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                                                         Abstract
Attempt by researcher to investigate the effect of top management team diversity on organisation performance in educational institutions. A case of selected university in kwara state. The study examines the quality decision making at the top management team diversity on quality service delivery in an organisation. Also, the impact of innovation capacity on the operational effectiveness of an organisation is investigated. Similarly the multicultural background on market delivery capacity of an organisation is reviewed for this research in this study. The study population is taken as the 15 top management of three selected private university in kwara state using survey technique. It was found that there is overall significant fit of organisation performance when quality decision and innovation capacity are predictors. 









 







CHAPTER ONE
INTRODUCTION
1.1	 Background to the Study
Top Management Team Diversity in most cases were discussed in tandem with the strategic management. This is the case as top management team diversity is seen as pivotal to strategic management. This will not be surprised as top management team managers are the custodian of organizations strategy.
Superior performance of one organization to the other has been a cause of debate among various writers as regard the success or otherwise of a given strategy given that such organisations operate within the same environment and sharing similar customers (Hurley & Hult, 1998; Abdussalam, 2022). Established research shows that there is difference between demographic variables and cognitive variables of top management team diversity. 
Divergence of opinions among the various writers on the dissimilarities of outcome given demographic and cognitive variable applications on top management team diversity had led to need for more investigation.  Those that push their arguments using transitive memory among the team and those that work given only the occurrence of demographic factors among the team (Argote and Ren, 2012; Muhammad, 2022). The elements of cognitive variables such as psychographic variation, power sharing and team tenure had not been fully investigated and may require further probe so as to show its relevance to the top management team diversity (Sciarelli et.al., 2025). 
Organisations generally have their top management team diversity to consist of the founder, president, chairman, vice-chairman, chief executive officers, directors who equally in most cases served in the board (Mkalama, 2014 and Luo and Lim, 2020 ). 
Top management teams are the custodians of authority who enact policies, formulate strategies and see to its implementation. They are the higher authority in an organization upon which reside major management functions such as planning, directing, coordinating and control.  Equally, they make decisions that affect everyone in their organizations or in key area of the organization such as to navigate and accomplish necessary performance oriented direction (Pearce and Robinson, 2011; Abdussalam, et. al., 2022). Failure of major organisations were traced to the dysfunctions in the performance of top management team of some multinational corporations due to inability to be proactive in dealing with changing environmental demands of the modern day affairs (Brimah and Abdussalam, 2022). Major concerns were traceable to the inability of regulatory agencies to adequately perform their supervising roles causing misalignment in the affairs of these organisations. Universities are meant to utilizes available resources in such a way as to factorized and transform output for the betterment of the society in disregard to weak alignment dictate of the environment (Ongeti, 2014; Abdussalam, et.al., 2021). 
Top management team diversity has two major variables which is cognitive variables and demographic variables. However, cognitive variables consist of the following elements which are power sharing, quality decision making, board diversity and innovative capacity. Demographic variables consist of the following elements which are age, team tenure, degree of education, culture, gender and nationality. 
The research shall attempt to situate the concept of top management team diversity using both demographic and cognitive variables. Top management team diversity is conceptualized using cognitive heterogeneity as a means of identify capability to solve problems relating to formulation and implementation of strategic policy.

1.2	 Statement of the Problem
Management of many university institutions are saddled on university board, chancellor, vice-chancellor, deputy vice-chancellor, registrar, bursar and librarian who see to the policy formulation and implementation (Olodo and Aremu, 2017). They constitute the top echelon of the university. The decision quality at the top management team diversity level of these top echelons are often examined in term of quality service delivery in the organization. Innovative capacities of team heterogeneity when not reviewed in term of operational effectiveness of the organization. Innovative capability might not be well generated and implemented in the institution because of the adherence to organization organogram that direct the chart flow from top management to bottom. Most of the time, the ideals of the organization from top management of the institution can only be processed and implemented at the top, thus, suffering acceptability at general employee level.   
Nevertheless, using demographic variables of ethnic background on the performance variables of market delivery of organization. This study need to show the relationship between ethnic background and market delivery in the organisation. Al-Hikmah University is an institution that consist of varying individuals with diverse background. This diverse multicultural background of top management team shall contribute to marketability of the institution. Both the top management and other staff of institution are from different multicultural background and to what extent thus this affect studentship in this institution. Top management of the organisation will influence marketing and availability of studentship across various multicultural background all over the world. Way and manner to which this related to diverse top management team background. 
1.3	  Research Questions
The researcher conceptualize the following questions: 
i. how does quality decision making affect quality service delivery in an organization?
ii. what are the impacts of innovative capacity on the operational effectiveness of an organisation?
iii. what are the effect of multicultural background on the market delivery of an organization? 
1.4 	Research Objectives
Effect of top management team diversity and strategic management on organization performance is taken as the general objective of this research. Likewise, specific objectives to be reviewed in this study are as follow:
i.	to evaluate the effect of quality decision making on quality service  delivery in organisation.
ii.	 to determine the influence of innovative capacity on the operational effectiveness of an organisation.
iii. 	to review the effect of multicultural background on the market delivery capability of an organisation.
1.5 	Research Hypotheses Formulated 
Ho1: Quality decision making does not have any significant influence on quality service delivery of an organization.
Ho2: Innovative capacity does not have significant moderating effect on operational effectiveness of an organisation.
H03:  Multicultural background has no effect on the market delivery capability of an organisation.
1.6 	Significance of the Study
Importance of this study hinges on its capability to initiate academic review of the concepts under the various construct employ for this study. The major construct of top management team diversity which serves as independent variable is employed to review its relationship to the other two dependents variables of strategy management and organization performance. Also, it shall show case how top management team diversity relates to strategic management by explaining how employees react under stereotyped conditions.
The research provide other researchers basis to investigate and contribute to the discussion of top management team diversity, strategy management and organization performance. It will proffer suggestions on situation that will require certain top management team diversity to succeed. The cognitive factor employed in this study enables investigation into the other aspect of demographic review definitely accustomed to by past researchers.
The study will assist future researchers in carrying out their study employing this study as resource for further study. It shall also serves as basis for management to review the steps involves in strategic management being employed in the organization. The society shall generally have focus to rely on in the cause of assessing top management team diversity base problems as a means of delivering priority policy in strategic management. 	
1.7 	Scope of the Study
The study covered effect of top management team diversity and strategic management on organizational performance. However, it will be limited to selected private university in Kwara State, Nigeria. The issue of top management team diversity covers all facets of management in every organization, however, this study is focusing on educational sector. Similarly, top management team diversity is a universal concept and the researcher is focusing on the selected private university in Kwara State from developing world perspectives. Thus, this study shall give a developing world perspective to the avalanche of the study from the developed world currently available.

1.8 	Operational Definition of Terms
Power Sharing: This is to indicate the employment of authority and deployment of directive given who hold the ace in an organization (Brimah and Abdussalam, 2022). Hence, power sharing among top management team diversity covers devolution of power as consensus and conflict to resolve issues in the work place.   
Innovative capacity: The ability to come up with new idea and convert such idea into entirely acceptable new phenomenon. Creativeness begat innovativeness and thus open way to salvage new oriented policy and decision in an organization (Brimah and Abdussalam, 2022).  
Team tenure: This is counting as per period of joint existence shared by management team as a member of this same group. It is often over shadowed by team experience but not the same thing. As a young participant in a management group may enjoy high point in team tenure and low point in job experience given his consideration in term of length of year in service (Laursen  and Salter, 2006; Muhammad, 2022).
Gender: Gender is the inner most sex which individual or person called itself irrespective of other people view. 
Culture: Culture is the total way of life of people living in a community or same geographical location sharing similarity in norms and customs.
Top Management: It can be defined as persons responsible for the overall strategies of the organization, those who direct the corporate affairs of the organization.
 Top management team diversity:  Headship of an organization in compositional format consisting of variation in membership of the team as comprising the corporate heads in a firm.
Board Decision: These are agreements, decisions and consensus reached by the management board of an orgnisation in order to improve its service delivery and revenue growth. 
Power Distribution: Devolution and sharing of responsibility base on authority residing in individual among the management members of a firm.
Strategic Change:  Variation in directional domain of affair and focus of the organization as impact of organizational policy, focus or realignment. 
 




























