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ABSTRACT 

 
 This study aims at identifying the relationship between the employees’ maturity and organizational intelligence in public 

organizations of the city of Kerman. The sample under study consists of 301 employees of public organizations in the city of Kerman 

who are selected randomly-categorically in proportion to the population of the society. The results of structural equation modeling 
show that the factors used for evaluating the variables have an acceptable rate of validity and reliability. The findings implicate that 

employees’ maturity has a significant relationship with organizational intelligence. 
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INTRODUCTION  

 

 In the competitive world of today, organizations 

need more assets like knowledge, learning, effective 

communications, appetite for change, etc. In other 

words to face the existing competitive situations, 

organizations should have an attempt to improve, 

increase learning, develop communications and so 

on, otherwise they will face entropy. In fact 

“Organizational Intelligence” has been introduced as 

the ability that motivates all organization’s 

intellectual powers that is focused on achieving the 

organization’s goals and mission and is in a line with 

organizational needs [1]. In addition it is proposed 

that in the fields related to organization and 

management, social and organizational intelligence 

are of increasing importance to the organization’s 

leaders, managers and employees than many other 

abilities [2]. 

 Simic believes that organizational intelligence is 

“the intellectual potential of organization for solving 

problems”. He focuses on the incorporation of 

humane and its technical abilities potentials that are 

used in solving problems. In his opinion 

organizational intelligence contains a set of 

information, experience, knowledge and 

understanding of organization problems [3]. Halal [4] 

has defined Organizational Intelligence as “the 

capacity of an organization to create knowledge and 

use it to strategically adapt to its environment”. He 

also states that organizational intelligence is the 

result of the practice of five diagnostic sub-systems: 

Organizational Structure, Organizational Culture, 

Stakeholder Relationships, Knowledge Management 

and Strategic Processes [4]. Wilensky [5] discussed 

organizational intelligence is “the problem of 

gathering, processing, interpreting and 

communicating of the political and technical 

information needed in decision-making processes”. 

Albrecht [6] states that organizational intelligence is 

the capacity of organization to collect information 

and understand the nature of environment and 

changing those information to necessary knowledge 

and solutions that suits the environment. 

 Experts have found that people and 

organizations that benefit high organizational 

intelligence are more successful in some fields like: 

understanding of organizational problems [3], 

realizing knowledge learning [7], innovation [8] and 

situation adaption [9] than others. According to what 

is said; the variable of organizational intelligence, 

considering its relationship with the above mentioned 

variables, can most likely play an important role in 

improving the individual and organizational 

performance. Kafetsios’ studies have shown that 

organizational intelligence improves performance in 

different areas of management and team work [10]. 

Meanwhile it could determine mental and physical 

health of people beside the degree of their job 

improvement [11]. 

 So today it is necessary for organizations to pay 

more attention to organizational intelligence in order 
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to improve their performance by investigating and 

improving strategic vision, shared fate, appetite for 

change, “heart”, alignment and congruence, 

knowledge deployment and performance pressure 

that are mentioned by Albrecht as the dimensions of 

organizational intelligence. But now organizational 

intelligence is ambiguous to most of organizations. 

Organizational intelligence is a multifactor and 

multidimensional concept that contains theoretical, 

emotional and behavioral abilities of an organization 

and is influenced by the organization’s culture, 

structure and members [12].  

 Organization’s success directly depends on 

effective use of human resources and since workers 

spend much of their life time in their organizations, 

so it is natural to pay a lot of attention to them. 

Today employees’ life standards are heightened, they 

are mostly educated and more knowledgeable than 

before and they take every chance to satisfy their 

potential capabilities [13]. 

 Organizations show positive reaction to special 

types of improvement tools in each stage of their 

growth; and this depends on the organizational level 

of growth, maturity and behavior; that is nothing but 

employees’ maturity. Excellence in any organization 

is directly related to excellence of its human assets 

and organization is the foundation of this 

improvement and growth. In those organizations with 

low employees’ maturity; it is not possible to use 

some improvement tools like cooperation and quality 

improvement systems [14] to reach high 

organizational intelligence. It is truly believed that 

employees’ maturity is necessary for many of 

organizations especially those that use some methods 

like adaptability, innovation and conversion to 

survive and last for a long time. Also for such 

purpose situation and environment should be 

developed in a way that motivates employees to 

improve themselves [15].  

