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Abstract

This study aimed to identify the dimensions of organizational intelligence in change
management and sustainable organizational development. This qualitative study was
conducted using semi-structured interviews with 24 senior managers and experts
from organizations based in Tehran. Participants were selected through purposive
sampling, and interviews continued until theoretical saturation was achieved. The
collected data were analyzed using NVivo software, and qualitative content analysis
was employed for coding and categorization. The results revealed that organizational
intelligence plays a crucial role in change management and sustainable
organizational development across three dimensions: cognitive, socio-emotional, and
sustainability-based intelligence. Cognitive intelligence includes adaptive learning,
strategic foresight, and decision-making agility. Socio-emotional intelligence
encompasses leadership empathy, collaborative culture, and employee readiness for
change. Lastly, sustainability-based intelligence is associated with environmental
awareness, social responsibility, and ethical decision-making. The findings indicate
that enhancing organizational intelligence can improve change management and
organizational sustainability. Organizations that perform well in cognitive, social, and
sustainability dimensions are more capable of responding to environmental
challenges and implementing changes effectively. This study's results can contribute
to managerial strategies aimed at fostering organizational intelligence and
sustainable development.
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Extended Abstract
Introduction

The complexity of the global business environment has compelled organizations to develop
capabilities for managing change and ensuring sustainable development. Organizational intelligence
has emerged as a critical factor in enabling organizations to confront environmental challenges and
structural changes. It represents a combination of cognitive, social, and sustainability-based
capabilities that enhance an organization's ability to comprehend its environment and adopt
appropriate strategies to adapt to change (Ahmad et al., 2023). Organizations with high levels of
organizational intelligence are better equipped to manage change and achieve long-term
sustainability (Bastini et al., 2021).

Recent research has emphasized the role of organizational intelligence in business sustainability.
Organizational sustainability is a multidimensional concept that includes economic, social, and
environmental sustainability, allowing organizations to maintain long-term performance while fulfilling
financial, social, and environmental responsibilities (Gomes et al., 2023). Change management is also
a crucial aspect of organizational sustainability and refers to the processes that organizations adopt
to adjust to internal and external transformations (Bulygina et al., 2021). Effective change
management requires a high level of organizational intelligence to facilitate informed decision-
making, enhance organizational learning, and develop social capacities that reduce employee
resistance to change (Malik & Mehmood, 2022).

Organizational intelligence is typically divided into three key dimensions: cognitive intelligence,
socio-emotional intelligence, and sustainability-based intelligence. Cognitive intelligence refers to an
organization's ability to analyze, learn, and make decisions using tools such as data analysis,
strategic foresight, and systems thinking (Gomes et al., 2023). Socio-emotional intelligence is related
to an organization’s capacity to manage interpersonal relationships, teamwork, and foster a positive
organizational culture, all of which play a significant role in change management and organizational
commitment (Halmaghi et al., 2023). Lastly, sustainability-based intelligence measures an
organization's ability to understand and implement sustainable strategies, encompassing aspects
such as social responsibility, environmental management, and ethical decision-making (Kantabutra,
2021; Vargas-Hernandez, 2022a, 2022b).

Several studies have indicated that organizations with high levels of organizational intelligence are
more effective in managing change and achieving sustainable development. For instance, research
by Zen, Ali, Sastrodiharjo, & Hidayat (2024) has highlighted the direct impact of organizational
commitment and sustainable financing on corporate sustainability (Zen et al., 2024). Additionally,
studies on organizational leadership have demonstrated that sustainable and transformational
leadership styles enhance organizational learning and adaptability in response to environmental
changes (Man, 2024; Nugraha, 2023).

Another critical factor in fostering organizational intelligence is inter-organizational networks and
collaboration, which enable organizations to leverage external knowledge and experiences to
develop more effective strategies for managing change and sustainability (Bahcelerli & Akyiirek,
2024; Raab, 2022). Furthermore, universities and educational institutions play a key role in promoting
sustainable organizational cultures, as human resource development and education are among the
most significant factors in enhancing organizational intelligence and sustainability (Ranf et al., 2024).
Moreover, research in digital transformation has shown that digitalizing organizational processes can
enhance cognitive capabilities and improve sustainability. For example, a study by Jayanthi,
Kulkarni, Patil, & Sheela (2021) demonstrated that the development of digital organizational
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structures significantly improves an organization’s ability to manage change (Jayanthi et al., 2021).
Similarly, Gutu, Agheorghiesei, & Tugui (2023) found that digitalization and innovative leadership
have a direct impact on sustainable workforce development and organizational learning (Gutu et al.,
2023).