CHAPTER TWO
LITERATURE REVIEW
  2.1	Introduction  
The literature review is aim to discuss past writers contribution to the study and lay foundation for the present research. This chapter shall discuss conceptual framework, theoretical framework, empirical review and gaps in literature.
2.2	Conceptual Framework
The study is better explained as linkages of independent variables to dependent variables utilizing the elements that facilitated the linkages as follows:
Figure 1.1	Researcher’s Conceptual Framework 2025



Quality Service

Quality Decision
CCc    

 Operational
Effectiveness
Innovation Capacity



Top Management Team Diversity

Market Delivery
Multicultural Background

Performance





Source: Researcher’s Concept





2.2.1	Innovation Capacity
Idea generation which are perceived as new and convert such idea into entirely acceptable new phenomenon. Creativeness begat innovativeness and thus open way to salvage new oriented policy and decision in an organization (Brimah and Abdussalam, 2022). In practice, organization strives to develop or improve their creativeness so as to be more innovative. Likewise, situation had proved it as compelling for managers to realize the need to be creative and provide better innovation.
Innovation capability enhancement has been equally enshrined into many organisation strategy, thus, the selected university ability to enlist and solicit information to be adapted in obtaining knowledge from multiple stakeholders (Aremu and Olodo, 2014), quality services (Slotegraaf, 2012; Bacci, 2021), assessing relevant customer oriented idea (Marinova, 2004; Al Ahhwadhi, 2018), and encouraging knowledge sharing within the organization (Arnett and Wittmann, 2014; Khan, 2020).
Inherently, this body of literature has signiﬁcantly enriched our understanding of how resources contribute to an organizations innovation capability, few studies have considered the manager's role in building an organizations innovation capability. In fact, some researchers have argued that managers' contributions to various university innovation are limited because of the demanding nature of managers' jobs (Hambrick, et.al., 2005 as in Abdussalam et.al., 2022). Thus, the underlying mechanism behind how a manager may contribute to organizations innovation capability development is still not fully explored. 
It has been suggested that variation in ﬁrms' innovation performance is an outcome of managers' background characteristics such as managers' demographic and cultural backgrounds. In general, young managers have short tenures (Kor, 2006), thus, short related industrial/marketing experience and have a social culture (Hoffman and Hegarty, 1993) and are more likely to promote innovation activities. Other researchers focus on the composition of top management teams, exploring issues such as the diversity and heterogeneity of top management teams (Laursen and Salter, 2006; Muhammad, 2022)


