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 Objective: This research aims at evaluation of relationship between interpersonal 
competence and traditional structure in governmental organizations in Kerman. In line 

with this purpose and to evaluate the structure of governmental organizations Robins’ 

structural questionnaire is used to which the higher managers of 10 organizations 
responded. Method: To examine the interpersonal competence a questionnaire was 

prepared by researcher and after justifiability and stability determination among 1347 

employers of these organizations a sample was selected randomly of 135 employers. 
Collected information from Spearman’s correlation coefficient tests and Kendall’s Tau 

b tests were analyzed. Results: Results of the analysis explain a negative relationship 

between traditional structure and interpersonal competence in research society. Also, 
there is negative relationship between structural variables like formality, centralization 

and complexity and interpersonal competence in society. The results were discussed 

and suggestions were presented. 
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INTRODUCTION 

 

 Nowadays, organizations are surrounding us in different forms. Undoubtedly human role is of significant 

importance in their growth, development and formation [1]. Organizations are consisting of persons and their 

relationship and its structure determines the way employers perform so that it can achieve the goals easily [16]. 

Dominated traditional model on organizations’ structure prevents individuals from development and growth and 

make the innovation subjected to barriers in organization [3]. For this reason many of organizations today which 

are designed in traditional structure are unsuccessful and going to be destructed [5]. The situation related to this 

structure and the way performing it is not according to the society needs, since the employers who can improve 

the organizations efficiency are marginalized and their abilities and capabilities would not be used [6]. In 

addition to this, provision of suitable grounds of employer’s activities can lead potential capabilities to de facto 

ones and results to achievement and growth of human competences [7]. Competences help working forces to 

work more seriously and assuredly and lead to achievement of the organizations’ goals economically [8]. 

Therefore, traditional structure and its special characteristics prevents employers from showing competency up 

and leads to their social isolation apart from this, due to their dependent situations, their independency, 

motivation , interesting in working and activities would be dominated and the working subjects to chaos. In the 

present article the relationship between traditional structure and interpersonal competence is evaluated. Using 

more recognition of these phenomena and their relationship should maintain the organizations movement with 

looking at future and dynamicity specific to the society. With the previous information, The purpose of the 

present article is to investigate the relationship between traditional structure and interpersonal competence in 

governmental organizations in Kerman.  

 

Hypotheses: 

Main Hypothesis: 

 There is negative relationship between traditional structure and interpersonal competence.  

 

Secondary hypotheses:  

1. There is negative relationship between formality and interpersonal competence.  



1470                                                         Mohammad Safari Dashtaki et al, 2014 

Advances in Environmental Biology, 8(10) June 2014, Pages: 1469-1475 

2. There is negative relationship between complexity and interpersonal competence.  

3. There is negative relationship between centralization and interpersonal competence.  

 

Methodology: 

 Considering the identity of aims and topic of the research, the present research makes use of correlative 

method. Statistical society includes 10 governmental organizations in Kerman that are titles as organization. So, 

the statistical society is 1347 employers with diploma degree and higher degrees who are working in different 

job levels in mentioned organizations.  

 

Studied sample and sampling method: 

 The sample of 135 employers and managers of the mentioned organizations is considered which is obtained 

using random sampling among names of employers.  

 

Means of information collection: 

 Means of information collection in the present article was questionnaire. To examine the organizational 

structure, Robins’ organizational structure questionnaire is used that takes into account three indexes of 

complexity, formality and centralization. Questions were multiple choice like (A, B, C, D, E) assigned to which 

values of 1,2,3,4 and 5. To examine the interpersonal competence variable the questionnaires including 26 items 

were prepared and the way it was provided is that after evaluation of key notes of interpersonal competence 

questions arise about those notes which after large-scale evaluations, the mentioned questionnaire was prepared. 