In addition, the concept of sustainable leadership has gained prominence as a crucial factor in the
development of organizational intelligence. Sezen-Gultekin & Argon (2020) have emphasized that
sustainability assessment frameworks should incorporate various aspects, including leadership
styles and organizational culture (Sezen-Giiltekin & Argon, 2020). Furthermore, research has
demonstrated that responsible leadership plays an essential role in strengthening organizational
intelligence and sustainability (Zhao et al., 2023).

This study aims to address the following research questions: (1) What dimensions of organizational
intelligence contribute to change management and sustainable organizational development? (2)
How does organizational intelligence influence the success of organizational change? (3) What
factors enhance organizational intelligence and business sustainability?

Methods and Materials

This study employed a qualitative research approach to identify the dimensions of organizational
intelligence in change management and sustainable organizational development. The research
strategy was phenomenological, and data were collected through semi-structured interviews. The
study population comprised senior managers, experts, and specialists in change management and
sustainable development from various organizations in Tehran. Participants were selected using
purposive sampling, and 24 individuals with relevant experience and expertise were included in the
study. The main criterion for participant selection was managerial experience or expertise in
organizational intelligence and change management.

Semi-structured interviews were used for data collection, designed to gain an in-depth understanding
of managers' and specialists' experiences, perceptions, and perspectives regarding organizational
intelligence in change management and sustainability. The interview process continued until
theoretical saturation was reached, meaning that after 24 interviews, no new data emerged that
could provide additional insights into the topic.

Qualitative data analysis was conducted using NVivo software. The analysis involved transcribing
interviews, repeated reading of the transcripts, initial coding, and extraction of key themes. The
identified codes were grouped into conceptual categories, and patterns were analyzed. This process
was iterative, ensuring consistency and reliability of the results.

Findings

This study included 24 senior managers, experts, and specialists in organizational change
management and sustainability from organizations based in Tehran. Among the participants, 15
(62.5%) were male, and 9 (37.5%) were female. Regarding education level, 8 participants (33.3%)
held master's degrees, 14 (58.3%) held doctoral degrees, and 2 (8.4%) held bachelor’s degrees.
Work experience varied, with 6 participants (25%) having less than 10 years of experience, 12 (50%)
having between 10 and 20 years of experience, and 6 (25%) having more than 20 years of
experience. The sample included individuals from different organizational sectors: 10 participants
(41.7%) from the public sector, 8 (33.3%) from the private sector, and 6 (25%) from semi-public
organizations.

The qualitative analysis of interview data revealed three main dimensions of organizational
intelligence relevant to change management and sustainable organizational development: cognitive
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intelligence, socio-emotional intelligence, and sustainability-based intelligence. Each dimension
consisted of several subcategories, reflecting the key components of organizational intelligence.
Cognitive intelligence included adaptive learning mechanisms, strategic foresight, decision-making
agility, knowledge retention and transfer, and systems thinking. Socio-emotional intelligence
comprised leadership empathy, collaborative culture, employee readiness for change, and trust and
transparency in organizational processes. Sustainability-based intelligence encompassed
environmental awareness, social responsibility, long-term value creation, resilience and adaptability,
and ethical decision-making.

Discussion and Conclusion

The results of this study highlight that organizational intelligence plays a critical role in change
management and sustainable organizational development. Organizations that exhibit high cognitive
intelligence leverage strategic foresight, organizational learning, and data-driven decision-making to
enhance adaptability and resilience. Furthermore, organizations with strong socio-emotional
intelligence foster a culture of collaboration, transparency, and employee readiness for change,
leading to more successful change management processes. Lastly, sustainability-based intelligence
ensures long-term organizational success through ethical decision-making, social responsibility, and
sustainable environmental management.

These findings align with prior research emphasizing the significance of organizational intelligence
in navigating dynamic and uncertain business environments. Previous studies have demonstrated
that sustainable leadership, organizational learning, and ethical governance contribute to long-term
business resilience. Moreover, this study underscores the importance of digital transformation in
enhancing organizational intelligence and fostering sustainability.

One of the key contributions of this research is the identification of the integral role of learning
organizations in change management. Organizations that prioritize knowledge retention, adaptive
learning, and strategic foresight are better equipped to respond to change effectively. Additionally,
findings suggest that fostering an inclusive and collaborative organizational culture can reduce
employee resistance to change, ultimately facilitating smoother transitions during organizational
transformations.

Future research should explore the quantitative relationships between different dimensions of
organizational intelligence and organizational performance. Comparative studies across diverse
industries and geographical regions can further validate these findings. Additionally, future studies
could examine the role of artificial intelligence and big data analytics in strengthening organizational
intelligence and sustainability.

Organizations should invest in enhancing their learning capabilities, fostering leadership empathy,
and implementing ethical governance strategies to improve their resilience and long-term
sustainability. By embedding sustainability principles into their core strategies, organizations can
simultaneously drive economic performance and fulfill social and environmental responsibilities.
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