2.2.2	Quality Service Delivery
The ability to deliver an adorable services is premised on the innovation capability of organization couple with the environment demand. Zero tolerance for variance kin some environment demands for quality services while in the other clam the case may not be so (Boal and Hooijberg, 2000). In other to attain quality service delivery calls for identification and proactiveness of management to enlist creativity while providing solution to challenges (Christensen, 2002).
2.2.3	Decision Quality and Top management team diversity 
Top management team diversity had been greatly enhanced in decision quality from elements of job factors available to the team (Smith and Tushman, 2005).  Perhaps, quality decision is associated with the availability and avalanche of decision makers. The availability of decision making personnel contribute to the enhancement quality result in decision (Carmeli, et. al., 2011).  Nevertheless, decision quality has been consigned to background when discussing top management team diversity especially, from the perspectives of demographic proxies which had been at the front burner before now, thus, decision quality and other cognitive factors were not given much prominence in discussion of top management team diversity (Carpenter, et. al., 2004).
However, attempt to open up cognitive factors from the outlook of strategic cognition of top management team diversity bring about the consideration of decision quality (Smith et al., 2006). At this stage, top management team diversity was reviewed from the side of quality of decision making to the team. Thus, the introduction of job factors as basis of discussing top management team diversity has enhanced the discussion of decision quality (Burke, et. al., 2006; Stewart, 2010). Therefore, decision quality varies with the availability of decision makers (Carpenter, 2002 and Carmeli et al., 2011). The intricacies of decision making as it applied in the organization are considered from the perspectives of top management team diversity. Hence, the level of decision making shall be reviewed in line with decision quality required at the various stages.
Somewhat, this is very pertinent given the problem that may be associated with the quality of decision taken, this is often a dependent of who take a decision and at what level is the decision taken (Chen and Huang, 2009; Kuye and Suleiman, 2011). Numbers of issues can be used to illustrate this such that the decision taken at tactical level cannot be as impactful as decision taken at strategic level. Quality of decision making is in association with a numbers of factors among which are decision required, decision level, personality of decision makers, combination of decision makers, decision making process and expected outcome of the decision (Kuye and Suleiman, 2011).
The decision required in the organization can be a strong determinant to the quality of decision making (Michie, et. al., 2002). Direct or remote decision can demand diverse review of decision making process thus bring about different outcome in quality of decision making. Direct decision may be viewed in term of its complexities, a simple decision making is straight forward and may not impact beyond immediate environment, however, if it is to resonate beyond immediate environment or it has a reasonable long gestation period it becomes a complex decision that may call for wholesome evaluation.
Likewise, level of decision making can equally call for a review of decision in term of been at strategic level or tactical level. Decision to be taken by top management level or at operative level may be different base on the level of decision making (Chen and Huang, 2009). Naturally, level of decision making is a coronary of its deepen effect, thus, a decision at an operative level may not go beyond that one operator. Whereas, a strategic decision made by top management level may have its effect to cover the whole organization. Hence, quality of decision making must be progressively superior as one go over the step of ladder in the organization authority. The impact fullness of decision making called for review of decision makers at various levels.	
Ancillary to decision making quality is the personality of decision maker.  Personality of individual in the organization is often over shadowed by the position entrusted to them in an organization, that is, status in the organization or hierarchical role. Perhaps and in most cases, a manager is going to be expected to be of strong personality over and above a messenger in an organization (Kuye and Suleiman, 2011). Deepening of decision quality is taken as matter of necessity to be synonymous with the position of authority held in an organization. However, this may not be the truth as personality often be over crowded by membership of a team, thus, top management team diversity is expected to perform better over and above an individual (Smith and Tushman, 2005).
2.2.4	Multicultural Background 
Reviewing the multicultural background of top management team diversity implies that one shall take a look at gender, religion, skills, and race (Kustati, et. al., 2020). A multicultural organization has the ability to look at disparity and intrusion into individuals based on their race, religion, ethnicity, gender, age, sexual orientation, or physical limitation. Skill, talent, and performance are the criteria for meritocratic advancement of multicultural organization. Cases had arising in schools where multicultural background cause reasonable challenges to effective teaching and learning among students.
2.2.5	Diverse Educational Background 
Multicultural background often give rises to variety in education lineage. Nevertheless, issues of multicultural background gives rise to gender composition (Banks and Banks, 2010). Multicultural education aims at affording unity in nation building such that purpose of identification with teaching common identity is achieved on ethnicities, and cultural groups. School teaching is conditioned to reflect the practice of democratic values. 
Subjects taken up may reflect different cultural groups in society, language, and dialect, where students speak different language in respect with each other and uphold the values of cooperation, rather than talk about competition and prejudice among several different students in terms of race, ethnicity, culture, and social status groups. Multicultural education provide justice and equality for learners and facilitators (Sleeter, 2001), and this is indeed lead to understanding and implementation process of a teacher (Seeberg and Minick, 2012). When applied properly, it will benefit the community itself (Parrish and Linder-Van Berschot, 2010). It has been established that teachers who embraced diverse education background often benefited the society in term of better knowledge sharing (Delk, 2017).
2.2.6	Organizational Performance
Organisational performance is the effective delivery of service such that it reaches it goals and result. The ability to achieve goals in an organization such that result are optimized (Abdussalam, et.al.,2021). Syverzon (2013) recognizes complexity in organization performance such that quality service delivery, market share, market growth, profit and equity optimization where the measurement of organizational performance.
Nevertheless, there is difference between organizational performance and performance measurement. There is need to assess organization performance in term of service delivery, innovative capacity and market delivery.
2.2.7	Market Delivery
Market delivery seeks to combine a numbers of differentiation strategies with cost leadership advantage so as to evolve a unique marketing technique. Creative marketing is look into in term of innovative capacity of the organization discussed in this study. Therefore, the research shall seek to investigate the divergence and commonality between market and marketing such that the two terms can be more explicit. Market delivery is utilization of markets opportunities to address deficiency in product delivery and at the same time explore cost deficiency identifiable without losing focus of the user benefit and product delivery (Brown, 2013).  Creating user benefit on its own may bring about new product, however, the interest here is how best to serve existing market utilizing existing product on one hand or creating new market for an existing product ( Brown, 2013).
Product differentiation often more than not is taken as quality differentiation and as such can be deployed as a strategy (Porter, 2008). The plain presentation of quality as a means of formulating strategy on generic strategy of product differentiation can be applied as a version of strategy (Greenwhald and Kahn, 2005). Such that it can be brought down to formulate specific strategy of basic in nature in as much as penetration is the focus of the strategist (Michal, 2011).
However, combination of products differentiation is applied to marketing segmentation to produce variant of quality differentiations that can serve various segments of the identified markets (Greenwhald and Kahn, 2005). Segmented markets can be in term of cost sensitivity or quality affordability that can equally be met through creating affordable quality differentiation that meets the requirements of identified value users (Porter, 2008). The ability to understand variants of markets dictate the conditions for establishing various quality differentiations applicable as market focus. Thus, formulating strategy from market focus position, a generic strategy alone may not be enough since this can easily be copied by the competitors (Greenwhald and Kahn, 2005). However, putting additional icing on the cake is to evolve creative marketing in term of quality differentiation. 
Necessarily, quality differentiation had been variously seek out of core products characteristics, augmented products characteristics and routine classifications into signaling preceptors and users value preceptors (Michal, 2011). These are employing creatively so as to evolve creative marketing which is subsequently utilized to develop the desired strategy. Core product characteristics analysis brings out focus on user benefits derivable from using a particular product. Thus, reasons why a product is seek out is made known and therefore, the requirement for a new product or an improvement of the existing product become identifiable. The identified parameters of core product characteristics are evolved in term of desired quality differential sought (Greenwhald and Kahn, 2005). This differentiation is use to create value to serve the identified homogeneity value user thus, the market becomes heterogeneity with identified cluster of homogeneity users being creatively served. 
[bookmark: _GoBack]Augmented product analysis brings out the value added derivable from an existing product thus, it is possible to introduce branding into a product or improve further the use of an existing product. From an augmented product, a variant of existing product can be taken such that a class of the market is served from ranges of similar product of basic value with elevated variant of added benefits (Kim and Mauborgne, 2008; Michal, 2011). Signaling preceptors on its own cannot be made a subject of product differential as consumer ignorance cannot be exploited for long. Consumer knowledge will become sharpened and competitors will ultimately exploit the void created by the desire to serve the market better. With the signaling preceptors identification mode of serving the market through presentation is achieved utilizing variant of packaging. This in itself does not create new product or variant of products but attractive packaging that attract interest of just a segment of the market (Greenwhald and Kahn, 2005; Michal, 2011). 	
