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ABSTRACT

The aim of this study was to investigate the relationship between organizational justice and organizational
intelligence with organizational effectiveness of employees of Youth and Sport organization. The sample of this
study includes 140 employees responding to questionnaires. This is a descriptive, correlational, and applied
research. For data collection, questionnaires of Albrecht organizational intelligence, Neihouf and Mourman
organizational justice and Asadi effectiveness have been used. In order to analysis the data, Pearson correlational
coefficient and regression analysis with step -wised method have been used. The results of analysis indicated that
there were positive and significant differences between organizational intelligence and its subscales with
organizational effectiveness of male and female employees. Furthermore, significant differences have been shown
between organizational justice and its subscales and organizational effectiveness of male and female employees.
Finally, the results of regression analysis indicated that the best variable which could predict the organizational
effectiveness of employees of both genders, is organizational intelligence.
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INTRODUCTION

Today, one of the most important goals of each raegdion is to improve and increase the efficieacyl sport
organizations are not exceptional to this formulaés is possible through realization of effectivactbrs on the
efficiency of organization. Efficiency is relatenlthe efficient use of resources in production @ddor proving the
services, in other words, it is the optimum useingfuts for obtaining outputs [5]. Those studieseistigating
organizational efficacy mostly refer to the orgatianal intelligence as one of the main and effectiariables on
efficiency [14, 22, 10, 17, 20, 2].

Albrecht [8] defines organizational intelligencethe talent and capacity of an organization invatitng the mental
ability and to focus on satisfying the organizatibmissions. As we measure the individuals’ ingeliice through
IQ, it is possible to measure the intelligencegliettual capacity and the intelligence of the vehotganization
[21]. Organizations unconsciously enter a competifpath and accept this idea that the effect oamimgtional
intelligence is completely obvious and salient. king at the structure of general directorates aftlgcand sport,
makes it clear that these organizations made staipower of thinking and utilizing the creativewer of human
thought, so individuals' potential thoughts wilimain passive instead of becoming active [1].
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The social scientists have recognized the sigmificd organizational justice as the main basiseffectiveness of
organizational processes and job satisfaction.gPvisy organizational justice indicates how the yges should
be treated to make them feel they have been tréairbd[18].

The studies have shown that if the organizatiorss managers preserve justice, the employees wibhably be

engaged in social useful behavior and citizenskipalior as related to the organization. In otherdspthey will

perform more volunteering attempts beyond theirgagsl tasks and duties [12]. On contrary, lackustige will

lead to negative consequences and unintended &mstsrganization including dissatisfaction, emberzént,

violation of workplace and personnel change [7]Ju§,hmanagers' paying attention to organizatiorstija can lead
organization efficiency.

As the executor and trustee of sport, general @irate of sport and youth have the responsibilityraining the
physical and perceptual force of human resourcoiety. The goal of organizations including spoganizations
is to reach the highest degree of efficiency, maximization of using resources, human force amiitias, to
decrease the production costs in a scientific wag mcrease the employment and attempt with the aim
increasing real wages and improving the life stassléo the benefits of employees [13].

Khodadadi et al [14] investigated the relation kesw organizational intelligence and its elementh effectiveness
of the managers of physical education offices. fdmults of their study showed that there is sigaift positive
relationship between all elements of organizatiani@lligence and effectiveness. Moreover, amorgelements of
organizational intelligence incline to change, is@ind application of knowledge were able to predieaningfully
the effectiveness. However, Asgari [22] in his ststiowed that among the elements of organizationaligence
shared destiny, spirit, unity and agreement werke &b predict meaningfully the effectiveness ofeimded
employees. Investigating the relation between tleecgption of organizational justice and organizsio
effectiveness and job satisfaction of teachersfi Afi0] concluded that there is meaningful relatibetween
organizational justice and effectiveness and jdisfeation of teachers. The study of Yektayar et[H] showed
that organizational justice have a significant riolé¢he cognition and knowledge of managers. Hamdelzafkham
et al. [3] concluded that there is a significariatienship between organizational justice and daeiationship in
employees. The result of Hedayati et al [15] stumdiicated that there is meaningful and positivatieh between
organizational justice and the effectiveness ofpltakstaff. Among the dimensions of organizatiojuattice, only
interactional justice showed meaningful relatiotvarganizational effectiveness.