 Maturity means; being capable of asking for 

magnificent and reachable goals, motivation of 

achieving success, willingness to take responsibilities 

for group or individuals [16]. Argyris believes that; 

modern organizations’ structure prevents 

improvement of employees’ character [17]. Everyone 

seeks to improve their character and this is a primary 

need. Improvement means reaching maturity which 

happens gradually [18]. Argyris states that most of 

organizations treat their workers like children, and 

then he introduced maturity theory [19]. According 

to Argyris maturity features in individuals are: 

activity, independence, many behaviors, deep 

interests, long-term perspective, superiority or 

equality and self-awareness/self-control, and not 

passivity, dependence, few behaviors, shallow 

interests, short-term perspective, subordination and 

non self-awareness. Argyris postulates that these 

changes reside on a continuum and that the “healthy” 

personality develops along the continuum from 

“immaturity” to “maturity” [20]. 

 Many different researches have been offered to 
study organizational intelligence and organizational 
maturity; for example Jamalzadeh and his colleagues 
studied the relationship between organizational 
intelligence and organizational learning among 
employees and scientific board members. They 
showed that different aspects of organizational 
intelligence in both groups of subjects have 
significant and positive relationship with 
organizational learning [21]. Salasel [22] and his 
colleagues proved that there is a significant 
relationship between organizational intelligence and 
citizenship behavior; and those managers and 
supervisors who benefit from higher organizational 
intelligence will understand organization’s goals and 
mission better, they have better organization 
performance, show more suitable citizenship 
behaviors and take part in organization decision-
making. Jafari and Faghihi [23] in their research on 
investigating organizational intelligence of Research 
and Educational Planning Organization showed that 
organizational intelligence of the society under study 
by having experimental average of 82/2 is lower than 
theoretical average. The highest average refers to 
strategic vision by 17/3 and the lowest is concerned 
with organizational structure and change orientation 
by an average of 66/2. Albrecht’s study proposed that 
organizational intelligence level in 100 under-study 
companies was low, and executive managers would 
be able to drive mind power of people by compiling 
collective intelligence of managers and smart, large-
minded leaders. 
 In 2004 Tezuka and Niwa studied the influence 
of sharing knowledge in inter-organizational 
intelligence. In the year Tezuka [24] coined the term 
“inter-organizational intelligence” from findings of 
Matsuda to analyze the knowledge-sharing 
mechanism in societies related to each other. He 
concluded that organizational intelligence differs 
from inter-organizational intelligence in commercial 
planning for the company. Leftar et al [25] studied 
different aspects of organizational intelligence in 
Romanian companies and human resource outlook. 
He showed that; in large and medium organizations 
only 13% of employees knew the concept of 
organizational intelligence and no one in small 
organizations had ever heard of it. He also proved 
that organizational intelligence was in intermediate 
or upper intermediate level. Cakir & Ada [26] 
performed a research named “Can the Organizational 
Intelligence Be Developed in Schools by Inservice 
Training?” in turkey. It is reported that there was a 
remarkable difference in organizational intelligence 
before and after workshops and only the component 
of effective relation with colleagues remained almost 
the same. Seyyedjavadi [27] in his research named 
“studying method of leadership and organizational 
maturity” studied some hospitals; he concluded the 
following statistics for organizational maturity; 
49/8% at minimum maturity, 46/3% minimum to 
average maturity, 3/9% average to maximum 
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maturity and 0% at maximum maturity. Statistically, 
there is not a significant difference between average 
degree of maturity of people of different age and 
experience. There isn’t a significant relationship 
between the two variables of organizational maturity 
and education, neither. But there is a significant 
relationship between organizational maturity and job 
groups, statistically. Shiraninejad [28] showed in his 
research that factors like job, family and demography 
are significantly related to professional maturity. 
Whitsett [29] in his article named “employees’ 
maturity in official organizations” states that; 
employees’ immaturity causes dependence, inactivity 
and lack of innovation and invention and this leads to 
decrease of performance and productivity and 
resignation of people. 
  Rezvani [30] states that employees’ maturity 
improves organizations’ current capabilities, need to 
change, common language, shared vision, promotion 
of organization culture, and finally it leads to the 
organization’s improvement. Gottschalk [31] did a 
research in law organizations and concluded that 
organizational maturity consists of 4 stages: maturity 
based on activity, maturity based on knowledge, 
maturity based on strategy and maturity based on 
value. Kocabas [32] studied educational 
organizations and stated that organizational maturity 
model is very important in time control, cost 
reduction and increase of organization efficiency. 
 As it is said these two variables are studied 
separately and beside other variables. But it is 
necessary to try to recognize organizational 
intelligence, employees’ maturity and howness of 
implementing their principles in traditional 
organizations and studies about the problems that 
stand against employees’ maturity and organizational 
intelligence. By doing this research, managers and 
planners will be able to provide necessary 
opportunities for growth and maturity of employees 
in the path of accomplishing organizational and 
individual goals by having structural changes and 
emphasis on intellectual and logical aspects of 
organization’s life and changes in accordance to the 
cultural situation of work force. Therefore the 
present research is done to study relationship 
between these two variables and forecast 
organizational intelligence on the basis of 
employees’ maturity. 

