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Introduction

Productivity is a concept that more than 230 years have passed since the first attempt and
scientific understanding about it (Tahiri, 2009). It has always been the focus of scientific
communities and different nations. The word productivity was first defined by "Adam
Smith" in 1776 as the concept of "power to produce" and then it was defined in the
dictionaries of "Litre" in 1883 and "Laros" in 1946 as the concept of knowledge and
production techniques (Khaki, 2015). Later, it was defined by different researchers and
organizations as "output to data ratio”. Today, productivity is considered an intellectual
point of view and the concept of working and acting intelligently (Shojaei, Jamali, and
Manteghi, 2016).

In a macro view, productivity can be divided into two types, partial and general, where
partial productivity includes productivity indicators of human resources, capital,
machinery, etc. Human resources, as an intelligent agent, has a special role and position in
improving the productivity of other agents. Therefore, the productivity index of human
resources and the factors affecting it are of great importance among other indicators.
Considering the importance of the productivity category of human resources in the national
economic development, the managers of different economic fields of the country must help
the growth and development of human resources with special attention to productivity
promotion (Khaki, 2015).

So far, many researchers have explained the factors affecting the productivity of human
resources, among which few studies have been conducted on the effect of organizational
intelligence and organizational agility on the organizational productivity of employees.
Therefore, in every organization, in addition to intelligent human creative resources, other
factors also play an effective role in the performance process of organizations. An
organization's employees may be smart and capable of doing great things, but their
collective intelligence makes great things happen. Albrecht (2013) points to having three
factors of smart people, teams, and organizations for business success, and he uses the title
of organizational intelligence to prevent group mental retardation, and the only way to cure
mental retardation in the organization is to use and increase the components of
organizational intelligence. People with high intelligence can significantly affect
management strategies, marketing, and product development for customer groups in
different countries. The emergence of social organizations is one of the distinctive features
of human civilization. In order to achieve its goals, every organization needs managers and
employees who are smart, agile, and able to guide organizations toward a specific goal by
using their multiple intelligences (Ghazanfari & Hashemi, 2011).

On the other hand, current organizations operate in an environment where rapid changes
require them to have adaptive strategies; In fact, how organizations can succeed in a
dynamic and unpredictable environment is the most important challenge in today's world
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(Varley and Lawler, 2010). Although various solutions such as just-in-time production, re-
engineering, virtual organizations, and networking have been introduced, organization
agility is considered one of the most popular solutions. In such an environment, agility has
become an important capability that affects the organization's performance (Ravichandran,
2007). In fact, an agile organization is said to be an organization that has characteristics
such as innovation, flexibility, and readiness to respond to environmental changes and is
very resistant and stable to problems and shortcomings; This type of organization achieves
the mentioned characteristics by spending the least amount of money and energy (Yang,
2014). Therefore, although in recent years, many studies have been conducted in the field
of organizational productivity, organizational intelligence, and organizational agility
separately and a pairwise relationship, until now, the relationship between the components
of organizational intelligence and organizational agility has been neglected as important
and effective factors in organizational productivity.

Experts in management science believe that in today's world, the most important factor of
development and progress is the productivity of human resources (Renzle, 2012). This is
even though the workforce productivity index in Iran is lower compared to countries in the
region and East Asia (Daniali, Allameh, and Mansouri, 2013). Human is both a producer
and a consumer of knowledge and technology, they are the most important component in
social, economic and industrial development and has a key role in improving productivity
(Eng & Jones, 2013). However, productivity is one of the key indicators in the development
of economic activities. Its improvement and promotion are also considered one of the
competitive advantages of various industries and companies (Rao, 2006).

