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 People reluctant to participate in successful changes without any formal requirements is 
considered as one of the most important features for any organization working under 
variable conditions. Behaviors that go beyond the formal expectations but are very 
important and even essential for the survival of any organization are defined as 
organizational citizenship behaviors. Practically, most organizations have implemented 
the concepts of organizational citizenship behaviors and organizational intelligence in 
order to improve their own efficiency and increase such behavior in both public and 
private organizations. The main objective of this study was to investigate the impact of 
organizational intelligence on organizational citizenship behavior in Tehran 
Municipality, District 12 in 2012 and 2013 respectively. The research methodology is 
descriptive - survey and in terms of the research purpose, it can be considered as 
practical. The number of population is 748 persons who were randomly selected and 
according to Morgan, a sample size of 254 was considered.  Data were collected based 
on two closed-ended questionnaires regarding organizational intelligence and 
organizational citizenship behavior. Data analyzed by SPSS software, Kolmogorov – 
Smirnov tests, Spearman, regression and analysis of covariance. Based on the results of 
Pearson correlation and significance level, one can conclude that all aspects of 
organizational intelligence are effective on organizational citizenship behavior of 
municipal employees of district 12. Also, the results indicated that the demographic 
variables of gender, education and experience play no role in organizational intelligence 
effects on organizational citizenship behavior in district 12 of municipality. This means 
that regardless of gender, education and experience, the effect of organizational 
intelligence on citizenship behavior can be improved in a consistent format and without 
considering these components and the scientific and practical strategies which are 
applicable to all demographic groups can be represented as well. On the other hand, 
organizational intelligence and citizenship behavior of employees at different ranges of 
age in Tehran municipality of the district 12 are different. 
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INTRODUCTION 

 
having the people reluctant to participate in successful changes without facing any formal requirement is 

considered as one of the most important features for any organization working under variable conditions. 
Behaviors that go beyond the formal expectations but are very important and even essential for the survival of 
any organization and are defined as organizational citizenship behaviors.  

[12] The organizations, in particular in the third world countries, require a significant change so that they 
can increase their own efficiency. To do so, they should provide such condition that the managers and 
employees be able to use willingly their experiences, capabilities and capacities in line with improving the 
organizational goals. This is not possible unless the principles of organizational citizenship behavior are 
identified and the necessary contexts for implementing such behaviors are provided. [35]. Now the question that 
comes to mind is what factors are directly or indirectly involved in this kind of behaviors? In other words, what 
factors cause the managers and employees to show such ultra-organizational behaviors? According to the 
researches, the factors affecting the citizenship behavior can be categorized in three categories including 
individual, managerial and organizational factors: 1. Individual factors include personality characteristics, job 
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satisfaction and organizational commitment, 2. Management factors include transformational leadership, 
management control systems and management style, and 3. Organizational factors include the organizational 
culture, organizational justice and organizational support [13]. The concept of organizational citizenship 
behavior has caused some changes in organizational behavior. This concept has led the organizations to be 
innovative, flexible, productive and responsible for their own survival and success. The employees help the 
others beyond their duty and follow the policies accepted by the organization and improve and enrich the public 
working environment, all of which have a positive effect on the whole organization. [14]. In this regard, many 
researchers have been carried to answer this question that what factors can be effective in establishing and 
maintaining such behaviors. Several researchers have examined the backgrounds and consequences of 
organizational citizenship behaviors. [22,17,38]. Many factors are involved in creating and shaping this 
phenomenon. In addition several studies have been undertaken in this area including studying the relationship 
between the procedural justice [18] and organizational citizenship behavior. A literature review on this topic 
shows that the relationship between the organizational intelligence and citizenship behavior has not been 
sufficiently studied yet and unfortunately a little research has been carried in this field. [16,15]. Given the 
observations and talking to some of the managers and employees of the organization, it was found that the 
organizational citizenship behavior state is not so desirable and this is one of the manager’s troubles. Given that 
intelligence is one of the factors affecting the employees’ performance, this research tried to answer this 
question that whether organizational intelligence is effective on the employee’s organizational citizenship 
behavior?  

The main goal of this research is to determine the effect of the organizational intelligence on organizational 
citizenship behavior of the municipal employees in the 12th  district  and the secondary goals of the research is to 
determine the organizational intelligence state in Tehran municipality of district 12, the employees’ 
organizational citizenship behavior in Tehran municipality of district 12, the effect of the organizational 
intelligence components on the organizational citizenship behavior of the municipal employees in district 12.  

Practically, most organizations have implemented the concepts of organizational citizenship behaviors and 
organizational intelligence in order to improve their own efficiency and increase such behavior in both public 
and private organizations. However, the concept of organizational citizenship behavior and organizational 
intelligence is still an unfamiliar concept in Iran. 

Studying the effect of the more specialized topics related to the organization and management such as the 
organizational intelligence and organizational citizenship behavior help to develop its theoretical basis in Iran 
and provide the solution to the problems observed in the organizations. 

 
2- Literature Review : 
2.1 Organizational Citizenship Behavior (OCB): 

Terms of organizational citizenship behavior (OCB) was introduced by Batenman and Organ [19] for the 
first time. But it originates from the writings of Barnard about the willingness to work as well as studies of Katz 
& Kahn about the performance and behavior of spontaneous and those which are beyond the expectations. [32].  

In recent decades, several terms are used to describe such behaviors including pre- social behavior, hyper – 
role behavior and aid-based organizational behavior [23], and the underlying organizational spontaneity. 

Organ in his review in 1990 refers to the fact that to avoid inconvenience is of great importance. Although 
among the different types of behavior, less attention is paid to this type of behavior [21].  

Although each of these concepts has different origin, all refer to the same meaning among which 
organizational citizenship behavior has become more popular [21].  