The inquiry into users value preceptors shall almost always evolves area of quality differential to better serve the marketing needs of consumers. However, meeting this need alone must go along with the augmented value expectations of the consumers. Creatively meeting the user value preceptors and combine same with augmented benefits of the product shall create a variant of identified variable that can be qualitatively be met is evolved thus, creative marketing is require to achieve this (Greenwhald and Kahn, 2005 ; Michal, 2011). 
Ultimate quality differentiation is achieved from combination of signaling preceptors and users value preceptors. Employing this arrangement will serve both core products characteristics requirement and equally meet augmented products requirement of the consumers. With this approach, creative marketing is deepening and quality differential is achieved thus, a new product is created to serve new market and existing market (Hitt et.al., 2000;  Henseler et.al., 2009). 
Quality differentiation is the basis for formulating product differentiation and this has been classified as a form of generic strategy (Porter, 1980, 1985 and 2008). However, quality differentiation is applied in line with the specific needs of the market utilizing the generic strategy of differentiation as master strategy. Nevertheless, the application of quality differentiation creatively evolved from generic strategy is in line with the result of marketing research of the specific needs of the market and hence, it is basic strategy that is evolved from this approach (Greenwhald and Kahn, 2005).
Attributes of quality differentiation that can be used to formulate strategy are as follows: convenience of use, desirability, uniqueness, accessibility, status symbol, durability, fitness, worthiness and utilities (Michal, 2011). The above can be worked from the perspective of preceptors or product value itself. The signaling preceptors or augmented value of a product are classified as peripheral of product that can be enhanced to create beauty and enchanted consumers. However, the core product value and user preceptors touch the root of the product itself that if fundamentally adjusted a different version of the product may be evolved.  
Serving existing market with an existing product require a lot in term of marketing as firms failure to understand the basic precept of her product is usually the bane of this mission. A product produced to serve a given market through its derived and basic need shall be easy to market thus availing marketing advantage here shall be direct (Michal, 2011). However, when a quality product is the focus and the need of the market rather become an assumption, then, serious marketing cannot be effectively evolved (Brown, 2013). Thus, market need must be what a product definition strive to meet from the beginning for marketing to be practical. Hence, a well-defined product that meets market needs is attractive to marketing, while poorly defined products that do not merit market presentation require opportunity marketing (Greenwhald and Kahn, 2005).
An existing product that fails to meet the need of existing market may have to present itself to new market using opportunity marketing. Thus, it’s strive to present a not well defined product to meet the need of new market is known as opportunity marketing. This is where the resourcefulness of marketing officers is tested (Brown, 2013). 
Thus, process advantage and homogeneity of product are the two conditions that must be met in order for cost leadership strategy to be deployed by a firm. However, the cost leadership strategy is a variant of generic strategy and its distinction from other strategies in term of its deployment is the focus of this study. In deployment of strategy, cost leadership displays some level of controversies that worth investigation (Kotter, 2011).
Process advantages are derived mainly from technology superiority and technical edge over other competitors. Since, technology superiority avails cost leadership and if it cannot easily be copied by the competitors then opportunity exist for its uses (Greenwhald and Kahn, 2005). Similarly, technical edge advantage is derived from skilled labor; it cannot easily be copied by competitors. The term is easily copied as an imitation process is the fulcrum of the controversy in cost leadership strategy (Porter, 2008). However, stringent application of personnel uses that discourages labor mobility is an addendum of this strategy.
Therefore, the necessity to combine cost leadership advantage with other differentiation strategy to achieve a long run edge over other competitors brings about its dynamism. , identification of other generic strategy to be effectively combined with cost leadership advantage becomes an assiduous task that must be accomplished. Strategic change management can be evolved in term of its formulation, deployment and evaluation, however, formulation of strategy require proper understanding of the production process, product and of course the market to be exploited. Nevertheless, from the marketing point of view, understanding of the market shall necessarily reveal the customer need which shall best be met by the required product utilizing effective and efficient means of production (Tuomnen et.al., 2002; Kotter, 2011).
Product differentiation can be worked out from market need as a brand requirement or as a market expansion through cost reduction. The approach of value added creates needed value and targeted end of market users. On the other hand, an approach of cost reduction seek lower rung of the market (Michal, 2011; Kotter, 2011). 
Market differentiation on its own creates brand which serves the markets according to the customers need. Consumer benefits can be enhanced using value added approach. Likewise, cost reduction is achieved using cost cutting edges approach (Greenwhald and Khan, 2005; Porter, 2008; and Kotter, 2011).  
Strategic enrichment had been greatly assured by availability of psychographic variation as made available by diversity of management occasioned by top management heterogeneity team. The availability of psychographic variation had made the firms' operational performance better given the prevalence of strategy for deployment. Also, strategic change is easily assured as organization can focus development over stability as a strategy (Chen et al., 2002).	
2.2.8	Top Management Team Diversity
Hambrick and Mason, 1990 were the earlier pioneer of the top management team diversity which received tremendous contribution from diverse disciplines within business management especially strategic management. Team heterogeneity is defined as the core personnel responsible for the strategic development of the organization. They are the top most part of the organization structure responsible for the planning, direction, coordination and control of affairs whose activities are only regulated externally and among themselves (Finkelstein et,al., 2009:10).
 Diverse view among scholars recognize members of the board saddled with the responsibility of overseeing the affairs of the institution as the top management team (Brimah and Abdussalam, 2022). Significant scholars such as Smith 2006, Smith and Scewnk, 2005 and Carpenter, 2004 considered Top Management Team as those who are the overall dictators in an organization responsible to themselves and the society at large. The list still contain definitions from outlook of team heterogeneity which adhere to capability of the body to process information (Haleblian and Finkelstein, 1993) and such that it includes the process where no one report directly to the chief executive officers but among themselves (Mutuku et.al., 2012).
According to Olodo and Aremu, 2014 age, education, experience, ethnicity, functional background, gender, tenure, risk propensity, open mindedness, social orientation, tolerance for ambiguity and competitive aggressiveness are major factors to be considered in strategic management when the searchlight is on elements of top management team diversity (Brimah and Abdussalam, 2022). Scholars that had pointed out the dimensions of TMT heterogeneity to include demographics, behavioural, psychographics must not be reviewed in isolation from other variables ( Kinuu, 2014), hence, there is need to take another view given the effect of general management as emboded in top management team diversity on the structure of the overall performance of the organization. 2.2.9	Power Sharing
Appropriating the use and conciliation of power within the membership of a team implies the need to reflect on who wedge the power among the team members and how such power can be appropriated (Carmeli and Shteigman, 2010; Chen et.al., 2021). Likewise, power sharing among top management team diversity is identified in term of its capability to deplore authority given usage, consolidation and intra conformity among membership of the team at every level of heterogeneity (Simsek et.al., 2005).  In order to attain objectives of the organization, several differences may need to be resolved among top management team diversity (Certo, et.al., 2006). 
Hence, sharing of power among team membership of top management team diversity is not only an affiliation of demographic proxies (Carpenter, 2002; Chen et.al., 2021) but equally determine by the individual contribution to team. Therefore, one may not single out an individual for attainment of certain position or license to authority beyond the capacity of assignment within the organization. Likely inherent capacity to display power is beyond team assignment and may be construed from the perspective of individual assailment on individual (Smith and Tushman, 2005).  Utilization of power for strategic deployment and change usually is a function of the entire team membership but often controlled by a section of the membership with the domain over the strategic formulation and deployment (Carmeli and Halevi, 2009; Hyoung and Nayoonkyung, 2020). Hence, change in strategy often bring about shift in power paradigm.
Lam (1986), Lavie (2006); DeBode (2014) see the top echelon that devolves power into top management team diversity as overall harbinger of power in an oganisation. The top executive willingness to share and devolve power into other members of top management team brings about top management team diversity (Carpenter, 2002; Hambrick, 2007; Hyoung and Nayoonkyung, 2020).
Hence, membership of top management team diversity brings about power sharing among individual members of the team and this in itself brings about psychographic variation deepening in the team (Carson et.al., 2004; Beckman and Burton, 2008; Chen et al., 2010).  Thus, psychographic deepening brings about quality decision among team members as individual members of the team relying on consensus and conflict derivatives were better equipped to formulate strategy (Burton and Beckman, 2007; Luciano et.al., 2020). Strategic deployment among top management heterogeneity team also contribute to power devolution among membership of the team as winning strategy always almost bring about power consolidation. Whereas, failure of strategy to sail through usually result into conflict as it undermines membership access to further power source (Priem et.al., 1999; Smith et al., 2006; Luo and Lin, 2020).

