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Abstract 

This study sought to determine the impact of strategic intelligence and its role in supporting 

organizational renewal. To achieve this, the study adopted the dimensions of strategic 

intelligence represented by (foresight and future vision). (systems thinking, motivation, 

partnership) and the dimensions of organizational renewal represented by (strategic 

capability, Communication, time investment, leadership practices, orientation towards 

learning, and knowledge management). The study population represented the University of 

Karbala, and the study variables were measured using a questionnaire.  

 It was prepared for this purpose, as 85 questionnaires were distributed. The study reached a 

set of conclusions, the most important of which is the existence of a positive and robust 

influence relationship. It has a moral significance for strategic intelligence in supporting 

organizational renewal.  The study has concluded with a set of recommendations, among the 

most important of these recommendations was enhancing awareness and awareness of the 

concept of intelligence.  The strategy and its role in supporting and encouraging commitment 

among working individuals by pushing them to participate. In the processes of supporting 

organizational renewal.  

  

Keywords: strategic intelligence, organizational renewal. 

                

 

Introduction 

Contemporary studies point to the challenges of the digital age, technological development, 

information technology, and the competition of organizations that have increased the 

importance of administrations’ knowledge of mechanisms and wise knowledge to improve 

the principles of formulating strategies and the operational decisions they adopt in carrying 

out their activities and competing with similar organizations that operate in the same market.  

Strategic intelligence is linked to the mental capabilities needed by the manager and strategic 

thinker, which allow him to think comprehensively about the future of the organization he 

manages, which requires him to study the surrounding environment and identify the 

available opportunities and threats that the organization may face. 

Hence, strategic intelligence represents a tool for collecting information that helps decision 

makers obtain knowledge and guide them on the path to achieving the success and 

development of the organization. It deals with issues that affect the organization in the 

medium and long term as an effective tool in directing organizations to achieve their goals.  

Studies have found that leaders and managers have extraordinary talents that enable them to 

bring about change and support organizational renewal. There is a link between strategic 
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intelligence and organizational renewal processes.  Research has shown that strategic 

intelligence is one of the most important factors that helps organizations innovate, innovate, 

and develop. 

 In order to achieve the objectives of the study, it was divided into four sections, the first 

section was devoted to presenting the methodology, while the second section was concerned 

with presenting the theoretical framework of the research, and then the third section 

presented a test and analysis of the research hypothesis, and finally the fourth section 

presented the most important conclusions and recommendations the research. 

  

Methodology the study 

 1- The problem the study 

 The role of strategic intelligence in supporting organizational renewal is the most prominent 

and important among its roles. It is a tool used by the organization’s management in drawing 

up policies and developing strategies. Therefore, strategic intelligence is considered one of 

the important matters in today’s world, as it is among the priorities to use strategic 

intelligence in organizational renewal processes, and from here it can  Summarizing the 

study problem with the following questions: 

1) Do the organization’s members adopt ideas and visions for strategic intelligence? 

2) What are the requirements for applying strategic intelligence? 

3) Does the organization realize the importance of organizational renewal in achieving its 

goals? 

4) Is there an impact of strategic intelligence on organizational renewal? 

 

2- The importance of the study 

1- Studying the relationship between strategic intelligence and its dimensions and 

organizational renewal 

2- Promoting the concept of strategic intelligence its elements in a way that helps and 

contributes to supporting organizational renewal. 

3- Identify the dimensions of organizational renewal processes and how to achieve 

organizational development. 

 

3- Objectives of the study 

 The study aims to: 

1- Identify strategic intelligence and its foundations. 

2- Ensuring the readiness and ability of senior management to apply the dimensions of strategic 

intelligence and work to improve and develop the organization. 

3- Diagnosing the reality of the processes of supporting organizational renewal in 

organizations. 