The main aim of this study is to investigate thkatien between organizational intelligence, orgatianal justice
and organizational effectiveness. Besides, therathme of this study is to test the hypothesis fkat possible to
predict the organizational effectiveness througfaaizational justice and organizational intelligemt the staff.

MATERIALS AND METHODS

This is a descriptive survey and practical fielddst and correlational. The population of this stugludes 140
employees of sport and youth organization of Albgmvince, 84 men and 56 women responded to the
questionnaires. To measure the organizationalligeace, Albrecht organizational intelligence imtery [8] was
used . It is including 35 items measuring stratemitiook, shared destiny, incline to change, spiritity and
agreement, applying knowledge and performance pres3o investigate the organizational justice,def and
Mourman questionnaire was used. This questionnaickides 20 questions measuring organizationalicgist
(distributional justice, procedural justice and emsictional justice). Furthermore, organizationale@fveness
questionnaire was used to measure organizatiofettideness. All these evaluate the employees'oress in
Likert 5-points scale. Reliability coefficients foprganizational intelligence, organizational justicand
organizational effectiveness were respectively regabas 0.94, 0.90 and 0.78. The construct valfdityneasuring
organizational intelligence, organizational justiaed organizational effectiveness were 0.83, 0.@8 @.78,
respectively. For descriptive analysis of data metandard deviation and Pearson correlationalficedit and for
prediction of variables and construction of pradittequation, multivariable regression step-wisedhad, which is
a fit statistical method for analyzing the datarevesed.
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RESULTS
Table 1 shows the mean and standard deviatiorsefireh variables in male and female employees.

Table 1. Descriptive statistics

Variable Female Male
Mt SD M+ SD
Organizational Intelligence 93.39.1 88.219.8
Organizational Justice 55.85.2 49812.5
Organizational Effectiveness 5%2.9.7 5&7.7

The results of table 2 shows that in women, theetation between organizational effectiveness agamizational
intelligence is 0.63, organizational effectiveneasd organizational justice is 0.45 and intelligenaed
organizational justice is 0.58 and they are medningt 0.01. In male employees, the correlationween
effectiveness and organizational justice is 0.T#ctiveness and organizational justice is 0.44 iatelligence and
organizational justice 0.50 and they are meaningif@.01.

Table 2. Pearson correlation coefficient between #hvariables of study

Variable elfi 1 2 3
1. Organizational Effectiveness Female - 0.63 0.45%*
Male - 0.74 0.4%*
2. Organizational Intelligence  Female - - 8*3
Male - - 0.56*
3. Organizational Justice Female - - -
Male - - -

**gignificant at P<0.01

To investigate the multiple relations between orgmtional effectiveness, and organizational ingellice and
justice in female employees, first organizationgklligence was entered into regression model foriry the
highest correlational coefficient with organizatibreffectiveness. Table 3 shows the results of ipialregression
analysis. The multiple correlational coefficientafyanizational intelligence and effectiveness, the correlation
coefficient between the dependent and independerdhle of the model is 0.63 and the determinatioefficient,
i.e. a percentage of dependent variable changeshwhiexpressed by linear model is 0.40. Thus teetimned
variable expresses 40% of the organizational effecess variance in female employees.

Furthermore, regression equation with F= 35.40 been reported as being meaningful in p< 0.01. Hselts
included in table 4 indicated that the equatiorhwegression coefficient of organizational justize0.63 and F=
35.40 and t= 5.90 are meaningful in p< 0.01. Thb#s equation will be valid with regression coeiffiat of
organizational intelligence and constant value®@ as follow:

y'=27.50+ 0.63 organizational intelligence

Table 3. Regression coefficients between the varias in female employees

Criterion variable Predict@riable R ‘R F,P B
organizational intelligence
Organizational effectiveness organizational iigelice 0.63 0.40 35.40 B=0.30
0.001 t=5.90 p= 0.001

To predict the organizational effectiveness in &horganizational intelligence and organizatigoatice of male
employees, first, organizational intelligence wittie highest correlation coefficient with criterioariable was
entered to the model. Table 4 indicates the resiltegression analysis. The multiple correlati@eficients of
organizational justice and organizational effeatr®s, i.e. the correlation coefficient between ddpat and
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independent variables in model is 0.74 and theradtation coefficient, i.e. a percentage of the ndes in
dependent variable expressed by linear model i5. 0TBus, the mentioned variable determines 55 péaige of
organizational effectiveness variance in male eyg#e.