2.2.10	Organisation Sustainability
Yu and Ramanathan, 2013 focus on the organization’s resources and capabilities as drivers of competitive advantage are often utilized to discuss organization sustainability. Concepts and techniques are been proposed regarding how organizations should develop a sustainable strategy, some of these concepts concentrate on matching an organization’s resources and skills with the opportunities and threats created by its external environment Porter (2008).  
Organisation sustainability may be viewed in term of its strategic deployment but results had shown organization with quality tactical deployment out performing strategic focusing organization as from the research carried out by Porter (2008).
2.2.11	Operational Effectiveness
Operational effectiveness is often the aspiration of enterprise objective attainment where organizations seek to maximize operation delivery given quality output. Theories of management consider an organization’s ability to effectively use resources to be a source of competitive advantage, particularly where operational effectiveness includes capabilities enabling an organization to rapidly adapt to changing customer requirements or environmental factors (Aremu and Olodo, 2017). 
Practices abound which allows a business or other organization to maximize the use of their inputs by developing products at a faster pace than competitors or reducing defects, such that, operational effectiveness is often divided into four components: Leading and controlling functional performance, measuring and improving the process, leveraging and automating process and continuously improving performance (Ozdemir, 2020).
2.2.12	Team Tenure
Tenure of a team within an institution can be associated with wide deep knowledge of organization workings (Richard and Shelor, 2002; Sirmon and Hitt, 2003), as enshrined in organization culture which may result from perceived understanding of organization customs and norms in itself (Hofstend, 2011). Whenever, there is need for strategic reorientation and changes, it becomes problematic to insist in team tenure over such things that require innovativeness.
Majority of the people that enjoys long tenureship in an organization are often against innovation as they prefer things to remain as they were. Whenever change is sought,  these individuals are not noted to be a versatile agent of change  as they are clouded with this is how will do it here (Porter, 2008; Soare et.al., 2021).  
Tenureship is not of major consideration as individual advanced, at times, depends on movement across countries so as to be afforded headship role in a function or specialized field but team membership must be reviewed as from time to time (Hofstend, 2001; Chen, et. al,. 2010;  Carmeli et al., 2011). 
2.3	Theoretical Review
Top echelon theory, top management team diversity theory, blue ocean theory and dynamic capabilities model where reviewed for this study while dynamic capabilities model was adopted for this study.
Figure 2.1	Theoretical Framework
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2.3.1	Upper Echelon Theory
The upper echelon theory uphold the supremacy of chief executive and that he is the sole decision maker that is consistent with managerial requirement of the organisation (Hambrick and Mason, 1984). This is consistent with the elements of psychological heterogeneity and observable experiences repose in the personality of the top management. Value, executive experiences and personality do affect situational interpretation faced by the executives (Hambrick, 2007). As this in turn may affect their choices as the sole decider of the organization policy. The upper echelon theory highlight that executive cognitive base, demographic heterogeneity, resource utilization, quality of decisions and capabilities influence the strategy choice and corporate performance. Consequently, corporate performance can be explained by different perspective of decision makers which top echelon is the pillar (Finkelstein and Hambrick, 1996).
In addition, Aboramadan (2021) in his study concluded that the upper echelon theory, unlike TMT cannot depict the whole complexity of a situation as he is limited when scanning the competitive environment not only by the skill but equally through other variety of complexity. As a result of selective perceptions, they only notice and register a certain amount of all information available to them as such cannot be interpreted on the same level as of top management team diversity. Tacheva (2007) postulates that limitations of executives influence their evaluations of and decisions on organizational problems and outcomes. These personalized actions are a function of the executives, experiences, functional background, age, gender, education, ethnic background.
The upper echelon theory postulates that top managers in organizations make decisions that are consistent with managerial background and in line with executive capacity (Kilduf et.al., 2000). Therefore, top executives bring on the decision table values and personalities which greatly influence their interpretations of the situations they face and the choices they make (Hambrick, 2007). The upper echelon’s responsibilities are majorly within the exclusive domain of firm’s Chief Executive Officers (CEOs) and unlike when an entire team as a unit share collective responsibility to determine organizational outcomes (Wiersema and Bantel 1992; Tacheva, 2007). The responsibilities include but not limited to making corporate level strategic decisions which emerge from complex interactions between individual managers as they are responsible to the upper echelon (Grant, 2003).
It is from the personal heterogeneity of an individual in a top echelon that theorists suggest that the inclusion of more headship at the top shall bring variety in decision making and thus recommendation of top management team diversity as a better alternative to a chief executive control of the entire organization (Abdussalam et.al, 2021). 
2.3.2	Top management team diversity Theory
Top management team diversity is a product of existence of more than one personality sharing power that otherwise reside in one chief executive. As a unique variant of management discipline, it brings about top managers of diverse backgrounds based on different ethnical background, diverse educational background and multi-cultural background (Kotter, 2011). The development is brought about as a result of internationalization, top management team diversity was not expected to be affected by differences in cultural background, social orientation and elements of divisions that are subject to bring low integration (Brooks, 2006).
Top management team diversity factors of power distribution and decision quality impact on performance is to be examined. These listed factors are elements of job factors and are the means of determine how top echelon impact the organization.
More so, top management team diversity becomes the domain in as much as it is determined by the composition and level of top echelon and not the modality of strategy employed (Beckman and Burton, 2008). It is the fusion or the diffusion of the top echelon that brings about the composition and nature of top management team diversity. From the activity that crop up in the top management team then the connections  of top management team diversity come to play as psychosocial process of the team come to play (Burton and Beckman, 2007). Beckman and Burton (2010) set out the analysis of organizations dynamics as against organizations consequences as it affects top management team diversity utilizing the process of dynamics as against statistics.  
However, team homogeneity simply refers to the composition of top management headship in tandem with similar background in terms of ethnical and educational background (Burton and Beckman, 2002). Hence, there is expectation that decision process shall be similar so also shall be psychoanalysis and coupled with leverage of power among members (Smith et al., 2006). The flux of interrelationships that exist among and within top management team diversity, strategic change and organisation performance create the connections that must be explained to capture the operation of the aforementioned concepts. There exists both hidden and open interactions among the factors responsible for top management team diversity, strategic change and firms' operational performance (Carmeli et al., 2011; Awino, 2013).
The evenness of power distribution among top management team diversity, given short live of tenureship, had made strategic success a strong desire of the team, thus, strategic change is often encouraged over and above stability of the organization. Hence, innovation is allowed and promoted as it brings about the advancement of operational performance (Certo et al., 2006). The power distribution and decision quality are related to evolve the strategic change factors of quality differentiation and marketing advantage. Hence, the connections between these elements and the operational performance elements of profitability were unearthed.
Ethnical factors tends to evaluate the background of actors and what they brought to the table while cognitive factors seems to appreciate how individual was able to contribute to the organization activities (Smith & Tushman, 2005). The organization’s task is determined by what individual brought to the firm, but how it is utilized is a different thing which in most cases is not well tackled while discussing top management team diversity from demographic proxies’ side only (Smith et.al, 2006). 
This heterogeneity from perspective of educational background, ethnical background and experience on the job as contributory factors to fluxes in the system (Carpenter, 2002 and Smith et.al, 2006) had been over flogged. However, this study shall focus on multicultural background and educational background as factors to be considered for the study under consideration. This is to bring factors that are common to both demographic proxies and cognitive factors together to be analysed in this study. 
From the above, researchers are diverse about the relevance of top management team diversity factors to strategic change and organization performance. These factors were classified into demographic proxies and cognitive factors. The demographic proxies’ elements are ethnical background, age, internalisation, experience and so on which had been thoroughly researched into. Likewise, the cognitive factors are power distribution, psychographic variation, decision quality and others more which are yet to be well researched into and not well defined too. That is, they were yet to be related to job factors but this is changing as researches tend to suggest that they were not only job factors but equally enablers of these factors.
Smith et.al (2005) assert that demographic proxies’ factors are majorly ethnical factors that have no bearing on the job and are thus classified as no-job factors. However, some elements of cognitive factor overlap with the demographic proxies and there is tendency to classify such as no-job factor too (Benner and Tushman, 2003). Therefore, these cognitive factors that overlap with demographic proxies were viewed differently and do not belong to no-job classification (Smith et.al, 2006). 
Major researchers such as Carpenter (2002) and Smith et.al (2006) found it convincing to assert that top management heterogeneity team is a no job factor so also are parameters under its review such as educational and ethnical background. Naranjo-Gil et.al., (2008) confirm the role of top management team in managing strategic change and in balancing the operational performance of a firm in the short run and long-run perspectives. 
2.3.3	Blue Ocean Theory
Porter (2008) definition of blue ocean strategy as against red ocean strategy is explaining industrial outlook and approach to it by participants.  Nevertheless, the scenario can be replicated by a single firm within an industry with an innovative capability. It has been shown that most innovative research of first term experience is usually experiences at micro level before quickly spreading to macro level.
This theory simply postulates that an industry has the choice of remaining static and play by the rule under similar but harmful competition without changing the rule of the game, this is assumed to be red ocean strategy. However, changing the rule of the game or reinventing the game is to redefine the industry perspective and change means of approaching the market, this is known as blue ocean strategy (Kim and Maugborgne, 2008).
Strategy rests on unique activities and as such operation effectiveness must not be taken as strategy. Hence, definition of strategy in terms of value offered makes it unique and this is where blue ocean strategy comes in. Positioning an organization strategic emerge from three distinct sources, which are not mutually exclusive but rather overlap; variety-based positioning, needs based positioning and access based positioning. Thus, the threats to the organisation are seen to emanate from outside of a company because of change in technology or the behaviour of competitors.  
Hence, the internal threats from the firms’ managers are often overlooked. Thus, blue ocean strategy is redefining the market through creation of uncontested market space that made the competition irrelevant (Kim and Maugborgne, 2008). This is where a firm can employ a blue ocean strategy, thus, redefine the industry by showing a new leverage to a declining or decaying industry. Ability to enhance space and redefine user benefit can often come from a firm effort and quickly spread across the industry through imitations.  The competitive rivalry usually set up through successful effort of a firm in a new direction is basis of blue ocean strategy.  This can be equally leverage on to create dynamic capabilities life cycle model.
2.3.4	Theories of Dynamic Capabilities Model
 Dynamic capabilities is focus from the previous theoretical and conceptual discussion as set out in from various scholars discussing strategy using the factors inside organizations that lead to the development of inherent capabilities which  are of continuous nature (Macher and Mowery, 2009). Researcher has detailed how individual and team characteristics affect the ability to develop or leverage dynamic capabilities Adner and Helfat (2006); MacCormack and Iansiti (2009), despite growing interest in how this may occur and the potential contribution of managerial skills and experience (Rothaermel and Hess, 2007; Ambrosini and Bowman, 2009; Augier and Teece, 2009).
It remain a promising approach to integrate researchers effort on the impact of managerial attributes and the development of dynamic managerial capabilities within the study of capability (Felin and Foss, 2006). Dixon (2014) introduced dynamic cycle capability model based on Porter strategic model (2008) as she propounds dynamics capabilities life cycle hypotheses and the role of multicultural background, educational background, board diversity and gender composition only signals the relevance of top management team diversity in this hypotheses. 
The dynamics capabilities life cycle model can be used constructively with Porter’s blue ocean to militate against failure, influence survival and innovate success in all manner of environment situations be it stable, dynamics or turbulent environment. Dynamic capabilities are of higher-level processes consisting of significant scale and scope embedded in an organization (Eisenhardt and Martin, 2000). Processes consistency with acquisitions, alliances and new product development are examples of dynamic capabilities, which allow organization to alter the ways in which they earn their living (Helfat and Winter, 2011). Strategy moves involve the reconfiguration and manipulation of the organisations resources into new value-creating activities. 
Dynamic capabilities model (Zhou and Li, 2010) see it as wherein effort were made to restrategize organizations based on creating different scenario from the existing industry and environment, a bit of creating unlimiting boundary within space of operation so much so that one is unbounded and therefore become unlimiting therefore, creating a new leverage on life such that it harkening to new definition of operation space. The redefinition of space serves as connecting rod between blue ocean model and dynamic capability life cycle model as the two focuses on industry redefinition as against a firm providing solution within an industrial problem. However, the researcher is of view that most industrial shift is spearheaded by one firm at a time such as redefinition of tourism world and redefinition of transportation system.
This study adopts Dynamic Capabilities Model propounded by Dixon (2014) as it incorporates the other three theories earlier cited in this study. Top Echelon theory propounded by Hambrick and Manson, 1984 and as reviewed in Yu and Ramanathan, 2013 is hinged on capacity of chief executive officer with one man as boss. The shortcoming in chief executive officer directing a multinational corporation brings about the employment of TMTH. TMTH is propounded by Kotter, 2011 and embraced by other researchers allow the use of diverse individual of equal capability at elms of affair of organization.
TMTH enables individual with varying background to bring diverse view into bearing in the organization, hence, the employment of blue ocean theory as propounded by Porter (2009). It was the blue ocean theory that was fine tuned to aligned with environment uncertainty that spurred the dynamic capabilities life cycle model propounded by Dixon (2014).  
2.4	Empirical Review
Aboramadan (2021) studied the links between the characteristics of the top management teams (TMTs) using team homogeneity and heterogeneity on the performance of entrepreneurial companies. The research conducted on 33 organisations related to TMTs and performance through analyzing and summarizing the quantitative studies conducted in this area using secondary data obtained from literatures. The outcome from analyzing the various literatures show that the interaction between TMTs (demographics and heterogeneity) and the performance of entrepreneurial organisation is not straight forward and further investigation is still needed in this area. Thus, the inconclusive investigation is in tandem with the result from Smith and Schenwk (2005).
Fabio et.al, 2020 conducted research about team heterogeneity on performance among firms in Italy employing Italian manufacturing sector between the 1990s and early 2000s provides support for the interpretative framework. The study adopted a theoretical approach using resource based and institutional approaches. The research is based on quantitative method using secondary technique. This study interpretation of the organization behaviour whenever the diversity of the firm conducts is associated with relatively small profit differentials. Since, as the result of the interaction among exogenous and endogenous factors, it can be observed that firm heterogeneity can persist. Evidence based on evolution of labour productivity and profit dispersion in the organization are attributed to diversity in management team employed.
In a research conducted by Ozdemir (2020) using U.S. tourism sector by using institutional ownership as a contingency that moderates the interaction in an organization. He examined the relationship between board diversity and firm performance employing quantitative method and adopting secondary technique. The sample generated for this study include the publicly-traded companies from the U.S. restaurant, hotel and airline industries. The hypotheses are tested via two-way fixed-effects regression. Findings shows that the board diversity is positively associated with financial performance (Tobin's Q). While the effect of board diversity on performance is conti x ngent on the degree of institutional ownership. Thus, in specific term, the study finds that board diversity has a larger effect on financial performance when institutional ownership is low on a tourism firm's ownership structure.
Luo, and Lin (2020) conducted a research where they examined the implication abrasive competition under the contextual influence of TMT trust. From the sample of 376 top executives obtained from 147 firms in Taiwan, the relationship between top management team (TMT) collective efficacy and firm performance was examined. The study employed qualitative method using primary data. It was found that competitive aggressiveness is a key mediator in converting collective efficacy of TMT into advantageous performance. It further shows that the mediating effect of competitive aggressiveness is more prominent under lower level of TMT trust. This finding is contrary with earlier prediction from the researchers suggesting that moderated-mediation analyses contributes to the upper echelons and competitive dynamics theories by identifying the interplay of TMT shared cognitions and socio-behavioural processes as a unique derivative of firm initiatives and outcomes in the competitive complexity contexts.
From the research conducted by Farhan et.al, (2020), a research that assessed the board of directors’ composition on the effect of profitability on Indian pharmaceutical companies. Selecting 82 companies which researched over ten years, from 2008 to 2017. The least squares regression model is used for analysing the data. One accounting based measure (return on assets, ROA) and one marketing-based measure (Tobin Q) are used as proxies for firms’ profitability. Leverage, firms’ size and age are used as control variables. The findings reveal that board of directors’ composition as measured by the percentage of independent board members negatively and significantly affects firm’s profitability measured by ROA. On the other hand, board of directors’ composition positively and significantly affects profitability measured by Tobin Q. Furthermore, firms’ size and age positively and significantly impact profitability. This topic is largely neglected by researchers of Indian origin at home and abroad. The present study provides an insight for pharmaceutical companies to consider a high level of professionalism of their board members. Greater board independence could bring more expertise, improving profitability. Accordingly, the current research has implications for board members of pharmaceutical companies, especially government-owned ones. 
Hyoung and NaYoonKyung (2020) conducted a research on the board diversity against firm performance relationship. They reviewed the interaction of a moderator, to more comprehensively investigation between board diversity and firm performance in the lodging industry based on internationalization. They employed quantitative method u     vvvvvvvvvvv..



