Questions were 5 choices (very high, high, low, very low and never) and their values were 5,4,3,2 and 1; 

respectively (except for risk taking and helping others for risk taking whose values are vice versa). Referring to 

organizations, the questionnaires about interpersonal competence were distributed among 140 employers and 

managers from which 135 individuals responded the items and all 10 higher managers responded the items 

completely. To reach the reliability on validity of questionnaire the items of the mentioned questionnaire were 

given to 5 experiences professors and experts so that they say their ideas about items with choices of completely 

suitable, suitable, moderately suitable, unsuitable whose numerical values are 1, 0.75, 0.5, 0.25 and 0 

respectively. So, the validity of 0.95 and 0.85 of interpersonal and structural questionnaires was confirmed. To 

determine the reliability of the questionnaires the re-examination test was used. So, the questionnaires were 

distributed in 2 rounds among 10 persons in turn in period of 10 days apart from the first round and then the 

correlation between results and their credibility was determined that structure one has stability of0.93 % and 

interpersonal competence one has stability of 0.88%.  

 

Statistical information Analysis method: 

 In the present study, in addition to abundance tables and columnar diagrams to describe the findings, the 

transmittal diagrams and spearman’s correlation and Kendall Tau b tests were used to analyze data. Information 

analysis was performed using SPSS software. Also, meaningfulness level in this study is 0.05.  

 

Data analysis: 

 Evaluation of organization structure: organizational complexity 

 Organizational complexity includes items 1-4 in structure questionnaires whose distribution and percentage 

of abundance are presented in table1.  

 
Table 1: Abundance distribution of responses to items related to organizational complexity. 

QUESTION CHOICE ( A) ( B ) ( C ) ( D ) ( E ) SUM 

1  -  - 4 

40 % 

6 

60 % 

 - 10 

100 % 

2 1 

10 % 

1 

10 % 

1 

10 % 

3 

30 % 

4 

40 % 

10 

100 % 

3  - 2 

20 % 

3 

30 % 

4 

40 % 

1 

10 % 

10 

100 % 

4  - 3 

30 % 

3 

30 % 

4 

40 % 

 - 10 

100 % 

 

 Organization complexity is achieved using the median calculation of the 4 mentioned items that among 10 

organizations complexity in 2 of them is low (20 %), in 3 ones is somewhat (30%) and in 5 ones is very high 

(50%) (Table 2). 

 
Complexity Abundance Percent of abundance 

low 2 20 

Middle 3 30 

High 5 50 

sum 10 100 
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Formality of organization: 

 Formality includes 5-11 items in the structure questionnaires whose abundance distribution and percentage 

are presented in table3.  

 
Table 3: Abundance distribution of response to items related to formality of organization. 

Question choice ( A) ( B ) ( C ) ( D ) ( E ) Sum 

5  -  -  - 4 

40 % 

6 

60 % 

20 

100 % 

6 1 

10 % 

 - 4 

40 % 

4 

40 % 

1 

10 % 

10 

100 % 

7  -  - 1 

10 % 

7 

70 % 

2 

20 % 

10 

100 % 

8 1 

10 % 

 - 1 

10 % 

7 

70 % 

1 

10 % 

10 

100 % 

9  - 1 

10 % 

6 

60 % 

3 

30 % 

 - 10 

100 % 

10  - 1 

10 % 

4 

40 % 

3 

30 % 

2 

20 % 

10 

100 % 

11  -  - 1 

10 % 

2 

20 % 

7 

70 % 

10 

100 % 

 

 Formality of organization is obtained calculating the median of 7 items that among 10 organizations 

formality of 1 organization is somewhat (10%) and in 9 ones is high (90%) (Table 4). 

  
Table 4: Abundance distribution of formality of organization. 

Formality Abundance Percent of abundance 

Middle 1 10 

High 9 90 

Sum 10 100 

 

Centralization of organization: 

 Centralization includes items 12-21 of structure questionnaires whose abundance percentage and 

distribution are presented in table5. 

 
Table 5: Abundance distribution of response to items related to centralization. 

