2.02), which is a medium 
level. 

- The level of practice of the human capital development dimension in 
university youth welfare agencies is (1.58), which is a low level. 

- The level of practice of the dimension of promoting organizational 
culture in university youth welfare agencies is (1.98), which is a 
medium level. 

- The level of practice of the dimension of emphasizing ethical 
practices in university youth welfare agencies is (2.10), which is a 
medium level. 

Results of the Second Hypothesis of the Study "The level of 
institutional performance in university youth welfare agencies is 
expected to be high". 
Table 6. Mean and standard deviation of institutional performance (N 
= 104) 
No Phrases MEAN SD level Rank 

1 I use modern approaches to address the 
issues of university youth. 2.07 0.612 6 Medium 

2 I use the latest professional methods in 
my work practice. 1.59 0.633 17 Low 

3 I make sure to share knowledge with 
academic experts. 2.22 0.682 3 Medium 

4 I initiate activities based on innovative 
ideas. 2.20 0.742 4 Medium 

5 I get competitive ranks in the activities I 
organize every year   . 2.19 0.559 5 Medium 

6 
I endeavor to periodically refurbish 
worn-out tools used for practicing 
activities. 

2.00 0.639 8 Medium 

7 
My colleagues provide me with the 
information I need to carry out the 
various activities. 

1.68 0.627 13 Medium 

8 I delegate my colleagues to carry out the 
centralized activities assigned to me. 1.61 0.674 16 Low 

9 I always listen to student feedback after 
each activity. 2.20 0.564 4 Medium 

10 
I take into account the application of total 
quality standards in all steps of 
implementing activities. 

1.82 0.707 9 Medium 

11 
I work after office hours to finish my 
work assignments. 
 

1.36 0.637 18 Low 
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No Phrases MEAN SD level Rank 

12 I rely on technology-based expert 
systems to enhance my skills. 1.66 0.691 14 Low 

13 I make sure to attend additional trainings 
to improve my skills. 2.04 0.637 7 Medium 

14 Utilize the results of my annual 
performance evaluation. 1.81 0.725 10 Medium 

15 
I make sure my colleagues are involved 
in defining organizational procedures for 
work. 

2.23 0.561 2 Medium 

16 I ensure that activities are carried out 
according to the announced schedule. 2.07 0.488 6 Medium 

17 I provide facilities for students to join 
youth welfare activities. 2.49 0.607 1 High 

18 I always to stick to my role in the 
administration. 1.64 0.637 15 Low 

19 I always organize orientation meetings to 
advertise the various activities. 1.80 0.510 11 Medium 

20 I help mentor new employees even if I'm 
not asked to do so. 1.72 0.675 12 Medium 

Total Dimension 1.91 0.556 Medium 
The results of the previous table (6) indicated that the responses 

of the study sample on the Institutional Performance scale were 
medium, with the overall mean of the sample's responses to the 
statements of this scale being (1.91), which is a medium mean. The 
arithmetic means of the statements of the scale ranged between (1.36 - 
2.49) compared to the overall arithmetic mean of the scale as a whole, 
with statements No. (11) and statement No. (17) being the lowest and 
highest, respectively. 

It is clear from the previous results that the second hypothesis of 
the study, i.e. "The level of institutional performance in university 
youth welfare agencies is expected to be high," is invalid, as the 
results show that the level of Institutional Performance was (1.91), 
which is an average level. 
     Results of the Study's Third Hypothesis:  
"There is a statistically significant direct relationship between the 
practice of strategic leadership (strategic direction, developing human 
capital, promoting organizational culture, emphasis on ethical 
practices) and institutional performance in university youth welfare 
agencies". 
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Table 7. The correlation between the level of strategic leadership and 
institutional performance in university youth welfare agencies through 
Pearson’s correlational matrix (N = 104) 

strategic leadership institutional performance 
strategic direction 0.924** 

developing human capital 0.934** 
enhancing organizational culture 0.939** 

emphasizing ethical practices 0.967** 
Scale as a whole 0.972** 

** Correlation is significant at the 0.01 level. 
     The results of the previous table (7) indicated that there is a 
statistically significant positive correlation between the level of 
strategic leadership practice (emphasizing ethical practices, promoting 
organizational culture, developing human capital, and strategic 
direction -dimensions arranged according to the strength of 
correlation) and institutional performance in university youth welfare 
agencies. This confirms that the higher the level of strategic leadership 
practice with its sub-dimensions, the higher the level of institutional 
performance in university youth welfare agencies. These results come 
in line with the results of Al-Mughiriya’s study (2023) which 
indicated a positive correlation between strategic leadership and 
institutional performance.  
DISCUSSION 

