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Abstract 

 

This study investigated the assessment of the Influence of Emotional Intelligence on Conflict 

Management Preference Styles in Public Universities in Nigeria.  Specifically, it sought to: 

examine the combined contribution of emotional intelligence to conflict management preference 

styles and ascertain the relative contribution of emotional intelligence.  The study adopted a 

descriptive survey design anchored on Rahim's Conflict Management Model and Mayer and 

Salovey's Ability-Based Model of Emotional Intelligence. The stratified sampling was used with 

a sample of 1,509 respondents was selected, from which 1,410 questionnaires (93.4%) returned 

and analysed.  Data were analysed using descriptive statistics, Structural Equation Model, 

Multiple Regression, ANOVA, Canonical Correlation, and t-test at 0.05 significance level.  

Findings showed that combined contribution of emotional intelligence to conflict management 

preference styles was significant (R² = 0.055; F (5,1383) = 8.696, p < 0.05). Individually, self-

regulation (B = 0.216; t = 2.938, p < 0.05) and self-awareness (B = 0.171, p = 0.05) contributed 

positively, while empathy showed a significant negative contribution (B = -0.225; t = -2.955, p < 

0.05); motivation was non-significant (B = 0.099; t = 1.266, p = 0.206). Canonical correlation 

revealed a significant positive relationship, strongest for emotional awareness (r = 0.350, p < 

0.05).  The study concluded that emotional intelligence significantly, though partially, 

determines conflict management preference styles among senior staff. It recommended that 

university management institutionalize emotional intelligence training to strengthen self-

regulation, empathy and social skills, promote collaborative conflict resolution mechanisms, and 

that future research explore other organizational factors, such as institutional culture and 

leadership style, influencing conflict management outcomes in Nigerian universities. 

 

Keywords:  emotional intelligence, conflict management preference styles, emotional 

awareness, emotional regulation, management. 

 

 

Introduction 

 

The universities are a prominent figure in the 

educational sector which remains a critical 

component of the Nigerian economy because 

it contributes substantially to national growth, 

manpower development, and social 

transformation. Despite its importance, the 

sector continues to face numerous 

institutional and administrative challenges, 

one of which is conflict management. Conflict 

is an inevitable aspect of human interaction, 
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and universities are not exempt from its 

occurrence. Effective conflict management is 

therefore essential for sustaining harmonious 

relationships, improving productivity, and 

enhancing organizational performance within 

higher educational institutions. In the 

contemporary educational environment, the 

sector has increasingly become one of the 

most challenging areas for examining the role 

of emotional intelligence in workplace 

relationships and organizational effectiveness. 

 

Emotional intelligence refers to the ability of 

individuals to recognize, understand, and 

regulate their own emotions in ways that 

improve behaviour and performance. At the 

same time, it involves the capacity to 

understand the emotions of others and 

respond appropriately in interpersonal 

situations, particularly during conflict. In 

higher educational institutions, employees 

adopt different conflict management 

preference styles depending on the nature of 

the work they perform and the organizational 

environment within which they operate. 

According to Petrides, Mikolajczak, Furnham, 

and Perez-Gonzalez (2016), emotions are 

subjective experiences that permeate every 

aspect of human endeavour. Consequently, 

the concept of emotional intelligence has 

evolved over time through different 

theoretical models and conceptual 

frameworks. 

 

Conflict has been defined in several ways by 

scholars. Akintayo, Ajakaye & Balogun 

(2019) defines conflict as a process that 

begins when an individual or group perceives 

differences and opposition regarding interests, 

resources, beliefs, values, or practices that are 

considered important. Dana (2001) describes 

organizational conflict as a situation occurring 

among workers performing interdependent 

tasks who become angry, perceive others to 

be at fault, and engage in actions that create 

problems for the organization. Similarly, 

Rahim (2002) conceptualizes conflict as an 

interactive process manifested through 

disagreement, incompatibility, and discord 

within or between individuals, groups, and 

organizations. 

 

Industrial conflict is often narrowly 

interpreted as strike action. However, strike 

represents only one visible dimension of 

organizational conflict. Akintayo & Babalola 

(2012) argues that industrial conflict should 

be understood more broadly as the totality of 

behaviours and attitudes expressing 

opposition and divergent orientations between 

employers and employees, as well as between 

workers and organizations. Employees engage 

in paid employment partly to maintain a 

balance between work and personal life, but 

this balance may be disrupted by conflicts of 

interest among co-workers. Such conflicts can 

negatively affect employees’ productivity, 

commitment, and performance. Work-family 

conflict (WFC), for instance, creates an 

imbalance where work responsibilities 

interfere with family life or family obligations 

affect work performance, thereby influencing 

organizational commitment, job satisfaction, 

and employee turnover (Akintayo, 2010). 