Over the last two decades in particular at the beginning of the 21st century, the number of research 
undertaken in this field has been significantly increased. However, number of the published articles in this area 
was very limited prior to 2000 and 13 articles were only published in this field during 1983-1988. But, the 
number of articles written on this topic reached over 122 articles during 1993-1998 [24].   

Initial studies were carried out mainly in the areas of organizational behavior [36]. However, the tendency 
for research on organizational citizenship behavior has gone beyond the scope of organizational behavior since 
2000 and other areas such as human resource management, marketing, healthcare and hospital management, 
psychology, communication, industrial relations, strategic management, international management, economics, 
leadership, etc. have been studied as well. [6,5,8]. Remarkable thing about organizational citizenship behavior is 
that predicting and evaluating these behaviors based on criteria related to the employees’ attitudes is better than 
the current criteria used for performance evaluating because the voluntary and discretionary aspects of these 
behaviors are more prominent than normal behaviors on a job. Moreover, the beneficial effects of organizational 
citizenship behavior on social, organizational and political contexts of the organization are more valuable than 
its effects on performance and quantitative indicators.   

It should be noted that research on better understanding of organizational citizenship behavior has been 
continued yet and different scholars have pointed out the different aspects of this phenomenon in their studies. 
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Experts in organizational behavior mentioned the following three features as the main features of organizational 
citizenship behavior after numerous studies on this phenomenon:  

1) It is indefinite (uncertain)  
2) It includes behaviors originate from the employees’ individual and independent initiatives  
3) It will not benefit the organization [3,31]. 
 

2.2. Organizational Intelligence: 
There are many theories and ideas about the organizational intelligence. The organizations can promote 

their own organizational intelligence using nine basic principles including culture of : 1- value creation, 2– 
alternatives creation, 3- free flow of information, 4- empowerment, 5 – Discipline decision making, 6- strategic 
approach, 7- Uncertainty acceptance, 8- Continuous learning, 9- Strategic Thinking. All of these principles will 
assist intelligent decision making. [7]. 

Karl Albrecht believes that the success of a business (organization) requires smart people, smart teams and 
smart organizations. He classified organizational intelligence into seven dimensions and stated that each of the 
seven dimensions should be considered as a characteristic not a set of behaviors, structural characteristics, a 
process or a special method of operation. Furthermore, each of these indicators contains different preliminaries 
or causal factors. Such preliminaries may be critical organizational structures, competent leadership, products 
and processes that are appropriate to the needs of the business environment, certain goals, values, policies which 
determine the employees’ rights and behavior [37,33].  

For each dimension, different preliminaries can be identified that could be helpful to any intelligence 
element. These dimensions include: strategic vision, unity and consensus, shared fate, knowledge application, 
desire to change, performance pressure and spirit.  

Albrecht recommends organizations to take three basic steps to implement and make full use of 
organizational intelligence:  
 Step One: Managers begin to think  
 Step Two: The employees are empowered and authorized to think 
 Step Three: Causes of ignorance and collective ignorance will be systematically attacked. [34]. 

 
3- Conceptual Model of the Research:  

Conceptual model showed the understudy variables and the relationship between them. According to the 
literature, effective variables (7 independent variables) on organizational intelligence (the dependent variable) 
were identified. The independent variables included strategic vision, shared fate, desire to change, the courage, 
unity and consensus, knowledge application, the performance pressures. These variables formed the basis of the 
questionnaire. In addition, the variables related to organizational citizenship behavior including 
conscientiousness, humanism, respect and reverence, civil virtue and generosity were included in the second 
questionnaire. In this model, Albrecht’s model (2002) was used to study organizational intelligence and 
Batenman and Organ’s model [19] was used to investigate citizenship behavior.  

The following model was used in the current research.  
 
 
 
 

 
 
 
 
 
                                                                                                                   
 
 
 
 
 
 
 
 

Fig. 1: Conceptual model of research, Organizational Intelligence (Albrecht2002), Organizational Citizenship 
Behavior, Batenman & Organ [19] 
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The main hypothesis of this study was as follows: Organizational Intelligence is effective on organizational 

citizenship behavior of the municipal employees in Tehran, District 12.   
Secondary research hypotheses given the conceptual model of research were as follows:  

1. Strategic vision is effective on organizational citizenship behavior of the municipal employees in Tehran, 
District 12.   

2. Shared fate is effective on organizational citizenship behavior of the municipal employees in Tehran, 
District 12.   

3. The desire to change is effective on organizational citizenship behavior of the municipal employees in 
Tehran, District 12.   

4. Courage is effective on organizational citizenship behavior of the municipal employees in Tehran, 
District 12.   

5. Unity and consensus is effective on organizational citizenship behavior of the municipal employees in 
Tehran, District 12.   

6. Knowledge application is effective on organizational citizenship behavior of the municipal employees in 
Tehran, District 12.   

7. Performance pressure is effective on organizational citizenship behavior of the municipal employees in 
Tehran, District 12.   

 
1-3- Operational Definitions of Research Variables: 
1-1-3- Operational Definition of Organizational Intelligence: 
 
Albrecht considers seven dimensions of organizational intelligence including:  

1. Strategic vision: goals and working capacity for expressing the purpose.  
2. Shared fate:  having a common and unified purpose and a sense of team spirit. 
3. Desire to change: the ability to deal with the unexpected challenges and adapt to changes of any kind.  
4. Courage: double spirit and energy to gain success.  
5. Unity and Consensus: being usefulness of the tools and rules of the organization for the members’ 

success and their mutual interaction in order to be able to deal with the environment.  
6. Knowledge application: the capacity to share the information, knowledge and insights with others as well 

as free flow of information throughout the organization.    
7. Performance Pressure: Being serious to take the correct steps in order to gain the common success and 

skilled efficiency. [30,25,26,27,28,29].  
 