The results of the study revealed that the level of strategic 
guidance - as one of the dimensions of strategic leadership - came at a 
medium level. Therefore, managers of university youth welfare 
agencies must be keen to provide adequate support to employees when 
they face any issues in implementing activities and allow them to 
modify work plans. This result is consistent with the study of 
Alzahrani (2018), which confirmed that strategic leaders work to 
formulate the directions of the organization, define its goals, and even 
transfer their expertise to employees. 

The results of the study indicated that the level of human capital 
development - as one of the dimensions of strategic leadership - came 
at a low level. Therefore, managers of university youth welfare 
agencies must be keen to attract competent and experienced staff 
according to the needs of the work and provide them with 
opportunities to obtain various training courses. These results are 
consistent with Al-Mughiriya (2023) study, which confirmed that the 
strategic leader can achieve the organization's goals of survival, 
growth and development through interactive practices that depend on 
investing in the core competencies of workers and developing their 
skills and knowledge. 
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The results of the study also showed that the level of promoting 
organizational culture -as one of the dimensions of strategic 
leadership- came at a medium level. Therefore, managers of university 
youth welfare agencies must be keen to provide a conflict-free work 
environment for employees and supporting their practice of teamwork 
values. These findings are consistent with the study of Hussein (2020) 
and Bashabsha (2022) Al-Asasfa & Al- who explained that promoting 
organizational culture depends on managers' acquisition of the values 
of achievement and justice in the work environment. 

The results of the study showed that the level of emphasis on 
ethical practices -as one of the dimensions of strategic leadership- 
came at a medium level. Therefore, managers of university youth 
welfare agencies should be keen to encourage employees to practice 
ethical behaviors and guide them to ethical controls when practicing 
work.This is consistent with the study of Alzahrani (2018), which 
found that strategic leadership seeks to bring about change that 
enhances the university institution to a better situation by working to 
direct the behaviors of employees in light of a system based on 
valuable and ethical practices. 

The results of the study also revealed that the level of 
institutional performance of the university youth welfare agencies 
came at a medium level. Therefore, employees must be keen to use 
professional approaches when practicing work, delegating colleagues 
to carry out some centralized activities, as well as adhering to 
permanent participation in management. In addition, they should rely 
on expert systems to keep pace with societal changes. The study 
confirmed a statistically significant correlation between the level of 
strategic leadership practice in its dimensions and institutional 
performance. The results are consistent with the study of Mostafa, et 
al (2019) and Al-Maidama & Al-Qutaibi (2024), who concluded that 
to enhance institutional Performance, employees should be allowed to 
participate in making decisions related to their work and keep pace 
with all societal changes. 
           The results of the study also confirmed that there is a 
statistically significant direct relationship between the level of 
strategic leadership practice with its dimensions and institutional 
performance in university youth welfare agencies  The results of the 
current study can be interpreted in light of the interaction theory since 
the existence of good interpersonal relationships between strategic 
leaders and employees makes workers feel better and accomplish 
more administrative tasks, thus improving their institutional 
performance. 
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       Based on the results of the current study, a set of mechanisms 
have been proposed to improve institutional performance in university 
youth welfare agencies. They were designed taking into consideration 
the following elements: The basics of the community organization 
method, the theoretical framework of the study, the results of the field 
study, and the researcher's vision. This can be summarized in the 
following points: 
1- Developing the internal processes of the university youth welfare 

agencies by adopting a vision and mission directed towards 
achieving institutional excellence, adopting a flexible 
administrative and organizational structure, shifting decision-
making from centralization to decentralization, in addition to 
continuously developing the services and activities they provide 
according to changes. 

2- Monitoring external environmental changes to improve the 
institutional performance of university youth welfare agencies by 
following up on the surrounding technological developments and 
encouraging their employees to follow these changes, in addition 
to continuously monitoring the needs of university youth. 

3- Developing human resources in university youth welfare agencies 
by ensuring the development of their employees' capacities, 
enabling them to optimize the use of information, supporting their 
professional development in a sustainable manner, and ensuring 
the selection of leaders who possess right decision-making skills. 