 

4- Study hypotheses 

 In light of the problem of the study and in order achieve the objectives of study, the main 

hypothesis formulated: (There is no significant effect the dimensions of strategic 

intelligence in supporting organizational renewal). 
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 5- Research population and sample 

 Represents the study population at the University of Karbala: to represent the primary 

sample.  Because most studies related to the topic of organizational commitment indicate the 

success of this topic in the education sector.  This has actually been observed in terms of the 

availability of a suitable climate and objective conditions, which facilitate the tasks of 

sensing the opportunities available at the regional level and then working to seize the 

opportunities by reshaping the available resources with the aim of achieving strategic 

flexibility.  The study included (85) individuals from the employees and professors of the 

College of Administration and Economics and the Presidency of the University of Karbala. 

The study also relied on the experimental analytical approach, which relies on measuring the 

study variables by conducting a questionnaire, analyzing its results, and then testing the 

study variables. 

 

 6- Description of the research sample 

 The University of Karbala was chosen research community, and the sample size was (85) 

employees from the College of Administration and Economics.  (100) questionnaire forms 

were  distributed , and the number questionnaires ead was (85). 

Table (1) description the research sample 

 
Prepared by researcher  

From  table (1), it is clear that the characteristics of the sample members of the research 

sample are as follows: - 
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 1- Gender: - The statistical results in Table (1) showed that the majority  sample members 

were female, as their percentage reach (76%), equivalent to (67) individuals, while the 

percentage of males reached (21%), equivalent to (  18) out of the total sample, which means 

that the percentage of females is more than half compared to males. 

  

2- Age collection: The statistical results presented in Table (1) showed that the percentage 

of (48%) was  the age group (30-39 years) and that the percentage (29%) was for the age 

group ranging between (40-49 years) and the percentage  (15%) was for the age (50 years 

and over) and (8%) was for the age  (less than 30 years), which indicates that the strength of 

the organization’s tendency  research sample to rely on the ages those in their thirties and 

forties, which is a good percentage.  For university work because it requires high effort and 

activity, category also reflects level of perception, awareness and maturity. 

 

 3- Qualification Academic: - Table (1) shows the distribution the sample members 

according  their qualification academic. The largest percentage was respondents who held a 

bachelor’s degree, as  percentage reached (81%), and then the percentage of respondents 

held a master’s degree, as their percentage  (8%).  In third place was the percentage of 

respondents who held a doctorate degree, which amounted to (6%), and  in the fourth and 

last place it was for holders of a higher diploma, which to (5%), as it was the lowest 

percentage of respondents who held these two certificates (institute and preparatory).  ).  By 

looking at above percentages, it becomes clear that the majority of  sample members hold 

certificates and academic and practical experience, and this indicates the ability to complete 

work in a distinguished and innovative manner in order to achieve outstanding . 

 4- experience Years  : - Through of Table (1), it is clear to us the largest percentage the 

research sample was for the category of (6-10 years), their percentage  (38%), while for those 

whose years of service ranged from (11-15 years), it reached  Their percentage was (26%), 

then for the category (16 - 20 years) with a percentage of (13%), then the category (21 - 25 

years) with a percentage of (10%), and as for the category (26 - and above), their percentage 

reached (4%).  These percentages indicate that  majority of the sample members have 

sufficient years of experience that qualifies them acquire the skills and abilities that help in 

outstanding performance. 

 

5- position : - Through the  of Table (1), it is clear to us that the largest percentage of 

the research sample was for the category (employee), their percentage (76%), and then for 

the category (division manager), their percentage  (18%), and then occupied  Last rank 

(department head), with a rate (6%).  These percentages indicate that the majority of their 

sample members work at the operational level. 

 

 The theoretical framework 

 1. Strategic intelligence 

 A- The concept of strategic intelligence 

 Strategic intelligence is a process or tool for collecting information that helps acquire 

knowledge in decision-making by monitoring the organizational environment, analyzing this 
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information, predicting and planning for the future, as well as the ability to adapt to 

environmental changes (Abuzaid, 2017: 75).  Strategic intelligence helps managers develop 

strategies and policies for the future, but they do so when their states of uncertainty are high. 