 

Several factors contribute to the emergence of 

conflict in organizations, including 

intellectual intelligence, emotional 

intelligence, personality traits, attitudes, 

communal trust, and value judgments. These 

determinants are often interconnected and 

may collectively induce or intensify conflict 

situations. Conflict frequently arises because 

of differences in beliefs, attitudes, values, and 

needs among individuals or groups (Akintayo 

& Babalola, 2012). The choice of conflict 

management strategy therefore depends not 

only on the nature of the conflict itself but 

also on the structural and human variables 

involved. Daily organizational experiences 
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reveal that emotional reactions and stress 

management patterns significantly influence 

both the occurrence of conflict and the 

strategies employed in managing it. Akintayo 

(2009) identifies five major conflict 

management strategies, namely avoiding, 

dominating, obliging, compromising, and 

integrating. Understanding the process of 

conflict formation can therefore assist 

organizations in preventing disputes and 

minimizing escalation. 

 

Over the years, emotional intelligence has 

emerged as a major area of academic and 

organizational interest. Scholars and 

practitioners have made extensive claims 

about its role in determining success or failure 

in workplace settings. Emotional intelligence 

is frequently regarded as a valuable 

organizational resource capable of improving 

employee relations and institutional 

effectiveness (Gnawali, 2016). Moeller and 

Kwantes (2015) define emotional intelligence 

as the ability to monitor one’s own feelings 

and those of others and to use such 

information appropriately in guiding actions 

and behaviour. Similarly, Partido and Colon 

(2024) argue that employees’ emotional 

intelligence serves as an effective measure for 

understanding their level of conflict 

management competence. 

 

Research has consistently shown that 

employees with high emotional intelligence 

are more capable of responding appropriately 

to workplace challenges and managing 

conflict effectively. Vandervoort (2006) 

emphasized the importance of emotional 

intelligence within college curricula, arguing 

that Professors with strong emotional 

intelligence are likely to possess higher self-

esteem and improved teaching methods. 

Emotional intelligence also contributes to 

better social adaptability, professional 

choices, and learning outcomes. Coco (2011) 

further recommended the strategic 

implementation of emotional intelligence in 

higher education, emphasizing that academic 

leaders must manage complex institutional 

situations through effective planning, 

organizing, leadership, and control. Arora, 

Adhikari, & Shetty (2012) similarly stressed 

the importance of emotional skill 

development alongside cognitive and 

academic growth in educational institutions. 

 

Goleman (1998) identified five major 

components of emotional intelligence: self-

awareness, self-regulation, motivation, 

empathy, and social skills. These 

competencies enable employees and 

organizational leaders to function effectively 

even in stressful or emotionally demanding 

situations. Conversely, individuals with low 

emotional intelligence often struggle with 

stress management, communication 

difficulties, impulsive reactions, poor 

interpersonal relationships, and inability to 

resolve conflicts constructively (Stoewen, 

2024). Such limitations may negatively affect 

both individual well-being and organizational 

harmony. 

 

Conflict remains an inherent feature of 

industrial and organizational life, making 

effective conflict resolution necessary for 

institutional stability and productivity. Fajana 

(2000) observed that industrial relations are 

fundamentally associated with work and wage 

exchange within formal contractual systems. 

Consequently, unresolved workplace conflict 

can significantly affect productivity, 

organizational profitability, and employee 

well-being.  Based on the review of previous 

studies, it is evident that much of the existing 

research on emotional intelligence and 

conflict management has been conducted in 

Western societies, with relatively limited 

attention devoted to the African context. This 

study therefore seeks to bridge this gap by 
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examining the assessment of the influence of 

emotional intelligence on conflict 

management style preference in public 

universities in Nigeria. 

 

Research Questions 
 

(i)  What is the combined contribution of 

emotional intelligence (self- 

awareness, self- regulation, 

motivation, social skill, empathy) to 

conflict management preference styles 

(avoiding, dominating, obliging, 

compromising and integrating)? 

(ii)  Is there relative contribution of 

emotional intelligence metrics to 

conflict management preference 

styles? 

 

Objectives of the Study 
 

The broad objective of this study is to 

investigate the assessment of the influence of 

emotional intelligence on conflict 

management style preference in public 

universities in Nigeria.     

Specifically, the objectives of this study are as 

follows: 

 

(i)  To examine the combined 

contributions of emotional intelligence 

(self- awareness, self- regulation, 

motivation, social skill, empathy) to 

conflict management preference styles 

(avoiding, dominating, obliging, 

compromising and integrating); 

 (ii)  To ascertain the relative contribution 

of emotional intelligence to conflict 

management preference styles. 

 

Research Hypotheses 

 

The following research hypotheses were 

generated for the purpose of this study: 

 

H01  There is no significant combined 

contribution of emotional intelligence 

(self- awareness, self- regulation, 

motivation, social skill, empathy) to 

conflict management preference styles 

among senior staff in selected 

Universities in Nigeria; 

H02 There is no relative contribution of 

emotional intelligence to conflict 

management preference styles. 