3.1.2 The operational definition of Organizational citizenship behavior:  
Organ considers 5 dimension for citizenship behavior [17]: 
1. Conscientiousness: internalizing and accepting the organizational rules in due time and beyond their 

duties.  
2. Humanism: solving the colleagues’ emotional problems and perform the duties of those who are absent.  
3. Reverence and Respect: this dimension shows the individual’s behavior with colleagues, supervisors and 

audiences of the organization. Those who behave with respect and reverence have advanced citizenship 
behavior.   

4. Civil Virtue: responsible participation in activities of the organization and special missions, providing the 
creative and constructive recommendations, and maintaining high standards.  

5. Generosity: supporting and advocating the organizational goals and trying to move in line with them, 
commitment to the organization even in case a better job is found, proud feeling of membership in the 
organization as well as patience against the undesirable conditions without any protest and complaint. [20,32,9].  

  
Research Methodology: 

This study aimed to investigate the impact of organizational intelligence on organizational citizenship 
behavior. The research methodology will be explained in this section [11]. The current research is applicable in 
terms of its methodology, descriptive in terms of the data collecting method, causative in terms of the 
relationship between the variables. In addition, it is considered as field studies. The research procedure is survey 
and analytical. Also, in this research the questionnaire was used for data collection. In these questionnaires, 
Likert scale was used to answer the related questions. Strategy of the current research is survey. OCB 
questionnaire was designed by McKinsey, Padsakf and Fystr in 1993 and the questions related to respect and 
reverence dimension were designed by McKinsey, Padsakf and Pain in 1999. These questions were localized in 
F. Zahedi’s thesis titled “the effect of OCB on customers’ satisfaction in Lorestan”.  4 questions for each 
variable and a total of 20 questions were considered. Organizational intelligence questionnaire was designed by 
Albrecht (2003) including 49 questions which have been used in numerous researches.   
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In this study, Cronbach's alpha method was used to measure the reliability of the questionnaire. (Sarmad 

and others, 2005; 73 [4]. In addition, 30 questionnaires were collected and distributed among population in order 
to determine the reliability of the questionnaire. The calculated Cronbach's alpha for the questionnaires on 
organizational intelligence and organizational citizenship behavior in this study were .922, and .822 
respectively. Since Cronbach's alpha in these questionnaires was greater than 70 percent, it can be said that the 
survey instrument reliability is acceptable.  

In this study, random sampling method was used. Research population included all municipal employees of 
district No. 12 which were equal to748 persons in 2011 and according to Morgan, the sample size was 254 
persons [4].    

Location domain, time domain, and subject domain of this research is Tehran municipality of district 12, 
the year 2012, and organizational behavior management respectively.  

For the analysis of the collected data, SPSS statistical analysis software was used. First, descriptive 
statistics indices such as frequencies and percentages of demographic characteristics of the respondents (gender, 
age, education and experience) and the distribution of frequencies of the questions in the questionnaire were 
separately studied in two dimensions of organizational intelligence and organizational citizenship behavior. 
Then, Kolmogorov-Smirnov test was used in order to study the normality of organizational intelligence and 
organizational citizenship behavior components. Also, Pearson Correlation test was used in order to study the 
relationship between organizational intelligence and organizational citizenship behavior and regression analysis 
was used to test the research hypothesis. At last covariance analysis was used in order to investigate 
organizational intelligence as independent variable, demographic variables as confounding variables and 
organizational citizenship behavior as the dependent variable.  

 
Results: 

In this section, given the collected data, the research questions and objectives of the research are discussed. 
In this section, data analysis and hypothesis testing methodology is developed in the framework of the process 
and research methodology. Hence, descriptive statistics indices such as frequency and percentage of the 
respondents’ demographic characteristics (gender, age, education and experience) and the distribution of the 
frequency of questions in the respective questionnaires are studied. Then, Kolmogorov-Smirnov test is used in 
order to study the normality of organizational intelligence and organizational citizenship behavior components, 
Pearson Correlation test is used in order to study the relationship between organizational intelligence and 
organizational citizenship behavior, regression analysis is used to test the research hypothesis and at last 
covariance analysis is used to investigate organizational intelligence as independent variable, demographic 
variables as confounding variables and organizational citizenship behavior  as the dependent variable.  

 
5.1- Research Descriptive Statistics: 
5.1.1 Demographic Data: 

Cumulative and relative frequency distribution of the sample according to gender: 
65/4% of the research sample included men with the highest frequency and 34/6% included women.  
Cumulative relative frequency distribution of the sample according to age: 
45/8% of the respondents were between 30 to 40 years old with the highest frequency, 35/4% between 20 

and 30 years old, 16/2% between 40-50 years and 2/7% were over 50 years old. So, 81/2% were at age ranges of 
20 to 40.    

Cumulative relative frequency distribution of the sample according to educational level: 
55/8% of the sample included individuals with a bachelor's degree with the highest frequency, 18/1% with 

associate degree, 13/5% MS and 12/7% with diploma. So, 32/8% were holder of Diploma and associate degree, 
and the remaining 67/2% of the sample were individuals with a bachelor's degree or higher.  

Cumulative relative frequency distribution of the sample according to experience: 
37/7% of respondents' experience was under 5 years with the highest frequency, 27/3%  between 5 to 10 

years, 18/1% between 10 to 15 years, 16/9% over 15 years. In other words, 65% of the respondents had less than 
10 years of experience. 