To be able to confront those challenges facing the organization, strategic intelligence is 

required in a variety of forms, through mobilizing concepts of the past and organized 

expression of the future.  potential, which helps them in the decision-making process 

(Robinson et al., 2021:2).  In the same regard, strategic intelligence has become an important 

system of innovation, which contributes to building systematic, distributed and permanent 

processes to carry out the process of collecting strategic information, analyzing it and 

benefiting from it in order to make decisions and organizational procedures that help 

integrate other processes related to leadership and knowledge, which help the organization 

in the ability to give  The right information to the right people at the right time, to make 

successful future decisions (Soriano & Valdíes, 2021:3).  On this basis, strategic intelligence 

can be defined as an administrative and strategic process that successful organizations work 

with, as it consists of several keys that contribute to the success process (Al-Azzawi & et al., 

2020:4) 

 (1914:2202 et al., & Bruzzone) pointed out that strategic intelligence is used as an enabling 

factor for the more complex aspects, which relate to the high volatility of the operations 

carried out by organizations, the great diversity due to the high quality of human-made 

activities, and some of the difficulties faced by the organization.  Strategic intelligence is 

one of the important tools and systems that contribute to the continuity of organizations’ 

work with excellence and success in the long term. Its presence in organizations is very 

important and is considered one of the basics for the work of any successful organization 

(Macooby et al., 2011: 33). 

  

B- Dimensions of strategic intelligence 

    There are five dimensions to measure strategic intelligence (Sheri & et al., 2021: 139). 

1) Foresight: It means the ability to understand the forces that shape the future, and to sense 

and anticipate new opportunities and threats that may redefine work. That is, it is an approach 

that evaluates the past and the present to make predictions of what will be in the future, or it 

should rely on the continuation of dynamic developments from the past to  The future 

(Abuzaid, 2017:885), and (Sheri et al, 2021:139) believes it is the ability to recognize current 

and emerging trends that present opportunities or threats to the organization. 

2) Future vision: It is the ability to design an ideal future state based on the forward-looking 

dimension and create a process of persuading others to implement it.  Or it is the starting 

point for building the hierarchical structure of the organization’s goals. The vision also 

represents a direction driven by emotion. The vision may or may not succeed, and this 

depends on the organization’s strategy (Dess et al, 2019: 24). It is also known as a specific 

concept of a new and desired future reality that can  Delivering it to all parts of the 

organization (O rourke 14: 2010). 

3) Systems thinking is the ability to produce, synthesize and integrate elements instead of 

dividing them into parts, or it is the ability to synthesize and integrate various elements to 

understand how they interact with each other to reach the goals of the organization, so that 
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the parts are studied in terms of their relationship to the whole and evaluated in terms of their 

success in serving the goals  system (Sheri et al,2021:139). 

4) Motivation represents the internal forces that influence an individual’s behavior and 

voluntarily direct him towards a specific goal (Mcshane & Glinow, 2007:91).  Or it is the 

process of influencing behavior in terms of directing, sustaining, and strengthening goal 

orientation, which is a need or desire that does its job in activating behavior and directing it 

toward a specific goal. Motivation represents an effective tool in enhancing the 

organization’s strategic goals, through its influence on individuals’ orientations (Abuzaid, 

2017:  885). 

5) Partnership: The ability to develop strategic alliances with individuals, groups, and 

organizations (Sheri et al, 2021:139).  Allowing managers and individuals to collaboratively 

shape their future within the organization and align their skills with its goals not only 

motivates them, but also enhances their ability to contribute meaningfully and add significant 

value to the organization.  It is a win-win scenario (Al-Azzawi l & et al., 2012: 372) 

 

2- Organizational renewal 

 A- The concept of organizational renewal 

 Innovation is simply the introduction of any novelty that creates value (Tidd, Bes-sant, & 

Pavitt, 2005).  While creativity can mean successfully implementing a new idea in any part 

of an organization, much of the creativity literature has focused on viewing innovation as a 

technological process related to the development of new products.  Therefore, we prefer the 

concept of capacity for organizational renewal, which emphasizes that the fundamental issue 

is the capacity to renew several organizational attributes, rather than the specific outcome 

that is achieved by activating this capacity.  The ability to renew allows the production of 

many types of creativity, enabling continued resilience in the face of turbulent environments.  