Therefore, productivity is a comprehensive and general concept whose increase as a
necessity in order to improve the standard of living, more prosperity, peace and comfort of
people, which is considered a basic goal for all countries of the world, has always been
considered by political, economic and statesmen (Zarei, Farsizadeh, Siah Serani and
Dehghani, 2015). In addition, workforce productivity is one of the issues that has occupied
the minds of many researchers for a long time due to its close connection with the
underdevelopment of nations. At the national level, improving the effectiveness and quality
of human resources leads to a greater increase in gross national income or production (gross
national production) than the use of additional capital and labor (lranzadeh, Mesbahi
Jahormi, Shokri, and Ebrahimi, 2016). Therefore, the productivity of the human force
determines to a large extent the extent to which the products of a country can compete
internationally. In addition, increasing productivity in organizations is one of the main
concerns of executive managers and decision-makers in every country, so that in many
countries, they base their development plans on increasing productivity. In such a way,
during the last fifteen years, the world's productivity has increased 45 times (Daniali et al.,
2013). On the other hand, there is still time to apply quality and productivity improvement
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methods in various industries and economic sectors. The success of these strategies in
economic growth and development prompted experts to test them in the most fundamental
institutions and educational centers. In this regard, productivity improvement methods in
these systems have also been successful (Iranzadeh et al., 2016). Among the variables
affecting productivity are organizational intelligence and organizational agility.

Since no matter how well an organization works, it should still be aware of the activities of
its competitors. Therefore, according to these conditions, acquiring organizational
intelligence is one of the absolute requirements for most companies to increase their
capabilities by acquiring and analyzing information, increasing knowledge, and agility, and
creating awareness. In light of this knowledge, a complete picture of the current and future
state of the competition scene is played in front of the managers so that they can provide
the growth and development of their organization with quick and timely decisions (Sadeghi
et al., 2016). Therefore, organizational intelligence is a new concept in the field of
management and organization that has recently received attention.

Organizational intelligence is one of the most important capabilities of the organization
that increases the changeability organization (Zabihi et al., 2015). Albrecht (2013) defines
organizational intelligence as the talent and capacity of the organization to transfer its
mental power and concentrate it on realizing the organization's mission; He summarizes
organizational intelligence in a short sentence: organizational intelligence is the
organization's success in its environment. Organizational intelligence is a quantitative
measure of the organization's information dissemination, decision-making, and
implementation efficiency. The IQ of organizations can be measured just like the 1Q of
people. Intelligent organizations increase their mental and physical power (Zarei et al.,
2015).

In the last decade, the success of organizations has depended on their ability to identify
customer needs and provide quick and cheap services according to their needs (Zarei et al.,
2015). Nowadays, "Agility" as the dominant business paradigm in the third millennium and
as the best option for the survival of organizations has been noticed by the general
production and service organizations (Jiang, 2012). Following this attention, efforts have
been made in order to reach a suitable and appropriate level of agility in these organizations.
In the current economy, achieving profitability requires paying attention to customers'
changes and needs, in other words, implementing an agile approach in the organization.
Research centers should take effective and useful steps to investigate customer needs,
environmental changes, and competitors' actions as organizations that play an important
role in the economy and prosperity of a country (Pajohesh and Ansarifar, 2016). In the
meantime, what guarantees the survival and continuity of the activities of these
organizations is providing services in a favorable, reliable, fast, cheap, and proportionate
way so that they can satisfy the expectations and demands of customers and cause their
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satisfaction and loyalty (Iranzadeh et al., 2016). This important thing can only be achieved
if the research centers create and optimize agility and agility culture in the organization's
structure and among their employees in this tight competition.

On the other hand, since the resources of a country are generally limited, increasing
performance becomes important as a basic necessity to improve the standard of living of a
nation. In today's world, due to the limitations of various production factors, agility and
productivity are vital in both developed and developing countries (Sadeghi et al., 2016).
The importance of organizational performance due to the expansion of the level of
competition, the complexity of technology, the speed of information exchange, and the
variety of tastes is not hidden from anyone. Today, increasing performance and efficiency
is valuable in managers' eyes, and everyone is looking for more efficiency and
effectiveness. Their efforts are also formed in this direction to ensure the organization's
stability in a highly competitive world (Daniali et al., 2013). Organizational intelligence
and agility and the development of industries and small companies is a known need and
new issue. Also, this issue requires more discussion due to the need for more research on
the issue of organizational intelligence and agility in organizational productivity.
Therefore, this research aims to investigate the relationship between organizational
intelligence and agility in organizational productivity.