 
5.1.2 Studying Frequency Distribution of the Indicators Related to Dimensions of Organizational Intelligence:  

Frequency distribution of the indicators related to the employees’ strategic insight 
52/7% of the municipal employees (the highest frequency) stated that the organization strategies were 

reviewed annually. 68/5% believed that statements of organization’s objectives were clear. 65/9% of the 
colleagues discussed about the strategies of the organization. 66/7% believed that the organization enjoyed 
principles of value. 48/7% stated that environmental changes were carefully considered. 61/4% stated that 
statements of organization’s objectives were used to perform the related works. And finally 41/3% expressed 
that the organization was trying to identify the future leaders. Thus, on average 57/9% (Total average of agreed 
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and fully agreed) believed that employees benefited from high-level strategic vision (awareness of the objectives 
and the working capacity to express the purpose).   

Frequency distribution of the indicators related to the employees’ shared fate 75/6% of the respondents (the 
highest frequency) stated that the employees had ongoing relationships with each other. 52/7% believed that all 
employees were involved in the organization's programs and achievements. 73/8% of employees believed in 
success. 66/7% believed that the group acted as a facilitator in the organizational processes. 60% of employees 
believed the employees’ high sense of belonging to the organization. 60/2% believed that the employees 
understood the new and creative ideas. And 58/4% believed the employees’ high sense of participation. Thus, on 
average 63/9% believed that employees enjoyed a high spirit of their shared fate (having a common and unified 
goal and a sense of team spirit). 

Frequency distribution of the indicators related to the employees’ desire to change 61% of the respondents 
(the highest frequency) stated that the working process was evolutionary. 61/1% believed that organization 
climate was ready to accept any change. 39/3% believed that unfair criticism of the organization was not 
possible. 51/8% believed that career progress was encouraged. 40/4% stated that leaders accepted mistakes less. 
49/4% believed that innovation in the organization was encouraged. And 51/7% stated that bureaucracy of the 
organization was at the minimum level. Thus, on average 49/1% (the highest frequency) believed that the 
employees had high level of desire to change (the ability to deal with the unexpected challenges and adopt to 
changes of any kind). 

Frequency distribution of the indicators related to the employees’ courage On average 53/7% (the highest 
frequency) believed that municipal employees’ courage was too much (Double energy and spirit for 
successfulness). 

Frequency distribution of the indicators related to the employees’ unity and consensus On average 61/8%, 
(the highest frequency) believed that there was a desirable unity and consensus among the employees (being 
usefulness of tools and rules of the organization and their mutual interaction in order to be able to deal with the 
environment).  

Frequency distribution of the indicators related to the knowledge application 45/4% of the respondents (the 
highest frequency) stated that the managers did not sufficiently appreciate the employees’ skills. 36/1% rejected 
this idea that there was no limitation for creating ideas. Thus, on average, 50/9% (the highest frequency) stated 
that the knowledge application (the capacity to share our information, knowledge and insight with others as well 
as free flow of knowledge throughout the organization) was very common at municipality of district 12.  

Frequency distribution of the indicators related to the employees’ performance pressure 50/8% of the 
respondents (the highest frequency) stated that the employees’ promotion did not depend on competence. 41/1% 
opposed the idea that the organization did not tolerate the non-efficient managers. Thus, an average of 57%, (the 
highest frequency) believed that there was a high level of performance pressure (Being serious to take the 
correct steps in order to gain the skilled efficiency and common success) in understudy municipality. 
 
5.1.3 Studying Frequency Distribution of the Indicators Related to Dimensions of Organizational Citizenship 
Behavior: 

Frequency distribution of the indicators related to the employees’ humanism An average of 73/4% (the 
highest frequency) stated that there was a desirable level of humanism among the colleagues (trying to solve the 
colleagues’ emotional problems and perform tasks of those who are absent).  

Frequency distribution of the indicators related to the employees’ respect and reverence On average, 84/5% 
(the highest frequency) stated that there was a considerable degree of respect and reverence among the 
colleagues (The individuals’ behavior with the colleagues, supervisors and audiences of the organization).  

Frequency distribution of the indicators related to the employees’ conscientiousness An average of 79% 
(with the highest frequency) stated that conscientiousness among the colleagues (to internalize and accept the 
organizational rules and commitment to do works on due time and beyond the duties) were significantly evident.  

Frequency distribution of the indicators related to the employees’ Generosity 81/9% of the respondents (the 
highest frequency) stated that they paid attention to positive aspects of the work. 82/3% appreciated their 
colleagues. 50/6% were opposed to exaggerate the organizational issues. And 62/4% stated that they did not 
waste their time on unimportant issues. Thus, on average, 69/3% (the highest frequency) stated that Generosity 
(to support and advocate organizational objectives and move in line with them, commitment to the organization 
even in case a better job is found, proud feeling of membership in the organization as well as patience against 
the undesirable conditions without any protest and complaint.) was significantly observed in municipality of 
district 12.    

Frequency distribution of the indicators related to the employees’ civil virtue An average of 59/2% (the 
highest frequency) stated that there was a high-level of civil virtue among the colleagues (the responsible 
participation in activities of the organization and special missions, providing the creative and constructive 
recommendations and maintaining high standards). 
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5.2 Inferential Statistics: 
5.2.1 Studying normality of the research variables: 

 
 

Table 1: Results obtained from Kolmogorov - Smirnov test in order to study normality of the aspects of organizational intelligence and 
organizational citizenship behavior component (strategic vision, shared destiny, desire to change, and courage). 