4- Developing information and communication systems to improve 
the performance of university youth welfare agencies through 
electronic documentation of all decisions, establishing a 
university information network that includes its various faculties 
and units, and linking departments to each other to maximize the 
use of each department's expertise. 

5- Continuous monitoring of the performance of university youth 
welfare agencies with the aim of improving their performance, 
through the use of modern administrative approaches to evaluate 
performance and continuous benchmarking. 

     To fully achieve these mechanisms, we should adopt the 
principles of the Community Organization Method, which are social 
responsibility, participation, and the right to make decisions. Other 
professional tools can also be used, such as conferences, committees, 
discussions, and meetings, as well as the following professional roles, 
which include professional leader, enabler, planner, and mediator. 



Egyptian Journal of Social Work (EJSW)                   http://ejsw.journals.ekb.eg           
ISSN: 2356-9204                                                             Vol 18, Issue 1, June 2024                                             

 

 268 

REFERENCES 
Abdelhady, M. G. (2021). The Impact of Dynamic Capabilities on 

Improving Organizational Performance: An Applied Study on 
Industrial Companies. Scientific Journal of Economics and 
Trade, 51(1), 83-142. Available at: 
 10.21608/JSEC.2021.139215 

Abdellatif, R. A. (2003). Models & Theories of Community Organization  
Method Practice. Al-Zahra Publishing, Egypt. 

Abdellatif, R. A. (2010). Community Organization Models & Skills. Al-
Zahra Publishing, Saudi Arabia. 

AL Mashhadani, A. B. (2019). Role of Strategic Leadership in Reducing 
Organizational Risks A Reconnaissance Study to a Sample of The 
Strategic Leaders in the Canter of The Iraqi Ministry of Planning. 
College of Administration & Economics, Mosul University. 

Al-Asasfa, N.A& Al-Bashabsha, S.A.(2022).The impact of strategic 
leadership practices on achieving competitive advantage in 
Jordanian commercial banks. Muta Research and Studies: 
Humanities and Social Sciences Series, 37(4), 279-320. Available at: 
https://search.emarefa.net/detail/BIM-1422360 

Ali, M. S. (2022). The Impact of Employee Participation and Empowerment 
Practices on the Level of Institutional Performance of Public 
Organizations. Journal of the College of Economics and Political 
Science, 23(1), 205-255. Available at: 10.21608/JPSA.2022.212203 

Al-Maidama, A. Q& Al-Qutaibi, M.M. (2024). The Role of strategic 
leadership in improving institutional performance. Sana'a University 
Journal of Human Sciences, 1(2), 587-616. Available at: 
https://doi.org/10.59628/jhs.v1i2.692 

Al-Mughiriya, F.S. (2023). The Impact of Strategic Leadership Practices on 
Institutional Excellence in the Governmental Sector in Sultanate of 
Oman. Ibn Khaldoun Journal for Studies and Researches, 3(8), 451-
471. Available at: https://doi.org/10.56989/benkj.v3i8.485 

Alzahrani, I. H. (2018) Strategic Leadership and Their Impact in the 
Development of Organizational Learning Capabilities Study practice 
in the Umm Al Qura University, International Journal for Research 
in Education, 42(2),188-238. 
Available at: https://scholarworks.uaeu.ac.ae/ijre/vol42/iss2/6 

Belhaj, I. B. (2023). The Role Of Strategic Planning On Organizational 
Performance In The Management Of Health Services Of Zawia 
City. Economic Studies Journal, 6(2), 1–31. Available at: 
https://journal.su.edu.ly/index.php/esj/article/view/1203 

Diab, G. A. (2021). The impact of the dimensions of job competencies on 
institutional performance. Journal of Business Research, 43 (3), 251-
277. Available at:  10.21608/ZCOM.2021.64905.1001 



Egyptian Journal of Social Work (EJSW)                   http://ejsw.journals.ekb.eg           
ISSN: 2356-9204                                                             Vol 18, Issue 1, June 2024                                             

 

 269 

Fiedler, F. E. (1967). A Theory of Leadership Effectiveness. New York. 
Mcgraw Hill. 