Methodology
The method of the present research is correlational. Using this method, the distribution

and relationships between predictor variables and research criteria will be investigated in
society. Finally, the multivariate regression method will be used to predict the criterion
variable. In order to carry out the research process, the statistical population of this study
consists of all employees of the Road, Housing and Urban Development Research Center
of Tehran Province. The sampling method of this research was as follows: first, a list of
employees of the Road, Housing and Urban Development Research Center of Tehran
province was prepared. Then, two companies were randomly selected and a sample of
300 people was randomly selected from among the employees of these companies and
based on the total number of the statistical population and according to Morgan's table.
Finally, after obtaining consent to participate in the research, organizational intelligence,
organizational agility and productivity questionnaires were implemented. After scoring
the questionnaires, 100 were discarded due to needing to be more accurate and complete,
and a total of 200 questionnaires were analyzed. According to the research topic and its
method, three organizational intelligence questionnaires, organizational productivity
questionnaires, and organizational agility questionnaires have been used.
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Materials
1- Questionnaire of organizational intelligence. Albrecht created it in 2003 based on

his own theory in this field. This questionnaire includes 49 items that evaluate seven
components of strategic vision, common destiny, desire to change, morale, unity and
agreement, application of knowledge and performance pressure. This questionnaire is
scored using a five-point Likert scale (strongly agree, agree, somewhat agree, disagree,
strongly disagree). Therefore, the highest score of this questionnaire is 225 and the lowest
score is 49. After designing the questions, the questionnaire was given to specialists and
experts in this field, and their opinion regarding the validity of the questionnaire was
applied. Therefore, it can be concluded that the questionnaire has the required content
validity. The reliability obtained from the Albrecht organizational intelligence
questionnaire was 0.92, which indicates its good reliability.

2- Organizational productivity questionnaire. Hersey and Goldsmith presented the
human resource productivity questionnaire based on the Achio model in 1980. This
questionnaire, with 26 items on a Likert scale (1=very low to 5=very high), examines
seven aspects of this model's human resource productivity dimensions. Dimensions of
the questionnaire: The questionnaire is based on the dimensions of ability, understanding,
recognition, organizational support, motivation, feedback, validity and compatibility
(ACHIEVE model). The creators of the questionnaire reported Cronbach's alpha
coefficient to be 0.90. In domestic studies, the reliability coefficient of this scale has been
reported as 0.89 in the research of Kasiri and Kamalzadeh (2016). Data analysis is done
in two parts, descriptive and inferential statistics.

3- Organizational agility questionnaire. Organizational agility questionnaire with 29
questions designed by Sharifi and Zhang in 2004. The first part of the questionnaire
contains questions related to the demographic variables of the people participating in the
research, and the second part contains 29 closed questions. The factors affecting the
organization's agility are set in the form of four agility indicators: responsiveness,
competence, flexibility, and speed. The scoring scale for the questions is based on the
Likert scale and includes the options of very little, little to some extent (moderate), much,
and very much from one to five. The maximum score that can be obtained is 145, and the
minimum is 29. The validity of the questionnaire was confirmed based on the opinions
of professors and experts. The reliability of the questionnaire was calculated by
Cronbach's alpha method, which was 0.96. Also, to check the reliability of the
questionnaire, using Gutman's dichotomization method, the number 0.91 was obtained,
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which indicates the very good reliability of the questionnaire. In order to determine the
agility level of the investigated organization, the agility scores were divided into five
categories, each category representing a level of agility:

Table 1: Organizational agility questionnaire scoring table

Organizational ~ Min Very Low Medium  High Excellent Max

agility score low score

components

Speed 6 <9 9-15 15-21 21-27 > 27 30

Competency 7 <115 -17.5 -24.5 -31.5 >315 35
11.5 17.5 24.5

Responsiveness 7 <115 -17.5 -24.5 -31.5 >31.5 35
11.5 17.5 24.5

Flexibility 9 <135 -22.5 -31.5 -40.5 >40.5 45
13.5 22.5 31.5

Organizational 29 <435 -72.5 -101.5 -130.5 >130.5 145

agility 43.5 72.5 101.5

Results

The information collected from the subjects was analyzed by organizational intelligence,
organizational productivity, and organizational agility questionnaires using appropriate
statistical tests, and research hypotheses were tested. For this purpose, descriptive
statistics indices were used to describe and classify the data collected from the sample,
and Pearson's correlation and multivariate regression were used to test and analyze the
hypotheses. The statistical sample of this research included 125 men (62.5%) and 75%
women (37.5%). Among them, 16.5% had a diploma and associate degree, 24% had a
bachelor's degree, and 59.5% had a master's degree and above.