Question choice ( A) ( B ) ( C ) ( D ) ( E ) Sum 

12  - 1 
10 % 

5 
50 % 

4 
40 % 

 - 10 
100 % 

13  - 2 

20 % 

4 

40 % 

3 

30 % 

1 

10 % 

10 

100 % 

14 1 
10 % 

1 
10 % 

5 
50 % 

2 
20 % 

1 
10 % 

10 
100 % 

15  - 2 

20 % 

3 

30 % 

5 

50 % 

 - 10 

100 % 

16 2 
20 % 

3 
30 % 

5 
50 % 

 -  - 10 
100 % 

17  - 1 

10 % 

1 

10 % 

3 

30 % 

5 

50 % 

10 

100 % 

18  - 4 

40 % 

4 

40 % 

2 

20 % 

 - 10 

100 % 

19  - 2 

20 % 

5 

50 % 

3 

30 % 

 - 10 

100 % 

20  - 2 

20 % 

3 

30 % 

3 

30 % 

2 

20 % 

10 

100 % 

21  - 2 

20 % 

 - 6 

60 % 

2 

20 % 

10 

100 % 

 

 Organization centralization is obtained by computing the median of 4 related items that among 10 

organizations, centralization in 2 ones is low (20%), in 5 was somewhat (50%) and in 3 of them is high (305) 

(table 6). 
 
Table 6: Abundance distribution of organization centralization. 

Centralization Abundance Percent of abundance 

low 2 20 

Middle 5 50 

High 3 30 

Sum 10 100 
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Traditional structure of organization: 

 Generally the traditional structure of organization is obtained by calculating the median of 21 related items 

that among 10 organizations, the traditional structure in one of them is low (10%), in 3 is somewhat (305), and 

in 6 ones is high (65) (table and diagram7). 

 
Table 7: Abundance distribution of traditional structure of organization. 

Traditional structure Abundance Percent of abundance 

Low 1 1 

Middle 3 30 

High 6 60 

Sum 10 100 

 

Interpersonal competence: 

 Totally, the interpersonal competence is obtained using the median computed from 26 related items in 

questionnaire that among 135 studied persons (employers) the interpersonal competence in 2 of them is 

completely unsuitable (1.15%), in 44 is unsuitable (32.6), in 40 ones is relatively unsuitable, in 41 is suitable 

(30.4%) and in 8 persons is completely suitable (5.9%) (Table8).  
 

Table 8: Abundance distribution of interpersonal competence. 
Interpersonal competence Abundance Percent of abundance 

Never (unsuitable) 2 5/1 

Very low (unsuitable) q 6/32 

low (relatively suitable) 40 6/29 

High (suitable) 41 4/30 

Very high (fully suitable) 8 9/5 

Sum 135 100 

 

RESULTS AND DISCUSSION 

 

Main hypothesis: 

 There is negative relationship between traditional structure and interpersonal competence 

 

Spearmen correlation and Kendall Tau b tests: 

 There is not negative relationship between traditional structure of organization and interpersonal 

competence. 0:0 H  

 There is negative relationship between traditional structure of organization and interpersonal competence. 

0:1 H  

 

 The relationship between traditional structure and interpersonal competence is obtained using the spearmen 

correlation and Kendall Tau b tests. Because the value of P in each test (0.000) is lower than meaningfulness 

level of 5% ( =0.05). Therefore, in this level of error (5%) H0 is rejected and this means that there is negative 

relationship between traditional structure of organization and interpersonal competence. Also descending trend 

in transmittal diagram and fitted line show the negative relationship between 2 variables (table9).  

 
Table 9: Statistics of correlation test between traditional structure and interpersonal competence. 