Furthermore, the equation with regression coefficigf organizational intelligencp= 0.74 and values F= 102.10
and t= 10.10 are meaningful in p<0.01. Thus, thelehds valid with organizational justice variabledaconstant
value of 32.4.

y'= 32.4+ 0.74 organizational intelligence

Table 4. Regression coefficients between the varials in male employees

Criterion variable Predictor iednle R R F, P B
organizational intelligence
Organizational effectiveness organizational irgetice 0.74  0.55 102.10 B=0.74
0.001 t=10.10
p=0.001

DISCUSSION AND CONCLUSION

The main objective of this study is to investig#te relation between organizational intelligenceyanizational
justice and organizational effectiveness. Besitles,other objective of this study is to test thbgpotheses: is it
possible to predict the organizational effectiven#dsrough organizational justice and intelligenoenale and
female employees?

The findings indicate that there is meaningful tielabetween organizational intelligence and effectess in male
and female employees. The results obtained ar@eénwith the results of some researchers [12, 24,22 20, 8].
According to Simic [6] those individuals and orgaations with high level of organizational intelligee show
significant excellence in solving organizationablglem, understanding knowledge and improving peréorce
rather than other employees.

To explain these findings, it could be argued fimabrganizations which use employees with highey hpre
successful managers take the responsibilities. eTheanagers provide better conditions for orgarorai
effectiveness by making use of their employeeslligence. Simic [6] believes that nowadays, duthtoadvances
in science and technology and emergence of newsraatichallenges, the organizations become morelegrand
their management becomes more difficult. This cphb@comes more significant when we admit thatdeessthe
great and productive human resource, the smart anémdl tools also have some role in the organimatio
performance and function. Thus, in todays' compleyanizations, organizational intelligence is thensof human
active intelligence and artificial intelligence. dlvubtedly, the managers of organizations have heravay except
to utilize these two intellectual flow for increagi the dynamism and effectiveness of their orgaicizaln this
study, a meaningful relation has been shown betweganizational justice and efficiency. This fingiis in line
with other studies [10, 4, 5, 13, 17, 19, 21]. Beating a fair environment, the managers can iserehe
organizational of staffs or organizational effeetiess. This, the managers of organizations canderde ground
for increasing the commitment to work by developiing justice between employees.

The results of this study showed that organizationalligence predict the organizational effectiess of male and
female staff. This finding is in line with the sjudone by Stascobset and Stein. They also shovetdittiversities
with higher level of organizational intelligencevieahigher effectiveness and they consider intellogeas the basis
for development of university. Riera and ljima [@flicated that companies with staff having highegamizational
intelligence do more investment in information teslogy and benefit from higher effectiveness.

The results of studies including the present stadjcate that, in one hand, there is meaningfudtieh between
organizational intelligence and justice and orgatimal effectiveness; on the other hand, amongstheied
variables, organizational intelligence showed tlghést correlational coefficient with organizatibe#fectiveness.
Furthermore, it is organizational intelligence whicould predict the effectiveness of employeesrianization.
Thus, it seems that if the aim of managers of saod youth organizations is to help developmenttaridcrease
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their own organizational effectiveness and if thvegnt to find a proper and reasonable solution fairtinter-

organizational problem in a scientific way; theg aequired to pay considerable attention to thalte®f studies
done on organizational management. Moreover, bgepvéng organizational justice, they are requiregtovide

some conditions for their employees regardless hefir tgender so they could reinforce the organinatio
effectiveness by using organizational intelligence.
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