Table 2: Descriptive statistics indicators and interval estimation of organizational
intelligence variable and its components

Components N Ran  Min Max Mean  Standa Varian Estimated interval
ge rd ce with 95%
deviati confidence
on Lower  Upper
limit limit
Total 200 105 52 157 11/41 19/75 39/24 0/68 1/20
organizational 6 0
intelligence score
Organ strategic 200 19 7 26 17/49  3/51 12/34  0/31 0/40
:]Z;“O commo 200 20 7 27 17/47 396 15669  0/15  0/22
”;tr?é! destiny
gubsc desireto 200 15 7 22 15/73 3/60 13/02 0/32 0/33

change
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As shown in the above table, the indicators of the descriptive statistics of the
organizational intelligence variable are reported. For example, this variable's mean and
standard deviation are 116.41 and 19.75, respectively. At the same time, the numbers in
the interval estimation column indicate that it can be estimated with 95% confidence that
the average of the cultural intelligence variable is between 0.68 and 1.20 of the
community average. Also, the average of other components of this variable is reported in

the table.

Table 3: Descriptive statistics indicators and interval estimation of organizational
productivity variable and its components (N=200)

Components

Total organizational
productivity score

Ability
understan
ding
Organizat
ional
Organizat support
ional motivatio
productivi n
ty Feedback
subscalce
S Validity
compatibi
lity

Ran

ge
59
8
8

9

10

10

10

9

M
in

26

3

M
ax

85

11

12

13

14

14

14

12

Me
an

/12
56
/56
7
/10
9
/76
7

127
7
/16
9
/14
8
/13
7

Standard
deviation

10/26

1/57

1/97

2/33

2/15

2/14

2/43

2/05

Varia
nce

10/32
5
2/46
4/88

5/43

4/63

4/60

5/94

4/22

Estimated interval with 95%

confidence
Lower limit ~ Upper limit
1/07 2/89
0/58 0/63
0/60 1/39
1/16 1/46
0/44 1/30
1/11 2/18
0/58 1/05
1/23 2/12

As shown in the above table, the indicators of descriptive statistics of organizational
productivity variables are reported. For example, knowledge management's mean and
standard deviation are 56.12 and 10.26, respectively. At the same time, the numbers in
the interval estimation column indicate that it can be estimated with 95% confidence that
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the average of this variable is in the interval between 1.07 and 2.89 communities. Also,
the average of other components of this variable is reported in the table.

Table 4: Descriptive statistics indicators and interval estimation of organizational agility
variable and its components (N=200)

Components Ran M M Me Standard Varia  Estimated interval with
ge in ax an deviation nce 95% confidence
Lower limit ~ Upper limit
Total organizational 97 29 12 /97  16/78 28/78  1/15 2/04
agility score 6 71 1
Speed 16 6 22 /99 3/82 14/64  0/79 1/25
14
Competenc 15 7 22 /53 4/15 17/22  0/79 1/13
Organizat Y 16
ional Responsive 55 7 62 /11 7/37 54/42  2/06 3/28
Agility ness 18
subscales  Flexibility 24 8 32 /68  4/06 16/53 0/52 2/61
19

As shown in this table, the descriptive statistics indicators of organizational agility

variables are reported. For example, this variable's mean and standard deviation are 97.71

and 78.16, respectively. At the same time, the numbers of the interval estimation column

indicate that it can be estimated with 95% confidence that the average of the

organizational agility variable is between 1.15 and 04.2 of the community average. Also,

the average of other components of this variable is reported in the table in order of value.
Table 5: Correlation coefficient

Model Correlation The coefficient  Modified coefficient of Standard error of
coefficient of determination estimation
determination
1 a0/701 0/491 0/486 7/360