The ability to innovate in a systemic context means the organization's ability to create and 

maintain different knowledge environments in line with the organization's strategic goal 

(Junell & Stahle, 2014: 12). 

 Organizational innovation is a comprehensive, company-wide approach to managing 

innovation.  According to this perspective, creativity should be something that pervades the 

entire organization, and not an isolated effort limited to its research and development 

department (Bessant, 2003).  As Samson & Lawson, 2001: 385 said, creativity permeates all 

aspects of the organization, from the core value system to the measures and behaviors that 

are evident on a daily basis (Lotz, & Moller, 2012). 

 Organizational renewal is the ability of the organization as a whole rather than the sum of 

the skills of its individuals, and the ability for organizational renewal is included in collective 

knowledge.  Poyhonen (2004:1002) adds that capabilities renewal is a gradual and 

evolutionary process guided by investments and deliberate actions and supported by other 

company resources and capabilities such as leadership and organizational culture (Kusar 

2010:10). Organizational renewal capabilities are multiple organizational capabilities to 

recreate and modify intangible assets from  Through the mechanisms of continuous learning 

and innovation, as well as the ability of organizational renewal is the comprehensive ability 

of the organization that constantly renews itself through continuous learning. This is 
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essential in changing environments as well as organizations being able to adopt unexpected 

events and maintain themselves and operate in a stable environment in a state of continuous 

flow (Nisula  (Kianto, 2014:99) 

 

B- Dimensions of organizational renewal 

 There are six dimensions to measure organizational renewal (Uimonen, 2015:30), (Nisula, 

& Kianto, 2014:100). 

1) Strategic capability: linking the vision element, basic mission, identity, and general 

guidelines to the entire organization (Junell & Ståhle, 2014: 12). 

2) Communication: Communication is knowledge processes that are essentially social and 

include cooperation, group relationships, interaction within the organization, relationships 

between organizations, knowing who, the team and organizational climate, emotion and 

inspiration (Kianto, 2008: 13).  It represents the structure of communication and the quality 

of social relationships within and across organizational boundaries (Junell & Stahle, 2014: 

12). 

3) Time investment: It is the organization’s ability to consciously exploit time as a competitive 

asset in order to produce new ideas and transform them into successful outcomes (Kianto, 

2008:11).  The use of time depends on skills acquired through self-analysis, planning, 

evaluation, and self-control (Chapman, 2008:2). 

4) Leadership practices: There are two main dimensions of the leader’s capabilities and 

enhancing the organization, which are continuous learning and creativity: These skills in 

managing and organizing creativity, processes, and skills in enhancing creativity and 

learning by building enabling conditions, are a response to the urgent nature of renewal 

(Junell & Stahle, 2011: 251).  What characterizes leadership is the decision-making process 

and reward systems in the organization, in addition to the ability of leaders and supervisors 

to support innovative activities through their personal activities (Junell & Stahle, 2014: 12). 

5) Orientation towards learning: Orientation towards learning represents the general attitudes 

of organization members, creativity and learning, and the extent to which these activities are 

supported and allowed by organizational structures and processes (Kianto, 2008: 13). 

6) Knowledge management: Knowledge management is an integral part of the organization, 

and for those innovative organizations as well, it works in a proactive position and collects 

information from the environment.  They represent the organization's systematic practices 

and tools for storing information and exchanging knowledge (Kianto, 2008: 14). 

 

The practical framework for the research 

  1. Evaluate the conformity of the standards used in the research 

a.Evaluating conformity of the strategic intelligence variable questions 

 We note,  Table (2) and Figure (1), the external saturations and Cronbach’s alpha 

coefficient for the the strategic intelligence variable, which consists five basic 

dimensions consists of (15) items, as model will be  within the following indicators: - 

• In Table (2) we the composite reliability values  (CR) for strategic intelligence 

variable, which are all within acceptable limits ranged between (0.884-0.795).  It is a good 
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indicator and indicates stability the scale, as the showed high stability for the strategic 

intelligence variable. 