 

Literature Review 

 

Emotional Intelligence 

 

Early conceptualisation by Thorndike (1920) 

described social intelligence as the ability to 

understand and manage people, acting wisely 

in human relations, and relating appropriately 

with others. Emotional intelligence improves 

the handling of difficult and stressful 

situations, enabling calm and thoughtful 

responses that support better decision-making. 

Positive emotions assist individuals in coping 

with challenges when negative emotions are 

difficult to manage. EI promotes stability, 

harmony, and effective conflict resolution 

through supportive relationships. Emotional 

awareness strengthens interpersonal balance 

between personal needs and those of others. 

 

To build healthy workplace relationships, it is 

essential to learn how to control one’s 

emotions. In conflict situations, it is advisable 

to pause and regain emotional control before 

responding appropriately. Individuals with 

emotional intelligence show willingness to 

collaborate and resolve disputes by focusing 

on constructive outcomes rather than the 

immediate problem. A strong “mind mapper” 

who understands others is emotionally 

intelligent, and this is crucial for effective 

communication. Such individuals 

communicate successfully because they 
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understand others’ viewpoints and can see 

situations from different perspectives. 

 

Odunukwe, Mbah & Ngige (2024) asserts that 

the long-term success of any workplace goes 

beyond external variables and requires 

attention to internal factors such as emotional 

intelligence. Emotional intelligence is the 

ability to understand and manage one’s 

emotions while interacting with others. It also 

involves regulating behaviour in response to 

others’ feelings (Ayat, 2021). This includes 

recognising and reflecting on both personal 

emotions and those of others, shaping 

behaviour accordingly. Busu (2020) defines 

EI as the capacity to identify, comprehend, 

and regulate one’s own feelings and those of 

others. It has also been described as a subset 

of social intelligence involving monitoring 

emotions in oneself and others to guide 

thinking and actions (Skura & Świderska, 

2022). Many scholars have expanded this 

definition, emphasizing different dimensions 

of emotional intelligence. 

 

Criteria for Intelligence  

 

Can Emotional Intelligence be called 

intelligence at all? In case this is true, why? 

Which criteria must be fulfilled? Answers to 

these questions are discussed below.  

 

Mayer, Caruso & Salovey (2000) developed 

Huarte de San Juan’s criteria and assert that 

the concept of intelligence should fulfils 

specific criteria which can be classified into 

the following three groups: "conceptual, 

correlational, and developmental".  

 

The first criterion, conceptual, refers to 

intellectual capacity. However, this is not be 

confused with a person's favoured behavioural 

patterns, level of self-esteem or lack of 

intellectual achievement. In addition, 

intelligence measures should be feasible. 

Using the example of emotional intelligence, 

this would be the measurement of emotional 

capabilities (Mayer et al. 2000).  Different 

scores should reflect individual characteristics 

(Carroll 1993).  In the case of emotional 

intelligence, it can be assessed using the four 

categories mentioned above.  Furthermore, 

with the help of emotion management one can 

identify how well a person is in control of 

their own emotions (Mayer et al. 2000).  

 

The second criterion, correlational, is related 

to empirical approaches. On the one hand, 

intelligence must describe abilities that are 

closely related to each other and resemble the 

abilities included in other already accepted 

conceptualizations of intelligence. On the 

other hand, these abilities must be 

distinguishable from the abilities contained 

within other conceptualizations (Mayer et al. 

2000). Regarding emotional intelligence, this 

implies that the different abilities should be 

interrelated and like but also differing from 

the abilities of other conceptualizations of 

intelligence. Goleman agrees and states that 

emotional intelligence describes abilities that 

are at the same time supplementary and 

different from abilities of "academic 

intelligence", which corresponds to the 

intelligence quotient (IQ) (Goleman 1998).  

 

The third criterion, developmental, can be 

traced back to the findings of Binet & Simon 

(1905, cited in Fancher 1985), who developed 

the first intelligence test. It relates to the 

development of intelligence over the years, 

which also develops with growing expertise 

(Mayer et al. 2000). Regarding emotional 

intelligence, this means that younger 

individuals and especially children have fewer 

abilities than, for instance, adults.  A study by 

Mayer et al. (2000) seems to confirm this 

process; their findings show that people 

develop emotional intelligence from the early 

stage of adolescence to young adulthood.  
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Meaning of conflict 

 

Conflict can be defined as a struggle between 

one, two or more parties with opposing needs, 

ideas, beliefs, values and goals. Conflict can 

lead to productive and non-productive results, 

thus wherever a conflict may fall on this 

continuum, it will always affect 

organizational life. According to Rahim 

(1986), conflict is defined as an "interactive 

state manifested in incompatibility, 

disagreement, or difference within or between 

social entities".  