The first research question was, "Is there a significant relationship between
organizational intelligence and organizational agility with organizational productivity in
the road, housing and urban development research center of Tehran province?". The
correlation and determination coefficient between dependent and independent variables
are presented in the table above. So that the obtained correlation coefficient is equal to
0.701, and the coefficient of determination is equal to 0.491; In other words, 49% of the
changes in the dependent variable of organizational productivity are covered by the
variables of organizational intelligence and organizational agility.
Table 6: Regression equation coefficients

Model Unstandardized Standardized T (sig)
Coefficients coefficient
B Standard  Beta
error
1 Constant 13/849 3/136 4/415 0/000

Organizational ~ 0/282 0/035 0/543 8/270 0/000
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intelligence
Organizational ~ 0/131 0/041 0/215 3/233 0/001
productivity
According to the above table and the regression test, since the sig value obtained in
organizational intelligence and organizational agility is less than 0.05, the role of these two
in the regression equation is significant.
Table 7: Correlation coefficient

Model Correlation  The coefficient Modified coefficient of  Standard error of
coefficient of determination estimation

determination
1 0/710? 0/504 0/486 7/360

The second research question was, "Is there a significant relationship between the
dimensions of organizational intelligence and organizational productivity in the
Road, Housing and Urban Development Research Center of Tehran province?".
The correlation and determination coefficient between dependent and independent
variables are presented in the table above. So that the obtained correlation
coefficient is equal to 0.710, and the coefficient of determination is equal to 0.504;
In other words, 50% of the changes in the dependent variable of organizational
productivity are covered by the independent variables of organizational intelligence
dimensions.
Table 8: Regression equation coefficients

Model Unstandardized Standardized T (sig)
coefficient coefficient
B Standard  Beta
error
Constant 14/17 3/31 4/40 0/000
strategic 0/51 0/20 0/17 2/45 0/01
common destiny 0/15 0/18 0/05 0/80 0/42
1 desire to change -0/32 0/21 -0/11 -1/47 0/14
spirit 0/82 0/23 0/27 3/49 0/001
Unity and -0/05 0/27 -0/01 -0/18 0/85
agreement
Application of 0/77 0/20 0/28 3/86 0/000
knowledge
Performance 0/62 0/27 0/21 2/26 0/02
pressure

According to the above table and the regression test, since the obtained sig value is
less than 0.05 in all cases except for the dimensions of common destiny, desire for
change, unity, and agreement, their role in the regression equation is significant.
Table 9: Correlation coefficient
Model  Correlation The coefficient  Modified coefficient Standard error of
coefficient of of determination estimation
determination
1 %0/755 0/571 0/562 6/793
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The third research question was, "Is there a significant relationship between
organizational agility and its dimensions with organizational productivity in the
Road, Housing and Urban Development Research Center of Tehran Province?".
The correlation and determination coefficient between dependent and independent
variables are presented in the table above. So that the obtained correlation
coefficient is equal to 0.755 and the coefficient of determination is equal to 0.571;
In other words, 57 percent of the changes in the dependent variable of
organizational productivity are covered by the independent variables of

organizational agility dimensions.
Table 10: Regression equation coefficients

Model Unstandardized Standardized T (sig)
coefficients coefficients
B Standard Beta
Error
1 Constant 26/411 2/436 10/840  0/000
Speed -0/254 0/207 -0/095 -1/228 0/22
competency 2/118 0/202 0/856 10/486  0/000
Responsiveness -0/208 0/078 -0/150 -2/664 0/008
Flexibility 0/116 0/171 0/046 0/681 0/49

According to the above table and the regression test, since the obtained sig value is
less than 0.05 in all cases except for the dimensions of speed and flexibility, their
role in the regression equation is significant.