 
Research Methodology: 
 The Method of this research is descriptive-
correlative. 1874 employees, working in 
governmental organizations and offices, are 
statistical population of this research. The sampling 
type is determined randomly classificatory which 
suits the society, based on the number of office 
workers, organizations and Cochran formula equal to 
301 people. For collecting information two 
questionnaires of Hashemi employees’ maturity [33] 
and Albrecht’s organizational intelligence were used. 
26-item employees’ maturity questionnaire consist of 

7 components, including independence, activity, 
many behaviors, superiority or equality, self-
awareness, level of interest and perspective scope. In 
this questionnaire scores less than 88 indicate low 
maturity, scores between 89-109 show medium 
maturity and scores higher than 110 show high 
maturity. The reliability coefficient of the 
questionnaire was calculated 0.87 by Cronbach 
method and 0.84 by retest method and its narrative 
validity was calculated 0.83 by countable sigma 
method. In the present research, the reliability of the 
whole examination is 0.89 using Cronbach alpha 
method and its components gained 0.87, 0.81, 0.93, 
0.94, 0.86, 0.88 and 0.96 respectively which shows a 
desirable reliability of this questionnaire. In this 
research, the structural validity of employee’s 
maturity questionnaire was examined by the method 
of confirmatory factor analysis and according to the 
statistics in table 1 and the result of confirmatory 
factor analysis model, the logical and acceptable 
fitting was reached. In regard to the indexes of 
CFI=0.882, NFI=0.878, TLI=0.89, IFI=0.90, 
GFI=0.89, it is show that the measurement model of 
the latent variable of employees maturity have a 
good structural fit and validity. 
 The Albrecht questionnaire of organizational 
intelligence consists of 49 items based on 5-point 
Likert scale and has 7 components which are 
strategic vision, shared fate, appetite for change, 
“heart”, alignment and congruence, knowledge 
deployment and performance pressure. The 
minimum grade in this test is 49 and the maximum is 
245. The reliability of this questionnaire has been 
reported 0.93 by Abzari and Sattari Ghahfarokhi 
[34]. In this research, the structural validity of 
organizational intelligence questionnaire was 
examined by confirmatory factor analysis and 
according to the statistics in table 1 and the result of 
confirmatory factor analysis model, the logical and 
acceptable fitting was reached. In regard to the 
indexes of CFI=0.882, NFI=0.878, TLI=0.89, 
IFI=0.90, GFI=0.89, it is show that the measurement 
model of the latent variable of employees maturity 
have a good structural fit and validity. 
 Structural equation modeling is used for 
analyzing data. For evaluation of the suggested 
model, Anderson and Gerbing 2-stage approach was 
used. In the first stage measurement model and in the 
second stage structural part of model based on the 
first stage results were estimated. All the analysis 
was done by AMOS and SPSS 18 software. For 
testing the intermediate effects in suggested model 
and their significance, Baron and Kenny method and 
Sobel test were used. For determining the fit of 
suggested model were used some acceptable indexes 
such as; Chi-square, Normed X

2
 index, Goodness of 

fit index, Adjusted goodness of fit index, Normed fit 
index, Comparative fit index, Incremental fit index, 
Tucker-Lewis index and Root-mean-square error of 
approximation. 
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Table 1: Factor loads of factor analysis of measurement indices. 

Latent factors Measurement Indices Factor loads 

 
 

 

Employees’ Maturity 
 

Independence 0.49 

Activity 0.34 

Many behaviors 0.23 

superiority or equality 0.51 

Self-awareness 0.50 

Interest level 0.25 

Perspective scope 0.48 

 

 

 
Organizational Intelligence 

 

Strategic vision 0.56 

shared fate 0.31 

appetite for change 0.51 

“Heart” 0.27 

Alignment and congruence 0.34 

Knowledge Deployment 0.46 

performance Pressure 0.29 

 

Research Findings: 

 

 Before studying of structural coefficients, Fitting 

of the model was studied. Fitting of the first model 

was determined based on the fit indexes used in table 

2. with regard to the fit indexes of the first model, it 

was showed that the suggested model needed 

modifications and improvements. So in the next step, 

according to the modification indexes of Amos 18 

two paths of many behaviors to appetite for change 

and strategic vision to knowledge deployment was 

added to the model. After adding these paths, 

analysis of data was done again whose fit indexes are 

mentioned in the second row of table 2. As it was 

expected; fit indexes showed improvement in the 

second model. Although number of most fit indexes 

has increased, number of indexes showed that this 

model needs more improvement. So in the next step, 

3 of the suggested modification indexes were applied 

to the model: paths of activity to performance 

pressure, perspective scope to the strategic vision, 

and interest level to the “heart”.  