 

From organizational perspective, conflict is a 

social phenomenon that arises due to 

disagreements between individuals or groups 

with personal or collective objectives that 

interact with each other within a common 

environment (Proksch, 2016; Maiti & Choi, 

2021). Conflicts in organisations can be 

categorized into different types. Relationship 

conflict refers to interpersonal emotional 

aspects (e.g. conflict of beliefs), while 

cognitive conflict arises from disputes about 

objectives (e.g. conflict of interest) (Khan, et 

al., 2016; Whitfield, 2012). On the other hand, 

personal conflict indicates personality traits of 

workers (e.g. conflicting personalities), while 

organisational conflict results from 

characteristics and processes which is a 

reflection of the organisation (e.g. 

organisational structure and hierarchical 

conflict) (Spaho, 2013; Subramoniam, 2004).  

 

Although the occurrence of conflicts is 

inevitable, individuals tend to develop skills 

to deal with such conflicts (Whitfield, 2012). 

Conflict management refers to the 

competence of building and using rational, 

emotional, and social abilities to achieve 

productive outcomes from conflict whilst 

reducing the probability of escalation or 

damage (Runde & Flanagan, 2010). Conflict 

management is considered as an interactive 

process for transforming destructive 

emotional states into constructive attitudes by 

providing a resolution to the conflict 

(Elgoibar, et al., 2016). The resolution method 

is commonly known as conflict management 

styles (CMS), which refers to the actions or 

strategies adopted to resolve a conflict 

(Moberg, 2001; Maiti & Choi, 2021).The 

common conflict management styles are 

avoidance, competition, compromise, 

accommodation, and collaboration (Rahim, 

1983a). Avoidance is an unassertive and 

uncooperative conflict management style that 

is characterized by low concern with personal 

goals and relationships (Northouse, 2018; 

Tsai & Chi, 2009). Avoidance may be 

beneficial when a concern is of little 

significance or when the probable outcome 

from the conflict would be too damaging 

(Rhoden, 2016; Northouse, 2018).  

 

Techniques to Conflict Management 

 

Industrial conflict arises from varied sources 

and is inevitable in organisational settings.  

This necessitates application of appropriate 

techniques to manage it effectively.  Several 

approaches have been suggested particularly 

in behavioural science and in management 

literature to resolve a conflict, these 

procedures or techniques include: 

 

(i)  Dominance – The easiest techniques 

to resolve a conflict is to eliminate the 

other party altogether. Thus, a 

manager may use dominance 

techniques to eliminate rival parties by 

dismissing them.  However, this 

technique is useful only if the problem 

or people-oriented rather than 

organisation oriented.   

 

(ii)  Avoiding it altogether can reduce 

conflict - This involves efforts on the 
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part of conflicting parties either to 

withdraw or disguise the 

inconsistency.  By withdrawing, one 

party enables the other to “win” that 

is, becoming the sole occupant of the 

goal.  Conflict can also be managed by 

redefining the goals through mutual 

withdrawal and establishing other non-

overlapping goals.   

 

(iii)  Smoothing – In these techniques, 

differences between parties are 

disguised while similarities are 

highlighted.  It enables the conflicting 

parties to realize that they are not very 

much apart from each other.  These 

shared viewpoints enhance the 

possibility of working together 

towards a commonly held goal. 

 

(iv)  Compromise – This technique forms 

commonly used method to benefit all 

the parties in conflict in one-way or 

the other.  Either parties or one party 

provides something else to the other in 

exchange for the others desired 

outcome. 

 

 (v)  Hierarchical decision making - In 

resolving a conflict, appeal conflict.  

Besides, a common superior manager 

can be requested to use his authority to 

resolve conflicts through proper 

decision-making process.   

 

(vi)  Appeal Procedure: This has evolved 

to overcome the shortcomings of 

hierarchical decisions.  Thus, if the 

aggrieved individual feels that his 

problems have not been resolved 

adequately by the immediate superior, 

he may appeal to a higher manager or 

a special grievance committee or the 

independent arbitrator. (Oloyede, 

2007). 

 

Relationship between Emotional 

Intelligence and Conflict Management  

 

While no direct link between emotional 

intelligence and intersectionality was 

presented from literature, Rodriguez et al. 

(2016) suggested clear reasoning for why an 

intersectional understanding can be 

theoretically used to connection with 

emotional intelligence. Further, there is a need 

for rigorous knowledge production in the field 

of organizational studies with regard to inter-

sectionality.  

As suggested, leaders of marginalized groups 

like Black women that have intersectional 

identities are exposed to structures of power 

and inequality that can be exposed by 

intersectional research (Rodriguez et al., 

2016). Along with measuring emotional 

intelligence as a construct, the strength of the 

individual's Black identity will also be 

measured, giving some indication of how 

identity relates to emotional intelligence. 

Along with this is the need for non-

comparative studies that offer insight into the 

nuanced experience of a specific minority 

group. Two studies supported the 

intersectional experiences of Black women 

leaders by pointing out their shared 

experiences of having to navigate 

discrimination because of their race, sex, or in 

some instances, age (Chance, 2021; Gates, 

2003). In addition, research revealed that 

Black women leaders, because of their 

intersectional status, are not chosen as often in 

leadership positions (Nelson & Piatak, 2021).  