Gadalla, G. I. (2023). Digital transformation and institutional performance 
development in social solidarity departments. Social Work Journal, 
77(1), 72-114. Available at: 10.21608/EGJSW.2023.224530.1206 

George, B & Walker, R, M. (2019). Does Strategic Planning Improve 
Organizational Performance? A Meta-Analysis. Public 
Administration Review, 79(6), 810–819. Available at: 
https://doi.org/10.1111/puar.13104 

Hitt, M. A., Beamish, P. W., Jackson, S. E., & Mathieu, J. E. (2007). 
Building theoretical and empirical bridges across levels: Multilevel 
research in management. Academy of Management journal, 50 (6), 
1385-1399. 

Hussein, S.N. (2020). Strategic leadership and its role in managing 
organizational crises: exploratory research at the ministry of 
industry and minerals, Journal of Management and 
Economics, 126, 87-104. Available at: 
https://search.emarefa.net/detail/BIM-1090430 

Langlois, L., Lapointe, C., Valois, P., & de Leeuw, A. (2014). Development 
and validity of the ethical leadership questionnaire. Journal of 
Educational Administration, 52(3), 310-331. Available at: 
10.1108/JEA-10-2012-0110 

Lee, Y, & Shih-Hao, C. (2007). A Study of Correlations Mosel between 
Strategic Leadership and Business Execution: An Empirical 
Research of Top Managers of Small and Medium Enterprises in 
Taiwan, Proceeding of the 13 Th Asian Pacific Management 
Conference, Melbourne, Australia. 

Lok, P. & Crawford, J. (2004). The effect of organizational culture and 
leadership style on job satisfaction and organizational commitment: 
A cross‐national comparison, Journal of Management Development, 
23(4), 321-338. Available at: 
https://doi.org/10.1108/02621710410529785 

Lotfy, T. A. (2007). Sociology of organization. Gharib Publishing, Cairo. 
Egypt. 

Macpherson, N. & Pabari, M. (2004). Assessing Organizational 
Performance, Third African Evaluation Association Conference 
Professional Development Workshop. 

McLaughlin, C.P., & Kunk-Czaplicki, J.A. (2020). [Review of the 
book Leadership: Theory and Practice, by Peter G. 
Northouse]. Journal of College Student Development 61(2), 260-
261. Available at:  https://doi.org/10.1353/csd.2020.0023 

Mohamed, A. M. (2011). Contemporary Theoretical Trends of Community 
Organization. Modern university office, Alexandria. Egypt. 



Egyptian Journal of Social Work (EJSW)                   http://ejsw.journals.ekb.eg           
ISSN: 2356-9204                                                             Vol 18, Issue 1, June 2024                                             

 

 270 

Mostafa, S. & Abdelsalam, R. & Al-Tablawi, O. (2019). The impact of 
organizational development on the effectiveness of institutional 
performance, an applied study on the Workers’ University in Egypt, 
Journal of Contemporary Business Studies, 5(6), 223-264. Available 
at: 10.21608/CSJ.2019.91027 

Obaid, M. B & Jawdat, H. (2008).Stand by Social Work. Safaa for 
Publishing and Distribution, Amman. Jordan. 

Son, H.S. (2010). Human Capital Development, Asian Development Bank, 
Economics Working Paper Series No. 225 .Available at: Human 
Capital Development (No. 225) (adb.org) 

Tabuk, M. A. (2016). The effectiveness of institutional performance in 
governmental organizations. Journal of Business Research, 38 (1), 
197- 228. Available at: 10.21608/ZCOM.2016.129706 

Tuama, H. Y.& Alqhiwi, L. A. (2014). The Impact of Application of 
Business Process Reengineering on Improvement the Institutional 
Performance Effectiveness A Field Study on the Jordanian 
Pharmaceutical Companies, European Journal of Scientific 
Research, 122 (1), 81-98. Available at: 
https://www.researchgate.net/publication/284423304 

Willis ,A., Kinyua ,G. & Muchemi, A. (2022). Strategic Leadership as an 
Antecedent of Competitive Advantage A Review of Literature, 
International Journal of Managerial Studies and Research, 10(1), 18-
33. Available at: https://doi.org/10.20431/2349-0349.1001003 

Zwick, T. (2016). The impact of training intensity on establishment 
productivity. Industrial relations: a journal of economy and society. 
(45). 1-36. Available at: 10.1111/j.1468-232X.2006.00412.x 

 
 
 
 
 