 Strategic Insight Shared  
Fate 

Desire to  
Change 

Courage 

Number 260 260 260 260 
Average 3.5178 3.5761 3.2427 3.3800 
Standard Deviation .67043 .67820 .85000 .85350 
Absolute .124 .095 .102 .083 
Positive .063 .055 .058 .050 
Negative -.124 -.095 -.102 -.083 
Kolmogorov-Smirnov Z 1.077 .986 .982 .915 
Significance Level .196 .285 .289 .372 

 
Table 2: Results obtained from Kolmogorov - Smirnov in order to study normality of the aspects of organizational intelligence and 

organizational citizenship behavior components (Unity and Consensus, Knowledge Application, Performance Pressure, 
Organizational Intelligence, Organizational Citizenship Behavior) 

 Unity and 
Consensus 

Knowledge 
Application 

Pressure 
Performance 

Organizational 
Intelligence 

Organizational 
Citizenship 
Behavior 

Number 260 260 260 260 260 
Average 3.5834 3.3074 3.3925 3.4286 3.8391 
Deviation Standard .77057 .83487 .73480 .70884 .42283 
Absolute .105 .063 .085 .065 .061 
Positive .079 .063 .041 .062 .032 
Negative -.105 -.063 -.085 -.065 -.061 
Kolmogorov-Smirnov Z .949 1.014 1.370 1.054 .987 
Significance Level .328 .256 .067 .216 .284 

 
Table 3: Results obtained from Pearson correlation test in order to study the dimensions of organizational intelligence and organizational 

citizenship behavior 
  Organizational Citizenship Behavior 
Strategic vision Correlation Coefficient .398 

Significance Level .000 
Number 260 

Shared Fate Correlation Coefficient .343 
Significance Level .000 
Number 260 

Desire to Change Correlation Coefficient .343 
Significance Level .000 
Number 260 

Courage Correlation Coefficient .294 
Significance Level .000 
Number 260 

Unity and Consensus Correlation Coefficient .284 
Significance Level .000 
Number 260 

Knowledge Application Correlation Coefficient .306 
Significance Level .000 
Number 260 

Performance Pressure Correlation Coefficient .249 
Significance Level .000 
Number 260 

Organizational Intelligence Correlation Coefficient .343 
Significance Level .000 
Number 260 

 
Since significance level in k -s test is more than 0/05% for all the understudy variables, one can conclude 

that there is no reason to reject the null hypothesis (Distribution of the variable X is normal).  In other words, all 
variables were normally distributed. Therefore, parametric tests have been used to test the research hypotheses. 
Pearson correlation test is one of such tests which are used in order to test the relationship between dependent 
and independent variables. Based on the results obtained from the above correlation test and the significance 
level which is less than 0/05% for all dimensions of organizational intelligence and organizational citizenship 
behavior, one can conclude that this null hypothesis that the mentioned dimensions has no effect on the 
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employees’ organizational citizenship behavior should be rejected and the given hypothesis should be 
confirmed. In other words, the results show that there is a meaningful relationship between the dimensions of 
organizational intelligence and organizational citizenship behavior of the municipal employees of district 12. To 
investigate the effect of the understudy dimensions on organizational citizenship behavior, the regression 
analysis was used which will be discussed in the next section.  

  
5.2.2 testing the research hypothesis: 

The 1st Secondary Hypothesis: the strategic vision is effective on citizenship behavior of the municipal 
employees of district 12. 

 
H0: The strategic vision has no effect on citizenship behavior of the municipal employees of district 12. 
H1: The strategic vision is effective on citizenship behavior of the municipal employees of district 12.  
 

Table 4: Results obtained from analyzing the effect of strategic vision on organizational citizenship behavior of the municipal employees of 
Tehran, district 12 
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.000 22.918  2.956 .000 48.587 .158 .398 Citizenship 
Behavior 

Constant 
coefficient 

The 1st 
Hypothesis 

.000 6.970 .398 .251 Strategic 
Vision (x1) 

 
According to Table 4, the statistical model of the research includes: 
y=2.956+0.251x1 
Since significance level of the above regression analysis is less than 0/05, the null hypothesis is rejected and 

the given hypothesis is confirmed. However, the partial correlation coefficient (0/398) indicates the positive 
impact of strategic insights on organizational citizenship behavior of the respective employees.  Therefore, 
strategic insight is effective on organizational citizenship behavior of the municipal employees of district 12. It 
means that the first secondary hypothesis is confirmed. 

 
Table 5: Results obtained from analyzing the effects of the different variables of organizational intelligence on organizational citizenship 

behavior of Tehran Municipal employees, District 12 
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.000 23.167 .343 3.074 .000 34.427 .118 .343 Citizenship 
Behavior 

Constant 
coefficient 

The 2nd 
Secondary  

Hypothesis .000 5.867 .214 Shared Fate 
(x1) 

.000 33.697 .343 3.285 .000 34.477 .118 .343 Citizenship 
Behavior 

Constant 
coefficient 

The 3rd 
Secondary  

Hypothesis .000 5.872 .171 Desire to 
change (x1) 

.000 32.568 .294 3.346 .000 24.484 .087 .294 Citizenship 
Behavior 

Constant 
coefficient 

The 4th  
Secondary  

Hypothesis .000 4.948 .146 Courage 

.000 27.327 .284 3.281 .000 22.645 .081 .284 Citizenship 
Behavior 

Constant 
coefficient 

The 5th  
Secondary  
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.000 4.759 .156 Unity and 

Consensus 
(x1) 

Hypothesis 

.000 32.489 .306 3.326 .000 26.690 .094 .306 Citizenship 
Behavior 

Constant 
coefficient 

The 6th 
Secondary  

Hypothesis .000 5.166 .155 Knowledge 
Application 

(x1) 
.000 27.847 .249 3.354 .000 16.982 .062 .249 Citizenship 

Behavior 
Constant 

coefficient 
The 7th   

Secondary  
Hypothesis .000 4.121 .143 Performanc

e Pressure 
(x1) 

.000 25.695 .343 3.138 .000 34.304 .117 .343 Citizenship 
Behavior 

Constant 
coefficient 

The 8th  
Secondary  

Hypothesis .000 5.857 .204 Organizatio
nal 

Intelligence 
(x1) 

 
The hypothesis and the results obtained from table (5) will be explained in the next sections in detail.  

