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Organizations are social phenomena consisting of individuals and groups. All the people in the
organization have various and countless positive and negative emotions by which the
organization, as a social phenomenon, is affected. As a result, employees' emotions in the work
environment are considered an inevitable part of organizations, which can have various
consequences on organizational performance and its life cycle. Considering the importance of
the subject, the current research aimed to design the model of the emergence of emotional
contagion in government organizations with the fuzzy total interpretive structural modeling
method. In terms of purpose, the current research is applied and is classified as exploratory
research. The statistical population included experts, consisting of government organizations’
managers, 20 of whom were selected as sample members using the purposeful sampling
method based on the principle of theoretical saturation. The tool for collecting information was
an interview in the qualitative part and a questionnaire in the quantitative part. In this research,
content analysis and coding with Atlas T software were used to analyze the data in the
qualitative part. To check the validity of the data collection tool in the qualitative part, content
method and theoretical validity, and to check its reliability, intra-coder inter-coder reliability
was used. Also, for quantitative analysis, the method of interpretive structural modeling of the
whole phase was used. The results of the research consist of presenting the pattern of the
Keywords: emergence of emotional contagion in the four axes of rooting, boosters of emotional contagion,
Emotional contagion, dimensions of emotional contagion, and its consequences.
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Extended abstrac the literature related to emotional contagion is
actually the result of emotional arousal theory.
1. Introduction 2. Research Methods

For many years, researchers have been exploring
people’s tendency to catch the emotions of
others, often expressing this phenomenon under
the title of emotional contagion. More than two
decades have passed since the introduction of
the concept of emotional contagion; however,
the trends and key components related to the
organization of emotional contagion are still
considered necessary and relevant and are being
explored. In the initial description, emotions
were considered as simple, pleasurable emotions
and positive and negative arousals. With broader
explanations, emotions are considered as a
complex family organized under a meaningful
hierarchy. As a result, the evidence shows that
emotions can be contagious and lead to
stimulation of mind and body.
Neurophysiological techniques describe how
emotions lead to stimulation of the mind and
body. Emotional contagion is widely seen as a
close link with emotional arousal, and much of

The current research is applied in terms of
purpose and is included in the exploratory
research type. It follows a mixed research,
combining qualitative and quantitative data sets.
It is also based on the comparative inductive
paradigm. The statistical population of this
research - included experts in the field of
research, consisting of managers of medical
organizations, 20 of which were selected as
sample members using the purposeful sampling
method based on the principle of theoretical
saturation. The data collection tool was a
structured interview in the qualitative part and
the fuzzy total interpretive structural modeling
questionnaire in. the quantitative part. Regarding
the quantitative part of the questionnaire, it is
necessary to explain that this questionnaire was
designed in the form of a matrix [16x16], whose
rows and columns were the components of
emotional contagion. This questionnaire was
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given in person, by phone, and by email to the
same experts of the previous stage, asking them
to answer it based on the interpretive structural
modeling algorithm (Tables 4 and 5). To check
the validity of the data collection tool in the
qualitative part, the content method and
theoretical validity, and to check its reliability,
intra-coder inter-coder reliability was used; the
reliability was confirmed with an agreement
coefficient of 0.76 for the intra-coder method
and 0.83 for the inter-coder reliability. Also, the
validity and reliability of the data collection tool
in the quantitative part were checked using
content validity and retest reliability, with a
coefficient of 0.88 showing the reliability of the
questionnaire. In this research, content analysis
and coding with Atlas software were used to
analyze the data in the qualitative part. Also, for
guantitative analysis, the structural-interpretive
modeling method of the whole fuzzy was used.

3. Results

The results include qualitative and quantitative
findings, so that in the qualitative part, the
components of emotional contagion and in the
guantitative part, the emergence pattern of
emotional contagion was designed. The findings
of the qualitative part show that personality
types, gender  differences, interpersonal
influence, self-openness, or self-disclosure are
among the roots of emotional contagion. Also,
the results of this section indicate that the
enhancers of the emergence of emotional
contagion are organizational culture, type of
organizational communication, level of social
capital, and emotional intelligence. In addition,
the findings showed that hard times, emotional

confrontation, sharing emotions and feelings,
and emotional outpouring are considered
different dimensions of emotional contagion.
Finally, the findings of the qualitative section
showed that happiness and liveliness at work
and increased empathy in the organization are
among other positive consequences, and the
emergence of a toxic organizational atmosphere
and a decrease in motivation, efficiency, and
productivity —are among the negative
consequences, which happen as a result of the
emergence of the phenomenon of emotional
contagion. Also, the results of the quantitative
part indicate the emergence pattern of emotional
contagion at four levels, including finding the
root of the emotional contagion phenomenon,
emotional  contagion  boosters, emotional
contagion dimensions, and emotional contagion
consequences.
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! Interpretive structural modeling
% Srivastava & Sushil

% Khatwani et al

* Bamel et al
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! Fuzzy Structural Self-Interaction Matrix
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