 

Emotional Intelligence and Conflict 

Management Styles  

 

Luca & Tarricone’s (2001) research found a 

connection between Emotional Intelligence 

and successful conflict management. The 

assumption that successful conflict 
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management means that conflict resolution 

styles such as compromising and 

collaborating are primarily used in case of a 

conflict is also confirmed by other studies 

(e.g. Jordan & Troth 2002; Zhang, Chen & 

Sun 2015). Where does this connection come 

from? Some authors argue that interest, both 

in others and in oneself, depends on the 

situation and the personality (e.g. Wood & 

Bell 2008; Van de Vliert 1997; Sandy, 

Boardman & Deutsch 2006). Based on the 

previous discussions, this appears to be a 

convincing argument. The interest in another 

person and in oneself reflects the axes of the 

TKI and a high correlation between emotional 

intelligence (or at least in trait Emotional 

Intelligence) and personality traits.  

 

On closer inspection, however, it becomes 

clear that not all conflict resolution styles 

show a high correlation with Emotional 

Intelligence. The study by Jordan & Troth 

(2002), one of the first studies investigating 

the correlation between Emotional 

Intelligence and conflict resolution styles, 

found that people who tend to use the conflict 

resolution styles avoiding or competing are 

more likely to have lower scores in emotional 

intelligence. This view is supported by 

Brackett, Warner & Bosco (2005), who found 

that couples in which both partners show low 

Emotional Intelligence scores are more likely 

to have conflicts than couples in which at 

least one person shows high Emotional 

Intelligence values. In the authors’ opinion, 

the harmony of a partnership depends on how 

well a person can deal with conflicts. In 

addition, they question whether couples, 

where both partners have low values in 

Emotional Intelligence, would primarily tend 

to avoid conflict. Assuming that this poor 

conflict management is related to the conflict 

management styles of avoiding or competing, 

and based on the reviewed literature, the 

hypothesis derived shows that people who 

prefer the conflict resolution style of avoiding 

tend to score low in the emotional intelligence 

scale compared to people preferring the other 

conflict resolution styles. 

 

Theoretical Review 
 

This research study relied on the two 

prominent theories that are directly linked to 

both the independent and dependent variables 

which are Rahim’s Conflict Management 

Model and Ability-Based Model of Emotional 

Intelligence by Mayer and Salovey. The 

detailed explanations of the two theories are 

hereby presented for proper understanding of 

the models. 

 

Rahim’s Conflict Management Preference 

Styles Model 

 

This mode posited that conflict management 

preference styles can be understood along two 

dimensions: concern for self and concern for 

others.  Based on the above dimensions, 

Rahim identified five conflict management 

preference styles and they are: (1) Integrating:  

High concern for self, high concern for others, 

seeking a win-win solution; (2) Obliging:  

Low concern for self, high concern for others, 

prioritizing the other party’s needs; (3) 

Compromising:  Moderate concern for both 

self and others, finding a mutually acceptable 

solution; (4) Avoiding:  Low concern for both 

self and others, avoiding the conflict 

altogether; (5) Dominating: high concern for 

self, low concern for others, pursuing one’s 

own goals at the expense of others.  The 

above model suggests that individuals with 

higher Emotional Intelligence are more likely 

to utilize integrating and compromising styles, 

which are considered more constructive and 

collaborative approaches to conflict 

management. 
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Ability-Based Model of Emotional 

Intelligence (Mayer and Salovey)  

 

The model views Emotional Intelligence as a 

set of abilities related to perceiving, 

understanding, managing, and using 

emotions.  The ability-based model identifies 

four key dimensions of Emotional 

Intelligence, (1) Perceiving Emotions:  

Recognising and identifying one’s own and 

others’ emotions; (2) Using Emotions to 

Facilitate Thought:  Utilizing emotions to 

guide thinking and decision-making;  (3) 

Understanding Emotions:  Comprehending 

the complexity of emotions and their causes, 

and (4) Managing Emotions:  Regulating and 

expressing emotions effectively.  The model 

defines individuals with higher Emotional 

Intelligence as being better equipped to 

manage their own emotions and understand 

those of others, which can lead to more 

effective and constructive conflict 

management. 

 

Methodology 

 

The descriptive research design was adopted 

for this research work to help in generating 

valid data on independent (emotional 

intelligence) and dependent (conflict 

management) variables without manipulating 

any variables of interest. The Universities 

used in this study are Osun State University 

(Uniosun), Ladoke Akintola University of 

Technology (Lautech), Ekiti State University 

(EKSU).  Others are Adekunle Ajasin 

University (AAUA), Lagos State University 

(LASU) and Olabisi Onabanjo University 

(OOU) while the target population for the 

study was sourced from the Administrative 

Units of the selected Universities and consists 

of one thousand, four hundred and ten (1,410) 

senior academic and non-teaching staff, the 

study was restricted to only employees who 

had served in the selected Universities for at 

least six years as requirement for their 

participation in the study.   

