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Abstract

Introduction: The present study was conducted with the aim of interpretive structural
modeling of factors affecting organizational friction in education in Golestan province.
Method: This study was applied in terms of purpose and mixed in terms of
implementation method (qualitative and quantitative). The research population in both
gualitative and minor sections were experts in the fields of educational management,
human resource management and organizational behavior of education in Golestan
province in 2020. The sample size was estimated according to the principle of theoretical
saturation of 20 people who were selected according to the inclusion criteria by targeted
sampling and snowball sampling methods. The research instrument was a semi-structured
interview whose validity was confirmed by experts and its reliability was estimated to be
0.79 through an agreement coefficient between two coders. Data were analyzed by Delphi
methods and interpretive structural modeling in SPSS and PLS software.

Findings: Findings showed that organizational friction in education has 18 components
including defective organizational structure, weakness in human resource planning
management, weakness in strategic management, carelessness, work delay, lack of sense
of responsibility, functional stupidity, labor management heterogeneity, weakness in
system evaluation, inefficiency Administrative, inattention to employee performance,
financial and material inequality, anti-sports behaviors, politicization, concentration of
control and power, stress in the workplace, organizational distrust and inefficiency of
organizational management.

Conclusion: Other findings showed that 18 components were at 13 levels; that work
carelessness and work time were at thirteenth level with least impact and lack of sense of
responsibility in the first level with the most impact.
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Interpretive Structural Modeling of Effective Factors on Organizational Friction in
Education of Golestan Province

Introduction: An organization is an information processing system that receives and filters
information, processes and interprets it based on its knowledge, and finally acts upon it. To make
progress, organizations need to study success, methods to achieve it, and overcoming its obstacles and
inhibitors. In today's rapidly advancing world, the role of the administrative organizations in
achieving a country's high goals is undeniable. Since the success of any country in the global
economic scene is directly affected by the development and success of its organizations, conflicts are
inevitable in organizational environments when the motivations or desires are not in harmony.
However, conflicts should be at an appropriate level. One of the concepts that has become important
in relation to the emergence of negative behaviors in organizations is "organizational friction". How
much of your time in the work environment is spent thinking, worrying about things that have nothing
to do with your main mission and duty? This amount of “cumbersome and irrelevant thoughts” is
known as organizational friction. Due to cultural reasons, friction occurs when the employee-
organization relationship strategy in the organization is not compatible with the employees'
motivations to work — feeling of being important or belonging — and thus does not lead to the
expected participation of employees. In other words, it is possible that both the organization and the
employee offer motivations and contributions that are not expected by the other party and, as a result,
organizational friction occurs. The significance of examining and diagnosing "organizational friction"
is due to the above-mentioned definition, i.e. "the lack of symmetry in goals, values, and
expectations”. Clearly, if the three important organizational elements (goals, values, and expectations)
are not aligned, an organization cannot move forward on its intended path and will not achieve its
ultimate goal.

When organizational friction is constructively managed, individuals are encouraged to bring in
diverse inputs, challenge the status quo, and discover new opportunities. This means focusing on
problem-solving, not differences between individuals. The result will be increased innovation and
improved business outcomes. Organizational friction has damaging effects on the organization and
can lead to incompatible relationships such as reduced organizational productivity, ineffective
organizational management, and high employee turnover, which need to be examined more closely.
Research on the outcomes of organizational friction has progressed. There are a few multilevel studies
on the relationship between employees and organizations that consider both organizational and
individual factors. When friction occurs, e.g. when managers and employees have conflicting views
on the content of their exchange relationships, it is associated with poorer outcomes for individuals
(such as job dissatisfaction) and shorter-term and lower outcomes for the organization (such as higher
financial costs).

Friction is inevitable in large and complex organizations, such as in the Department of Education.
Different functions have different backgrounds that can provide necessary perspectives, which is not
necessarily a bad thing. Friction creates excitement, and organizational dialogues can in turn help to
generate innovation. It cannot be said that it is only the behaviors and attitudes of employees that
ultimately reflect in the top ranks of the Department of Education or that it is only the intellectual and
behavioral characteristics of the senior management that are observed in the lowest ranks of the
Department of Education after a while. The advantage of the present research in comparison to other
studies in this field is that it presents a model derived from expert theories and based on action, which
has tried to simultaneously pay attention to the effective components of organizational friction in the
Department of Education and thus has taken a step in linking theory and practice. The distinguishing
feature of the model presented in this study compared to the existing frameworks in research — that
mainly focus on a few specific areas — is that the present study focuses not only on strategies and
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consequences, but also on the influential factors on organizational friction, including causal,
contextual, and intervention factors. This research aims at designing an organizational friction model
with a data-driven approach in the Department of Education in Golestan Province.

Materials and methods: The applied- qualitative study employed a structural-interpretive method to
categorize the factors affecting organizational friction. The data collection tool was a pairwise
comparison guestionnaire. Twenty university experts were purposively selected using the judgmental
sampling method to reach a theoretical consensus. According to the experts' opinions, the Interpretive-
Structural Modeling (ISM) method was used to classify influential factors based on Fuzzy Delphi,
Adjacency Matrix, Accessibility Matrix, and drawing diagraphs using the Micmac.

Findings: Results of the Interpretive-Structural Model showed that the effective components are at 18
levels, with the highest level being the disregard for the charter of Client Rights and unfamiliarity
with the charter of citizenship, and the lowest level being tending to personal and administrative
affairs. It should be noted that components located at higher levels have less impact and are mostly
influenced by lower-level factors.

Conclusion: Based on the findings of this semi-structured interview-based research, the defective
organizational structure, weakness in human resource planning management, and weakness in
strategic management are the most important factors contributing to organizational friction, while
anti-civic organizational behavior and politicization are the strategies (actions and interactions)
resulting from organizational friction. Control and power concentration, nervous pressure in the work
environment, and mistrust in the organization are identified as the intervening conditions, and also
inefficient performance evaluation, inefficiency of administrative system, indifference to employees'
work progress, and financial and material inequality are identified the background conditions. Finally,
organizational laziness was identified as the most important consequence of organizational friction in
the Department of Education in Golestan Province.

Keywords: Elitism process, elementary schools, individual, school, education.
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Table 1. The Delphi results of effective factors on organizational friction
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Table 2. The results of matrix of penetration power and dependence rate for effective factors on
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Table 3. The leveling results of effective factors on organizational friction
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Figure 1. The interpretive structural model of effective factors on organizational friction
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