Variable test Spearman Kendall’s Tau b 

sr 
Value of P 

tr 
Value of P 

Organization traditional structure 282. 0 - 000. 0 267. 0 - 000.0 

Interpersonal structure 

 

 In this article organizations are evaluated based on their structural dimensions. Results show that structure 

of organizations studied is traditional and the relationship between this structure and interpersonal competence 

is negative. Argyris believes that occurrence of interpersonal competence in an organization can be in negative 

relation to the degree that the organization follows the traditional structure. He believes that if organization 

advocates the human and democratic values there would form suitable relationship between employers which 

leads to the interpersonal competence. Intergroup cooperation, flexibility, and something such as these yield 

organizational efficiency increase. In such an environment they will behave humanistic and organization and its 

members will have opportunities to develop as they can and attempts are focused on making working more 

exiting and aggressive. Undoubtedly to make these values real each individual should behave like a human who 

has complex needs which are important in his work and life. There should be opportunities provided for 

employers so that they are effective in the way they are related to their job and organization. Because the 
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traditional structure leads to reduction of interpersonal competence, this pattern would be weak and incomplete. 

Argyris believes that weak organizational planning leads to inconsistency between formal organization and 

tendency to employers’ elf-finding and claims that such an organization are more tended to ignore potential 

abilities and capabilities of individuals and is unable to encourage the employers to reinforce and developing 

their abilities in things they are interested in and is meaningful for them. These organizations are nor 

encouraging the responsibility and innovation in individuals and in addition to this the persons abilities is not 

completely used. In lower levels the employer would be more wishy-washy and non-productive and therefore 

will involve in a war against the organization to achieve the social justices. In management level this problem 

manifests itself more chronically since unreliability and lack of risk taking in this level is more sensitive.  

 

Secondary hypotheses: 

1. There is negative relationship between formality of organization and interpersonal competence.  

 

Spearmen’s correlation and Kendall Tau b tests: 

 There is not negative relationship between formality of organization and interpersonal competence.  

0:0 H  

 There is negative relationship between formality of organization and interpersonal competence.  

0:1 H  

 The relationship between formality of organization and interpersonal competence is obtained using 

Spearmen’s correlation and Kendall Tau b tests. Because value of P in each test (0.000) is lower than 

meaningfulness level 5% (0.05) so in this level of error, the H0would be rejected and this means that there is 

negative relationship between formality of organization and interpersonal competence. Also, the descending 

trend of transmittal diagram and fitted line are reasons for the negative relationship existence between 2 

variables (table10).  

 
Table 10: Statistics of correlation test between formality of organization and interpersonal competence. 

Variable test Spearman Kendall’s Tau b 

Organization formality 
sr 

Value of P 
tr 

Value of P 

Interpersonal competence 325 . 0 - 0 0 0 . 0 306 . 0 - 0 0 0 . 0 

 

 High formality structure of organization due to emphasis on respecting the rules and regulations leads to 

formation of characteristics such as closed administrative environment, performing in the limiting areas leads to 

restrict employers and slows down the operations and ignorance of talents and capabilities. So if employers of 

an organization are deprived from their needs, the results would show themselves as irresponsibility. Related to 

individualism, support and interest in others one can point out the subject that the more organization is consist of 

different levels of formality, i.e. there is much emphasis on respecting the regulations and rules, more limited 

the worker is in employing self-ideas to do duties and cant state his/her suggestions easily. Robins believes that 

the less formality of the organization is or jobs are less formal, more freedom the individuals have and they 

employ their ideas most of the times. Therefore, high formality organization doesn’t consider the individualism 

and employing personal ideas and individuals doesn’t feel any support for risk taking from their superiors. Also 

formal and inflexible administrative environment and focuse on respecting the rules and regulations caused the 

formal relationship between employers as a result of which the interest would be reduced. Based on Samoury 

Mohajer’s opinion, increasing the formality structure (also centralization and complexity) reduces the self-

authority, risk taking and manager’s support.  

2. There is negative relationship between complexity of organization and interpersonal competence.  

 

Spearmen’s correlation and Kendall Tau b tests: 

 There is not negative relationship between complexity of organization and interpersonal competence.  

0:0 H  

 There is negative relationship between complexity of organization and interpersonal competence.  