 

The structured survey was used to collect 

primary data and in compliance with the 

established sample size, a total of 1,509 

copies of questionnaire will be produced, 

distributed and 1,410 were utilized from the 

selected sampled population with the use of 

structured questionnaire wish consist of three 

sections: A, B, and C to collect information 

on social demographic, emotional intelligence 

and conflict management preference styles.  

The researchers reported a Cronbach Alpha of 

0.86 for emotional intelligence scale and 0.81 

for conflict management preference styles 

scale.  The Multiple Regression Analysis and 

Analysis of Variance (ANOVA) shall be used 

to test hypotheses one and two while all the 

hypotheses shall be tested at 0.05 alpha levels. 

 

Results 

 

This study examines the relationships 

between the dependent and independent 

variables. To achieve this, statistical 

techniques such as Pearson correlation, 

ANOVA and multivariate regression analysis 

were applied. These methods help to establish 

the strength and direction of the associations 

among the variables. This also reports of the 

outcomes of the hypotheses testing and 

discusses the implications of the findings in 

relation to the study objectives. 

 

Test of Hypotheses 

 

Hypothesis 1: There is no significant 

combined contribution of emotional 

intelligence (self- awareness, self- regulation, 

motivation, social skill, empathy) to conflict 

management preference styles among senior 

staff in selected Universities in Nigeria 
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Table 1.0: Multiple Regression Analysis of Emotional Intelligence Dimensions and Conflict 

Management Style (CMS) 

 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .235a .055 .054 1.880 

a. Predictors: (Constant), Self Awareness, Self-Regulation, Social Skill, Empathy, Motivation 

Source: Author’s Computation, 2026 

 

The model summary table presents the overall 

predictive and combined power of the 

independent variables, namely empathy, 

social skill, self-regulation, motivation, and 

self-awareness, on conflict management style 

(Collaborating, Accommodating, Competing, 

Avoiding and Compromising). The regression 

model is to compliment the Structural 

equation model above. 

 

The result reveals a correlation coefficient (R) 

of 0.235, indicating positive relationship 

between the predictors (empathy, social skill, 

self-regulation, motivation, and self-

awareness) and conflict management style. 

This implies that although emotional 

intelligence dimensions are associated with 

conflict management style, the strength of the 

relationship is relatively feeble. 

 

The coefficient of determination (R²) is 0.055, 

indicating that the independent variables 

jointly explain 5.5% of the total variation in 

conflict management style among 

respondents, while the remaining 94.5% 

variation is explained by other variables not 

included in the model. This suggests that 

emotional intelligence dimensions have a 

relatively small contribution to explaining 

variations in conflict management style. The 

Adjusted R² value of 0.054 further confirms 

the explanatory power of the model after 

adjusting for the number of predictors 

included in the regression equation. The 

closeness between R² (0.055) and Adjusted R² 

(0.054) suggests that the model is stable and 

free from substantial overestimation. 

 

Additionally, the standard error of estimate 

(1.880) measures the average deviation 

between observed and predicted values of 

conflict management style. The relatively 

moderate error term indicates that the model 

prediction deviates by approximately 1.880 

units from the actual observations. Overall, 

the model summary indicates that emotional 

intelligence dimensions have a positive 

combined predictive influence on conflict 

management style. 

 
Table  1.1  ANOVA 

 

ANOVA 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 153.601 5 30.720 8.696 .000b 

Residual 4885.977 1383 3.533   

Total 5039.578 1388    

a. Dependent Variable: Conflict Management Style (CMS) 

b. Predictors: (Constant), Self Awareness, Self-Regulation, Social Skill, Empathy, Motivation 

Source: Author’s Computation Using SPSS, 2026 
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The ANOVA table 1.1 evaluates whether the 

regression model significantly predicts 

conflict management style. The result 

indicates that the regression model produced 

an F-statistic of 8.696 with degrees of 

freedom (df = 5, 1383) and a significance 

value (p = 0.000), which is less than the 

conventional threshold of 0.05. 

 

This finding implies that the combined effect 

of empathy, social skill, self-regulation, 

motivation, and self-awareness significantly 

predicts conflict management style. In other 

words, the independent variables jointly have 

a statistically significant effect on conflict 

management style among respondents. The 

regression sum of squares (153.601) 

represents the amount of variation in conflict 

management style explained by emotional 

intelligence dimensions, while the residual 

sum of squares (4885.977) reflects 

unexplained variation attributable to factors 

outside the model.  Since the significance 

level is below 0.05, the null hypothesis that 

emotional intelligence dimensions do not 

significantly influence conflict management 

style is rejected. Therefore, the study 

concludes that emotional intelligence 

dimensions jointly exert a statistically 

significant influence on conflict management 

style. 

 

Hypothesis 2: There is no significant 

relative contribution of emotional 

intelligence metrics to conflict management 

preference styles 

 

Table 2.0: Co-efficients value of individual contribution of each emotional intelligence 

dimension to conflict management style. 