Discussion and Conclusion
This research aimed to investigate the relationship between organizational intelligence

and agility on organizational productivity. The research's first finding showed a
significant relationship between organizational intelligence and organizational agility
with productivity. So that the obtained correlation coefficient is equal to 0.701, and the
coefficient of determination is equal to 0.491; In other words, 49% of the changes in the
dependent variable of organizational productivity are covered by the variables of
organizational intelligence and agility. The findings of this research are in line with the
results of Iranzadeh et al. (2016), Ansarifar (2016), Abili et al. (2015), Zabihi et al.
(2015), Rezaei et al. (2015), Shiri et al. (2014), Bafarzadeh and Akbari Debauer (2010),
Segra-Navarro et al. (2016), Wang et al. (2016) and Lefter et al. (2008). For example,
Iranzadeh et al. (2016) investigated the relationship between organizational agility
dimensions and employee productivity of Dana Insurance Company in East Azerbaijan
province. Their results showed a positive and significant relationship between
organizational agility and its dimensions and the productivity of the employees of Dana
Insurance Company in East Azerbaijan province, which is in line with the results of the
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present study. Ebili et al. (2015) in a study investigating the effect of knowledge sharing
on the organizational agility of educational and research staff with the mediating role of
organizational intelligence on 144 employees of teaching and research assistants of
medical sciences in Tehran. Their results indicate that knowledge sharing with a path
coefficient (r=0.77) has been effective on organizational agility and with a path
coefficient (r=0.64) on organizational intelligence. It was also found that knowledge
sharing with the path coefficient (r=0.50) indirectly influenced the organizational agility
of the teaching and research staff of Tehran University of Medical Sciences. Also, Zabihi
etal. (2015), in a study to determine the relationship between organizational intelligence
and organizational agility in 408 hospital employees of Mashhad University of Medical
Sciences, showed a significant relationship between organizational intelligence and
organizational agility in hospitals. The components of strategic vision, performance
pressure, and unity and agreement contributed the greatest to determining agility.

In their study, Shiri and his colleagues (2014) examined the relationship between
organizational intelligence and organizational agility in the employees and managers of
Ilam Governorate. Their results showed a significant relationship between organizational
intelligence and agility in llam Governorate. Moreover, there is a relationship between
strategic vision, common destiny, willingness to change, morale, unity and agreement,
application of knowledge and performance pressure, and organizational agility in the
governorate of Ilam province. Also, Pajuhesh and Ansarifar (2016) also studied and
analyzed in their meta-analytical study the field, organizational culture, organizational
agility, and knowledge management, which was the result of master's and doctoral theses
collected. Finally, according to the literature, they concluded that the organizational
culture in Iran should act locally but have a global vision considering the globalization
process. Also, Iranian organizations need to achieve a local organizational culture based
on knowledge, agility, and flexibility. Rezaei and his colleagues (2015) examined
knowledge management and agility strategies in the publishing industry in their study.
The results of knowledge management and agility studies in this research showed a
significant and high correlation between these factors. Also, the results showed that
among the elements of knowledge management, the factors of “creating and acquiring
classified knowledge" and "facilitating actions related to knowledge in the field of the
organization's goals" have the greatest effect on organizational agility, and these findings
are consistent with the results of the present study.

Also, Segra-Navarro et al. (2016) investigated organizational performance and
knowledge management structure with the mediating role of organizational agility, which
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was conducted on 112 large Spanish companies. They showed that the presented model
directly affects knowledge management on organizational performance and a mediating
role of organizational agility in these companies. Also, the research results of Lefter and
his colleagues (2008) showed that only 13% of the employees of large and medium-sized
companies are familiar with the concept of organizational intelligence, and the employees
of small companies need to learn this concept. However, the analysis of the obtained data
showed that the organizational intelligence in these companies was average and higher,
which is an important factor in the productivity of the companies, which is consistent
with the findings of the present research.