0:1 H  

 The relationship between complexity of organization and interpersonal competence is obtained using 

Spearmen’s correlation and Kendall Tau b tests. Because value of P in each test (0.002) is lower than 

meaningfulness level 5% (0.05) so in this level of error, the H0would be rejected and this means that there is 

negative relationship between complexity of organization and interpersonal competence. Also, the descending 

trend of transmittal diagram and fitted line are reasons for the negative relationship existence between 2 

variables (table 11).  
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Table 11: Statistics of correlation test between complexity of organization and interpersonal competence. 

Variable test Spearman Kendall’s Tau b 

Organization complexity 
sr 

Value of P 
tr 

Value of P 

Interpersonal competence 252.0 - 002.0 225.0 - 002.0 

 

 Tocqueville believes that in working division the skill and profession leads to repetition not blossoming 

mental talents and the more working division increases, the more dependent working forces will appear and 

male less uses of their thinking and physical capabilities. In such a situation jobs will be easier, more uniform 

and repeatedly, and this kind of working doesn’t meet workers’ needs while jobs with more diversities is more 

exciting from employers’ point of view because it requires more skills and on the other hand makes employers 

fell more competent. Since one of the evident purposes of the traditional models is specialization, so this leads 

to low expectancy of competency between individuals. Apart from this specialization of jobs limits the 

innovation and permits only some capabilities to be applied and limits the personal controlling hierarchy ad 

leads to passivity of employers and be dependent on leader. Hersey and Blanchard believe that job profession 

can causes easiness of the related skill and become a repeated skill and dead work. Therefore the less the 

organization is dependent on the employers’ skills, more the designing would be specialized, such a designing is 

barrier against personal capabilities and labors’ manifestation would be weaken.  

3. There is negative relationship between centralization of organization and interpersonal competence.  

 

Spearmen’s correlation and Kendall Tau b tests: 

 There is not negative relationship between centralization of organization and interpersonal competence.  

0:0 H  

 There is negative relationship between centralization of organization and interpersonal competence.  

0:1 H  

 The relationship between centralization of organization and interpersonal competence is obtained using 

Spearmen’s correlation and Kendall Tau b tests. Because value of P in each test (0.008) is lower than 

meaningfulness level 5% (0.05) so in this level of error, the H0would be rejected and this means that there is 

negative relationship between centralization of organization and interpersonal competence. Also, the descending 

trend of transmittal diagram and fitted line are reasons for the negative relationship existence between 2 

variables (table 12).  

 
Table12: Statistics of correlation test between centralization of organization and interpersonal competence. 

Variable test Spearman Kendall’s Tau b 

Organization centralization 
sr 

Value of P 
tr 

Value of P 

Interpersonal competence 208.0 - 008.0 184.0 - 008.0 

 

 Hazer and Abedini stated that centralization leads to uniformity in policies and operations and limits the 

risk from subordinates’ side due to the lack of enough information and skills. Argyris explains elsewhere that 

when subordinates are forced to obey the superiors’ commands there would be no attempt to understand the 

commands and this issue causes non-controlling individual working place, incuriosity and unwillingness, 

dependency on internal atmosphere and lack of making use of capabilities and abilities would be routine. In 

centralized structures managers may believe that they are more capable than their subordinates in making 

decisions and doing the duties, they are not relying on subordinates and when their subordinates show 

capabilities more efficiently than theirs in problem solving, they are afraid of the fact that they loss their position 

in competition with their subordinates. In such a situation managers avoid from authorizing and giving the 

employers freedom in working. On one hand many of employers reject responsibility out of the region of their 

framework due to the fear of criticism and blame or being fired due to wrong decision making, lack of necessary 

motivation to accept the responsibility or lack of reliability on their abilities, but if they are involved in decision 

making, they will be more loyal to their jobs and accept the related responsibilities which in turn leads to job 

satisfaction and reinforcement of their mood. In such a situation they will find their anilities gradually to analyze 

the situations and make decisions based on them.  
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