• inTable (2) we see the value the Cronbach’s alpha coefficient the dimensions 

(foresight, partnership, systems think) has a coefficient greater than (0.70), while the 

dimensions (future vision, motivation) have a coefficient smaller (0.70), and this indicates 

that The validity and reliability coefficient of the measuring instrument has moderate degree 

of stability. 

• It appears from the external saturation values  of the questions for the strategic 

intelligence  that they are  to greater than the acceptable minimum limits of (0.70), as the 

external saturation values   ranged between (0.611-0.911), which indicates that the data  

strategic intelligence characterized by stability and reliability and is  Suitable for conducting 

subsequent statistical analyses, as all of them exceeded the significant values   of saturation, 

which is a good indicator. It should be noted here that some of the questions had less than 

(0.70) ramifications, and because they were significant, when they were deleted, the 

researcher found that they did not affect the validity of the model, and based on this result, 

they were kept within the model. 

• Table (2) shows average variance extracted (AVE) values the strategic intelligence , 

as it becomes clear that all of them are acceptable because all dimensions are greater than 

(0.50), as they all indicate convergent validity, which is good indicator. 

 

 
 Figure (1) Measurement model for the variable of strategic intelligence 

Source: Researcher preparation based on SmartPLS software 
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Table (2) Statistical indicators of the strategic intelligence variable 

N Dimensions Paragraph Ramifications Cronbach 

alpha 

Composite 

stability  

CR 

AVE 

 

1 

 

Foresight 

(F) 

Q1 0.732 

0.800 
0.884 

 
0.719 Q2 0.889 

Q3 0.911 

 

2 

 

Future 

vision (FV) 

Q4 0.800 

0.672 0.805 0.584 Q5 0.611 

Q6 0.860 

 

3 

 

Systems 

thinking 

(ST) 

Q7 0.721 

0.792 0.881 0.714 
Q8 0.891 

Q9 0.909 

 

4 

 

Motivation 

(M) 

Q10 0.818 

0.616 0.795 0.565 Q11 0.756 

Q12 0.674 

 

5 

Partnership 

(p) 

Q13 0.727 

0.773 0.870 0.691 Q14 0.878 

Q15 0.880 

Source: Researcher preparation based on SmartPLS software 

 

a.  Evaluating the quality and conformity of the organizational renewal variable questions 

We can Table (3) and Figure (2) the external saturations and the Cronbach coefficient for 

the questions of organizational renewal  , which consists of six  dimensions of (18) items, as 

the model will be tested within the following indicators: - 

• Table (3) shows the composite reliability (CR) values  for organizational renewal , which 

are all within acceptable limits as ranged between (0.804-0.910), which is a good indicator, 

as  results showed high for the research scale questions for the organizational renewal 

variable. 

• • The results showed that the value of the Cronbach’s alpha coefficient ranged 

between (0.628-0.852), as it is clear that half of the dimensions are greater than (0.70). This 

indicates that the validity and reliability coefficient of the measurement tool has a moderate 

degree of acceptability and stability. 

• • It appears through external saturation values  of the scale questions for the 

organizational renewal variable, as their values   ranged between (0.520 - 0.917), which 

indicates that the data for the organizational renewal variable are characterized by stability 

and reliability and appropriate for conducting  statistical analyses, as they all exceeded the 

moral values   of saturation, which is a good indicator, and it should be noted  The point here 

is that some of the questions were less than (0.70) and because they were significant, and 

when they were deleted, the researcher found that they did not affect the validity of the 

model, and based on this result, they were kept in the model. 

• We also note the of the average variance extracted (AVE) for the organizational renewal 

variable, as it becomes clear that all of them are acceptable, as they ranged between (0.578-
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0.773), which is greater than the value (0.50), as they all indicate the convergent validity of 

the dimensions, which is a good indicator. 