The second finding of the current research showed that the obtained correlation
coefficient is equal to 0.710 and the determination coefficient is equal to 0.504; In other
words, 50% of the changes in the dependent variable of organizational productivity are
covered by the independent variables of organizational intelligence dimensions. Also, the
strategic components of morale component, knowledge application component and
performance pressure component have a significant relationship with organizational
productivity, and they were able to predict productivity well. The findings of this section
are in line with the studies of Khastoui and Benisi (2015), Khatib Zanjani and Abbasian
(2014), Mohammadi and Kashgar (2012), Khodadai et al. (2010), Zabihi et al. Lefter and
colleagues (2008). Khastooi and Banisi (2016) investigated the relationship between the
dimensions and components of organizational intelligence on the productivity of
employees and faculty members of Islamic Azad University, Tehran East Branch, whose
number is around 190 employees and 181 faculty members. The results related to the
main research question show that the correlation between these two variables is 0.868,
and the coefficient of determination is 0.754. Also, at the significance level of 0.000 and
F = 0.754, the regression equation is statistically significant, and there is a direct and
positive relationship between the two variables. Concerning the sub-questions of the
research, which seeks to investigate the relationship between the dimensions and
components of organizational intelligence on the productivity of employees of Islamic
Azad University, Tehran East Branch, the results showed the correlation coefficient in
all cases was high and the regression equation was significant. In their study,
Khatibzanjani and Abbasian (2013) examined the relationship between the components
of organizational intelligence and organizational productivity in the physical education
departments of nineteen districts of Tehran. The research results showed that based on
the Pearson correlation coefficient, there is a positive and significant relationship
between all the components of organizational intelligence and organizational
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productivity, P<0.05. Finally, the linear regression analysis showed that among the
components of organizational intelligence - common destiny, organizational spirit and
unity and agreement can predict more productivity.

Mohammadi and Kashgar (2012) investigated the relationship between organizational
intelligence components and human resources' productivity in selected sports federations.
The research results show that based on Pearson's correlation coefficient, there is a
positive and significant relationship between human resources productivity and the
components of organizational intelligence and overall organizational intelligence
(P<0.01); and the results of the step-by-step regression analysis showed that among the
components of organizational intelligence, the desire to change, and common destiny
could predict the productivity of human resources meaningfully. Finally, Fisher's z-test
shows no difference in the relationship between organizational intelligence components
and human resources productivity in group and individual sports federations. Khodadadi
and his colleagues (2010) investigated the relationship between organizational
intelligence and its components and the productivity of physical education department
managers in East Azerbaijan. The research results showed that based on the Pearson
correlation coefficient, there is a positive and significant relationship between all the
components of organizational intelligence and overall organizational intelligence and
productivity. Finally, the results of step-by-step regression analysis showed that among
the components of organizational intelligence, willingness to change, morale, and
knowledge application are capable of predicting productivity meaningfully. Also, Green
and Turker (2015) discussed in a research entitled Perspectives of a Quantitative
Measurement of Organizational Agility: A Validation Study on an Organizational Agility
Maturity Model. The results showed that the set of items in the tool and experimental
support in the new group are factors of organizational agility. The greater the depth of
cultural intelligence, the more organizational agility we will have. Lefter and his
colleagues (2008) showed that only 13% of employees of large and medium-sized
companies are familiar with the concept of organizational intelligence, and employees of
small companies do not know this concept. However, the analysis of the obtained data
showed that the organizational intelligence in these companies was average and higher,
and this is an important factor on the productivity of the companies. These findings are
in line with the results of the current research.

The third finding of the current research indicates that the obtained correlation coefficient
is equal to 0.755 and the coefficient of determination is equal to 0.571; In other words,
57 percent of the changes in the dependent variable of organizational productivity are
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covered by the independent variables of organizational agility dimensions. Also, among
the components of agility, only competence and responsiveness have a significant
relationship with productivity, and they could predict productivity well.

The results of this finding are consistent with the research of Iranzadeh et al. (2016), Arab
Najaf Abadi (2016), Hossein Abadi (2015), and Segra-Navarro et al. (2016). In their
study, Iranzadeh et al. (2016) examined the relationship between organizational agility
dimensions and employee productivity of Dana Insurance Company in East Azerbaijan
province. Their results showed a positive and significant relationship between
organizational agility and its dimensions and the productivity of Dana insurance company
employees in East Azerbaijan province. In his research, Arab Najaf Abadi (2015)
examined the effect of organizational agility on the workforce productivity in Shahid
Mohammad Montazeri Electricity Production Management Company of Isfahan. The
results showed a significant relationship between organizational agility and its sub-
variables, i.e. accountability, readiness to deal with problems, the importance of human
skills and knowledge, doing work virtually, and workforce productivity.