 
The 2nd secondary hypothesis: 

The significance level in the above regression analysis is less than 0/05 and the partial correlation 
coefficient is equal to 0/343 which indicates the positive effect of shared fate on organizational citizenship 
behavior of the municipal employees of district 12. So, it can be said that shared fate is effective on 
organizational citizenship behavior of the municipal employees of district 12.  It means that the 2nd secondary 
hypothesis is confirmed.   
 
The 3rd secondary hypothesis:   

The significance level in the above regression analysis is less than 0/05 and the partial correlation 
coefficient is equal to 0/343 which indicates the positive effect of desire to change on organizational citizenship 
behavior of the understudy municipal employees. So, it can be said that desire to change is effective on 
organizational citizenship behavior of the municipal employees of district 12. It means that the 3rd secondary 
hypothesis is confirmed.   
 
The 4th secondary hypothesis:  

The significance level in the above regression analysis is less than 0/05 and the partial correlation 
coefficient is equal to 0/294 which indicates the positive effect of courage and bravery on organizational 
citizenship behavior of the understudy municipal employees. So, it can be said that courage and bravery is 
effective on organizational citizenship behavior of the municipal employees of district 12. It means that the 4th 
secondary hypothesis is confirmed.   
 
The 5th secondary hypothesis:   

The significance level in the above regression analysis is less than 0/05 and the partial correlation 
coefficient is equal to 0/284 which indicates the positive effect of unity and consensus on organizational 
citizenship behavior of the understudy municipal employees. So, it can be said that unity and consensus is 
effective on organizational citizenship behavior of the municipal employees of district 12. It means that the 5th 
secondary hypothesis is confirmed.   
 
The 6th secondary hypothesis:   

The significance level in the above regression analysis is less than 0/05 and the partial correlation 
coefficient is equal to 0/306 which indicates the positive effect of knowledge application on organizational 
citizenship behavior of the understudy municipal employees. So, it can be said that knowledge application is 
effective on organizational citizenship behavior of the municipal employees of district 12.  It means that the 6th 
secondary hypothesis is confirmed.   
 
The 7th secondary hypothesis:   

The significance level in the above regression analysis is less than 0/05 and the partial correlation 
coefficient is equal to 0/249 which indicates the positive effect of performance pressure on organizational 
citizenship behavior of the understudy municipal employees. So, it can be said that performance pressure is 
effective on organizational citizenship behavior of the municipal employees of district 12. It means that the 7th 
secondary hypothesis is confirmed.   
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The main hypothesis:   

The significance level in the above regression analysis is less than 0/05 and the partial correlation 
coefficient is equal to 0/294 which indicates the positive effect of organizational intelligence on organizational 
citizenship behavior of the understudy municipal employees. So, it can be said that organizational intelligence is 
effective on organizational citizenship behavior of the municipal employees of district 12.It means that the main 
hypothesis is confirmed as well.   

 
Regression analysis  

Regression analysis of the effect of organizational intelligence dimensions as independent variables on 
municipal employees’ organizational citizenship behavior as dependent variable based on the method for the 
simultaneous entry of all variables in the model shown in table 6. 

 
Table 6: Results obtained from Analyzing Organizational Intelligence Dimensions and Organizational Citizenship Behavior  
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.000 20.175  2.977 

.000 8.764 .196 .442 Citizenship 
Behavior 

Constant 
Coefficient 

.000 3.967 .481 .303 Strategic vision 
 (x1) 

.093 1.688 .203 .127 Shared Fate 
(x2) 

.093 1.685 .217 .108 Desire to 
Change (x3) 

.709 -.373 -.051 -.025 Courage (x4) 

.076 -1.780 -.232 -.127 Unity and 
Consensus (x5) 

.981 .024 .003 .002 
Knowledge 
Application 
(x6) 

.055 -1.927 -.242 -.139 Performance 
Pressure (x7) 

 
Statistical model with a confidence level of 96% (statistical error 0/06) is: y=2.977+0.303x1-0.139x7 

The partial correlation coefficient for strategic vision is +0/481 with positive sign and the correlation coefficient 
for performance pressure is -0/139 with negative sign indicating the positive effect of strategic insight and the 
negative effect of performance pressure on organizational citizenship behavior of the understudy employees. In 
other hand, the results show that the employees’ information about the goals and the working capacity to 
express purpose improves the organizational tasks and roles efficiently. In contrast, the employees believe that 
their seriousness to take the correct steps in order to gain the skilled efficiency and common successfulness 
leads to efficient improvement of organizational tasks and roles to a less extent. The other dimensions of 
organizational intelligence that their significance level is more than 0/05 are not considered to be meaningful in 
regression model. So, among organizational intelligence dimensions, only strategic vision with positive effect 
and performance pressure with negative effect are effective on organizational citizenship behavior.     

 
5.2.4 Covariance Analysis of Organizational Intelligence Component as independent variable; gender, age, 
education, work experience of the employees as confounding variables and organizational citizenship behavior 
as the dependent variable:  

In this section, the associated variables (confounding variables) are discussed. Associate (confounding) 
variable is not directly studied but it is correlated with the dependent variable. Gender, age, education and work 
experience of the employees are considered as the associated variables. In fact, the researcher tries to know 
whether the average of various demographic variables in the respective groups is similar. In other words, 
whether the net effect of organizational intelligence component on organizational citizenship behavior of the 
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municipal employees can be confounded due to differences in gender, age, education and work experience.  
Covariance analysis of the effects of the associated variables is removed and  

Variance analysis of the removed data is done.  
 