 

 
Figure (2) Measurement Model for the Organizational Renewal Variable 

Source: Researcher preparation based on SmartPLS software 

 

Table (3) Statistical Indicators of the Organizational Renewal Variable 

N Dimensions Paragraph Ramifications Cronbach 

alpha 

Composite 

stability  CR 

AVE 

 

1 

 

Strategic 

Capability (SC) 

Q16 0.818 

0.761 0.862 0.675 Q17 0.866 

Q18 0.786 

 

2 

 

Communication 

C 

Q25 0.911 

0.698 0.828 0.629 Q26 0.888 

Q27 0.520 

 

3 

 

Time Investment 

TI 

Q19 0.593 

0.628 0.801 0.578 Q20 0.827 

Q21 0.835 

 

4 

 

Leadership 

Practices LP 

Q22 0.619 

0.652 0.811 0.593 Q23 0.840 

Q24 0.831 

 

5 

 

Orientation 

towards 

learning(OL) 

Q28 0.804 

0.851 0.910 0.773 Q29 0.911 

Q30 0.917 

 

6 

 

Knowledge 

Management KM 

Q31 0.839 

0.702 0.804 0.587 Q32 0.552 

Q33 0.867 

Source: Researcher preparation based on SmartPLS software 
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2. Analysis Descriptive  

This research attempts to describe and diagnose the views of research sample about the 

variables  have been adopted, as well as  present the data shown by the questionnaire form 

and analyze the responses of the sample regarding the independent strategic intelligence and 

its dimensions (foresight x1, future vision x2, systems think x3, motivation x4, partnership 

x5), and the dependent variable is organizational renewal and its dimensions (strategic ability 

Y1, communication Y2, time investment Y3, leadership practices Y4, orientation towards 

learning Y5, knowledge management Y6). The tables of frequency distributions of the 

research variables were prepared and approved for the purposes of the statistical analysis 

process to obtain the weighted arithmetic means, standard deviations, and percentage 

weights to know the severity of the answer achieved from the point of view of the sample 

members, and the hypothetical arithmetic mean of (3) was relied on as an average measuring 

and evaluation tool for the degree obtained related to the responses of the sample members. 

• Description and diagnosis of the independent variable Strategic Intelligence X 

We see through Table (3) the descriptive statistics of the independent research variable 

(strategic intelligence), noting that the hypothetical arithmetic mean of the scale of (3) was 

relied on mainly to know the extent to which the research sample perceives the research 

variables. The strategic intelligence variable achieved a weighted arithmetic mean of 

(3.911). The value of the arithmetic mean is higher than Hypothetical mean which means 

actual terms the strength of the availability of strategic intelligence dimensions in the 

organizations of  research community, and what supports this is that the standard deviation 

reached (1.08), which is a small value that indicates the convergence of the research sample's 

answers regarding strategic leadership. The severity of the response was (78.2%). 

Table (4) also shows the ranking of the dimensions of strategic leadership based on the 

relative importance, after motivation X4 ranked first in terms of relative importance, 

reaching (81.3%) and followed by the second place after the foresight X1, as the relative 

importance reached (79.7%) After the X5 partnership, it ranked third with a relative 

importance of (79.4%) and came after it in fourth place after the formation of systems X3, 

as it reached relative importance (79.0%), while after the future vision X2, it ranked fifth 

and last with relative importance of ( 71.8%). 

 

Table (3) Description, diagnosis and ranking of the importance of strategic 

intelligence 

Dimensions Weighted 

arithmetic mean 

Standard 

deviation 

Coefficient 

of variation 

Relative 

importance 

Ranking 

Foresight (x1) 3.984 1.04 0.26 79.7% Second 

Future vision (x2) 3.592 1.11 0.31 71.8% Fifth 

Systems 

configuration)X3) 

3.949 1.07 0.27 79.0% Fourth 

Motivation (x4) 4.063 1.06 0.26 81.3% First 

Partnership (X5) 3.969 1.06 0.27 79.4% Third 

Strategic intelligence 3.911 1.08 0.28 78.2%  

Source: Researcher preparation based on Excel 
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• Describe and diagnose the dependent variable (organizational renewal Y) 

Through Table (5) we see that the descriptive statistics for the adopted study variable 

(organizational renewal), noting that the hypothetical arithmetic mean of the scale (3) was 

relied upon as a basis for determining the extent of the research sample’s awareness of the 

research variables.  The organizational renewal  achieved a weighted arithmetic mean of 

(3.776). The value of the arithmetic mean is higher than the hypothesized mean, which 

means in actual terms the strength of the availability of the dimensions of organizational 

renewal in the organizations in the research community. What supports this is that the 

standard deviation reached (1.12), which is small value.  It indicates the convergence of the 

research sample’s answers regarding the aforementioned variable, and the response intensity 

reached (75.5%). 