 After applying these changes and reanalysis of 

data, fit index results which are listed in the third row 

of table 2 showed another improvement. So in the 

next step according to the suggested modification 

indexes paths of superiority or equality to heart, 

activity to knowledge deployment and a covariance 

between activity and many behaviors were added to 

the model, these changes resulted in a fourth model 

or final modified model (figure 1) that its fitting with 

data based on the fit indexes are shown in table 2. As 

it is clear from the records of table 2; first model has 

not an appropriate fitting, in the next steps by adding 

paths of suggested modification indexes, the model 

has improved and fit indexes of the final model are 

completely acceptable. 

 
Table 2: Fit indexes for Model 1, 2, 3 and 4. 

RMSEA NFI CFI TLI IFI AGFI GFI X2/Df Df X2 
Fit              

Indices 
Model 

178/0 193/0 196/0 038/0 21/0 65/0 75/0 81/8 76 25/669 1 

114/0 52/0 56/0 46/0 56/0 73/0 81/0 4/5 74 9/399 2 

084/0 77/0 79/0 76/0 78/0 81/0 87/0 17/4 71 2/296 3 

043/0 89/0 89/0 9/0 91/0 94/0 92/0 54/2 66 94/167 4 

182/0 - - - - 56/0 71/0 1/9 91 09/829 Dependency 
Model 

 

 For fit index of X
2
/DF, values less than 5 are 

suitable and as it is closer to zero indicates that it is a 

good fitting model. For fit index of GFI, values more 

than 0.90 show suitable fitting of model. For index 

AGFI values which are close to 0.95 indicate suitable 

fitting of model. In indexes IFI, TLI, NFI, and CFI; 

values of 0.90 and more show acceptable fitting 

which indicate that we have a good model. In 

RMSEA index values close to or less than 0.05 

indicates suitable fitting of  the model and values of 

0.08 or less state a reasonable error of estimation. 

Values more than 0.10 show that we should reject the 

model [35]. So according to the values of fit indexes 

of the last model (model 4) and acceptable values 

which were mentioned above, we can say that last 

model is acceptable in this research and path 

coefficients between the variable of the final model 

and their level of significance are indicated in table 

3. 

 Regression coefficients of the model show that 

there is a significant relationship between 

employees’ maturity and organizational intelligence, 

so we can say that; as the employees’ maturity 

improves the organizational intelligence improves 

too and consequently it leads to the increase of 

organization efficiency and performance. Therefore 

it is recommended that to increase efficiency, 

performance and success in the competitive world of 

today and in the path of reaching their goals, 

organizations should pay more attention to their 

employees and their needs and pave the way for 

improving employees’ maturity by providing 
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managers with necessary trainings. Whitsett’s 

findings which states that employees’ immaturity 

decreases organization’s productivity and 

performance and causes resignation, and also 

Rezvani’s findings which show that employees’ 

maturity leads to improvement of organization’s 

existing potentials, common language, common 

vision, promoting organization culture and finally 

organization improvement confirm the above 

mentioned result of the present research.  

 
Table 3: Structural Modeling/Path Analysis and their Standard Coefficients in the final model. 

path Factor loads significance path Factor loads significance 

Employees’ Maturity → 
Independence 

0.17 0.023 OI → alignment and 
congruence 

0.33 0.000 

Employees’ Maturity → 

Activity 

0.25 0.006 OI → Knowledge deployment 

 

0.21 0.01 

 
Employees’ Maturity → Many 

behaviors 

 
0.21 

 
0.011 

 
OI → performance Pressure 

 

 
0.26 

 
0.001 

Employees’ Maturity → 
superiority or equality 

0.28 0.000  
Employees’ Maturity → OI 

 

0.49 0.000 

Employees’ Maturity → Self-

awareness 

0.20 0.01 Many behaviors → appetite for 

change 

0.43 0.000 

Employees’ Maturity → 

Interest level 

0.23 0.008 Activity → performance 

Pressure 

0.45 0.000 

Employees’ Maturity → 

Perspective scope 

0.22 0.009 Perspective scope → strategic 

vision 

0.32 0.000 

OI → Strategic vision 0.26 0.000 Interests level → “Heart” 0.24 0.000 

OI → shared fate 0.78 0.000 Superiority or equality → 

“Heart” 

0.29 0.000 

OI → appetite for change 
 

0.46 0.000 Strategic vision → knowledge 
Deployment 

0.76 0.000 

OI → “Heart” 

 

0.29 0.000 Activity → knowledge 

Deployment 

0.19 0.01 

Activity → many behaviors 0.33 0.000 

 

 
 

Fig. 1: Final model of consequences of employees’ maturity and organizational intelligence in the present 

research. 