sing primary data garnered from the tourism enterprises investigated. The study found that multicultural background had positive interaction and significant effect on firm performance while age diversity has an insignificant effect on firm performance. a moderator effect was noticeable for tenure of team management members.
CongFeng et.al., 2020 reviewed a sample of 1,293 U.S. firms between 2006 and 2015. The study utilised qualitative method based on primary research technique. The results show that in addition to the direct positive association between CGO presence and firm performance, increasingly employment of Chief Global Officers (CGOs) in their C-suites, CGO presence mediates the association between geographical sales dispersion and firm performance. By leveraging international scope to improve organizational performance based on the hypotheses are supported for stock-market based performance as well as international sales performance. Additional analyses comparing CGO presence with executive presence in other functional areas suggest the distinctive role of CGO in the top management team.
In a study conducted in Nigeria by Adetula et.al., (2019), they investigated the economic impact of gender diversity on Board composition of companies listed on the Nigerian Stock Exchange (NSE). Based on the grouping of fifty most capitalized companies on the NSE into companies with no female on board and those with at least one female on the board, the firm performance was analyzed with Mann Whitney U-test over a three-year period. We also examined whether there was any significant difference between the performance of boards with only one female and those with more than one female. The results show no significant difference in the performance of both groups. This is due to moderately heterogeneous board composition as a result of few females in top level decision-making. We recommend a policy mandating listed companies to evaluate their employment and selection methods regarding nomination and promotion into boards and management teams.
In a research conducted by Anazonwu et.al., (2018) where they studied to ascertained the impact of corporate board diversity on sustainability reporting on a sample of quoted manufacturing firms in Nigeria. The study adopts a panel research design using a quantitative method based on secondary data. By restriction to companies classified under conglomerates, consumer goods, and, industrial goods sector, the population of the study comprised quoted manufacturing companies on the Nigerian Stock Exchange. The results show no significant positive influence of board member nationality, while proportion of women directors, proportion of non-executive directors, and multiple directorships were significant. The study recommends among others, the employment of heterogeneous board composition, which can leverage on the diverse set of skills of board members adoption of NSE Sustainability Disclosure Guidelines for a unified integrated reporting framework for Nigerian firms.
Yap Lee-Kuen, Sok-Gee, and Zainudin (2017) investigated the relationship between gender diversity in a firm’s board of directors and financial performance of firms listed on Bursa Malaysia for the period between 2009 and 2013. Using unbalanced panel data analysis, we tested whether gender diversity in the boardroom may influence the firm’s performance, as measured by Tobin’s Q. We employed four different proxies for gender diversity (the dummy variable for women, the percentage of women on the board, the Blau index, and the Shannon index) to provide a more comprehensive measure of gender diversity. This study suggests that a higher degree of female representation on the board increases a firm’s financial performance. Positive discrimination favouring female boardroom appointment is therefore likely to persist as a feature of the corporate governance landscape in Malaysia.
Azhar, et al. 2014 employed framework of panel data analysis to investigate 552 Singapore fitms adopting quantitative method. They concluded that implementation of strategy is influenced by several factors which in turn affect organization performance. Thus, not only was the independent variable a determinant in this study but impact of intervene variable is of equal importance to the study .For successful implementation of strategy, the dominant coalition at the top of the organization play the role of strategist, analyst, guide, innovator, motivator, change driver, decision maker, risk manager, organizer and evaluator driven by TMT responsibility, loyalty, power, motivation, awareness, clarity, consistency and reliability (Nyamwanza and Mavhiki, 2014). 
Gupta & Govindarajan (1984) conducted an empirical studies on strategy implementation using a panel method to analyze 502 organisations in India of conglomerate concerns. It showed that same procedure hampers Strategic Business Unit contribution to performance in the case to harvest from corporate strategy. Over all, the performance of strategy introduced from corporate level are short-lived during implementation at the Strategic Business Unit level.