Table (5) shows ranking of the dimensions of organizational renewal based on relative 

importance. Leadership practices ranked first in terms of relative importance, reaching 

(76.9%), and it came in second place after investing time, reaching relative importance 

(76.7%).  Learning ranked third in terms of relative importance, reaching (76.5%). 

Communication came in fourth place, with relative importance reaching (75.5%). Strategic 

ability ranked fifth in terms of relative importance, reaching (74.4%), and knowledge came 

in the rank after knowledge management.  Sixth and last, with relative importance amounting 

to (73.0%). 

 

Table (5) Description, diagnosis and ranking of the importance of organizational 

renewal 

Dimensions Weighted 

arithmetic 

mean 

Standard 

deviation 

Coefficient 

of variation 

Relative 

importance 

Ranking 

Strategic capability Y 1 3.722 1.17 0.31 74.4% Fifth 

Communication Y 2 3.776 1.14 0.30 75.5% Fourth 

Time Investment Y 3 3.835 1.16 0.30 76.7% Second 

Leadership Practices y 4 3.847 1.16 0.30 76.9% First 

Orientation towards learning Y 5 3.827 1.12 0.29 76.5% Third 

Knowledge Management Y 6 3.651 1.12 0.31 73.0% Sixth 

Organizational Renewal 3.776 1.14 0.30 75.5%  

Source: Researcher preparation based on Excel 

 

3. Hypothesis testing:- 

 The main hypothesis: (There is no significant effect of the dimensions of strategic 

intelligence in supporting organizational renewal). 

Table (6) below shows the test of the first sub-hypothesis through multiple regression 

analysis using the backward elimination method between strategic intelligence and 

organizational renewal. 
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Table (6) Analysis of the impact between strategic intelligence and organizational 

renewal 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .272 .220  1.236 .220 

X1 .404 .292 .496 1.384 .170 

X2 .100 .038 .120 2.618 .011 

X3 .482 .050 .649 9.682 .000 

X4 .182 .044 .203 4.188 .000 

X5 -.259 .285 -.318 -.910 .366 

2 (Constant) .254 .219  1.160 .250 

X1 .143 .054 .175 2.660 .009 

X2 .103 .038 .124 2.722 .008 

X3 .485 .050 .655 9.806 .000 

X4 .183 .043 .204 4.214 .000 

a. Dependent Variable: Y 

Source: Prepared by the researcher based on the results of the electronic calculator 

 

It is evident from the above table that: 

 (First) The first model includes all indicators of the independent variable (strategic 

intelligence), and it turns out that there are three significant dimensions (future vision, 

systems thinking, and motivation), while the dimensions of foresight and partnership are not 

significant at the level of (5%) with the indicator of the dependent variable. 

 (Second) The second model included deleting the partnership indicator from the model due 

to its lack of significance (because it is the most non-significant indicator in the first model), 

and the model was reconstructed, which showed a significant regression coefficient for the 

variables (foresight, future vision, systems thinking, motivation) at a significant level (  5%) 

through Sig value.  The last indicator of strategic intelligence, which is partnership, was not 

significant, which showed the following model: 

 • The regression coefficient of the foresight index with organizational renewal was (143.0). 

This means that there is a positive effect between the two indicators, meaning that if the 

foresight ratio increases by one unit, the organizational renewal ratio will increase by 

(143.0).  Note that this effect was significant at the level of (5%) through the value of Sig.  

In addition, the value of (t) calculated for the regression coefficient was (2.660), which is a 

significant value at the mentioned level. 