 

 Factor loads related to variables show that 

employees’ maturity is influenced by seven factors: 

independence, activity, many behaviors, superiority 

or equality, self-awareness, deep interests and long-

term perspective. In other words these seven 

manifest (observable) variables constitute the latent 

variable of employees’ maturity. So we can say 

employees’ maturity is reachable if the organization 

pays enough attention to all these seven factors. 

Gottschalk researches also confirm this result. 
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 Regression coefficients of organizational 

intelligence and its components (strategic vision, 

appetite for change, heart, alignment and congruence, 

knowledge deployment and performance pressure) 

are significant and meaningful. In other words, these 

seven manifest variables constitute the latent variable 

of organizational intelligence. Albrecht and Tezuka 

and Niwa  have reached the same results in their 

studies. So if an organization has not enough 

attention to all these seven variables, it may remain 

defective in some aspects of organizational 

intelligence.  

 Path coefficients of the model show that 

strategic vision has a significant relationship with 

knowledge deployment. In other words, if an 

organization has a strategic planning and vision and 

also a clear understanding of its goals, all employees 

will apply their knowledge and information to satisfy 

organization’s goal. This result is consistent with 

Gottschalk and Jamalzadeh and his colleagues’ 

research findings. So organizations are recommended 

to improve their employees’ information and 

knowledge in the direction of achieving their 

strategic palns.  

 Other results of the research indicate that 

employees’ “many behaviors” has a significant 

relationship with the organization appetite for 

change. In other words; if many behaviors of the 

employees is supported by the organization, 

employees’ maturity will increase and the appetite 

for change, a necessity for today organizations, will 

grow in employees and organizational intelligence 

will increase as a result. Rezvani’s  findings confirm 

this result of the present research as well.   

 Also results illustrate that there is a significant 

relationship between activity of employees and 

organization’s performance pressure. It means 

having no limitation for employees and using their 

abilities in doing their responsibilities to a level that 

everyone realize what they should achieve and 

become aware of their goals constancy. 

 The regression coefficients of the model suggest 

that there is a significant relationship between 

organization’s strategic vision and employees’ 

perspective scope. The results of the studies of 

Albrecht, Jamalzadeh and Rezvani are consistent 

with the finding of our research.  So we can say that 

if employees’ perspective is vast and they are well 

aware of organization’s long-term goals and are 

involved in the process of decision making, the 

organization will reach its plans and goals sooner and 

better.  

 Furthermore results show that employees’ deep 

interest and their priority or equality is significantly 

related to organization’s “heart”. In other words if 

employees cooperate in doing organization affaires 

and be interested in total performance of the 

organization and if the organization itself reinforces 

employee’s confidence and reliance by giving on 

time rewards and appropriate promotions and 

providing them equal positions in comparison to 

other employees of the organizations, the 

organization’s heart (morale) will increase and 

employees will commit to the organization more 

firmly. So it is recommended that managers should 

pay attention to the improvement of the employees’ 

morale and their sense of equality. The findings of 

Salasel and his colleagues’ research confirm this 

result, too. 

 Other results indicate that there is a significant 

relationship between the rate of activity and 

knowledge deployment. It means that if organization 

let employees be more active and show interest in 

their new ideas and methods of doing organization 

affairs, the employee will use their new and updated 

knowledge for accomplishing goals of organization 

consequently which leads to more knowledge 

deployment in the organization. 

 Also findings show that there is a significant 

relationship between employees’ activity and their 

many behaviors which means providing employees 

with opportunities to perform their job in different 

ways is related to being no limitation for employees 

in using their abilities for doing the organization’s 

affaires.  

 

Conclusion: 

 

 By use of this research results, educational 

planners will be able to plan for educational courses 

of effectiveness that improve effective management 

functions and increase employees’ maturity. 

Providing opportunities for employees to reach 

maturity and growth while doing their job helps them 

satisfy some of their needs beyond their 

physiological and safety ones. Hence they will be 

made to apply more energy and ability to accomplish 

organization goals and reach a higher organizational 

intelligence.  
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