 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 14.229 .087  162.915 .000 

Empathy -.225 .076 -.699 -2.955 .003 

Social Skill .028 .073 .087 .383 .002 

Self-

Regulation 

.216 .074 .670 2.938 .003 

Motivation .099 .078 .305 1.266 .206 

Self-

Awareness 

.171 .079 .222 .935 .050 

Source: Author’s Computation Using SPSS, 2026 

 

The coefficients table 2.0 explains the individual contribution of each emotional intelligence 

dimension to conflict management style. The regression equation derived from the result is 

expressed as: 

 

CMS = 14.229 − 0.225 (ES) + 0.028 (SS) + 0.216 (SRS) + 0.099 (MS) + 0.171 (SAS).  

CMS  =  14.229 - 0.225 (ES) + 0.028 (SSS) + 0.216 (SRS) + 0.099 (MS) + 0.171 (SA).  

CMS = 14.229 − 0.225 (EMP) + 0.028 (SS) + 0.216 (SR) + 0.099 (MOT) + 0.171 (SA)  
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The constant value of 14.229 indicates that 

when empathy, social skill, self-regulation, 

motivation, and self-awareness are held 

constant at zero, conflict management style 

would have a baseline score of 14.229. The 

coefficient is statistically significant (p < 

0.05), implying that the baseline level of 

conflict management style is meaningful 

within the model. 

 

Empathy has a regression coefficient (B = -

0.225) with a t-value of -2.955 and p = 0.003, 

which is less than 0.05. This indicates that 

empathy has a statistically significant 

negative influence on conflict management 

style. Specifically, a one-unit increase in 

empathy leads to a 0.225 decrease in conflict 

management style, holding other variables 

constant. This suggests that higher empathy 

may reduce certain conflict management 

behaviors measured in the study. The 

standardized beta coefficient (β = -0.699) 

indicates that empathy exerts a relatively 

strong negative contribution to conflict 

management style compared with other 

predictors.  Social skill recorded a regression 

coefficient (B = 0.028) and a significance 

level of p = 0.002, which is below 0.05. This 

suggests that social skill has a statistically 

significant positive effect on conflict 

management style. A unit increase in social 

skill increases conflict management style by 

0.028 units, holding other variables constant. 

However, despite statistical significance, the 

magnitude of influence is relatively weak due 

to the small coefficient value. The 

standardized beta coefficient (β = 0.087) 

further indicates a positive contribution. 

Although the table reports p = 0.002, the 

reported t-value = 0.383 appears inconsistent 

because such a small t-value would normally 

not produce significance at 0.002. This may 

indicate a typographical or data-entry error in 

the output and should be verified.  Self-

regulation has a regression coefficient (B = 

0.216) with a t-value of 2.938 and p = 0.003, 

indicating a statistically significant positive 

effect on conflict management style. This 

means that a one-unit increase in self-

regulation increases conflict management 

style by 0.216 units, controlling for other 

variables. The standardized beta coefficient (β 

= 0.670) shows that self-regulation 

contributes strongly and positively to 

predicting conflict management style. 

 

Motivation has a regression coefficient (B = 

0.099) with a t-value of 1.266 and a p-value 

of 0.206, which exceeds the threshold of 0.05. 

This indicates that motivation does not 

significantly influence conflict management 

style. Although the coefficient is positive, 

suggesting that higher motivation may 

improve conflict management style, the effect 

is statistically insignificant. Therefore, 

motivation cannot be considered an important 

predictor of conflict management style in this 

model.  Self-awareness recorded a regression 

coefficient (B = 0.171) with a significance 

level of p = 0.050. Since the p-value is equal 

to the threshold level of significance, self-

awareness may be regarded as marginally 

significant in predicting conflict management 

style. This implies that an increase in self-

awareness tends to increase conflict 

management style by 0.171 units, holding 

other variables constant. However, the 

confidence interval appears inconsistent 

because the lower bound (-0.221) and upper 

bound (0.078) cross zero, which ordinarily 

suggests non-significance. This inconsistency 

should also be rechecked in the original 

output. 

 

The findings indicate that emotional 

intelligence dimensions are statistically and 

significant contributed to conflict 

management style. Individually, empathy, 

Self-awareness and Social Skill, self-

regulation significantly contributed to conflict 
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management style positively. Motivation does 

not significantly influence conflict 

management style. These findings suggest 

that emotional intelligence contributes to 

conflict management style but that other 

factors outside the model may play a greater 

explanatory role.  It also demonstrate that 

most of the emotional intelligence metrics 

made significant relative contributions to 

conflict management preference styles among 

senior staff in selected Universities in Nigeria. 

This implies that emotional intelligence is an 

important determinant of how university 

senior staff perceived, respond to, and manage 

workplace conflicts.  Therefore, the null 

hypothesis which stated that there is no 

significant relative contribution of emotional 

intelligence metrics to conflict management 

preference styles among senior staff in 

selected Universities in Nigeria was rejected. 