Table 7: Results obtained from covariance analysis of organizational intelligence component; demographic variables (gender, age, 
education and work experience) and organizational citizenship behavior of the municipal employees of district 12 

Significance Level F Mean Square Degree of 
Freedom 

Mean Square Source  

.000 2104.842 327.867 1 327.867 Constant Value 

.163 1.953 .304 1 .304 Gender 

.000 10.246 1.596 4 6.384 Organizational 
Intelligence 

  .156 254 39.565 Error 
   260 3878.370 Total 

.000 2488.707 375.538 1 375.538 Constant Value 

.002 10.215 1.541 1 1.541 Age 

.000 10.680 1.612 4 6.446 Organizational 
Intelligence 

   254 38.328 Error 
    3878.370 Total 

.000 1553.156 243.641 1 243.641 Constant Value 

.691 .158 .025 1 .025 Education 

.000 10.170 1.595 4 6.381 Organizational 
Intelligence 

  .157 254 39.844 Error 
   260 3878.370 Total 

.000 2971.428 462.190 1 462.190 Constant Value 

.129 2.320 .361 1 .361 Work Experience 

.000 10.141 1.577 4 6.310 Organizational 
Intelligence 

  .156 254 39.508 Error 
   260 3878.370 Total 

 
As Table 7 shows significance level of organizational emotional intelligence component is less than 0/05 

indicating a significant difference between score of organizational intelligence component. So, the main effect 
of organizational intelligence component on citizenship behavior is significant. But the effect of the associated 
variables (age, education and experience) is not significant (significance level is more than 0/05). Thus, it can be 
said that the effect of organizational intelligence component on the employees’ citizenship behavior is because 
of intervention effect and the demographic variables (gender, education and experience) play no role. Therefore, 
the effect of organizational intelligence component on the employees’ citizenship behavior is confirmed at 99% 
confidence. It should be noted that significance level of age is less than 0/05. So it can be said that the 
employees at different range of age differ in terms of their citizenship behavior and organizational intelligence. 
Duncan's post hoc test was used to examine this issue.  

 
Table 8: Results obtained from Duncan's post hoc test in relation to organizational citizenship behavior of the employees in terms of their 

age 
Age  Number  Subset for alpha =.05 

1 2 
20-30 92 3.7187  
30-40 119 3.9057 3.9057 
40-50 42 3.8838 3.8838 
Over 50 7  4.0214 
Significance 
 Level 

 .165 .309 

 
According to the results in Table 8, the employees are at age range of 30 to 40 and 40 to 50 are considered 

as one group but 20’s-30’s age groups show a significant difference with those of over 50 years. OCB average 
of 20’s-30’s age groups is equal to 3/71 while for those over 50 years old is equal to 4/02. As you see, OCB 
average of 20’s-30’s age groups is less than those over 50 years old. This shows that the older respondents (over 
50 years) follow organizational citizenship behavior voluntarily although it is not their official duties and in this 
way they contribute to the improvement of organizational functions and duties. One can conclude that compared 
to 20’s-30’s age groups, the older individuals (over 50 years) show a better organizational citizenship behavior. 
 
Table 9: Results obtained from Duncan's post hoc test in relation to organizational Intelligence of the employees in terms of their age 

Age  Number  Subset for alpha =.05 
1 2 

20-30 92 3.5000  
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30-40 119 3.4034  
40-50 42 3.5238  
Over 50 7  4.1429 
Significance 
 Level 

 .678 1.000 

The results in Table 9 suggest that compared to the younger groups, those over 50 years show better 
organizational intelligence. The age range of 20 to 50 is placed in one group in terms of their organizational 
intelligence.   
 
Conclusions:  

The main objective of this study was to investigate the effect of organizational intelligence on 
organizational citizenship behavior of municipal employees of Tehran, District 12. According to the results 
obtained from Pearson correlation test and based on the significance level which is less than 0/05 for all 
dimensions of organizational intelligence and organizational citizenship behavior, this null hypothesis that the 
mentioned dimensions have no effect on the employees’ organizational citizenship behavior should be rejected 
and the given hypothesis should be confirmed. On the other hand, it can be concluded that organizational 
intelligence dimensions is effective on organizational citizenship behavior of municipal employees of district 
12.  

 
Table 10: Summary of the hypotheses results 

Hypothesis Description Conclusions 
The Main 
Hypothesis 

Organizational intelligence is effective on organizational citizenship behavior of 
municipal employees of district 12 

Confirmed 

 1 Strategic vision is effective on organizational citizenship behavior of municipal 
employees of district 12 

Confirmed 

2 Shared fate is effective on organizational citizenship behavior of municipal 
employees of district 12 

Confirmed 

3 Desire to change is effective on organizational citizenship behavior of municipal 
employees of district 12 

Confirmed 

4 Courage is effective on organizational citizenship behavior of municipal employees 
of district 12 

Confirmed 

5 Unity and consensus is effective on organizational citizenship behavior of municipal 
employees of district 12 

Confirmed 

6 Knowledge application is effective on organizational citizenship behavior of 
municipal employees of district 12 

Confirmed 

7 Performance pressure is effective on organizational citizenship behavior of 
municipal employees of district 12 

Confirmed 

 
This research shows that the demographic variables of gender, education and work experience do not 

contribute to the effect of organizational intelligence on organizational citizenship behavior in Tehran 
municipality of district 12. This means that regardless of the gender, education and experience, the effect of 
organizational intelligence on citizenship behavior can be improved in consistent format and the scientific and 
applied strategies that are applicable to all demographic groups can be provided. However, the employees of 
different age group show different organizational intelligence and organizational citizenship behavior in Tehran 
municipality of District 12. Duncan's post hoc test was used to examine this issue. According to the results in 
Table 9, age range of 30 to 40 and 40 to 50 are classified into one group. But 20’s and 30’s age group show a 
significant difference with those who are over 50 years.   OCB average of 20’s to 30’s age group is 3/71 while it 
is 4/02 for those over 50 years. This shows that the older respondents (over 50 years) follow organizational 
citizenship behavior voluntarily although it is not their official duties and in this way they contribute to the 
improvement of organizational functions and duties. One can conclude that compared to 20’s-30’s age groups, 
the older individuals (over 50 years) show a better organizational citizenship behavior. 