2.5	Gaps in Literature
Researchers had contributed greatly in analyzing demographic variables impact on strategic management. Thus, a positive relationtionship had been established among top management team diversity, strategic management and firms’ performance. However, there is little research on cognitive variables of top management team diversity and strategic management. Hence, there is need to investigate cognitive variable and also look into the effect of demographic and cognitive variable if combined to check its relationship and impact among TMTH, strategic management and organization performance. 
However, the second quadrants populated by the proponents of positive relationship between top management and strategic change to firms’ operational performance calls for review in terms of direction and impact of relationship. Hence, this study tries to fill this fold by identifying  the two variables of top management of board diversity and gender composition to be positively related to the elements of strategic change of quality differentiation and marketing advantage respectively and similarly captured the firms’ operational performance elements of innovative capacity and profitability (net profit).
Studies found the positive relationship and directional impact among the identified variables. Thus, the elements of board diversity and gender composition of top management team diversity positively impact the elements of quality differentiation and marketing advantage of strategic change to avail positive performance in firms’ operational performance elements of innovative capacity and profitability (net profit).



CHAPTER THREE
METHODOLOGY
3.0	Introduction
The study focuses on the method that will be employed to collect data for the purpose of this study. The methodology covers the design, source of data, and population of the study. Similarly, data analysis and approach where investigated in this study.
3.1	Research Design
The survey method is used in the study's research design. The approach chosen will be used to gather data from a predetermined sample of respondents in order to get insightful knowledge on the topic of interest. The standardized process will make sure that response from the respondents are given equal and fair treatment. This is to avoid bias and negative impact on the outcomes and conclusion of this study.
3.2	Population of the Study
The participants employed for this research are top management team of selected private university in Kwara State of five years post establishment and federal government approval.  However, the total population for this research is taken as all the members of top management team which comprises of the Vice Chancellor, The Deputy Vice-Chancellors, Registrar, Bursar, and Librarian. These are identified top echelons of management using two level definitions as provided in the institutions’ organization organogram. 
The selected universities in Kwara State are as follow: Al-Hikmah University, Ilorin, Summit University, Offa and Landmark University, Omu-Aran.  
3.3	Sample Size
The study employed survey method, hence, the study population of this study is taken as the sample size since the population is less than 30 (Otokiti, 2010). Survey method does not employ sampling because of small number of the population. According to Abdussalam (2022) when survey method is employed the actual population of the research is taken as sample size.  




3.4 	Sampling Techniques
The study adopted a total population of 15 members. Representatives would ensure by taken the sample from the whole population of the organizations. This conformed to the heterogeneity of the studied population. 
3.5	Method of Data Collection
The source used to obtain the required data was the major source of data. A questionnaire will be utilized to collect data from respondents in order to create evidence for this research investigation. The surveys will be completed and submitted by the top management of the institution. The data are then further evaluated using descriptive statistical analysis to see how investigated variables impact organization performance.
3.6	Instrument of Data Collection
The questionnaire that were used to elicit information from top management of the institution was written in two (2) sections. It was constructed in such a way that the respondents would be able to offer necessary information needed about the research in order to enable for as rapid an understanding of the questions as feasible. Section 1 includes demographic questions to determine respondent personal information, while section 2 uses the 5-likert scale which is “strongly agree”, “agree”, “uncertainty”, “strongly disagree”, “ disagree”.to avoid influencing respondents’ opinions in a structured way that the research questions will be adequately answered. 

3.6.1   Validity of Research Instrument
The researcher use both questionnaire and interview validity to assure the validity of the research instrument. The questionnaire validity is adopted by subjecting the likely questions to scrutiny by the researcher and supervisor before adopting it. Interview validity was measured by evaluating the validity of the likely question before the proper interview is conducted. 
3.6.2	 Reliability of Research Instrument
As per Hair, Black, Babin & Anderson (2010), individual item reliability was assessed by examining the outer loading of each constructs’ measure.  Following the established norm in retaining items with loading between .50 and .70 (Hair et al., 2010)), it was out of 60 items, 15 were deleted because they presented loading below the threshold of 0.50. Thus, in the whole model, only 56 items (7 in each variable) were retained as they had loadings between 0.685 and 0.863. See Appendix 11
3.7      Method of Data Analysis
Since survey method was adopted for this study, the interview method was not feasible because of enormous distance of the respondents, hence, questionnaire was used to generate data and thus quantitative technique is use for the study. The data generated were reviewed using thematic analysis, the responses from the respondents were subject to thematic analysis and qualitative data converted to quantitative data. The converted data were subjected to quantitative analysis using statistical package.
The researcher use both regression analysis and correlation analysis as researcher tool to show the relationship and impact among the variables investigated. 
3.8    Model Specification
The independent variable (X) = Top management team diversity (TMTD)
The dependent variable (Y) = Organizational performance (OP)
The proxies used to measure the independent variable (TMTD) were Multicultural Background (MB) and Innovative Capacity (IC), Quality Decision Making (QD) while Operational Effectiveness (OE), Service Quality (SQ) and Market Delivery (MD) were used to measure dependent variable.
Y = f(X) where;
X = (x1, x2, x3, x4,X5)
Y = Organizational Performance (OP)
X = Top Management Team Diversity (TMTD)
OP = f (P, P1) ……………………………………. (1)
Measuring the proxies of Top management team diversity (TMTD) and Organizational performance (OP)
OP = f (TMTD) …………………………...  (2)
TMTD = f (QD,IC,MB) ………………………... (3)
Where; x1 is (QD) Quality Decision
x2 is (IC) Innovative capacity
 x3 is (MB) Multicultural Background
 





















CHAPTER FOUR
DATA ANALYSIS AND RESULTS
4.0	Introduction
This chapter reports the analysis of data collected for this study as collected from the field study through collated data, files and records. The regression and correlation analysis were done using SPSS version 23.0 to test the hypotheses earlier formulated. From therein, the result of findings and conclusion were drawn. 
4.1 Response Rate
The demographic characteristics of the respondents were obtained but not analyzed so as to
avoid interference or bias toward the parameters therein such as age, experience, tenure etc.
Table 4.1 Presentation of Rate of Respondents to the Questionnaire
	Institutions
	Administer Questionnaire
	Returned Questionnaire
	Rate of Returned Questionnaire

	Al-Hikmah University, Ilorin
	5
	5
	100%

	Landmark University, Omu-Aran 
	5
	5
	100%

	Summit University, Offa
	5
	5
	100%

	Total
	15
	15
	100%


Source: Author’s Computation 2025
Table 4.1 above indicates that effort were made to capture all the respondents and obtained their views since the subjects were few. 5 Questionnaire were administered at Al-Hikmah University and the whole copies were returned filled. Likewise, 5 questionnaires were sent to Landmark University and 5 questionnaires were returned filled. 5 copies of questionnaires were sent to Summit University and 5 copies were returned filled. The overall 100% response rate was achieved using double checks on the respondents. 
4.2	Data Analysis
The analysis of the study was done based on the set objectives and formulated hypothesis in chapter one. The response by the respondents to the questions set out in the questionnaires were scrutinized and adopted for this study.
4.3	Test of Hypotheses
Test of Hypotheses 1:
Ho1: Quality decision making does not have any significant influence on quality service delivery of an organization.
Objective 1:	To evaluate the effect of quality decision making on quality service delivery in organization.
Test of Hypothesis I:
Level of Significance, α = 0.05
Decision rule: Reject H0 if the p-value ≤ α (0.05), otherwise do not reject.











	
Table 4.2: Pearson Correlations coefficient between the variables.