Hossein Abadi (2015) investigated the relationship between the perception of intellectual
capital and organizational agility with organizational productivity in the University of
Isfahan. The findings of the research indicated that there is a significant relationship
between intellectual capital and its dimensions with organizational productivity and also
between organizational agility and organizational productivity. The results of the step-
by-step regression showed that among the dimensions of intellectual capital in the first
step, the dimension of human capital and in the second step, the dimension of structural
capital. From the dimensions of organizational agility, in the first step, leadership and
shared identity dimension and in the second step, the adaptive organizational plan was
the best predictor of organizational productivity. There was a significant difference
between the respondents' opinions in the intellectual capital variable according to
educational qualifications and service experience. However, no significant difference
was observed in organizational agility and productivity variables according to
demographic factors. Segra-Navarro et al. (2016) in their study that investigated
organizational performance and productivity and knowledge management structure with
the mediating role of organizational agility conducted on 112 large Spanish companies.
They showed that the presented model directly affects knowledge management on
organizational performance and productivity and a mediating role of organizational
agility on these companies.
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One of the biggest management challenges today is creating a new generation of smart
organizations. Organizations in which organizational intelligence is a determining factor
and its proper use can cause a significant increase in the organization's productivity, and
neglecting and not paying attention to it can remove any organization from the cycle of
competition and continued survival (Iranzadeh et al., 2016). Currently, most successful
organizations in developed countries use competitive intelligence as a powerful tool to
gain more awareness of the environment. Organizations will feel more secure by relying
on the capabilities of competitive intelligence, gathering, successful analysis of
information and overcoming the uncertainty of the competitive landscape (Segra-Navarro
et al., 2016); Just as in the human world and in the turbulent human life, there will be
successful and efficient people who have rich intelligence and benefit from a high level
of intelligence, the situation will definitely be the same in the organizational world. In
particular, as time goes on in the present era, due to the advancement of science and
technology and the emergence of new needs and challenges, organizations are also
becoming more complex, and their administration is also becoming more difficult. This
meaning will multiply its importance when we accept that in today's organization, in
addition to the huge and creative source of intelligent human beings, intelligent machines
also play an effective role in the organization's processes (Mohammadi and Kashgar,
2012).

In today's era, organizations are successful when all their employees strive to improve
their abilities, and the manager must provide suitable conditions for this learning process.
Organizational learning builds on individual learning and is then shared with other
organizational members in organizational policies, standard operating practices, and
cultural norms. Of course, it should be noted that despite the challenges facing today's
organizations, paying attention to the process of organizational intelligence to strengthen
performance and further growth through examining and promoting strategic vision,
common destiny, desire for change, morale, unity and agreement, application of
knowledge and pressure Performance, which is one of the dimensions of organizational
intelligence, is a necessary action (Khastooi and Benisi, 2016).

Some experts consider productivity as a way of thinking that a person can do today's
work better than yesterday. It is an endless effort to use resources, workforce, skills,
technology and information to achieve the best results; Therefore, building organizational
intelligence is another start for productivity that managers, systems analysts and others
need in competitive sectors (Mohammadi and Kashgar, 2012).
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According to Drucker, this finding heralds the creation of a new type of organization in
which, instead of arm power, the power of the mind rules and shows the use of
intelligence in productivity. In fact, this part of the findings introduces the components
through which productivity can be enhanced and improved. Finally, the improvement and
excellence of the productivity lead to the acquisition and maintenance of the competitive
power of the organization and the more successful presence of the organization in its
environment and the sustainable survival of the organization (Khostui and Benisi, 2016).
In organizations, there are many employees, and if the capabilities, thinking, mentality,
and set of capabilities of the employees are transformed into more favorable performance,
the organization will be fresh, profitable and superior. The excellence of organizations
depends on the excellence of employees; that is, in order to have an excellent and
excellent organization, first of all, the employees should be excellent and excellent so
that these excellent employees can start and continue the way of excellence of the
organization. Employees' excellence is achieved by developing a set of mental,
intellectual, attitudinal, and knowledge capabilities. Based on this, organizations must
follow human resources development systematically, directly, and practically
(Khodadadi et al., 2010). Among the limitations of this research, we can mention the
insufficient willingness of some subjects to answer the questions, which is a limitation
that leads to spending much time recording information.
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