The study therefore concluded that emotional 

intelligence metrics significantly contributed 

to conflict management preference styles 

among the respondents. 

 

Discussion of Findings 

 

The study examined the Assessment of the 

Influence of Emotional Intelligence on 

Conflict Management Style Preference in 

Public Universities in Nigeria and based on 

the analysis, the findings is hereby discussed 

as presented below. 

 

Emotional intelligence dimensions, including 

self-awareness, self-regulation, motivation, 

empathy, and social skills, made a statistically 

significant combined contribution to conflict 

management preference styles among senior 

staff in selected Universities in Nigeria. The 

regression model produced a statistically 

significant result (F = 8.696, p < 0.05), 

indicating that emotional intelligence 

dimensions jointly influenced conflict 

management preference styles. However, the 

explanatory power of the model remained 

relatively low (R² = 0.055), implying that 

emotional intelligence explained only 5.5% of 

variations in conflict management preference 

styles. 

 

Emotional intelligence metrics demonstrated 

significant relative contributions to conflict 

management preference styles. Specifically, 

self-regulation, self-awareness, empathy, and 

social skills significantly contributed to 

conflict management preference styles, 

whereas motivation did not show statistically 

significant influence within the regression 

model. Self-regulation emerged as one of the 

strongest predictors of constructive conflict 

management preference styles among senior 

staff.  Significant positive relationships 

existed between emotional intelligence and 

conflict management preference styles. 

Canonical correlation analysis showed 

positive associations between emotional 

intelligence dimensions and conflict 

management preference styles, particularly 

emotional awareness and emotional regulation 

variables. This suggests that emotionally 

intelligent senior staff were more likely to 

adopt collaborative, compromising, and 

constructive approaches in handling 

workplace conflict. 

 

Conclusion  

 

Based on the findings of this study, it is 

concluded that emotional intelligence is an 

important determinant of conflict 

management preference styles among senior 

staff in selected Universities in Nigeria. The 

study established that emotional intelligence 

dimensions, particularly self-awareness, self-

regulation, empathy, and social skills, 

significantly influence the manner in which 

senior staff perceive, respond to, and manage 

workplace conflict situations.  The study 

concludes that emotionally intelligent 
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individuals are more likely to adopt 

constructive conflict management strategies 

characterized by collaboration, compromise, 

interpersonal understanding, and problem-

solving approaches. Emotional intelligence 

enables senior staff to regulate emotions 

effectively, understand the emotional states of 

others, maintain productive interpersonal 

relationships, and reduce destructive reactions 

during organizational disagreements. 

 

However, the study also concludes that 

emotional intelligence alone is insufficient to 

fully explain conflict management behaviour 

among senior staff. The relatively low 

coefficient of determination observed across 

the structural and regression models indicates 

that organizational, contextual, institutional, 

and personality-related factors may 

substantially shape conflict management 

preference styles. Consequently, workplace 

conflict management within universities 

should be understood as a multidimensional 

phenomenon influenced by psychological, 

demographic, organizational, and situational 

variables. 

 

Recommendations 

 

Based on the findings and conclusions of this 

study on emotional intelligence and conflict 

management preference styles among senior 

staff in selected universities in Nigeria, the 

following are recommended: 

 

i.  University management should 

institutionalize periodic emotional 

intelligence training programmes, 

workshops, seminars, and professional 

development initiatives aimed at 

strengthening key emotional 

competencies such as self-awareness, 

self-regulation, motivation, empathy, 

social skills, emotional maturity, and 

interpersonal communication. Such 

interventions will equip senior staff 

with the capacity to effectively 

manage emotions, improve workplace 

relationships, and handle conflicts 

constructively. 

 

ii.  State universities should integrate 

emotional intelligence competencies 

into leadership development 

programmes, performance appraisal 

systems, staff orientation, mentoring 

frameworks, and management training 

initiatives. Embedding emotional 

intelligence in institutional human 

capital development strategies will 

enhance leadership effectiveness, 

teamwork, workplace cohesion, and 

conflict management outcomes. 

 

iii.  University administrators should 

create and sustain collaborative 

organizational cultures that promote 

open communication, empathy, trust, 

teamwork, emotional sensitivity, 

mutual respect, and constructive 

dialogue among staff. A positive and 

inclusive work environment will 

minimize destructive conflict 

tendencies and encourage healthy 

conflict resolution practices. 

 

iv.  Human resource departments in 

universities should incorporate 

emotional intelligence assessment and 

interpersonal competence indicators 

into recruitment, promotion, 

succession planning, and leadership 

appointment processes, particularly for 

administrative, supervisory, and 

managerial positions that require 

effective conflict management 

responsibilities. This will ensure that 

individuals occupying strategic roles 

possess the emotional capabilities 
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necessary for maintaining institutional 

harmony. 
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