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Abstract

The welfare organization needs employees with high emotional intelligence to be able to perform
their duties effectively; Therefore, predicting the group dynamics of employees based on their
emotional intelligence in the Welfare Organization of Mazandaran Province was the purpose of
this study.The statistical population of the present study was 1125 employees of the Welfare
Organization of Mazandaran Province. The number of statistical sample was considered to be 290
people.The research measurement tool was standard questionnaires of Bar-On emotional
intelligence and researcher-made intergroup dynamics. In order to analyze the data, model, the
theory of Rough set Theory has been used. With the help of Rough Theory, the level of group
dynamics of employees as a decision characteristic and seven situational characteristics as a
decision system have been entered into ROSETTA software and the rule model has been
extracted. According to different algorithms of discretization and redundant production, eight
models of rules were constructed and the results of each model were evaluated by parallel
validation method. The results show that the level of education and interpersonal dimensions and
adaptability have the greatest effect on group dynamics. the best model has been selected using
entropy discretization method, genetic algorithm and ORR strategy for redundant production, with
434 rules and 77.83% prediction accuracy. The model of rules was selected with the highest
validity as the inference engine of the expert system and after designing the user interface, it was
possible to predict the group dynamics of employees by examining their level of emotional
intelligence.
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1. Introduction

A work group includes communication, cooperation
and coordination and requires interaction with others
(Grealish & et al, 2019). In the successful
implementation of joint knowledge work group
activities, focusing on problem solving and mutual
respect is the basic principle (Kim & et al., 2019)
which is tied to the efforts of the members for the
mobility and dynamics of the group in the process of
carrying out activities, the image and credibility of
organizations. Group dynamics is a complex
phenomenon in a social context and includes
Interpersonal relationships are those that develop in a
small group of people during a joint activity. On the
other hand, placing people in groups does not
guarantee that those groups will be effective. People
working together, listening to each member, paying
attention to all opinions and being humble and
respectful to each other has always been a challenge
(Kazemi & et al., 2014). A subject that has attracted
the attention of many scientists in the fields of
management, psychology and management, and they
consider it related to the emotional intelligence of
employees. Today, it is believed that emotional
intelligence plays a significant role in career success.
Emotional intelligence, as a processor of emotional
information, is able to create meaningful emotional
relationships in work environments (Khandan et al.,
2017) and, while harmonizing the emotions of
employees, facilitate the exchange of positive
emotions between them. (Mossadeghi Rad, 2017)
Emotional intelligence is a type of emotional
information processing that includes the correct
evaluation of emotions and its adaptive regulation
(Miri et al., 2019).

Group activities are very important in today's
organizations and have caused group dynamics to be
brought up as a factor to achieve productivity in
organizations. The problem of reducing the dynamics
of a group is one of the most important problems of
human resources in Iranian organizations, which is
especially sensitive in the welfare organization. The
welfare organization, its departments and centers are
responsible for a huge number of health and social
services that are related to the physical and mental
health of people in the society. The employees of this
organization provide helpful and consulting services
to the vulnerable and deprived sections of the society,
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which is related to the ability to monitor their own and
clients' feelings and emotions, social awareness and
relationship management (emotional intelligence).
The employees of this organization need numerous
interactions, including interaction with other
colleagues, clients and covered families. A good
relationship between service providers will lead to
more trust, and in contrast to not having proper
relationships in this organization, irreparable negative
effects will be caused by the affected sections. The
employees of this organization carry out their duties in
a kind of emotional work, therefore they must have the
ability to recognize and manage their emotions and
feelings and those of clients and establish appropriate
and empathetic social communication. Providing
quality services to the clients of this organization
needs to pay attention to the discussion of group
dynamics. Therefore, the main question is whether the
group dynamics of welfare organization employees
can be predicted based on the dimensions and level of
their emotional intelligence, and therefore, this
research aims to use Raff's theory to develop an expert
system to predict the group dynamics of employees
based on to design their emotional intelligence level.

2. Research Methods

The current research from the point of view of the type
of goal, the method of data collection, the degree of
control of variables and the type of reasoning, is part
of applied, field, descriptive and quantitative research.
The statistical population of this research consists of
all the employees of Mazandaran province welfare
organization numbering 1125 people who are working
in the general administration and the welfare
administration of subordinate cities. According to
Cochran's formula, the number of statistical sample
was 290 people, and because the studied population
has inter-group homogeneity, a staged cluster method
was used to select the sample by distributing 350
questionnaires. 304 numbers were considered as
acceptable questionnaires. In order to measure the
emotional intelligence of employees, Bar-An (2002)
standard emotional intelligence test was used, and in
order to measure intergroup dynamics, a researcher-
made questionnaire containing 37 items was used.
Validity and reliability of both questionnaires were
confirmed. In order to analyze the data, model and
extract the rules, the Rough set theory method and
ROSETTA software have been used.

3.Results

With the help of Rough Theory, the level of group
dynamics of employees as a decision characteristic
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and seven situational characteristics including
demographic information and dimensions of
emotional intelligence Including the intrapersonal
component:  emotional  self-awareness,  self-
expression, self-esteem, self-actualization,
independence. Interpersonal component: empathy,
social responsibility, interpersonal relationships.
Stress management component: stress tolerance,
impulse control. Adaptability component: problem
solving, realism, flexibility. General mood
component: optimism, happiness as a decision system
have been entered into ROSETTA software. In the
modeling process, among the various incomplete data
completion methods, the combined completion
method was chosen, also, among the continuous data
discretization methods, two manual discretization
methods and the entropy algorithm were used, and the
generation of redundants and the inference of rules
were also based on both FULL and ORR and two
common methods of genetic algorithm and Johnson
were done and a total of eight rule models were
obtained and the results of each model were evaluated
by parallel validation method.

4 . Conclusion

In total, the best model using entropy discretization
method and genetic algorithm and ORR strategy for
redundant production, 434 rules and average accuracy
of 77.83% and the lowest number of rules related to
manual/Johnson/ORR model with 85 rules and
average accuracy of 63.75% have been selected. . The
results show that all variables considered as situational
characteristics are necessary for predicting group
dynamics, and none of the considered situational
characteristics are redundant. The rules model with the
highest credibility was selected as the synthesis engine
of the expert system, and after designing the user
interface, it was possible to predict the level of group
dynamics of employees by examining their emotional
intelligence level. Therefore, according to the
necessity of the group dynamics factor in the optimal
and efficient performance of the duties of the welfare
department employees and the results of the present
research, it can be stated that all the components of
emotional intelligence are effective in predicting
intergroup dynamics. Therefore, it is necessary for the
managers of the above organization to have
dimensions such as emotional self-awareness, self-
expression, self-esteem, self-actualization,
independence, empathy, social responsibility,
interpersonal relationships, psychological pressure
tolerance, impulse control, problem solving, realism,
flexibility. , optimism and happiness of employees
should be given special attention and operational plans
should be developed to improve it. Also, the model
obtained from the entropy/genetic/ORR information
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system has an accuracy of about 78% and is more
accurate than other models. Therefore, this rules
model is chosen as an inference engine for expert
system design. By designing a suitable user interface
to obtain employee information (positional
characteristics), it is possible to predict their group
dynamics level with the help of the proposed inference
engine. Managers can take advantage of this expert
system in their decision-making in order to plan and
take necessary measures in order to increase the level
of group dynamics of employees.
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