	
	
	
Quality
Decision
Making
	
	
Innovation Capacity
	Multicultural Background

	Quality Service Delivery
	Pearson Correlation
	
	.441**
	
	.358**
	.525**

	
	Sig. (2-tailed)
	
	.000
	
	.002
	.000

	
	N
	
	75
	
	75
	75

	Operational Effectiveness 
	Pearson Correlation
	
	1
	
	.515**
	.611**

	
	Sig. (2-tailed)
	
	
	
	.000
	.000

	
	N
	
	75
	
	75
	75

	Market Delivery
	Pearson Correlation
	
	.531**
	
	.547**
	.680**

	
	Sig. (2-tailed)
	
	.000
	
	.000
	.000

	
	N
	
	75
	
	75
	75

	
	
	
	
	
	
	

	**. Correlation is significant at the 0.01 level (2-tailed).


Source: Author’s Computation 2025
From Table 4.2, since the p=0.000 is less 0.05 for all the variables, hence H0 is rejected and this implies that the relationship between the variables is statistically significant. The Pearson correlation coefficient shows that there is linear and direct (i.e. positive) relationship between the variables. The degree of relationship between Quality Decision Making and Quality Service Delivery is 0.441 which is fair; the degree of relationship between Innovation Capacity and Operational Effectiveness is 0.515 which is moderate; the degree of relationship between Multicultural Background and Market Delivery is 0.680 which is strong.


Ho2: Innovation capacity does not have significant moderating effect on operational effectiveness of an organisation.
Objective 2:	To determine the influence of innovation capacity on the operational effectiveness of an organization.
Test of Hypothesis II:
Level of Significance, α = 0.05
Decision rule: Reject H0 if the p-value ≤ α (0.05), otherwise do not reject.

Model 1-To determine the influence of Innovation Capacity on the Operational Effectiveness of an Organisation
Model specification:
Operational Effectiveness = β0 + β1* Innovation Capacity + β2*Quality Decision Making 

Whereβ0= constant
	β1= coefficient of Innovation Capacity
	β2= coefficient of Quality Decision Making
	Table 4.3: Model 1 Summary for Operational Effectiveness against Innovation Capacity and Quality Decision Making

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.674a
	.454
	.439
	8.749
	1.135

	a. Predictors: (Constant), Innovation Capacity, Quality Decision Making

	b. Dependent Variable: Operational Effectiveness
Source:   Author’s Computation 2025

	


From Table 4.3, the table shows the multiple linear regression model summary and overall fit statistics for Operational Effectiveness when Innovation Capacity and Quality Decision Making are predictors. We find that the adjusted R² of our model is .439 with the R² = .454. This means that the model explains 45.4% of the variance in the data. 
	Table 4.4: ANOVA –F-test for the Model 1

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	4589.869
	2
	2294.934
	29.984
	.000b

	
	Residual
	5510.718
	72
	76.538
	
	

	
	Total
	10100.587
	74
	
	
	

	a. Dependent Variable: Operational Effectiveness

	b. Predictors: (Constant), Innovation Capacity, Quality Decision Making



From Table 4.4, the model 1’s F-test has the null hypothesis that the model explains zero variance in the dependent variable (i.e. β1=β2 = 0). The F-test is highly significant, thus we can assume that the model 1 explains a significant amount of the variance in Operational Effectiveness appraisal.

H03:  Multicultural background has no effect on the market delivery capability of an organization.
Objective 3: 	To review the effect of multicultural background on the market delivery capability of an organisation.
Test of Hypothesis III:
Level of Significance, α = 0.05
Decision rule: Reject H0 if the p-value ≤ α (0.05), otherwise do not reject.

Model 2-To review the effect of Multicultural background on the market delivery capability of an organisation
Model specification:
Market Delivery = β0 + β1* Multicultural Background + β2*Innovation Capacity 

Whereβ0= constant
	β1= coefficient of Multicultural Background
	β2= coefficient of Innovation Capacity
	
Table 4.5: Model 2 Summary for Market Delivery against Multicultural Background and Innovation Capacity

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.799a
	.639
	.618
	7.220
	1.842

	a. Predictors: (Constant), Multicultural Background and Innovation Capacity 

	b. Dependent Variable: Market Delivery



From Table 4.5, the table shows the model 2 summary and overall fit statistics for market Delivery when Multicultural Background and Innovation Capacity are predictors. The adjusted R² of model 2 is .618 with the R² = .639. This means that the model 2 explains 63.9% of the variance in the data which is better than model 1.

4.4 	Result of Findings

The hypothesis 1 in line with the objective 1 which evaluate the effect of quality decision making on quality services delivery in an organization reveals a moderate linkage of 0.441. Given that the model explain over 0.688 of the variance tested in the study.
Likewise, hypothesis 2 in line with the objective 2 which determine the influence of innovation capacity on the operational effectiveness of the organization. The regression analysis shows an adjusted R2 = 0.439 and R2 = 0.454 for our model. This means that the model explain 45.4% of the variance under study.
Also, hypothesis 3 in line with the objective 3 which review the effect of multicultural background on the market delivery capability of an organization. The adjusted R² of our model is 0.618 and R² is 0.639. This means that the model explain 63.9% of the variance under study.





4.5	Discussion of Findings

The test reveals that Quality Decision Making has the highest impact on operational effectiveness and lowest impact on Quality Service Delivery. However, it equally has a moderate Multicultural Background. However, Innovation Capacity has the highest effect on Multicultural Background, a moderate effect on Operational Effectiveness and lowest effect on Quality service Delivery. Multicultural Background has highest correlation with Market Delivery, moderate effect on Operational Effectiveness and lowest effect on Quality Service Delivery. 
Innovation Capacity has a positive and moderate effect on Operational Effectiveness but the result shows a better correlation between Quality Decision Making and Operational Effectiveness.  It shows that the decision quality determines operational performance. Similarly, multicultural background shows a strong effect on operational effectiveness, the effect of language, tenure and experience accounted for this positive correlation.
The study reveals that Multicultural Background has the highest effect on market delivery and thus best suited for variable tested for. The overall prevalence of Multicultural Background against all dependent variables reveal the strong linkage of the variable on overall performance of the organizations investigated.   
The findings also shows that the choice of innovation capacity against operational effectiveness is appropriate but quality decision making performs better against operational performance. Similarly, Quality decision making is best suited to operational performance while innovation capacity can only be suited to operational performance.
Finally, the overall fit of the variables to the model indicate a positive correlation that shows the relevance of the study to the items investigated.    








CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.0	Introduction
This is the concluding chapter of the study, it addresses the summary of findings, conclusion and recommendations of the study. 
5.1	Summary of Findings
1.	The study finds that there is moderate effect of quality decision making on quality service delivery, it also shows a strong effect of innovation capacity on operational effectiveness while it reveals a strong effect of multicultural background on market service delivery.
2.	The revelation of a direct relationship and strong effect of quality decision making on quality service delivery, furthermore, reinforce the importance of decision making as managerial work.  
3.	Also, the overall prevalence and dominance of multicultural background on all dependent variables investigated indicated the importance of diverse background of individual at management level. 
5.2	Conclusion
The incidence of quality decision making on operational effectiveness signifies the importance of decision making in an organization and the responsibility of management to make quality decision at all time to assured effective operational performance. Multicultural background remains the most effective element that impacts all variable of performance measurement positively thereby, implies that top management team diversity is a necessary requirement in all education institutions to avail better performance.
5.3	Recommendations
1. 	Academic review of effect top of management team diversity on organization performance in educational institutions must be reviewed further so as to show the direct bearing of the study. The linkage between top management team diversity and organization performance given the independent variables of quality decision making; innovation capacity; multicultural background and quality service delivery; operational effectiveness; market service delivery as dependent variable must be pursued again and again varying the allocation of dependent variables to independent variables. 
2.	The study shows positive relationship among the variables employed for the three institutions employed for this study. Hence, there is need to encourage diverse mix of top management team. Since tem diversity remains a cogent ingredients of performance, there is the need to keep on varying same again and again to bring best result. 
3.	National University Commission must take cognizance of the diversity in university institutions so as to avail diverse multicultural background and imbue the spirit of togetherness that can bring national unity required for the development of our nation.
4.	Strategic management and operational functions are not devoid of decision making, thus, tools to avail a good quality decision making must be pout at the disposal of management at various academic institutions. 
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