• The regression coefficient of the future vision index with organizational renewal was 

(0.103). This means that there is a positive effect between the two indicators, meaning that 

if the future vision ratio increases by one unit, the organizational renewal ratio will increase 

by (0.103).  Note that this effect was significant at the level of (5%) through the value of Sig.  

Likewise, the value of (t) calculated for the regression coefficient was (2.722), which is a 

significant value at the mentioned level. 

 • The regression coefficient for the systems thinking index with organizational renewal was 

(485.0). This means that there is a positive effect between the two indicators, meaning that 

if the proportion of systems thinking is increased by one unit, the proportion of 
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organizational renewal will increase by (485.0).  Note that this effect was significant at the 

level of (5%) through the value of Sig.  In addition, the value of (t) calculated for the 

regression coefficient was (9.806), which is a significant value at the mentioned level. 

 • The regression coefficient of the motivation index with organizational renewal was 

(0.183). This means that there is a positive effect between the two indicators, meaning that 

if the motivation rate increases by one unit, the organizational renewal rate will increase by 

(0.183).  Note that this effect was significant at the level of (5%) through the value of Sig.  

Likewise, the value of (t) calculated for the regression coefficient was (4.214), which is a 

significant value at the mentioned level. 

 Table (7) shows that the value of the coefficient of determination (R2) for the second model 

was 840.0. This means that the two indicators explain 84% of the changes that occur in 

regulatory renewal, while the remaining percentage is due to factors other than those 

included in the model, in addition to  The model was significant at a significant level (5%), 

in addition to the value of (F) calculated for the model equation was (104.625), which is a 

significant value at the mentioned level. 

 

Table (7) Estimates of the model of the impact of strategic intelligence in supporting 

organizational renewal 

Independent 

variable 

Dependent 

variable 

Effect 

value 

B 

Calculated 

t value 

Moral 

level 

R2 F 

Strategic 

Intelligence 

Organizational 

Renewal 

0.254 1.160 0.000 0.840 104.625 

 

Source: Researcher preparation based on SmartPLS software 

 

From the above analysis, the researcher infers to reject the null hypothesis (H0) and accept 

the existence hypothesis (H1), meaning that there is a significant effect of the dimensions of 

strategic intelligence in supporting organizational renewal. 

 

Conclusions and recommendations 

 1. Conclusions 

 A- There is a relationship between the elements of strategic intelligence (foresight, systems 

thinking, future vision, motivation, and partnership) and organizational renewal. 

 B - The organization works to predict the future through information, knowledge, and 

continuous analysis of opportunities and threats to the external environment. 

 C  - Organizational renewal is an organized process whose purpose is to direct the work of 

organizations towards identifying current opportunities and the possibility of exploiting 

them in the future by focusing on creating and adopting new ideas and keeping pace with 

the changing environment. 
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 D - The results show that the capacity for organizational renewal is an increasingly 

important capacity for public organizations, as there were clear signs of change in the 

attitudes of the organization’s members towards a more dynamic organizational culture.  

Through the need for renewal and innovation, but how to start increasing innovation and 

continuous learning throughout the organization was not yet clear. 

 F  - There is still a weakness in understanding the challenges inherent in dynamic change, 

that is, the necessity of adopting continuous innovation through learning and innovation. 

 G  - The more organizations are aware of their organizational capabilities, along with their 

strengths and weaknesses and their development needs with regard to continuous learning 

and innovation, the better they will be able to focus their efforts on the issues that are most 

important for success in changing environments. 

 

2. Recommendations 

A. The need to intensify training courses for administrative and academic leaders on the 

concepts of strategic intelligence and its importance in decision-making. 

B. Enhancing strategic intelligence behavior among managers, department heads, and 

working individuals because of its importance in the process of organizational renewal. 

C. It is necessary for organizations to work to create an organizational culture that 

encourages ideas related to organizational renewal in order to confront ongoing 

environmental changes. 

D. The need for organizations to establish alliances with other organizations working in the 

same sector to benefit from the resources and capabilities they have in facing various 

changes. 
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