Creativity is the common feature of organizational Intelligence and citizenship behavior. Creativity of the 
individuals who enjoy an organizational intelligence is used for better performing of the organizational affairs 
and promoting the organization as well as achieving the goals of organization. It seems that organizational 
intelligence helps the individuals to be more compatible; maintain more appropriate relations; have more 
tendencies to increased participation in decision making process and activities; identify the needs of the 
organization and demands of organizational culture; have more creativity to improve activities and achieve the 
organization missions; and understand the conditions governing the organization. In this way, it can be said that 
creativity increases citizenship behaviors because organizational intelligence leads the individuals towards 
citizenship behaviors and so by increasing their sensitivity to organizational needs and the persons associated 
with the organization (managers, employees, colleagues and partners) facilitates their growth and self-
actualization and helps the organization and its members to achieve their own goals. After providing the 
necessary conditions in the organization, organizational citizenship behaviors are emerged which have some 
consequences to the organization. According to the studies, emerging citizenship behaviors in the organization 
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lead to productivity, performance and effectiveness; the positive relationship among the employees; the 
increased efficiency in assigning the resources; the necessary flexibility for innovation; customer service 
improvement and etc.   

 
Research Suggestions: 

Considering the effect of strategic vision on citizenship behavior of the municipal employees of district 12, 
it is recommended that:  

 In case of strategic vision, the structures should be reviewed and retrieved appropriate to the 
organizations’ missions in each mission. In addition, a compiled plan should be designed for identification, 
growth and promotion of the managers and pundits.        

 In-service training courses should be held for the employees and workers in this field so that they can 
get more information about the strategic vision concept.   

  A systematic plan should be designed for identification, growth and promotion of the managers so that 
the organization can recognize the strategist managers and pundits in the organization and benefit from them.    

 The organization strategies should be reviewed by senior managers of the organization each year.  
Considering the effect of shared fate on citizenship behavior of the municipal employees of district 12, it is 

recommended that:  
  In case of this dimension, forming employees’ participation cores and preparing the organization 

perspectives with participation of the employees are considered as promising indicators of the organizational 
success. 

 Managers should create such conditions that create a sense of trust, confidence, sympathy, friendship, 
competence and merit among the managers and colleagues. In this condition, the managers like each other and 
express their interest in each other, perform their duties willingly, and take pride in their job.   

 The managers should help the employees participate in the important affairs and programs and their 
results in order to support the sense of shared fate among the managers and employees. So in such climate, all 
individuals of the organization in an extra effort help the managers to achieve the organizational objectives.  

Considering the effect of unity and consensus on citizenship behavior of the municipal employees of district 
12, it is recommended that:  

 In order to improve this dimension, the deputies should be adequately authorized and there should be 
coordination between goals of different deputies.  

 Information systems should be designed so that the employees can perform their tasks in a consistent 
way.  

Considering the effect of courage on citizenship behavior of the municipal employees of district 12, it is 
recommended that:  

 In this dimension, in order to gain the organization success and encourage the employees to do their 
ultra-duty behaviors, the eager planners are required to do their best to provide the appropriate quality of 
working life and create the opportunities for job promotion of the young and fresh employees in municipality of 
district 12.  

 It is recommended that the managers should promote the quality of working life in the organization 
through holding entertainment programs, family holidays and implementing the suitable programs in various 
national and religious occasions and etc. for the employees and their family.  

 Managers should perform their tasks with more desire and interest in order to create such mental 
pattern among their employees that they can make great effort to gain success and achieve the organizational 
objectives.  

Considering the effect of desire to change on citizenship behavior of the municipal employees of district 12, 
it is recommended that:  

 Given desire to change in line with developing capabilities, the following issues should be considered: 
The manager’s readiness to make change; creating the necessary conditions that the managers could accept 

change and new ideas; to avoid rushing in expelling the managers who do not work well; to avoid letting the 
employees to question the acceptable methods are currently implemented in municipality of district 12. In 
general, the main priority in this dimension is to create the appropriate environment and enjoy the flexible 
managers.  

 The necessary mechanism for supporting innovation should be implemented in the organization such as 
suggestion systems and etc.  

  Encouraging systems should be implemented for providing the innovative suggestions and the better 
solutions in the organizational processes.   

Considering the effect of knowledge application on citizenship behavior of the municipal employees of 
district 12, it is recommended that:  

 The managers should evaluate the individual skills, competencies and qualifications and knowledge of 
their employees so that they can benefit them in the best way.  
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 Despite the measures taken in this dimension, there is a long way to reach the ideal level. 

Identification, classifying, and distributing the knowledge; the ability to learn from the experiences and the 
organizational memory are at a poor level. So, the correct methods for information storage and its retrieval play 
an important role in the improvement of this component.  

Considering the effect of performance pressure on citizenship behavior of the municipal employees of 
district 12, it is recommended that:  

 The employees should be informed about their organizational responsibilities and roles. Moreover, the 
organization expectations from the employees should be clearly described and there should be a consistent and 
clear relationship between the managers and employees.  

 The employees should be informed about the results obtained from evaluating their own performance.  
 

Research Limitations: 
 Unfamiliarity of the population with the concepts of organizational intelligence and organizational 

citizenship behavior has led to such feeling that the researches including thesis are vain and useless. This 
attitude influences on the respondents’ accuracy and honesty when answering the research questions.   

 Unwillingness of some people to answer and complete the questionnaires.  
 In most researches in which the necessary information is collected through questionnaires, there is a 

problem in communicating with the respondents and creating a sense of trust among them as well as removing 
their fear and anxiety.       
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