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ABSTRACT 

This study examined the patterns for coping with decisional conflict in relation to 

emotional intelligence (EI) of university executives. The study‘s objectives were to 

determine the coping patterns most preferred by university executives and their 

levels of emotional intelligence, to find out relationship between the two constructs 

as well as to work out their differentials. This research used questionnaire survey 

design. The study used Melbourne Decision Making Questionnaire (MDMQ) and 

Emotional Intelligence Scale (EIS). Purposive sampling was used to select 161 

university executives from 16 universities in Dar-es-Salaam, Dodoma and Morogoro 

regions. The collected data were analyzed through descriptive and inferential 

statistics using Statistical Package for Social Sciences (SPSS) version 16. The 

findings showed that majority of university executives possessed high EI levels and 

preferred vigilance coping pattern over buckpasing, procrastination and 

hypervigilance patterns. However, there was negative relationship between vigilance 

pattern for coping with decisional conflict and high levels of emotional intelligence 

among the university executives. The study recommends replication studies to affirm 

theories in the study area.  
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CHAPTER ONE 

THE PROBLEM AND ITS CONTEXT 

 

1.0 Introduction 

With the turn of the 21
st 

century, the landscape of higher learning organizations has 

evidently changed. The institutions are facing new challenges which require reforms 

in their management and leadership styles (Mwangi, 2011). This has been caused by 

the rise of new stakeholders, globalization and the rapid pace in creation and 

utilization of new knowledge (Jowi, 2003; Mwangi, 2011). In Tanzania specifically, 

the rapid changes have been manifested through the mushrooming of 

universities/colleges from 2 in 1990/1, 13 in 2004/5 to 34 in 2010/11 and 46 in 

2011/12 (Lugabuka, 2008; Msolla, 2007). The apparently growth has been associated 

with higher students enrolment and employment of larger number of teaching and 

non-teaching staffs (university executives). The university executives are literally 

required to nurture students behavior and help them succeed in their career, raise the 

institutions standards, and improve overall campus environment. In the course of 

duties, they tend to face a lot of challenges which normally tends to force them make 

critical leadership decisions. Eddy and Murphy (1997) argued that advanced and 

improved leadership practices for higher education are needed in the 21
st
 century. 

However, according to Atwood (2012), the complexity of today‘s 

institutions/organizations designs along with the rapid rate of information flow trend, 

cause leaders to experience work overload resulting in ineffective leader decision 

making. 
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 It is widely accepted that, human beings in teams as well as individuals, are 

normally faced with decisional conflict when are in critical decision situations (Janis 

and Mann, 1977) and thus, they are clearly affected by the nature of the critical 

situation itself, the availability of information, time pressures, organizational culture, 

standard doctrine and procedures, group dynamics, training and experience (Psychol, 

2003). Having this knowledge, one could think that, with the light conditions and 

similar situations individuals would reach the same decisions. However, that has not 

been established to be the case as individuals having similar experience and training, 

operating in similar organizations and groups, with similar procedures available, 

were found to behave differently when faced with broadly similar situations 

(Psychol, 2003). This implies that, individuals do use different patterns in the process 

of decision making (Janis & Mann, 1977). According to Mann et al. (1997), 

individuals employ a combination of four decision styles or patterns for coping with 

decisional conflict. These are vigilance, hypervigilance, buckpasing and 

procrastination. In their conflict theory model of decisional conflict, Janis and Mann 

(1977) pointed out that decision making is centers upon emotion-laden decision 

conflicts and the results of these conflicts are anxiety and stress. In order to resolve 

these conflicts, an individual needs to make a series of active, complex and time 

sensitive decisions that challenges emotion and coping (Howard, 2008). With this 

understanding, it can be suggested that, moods and feelings which are a part of a 

person are very influential in decision making process (Schwarz, 1990; Schwarz & 

Clore, 1988). Similarly, Psychol (2003) assert that, individual general factors and 

particularly psychological factors play a key role in determining a person‘s approach 

to handling a critical situation.  
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Furthermore, Howard (2008) assert that, when confronted by a decisional situation 

having major relevance to their welfare, individuals usually engage themselves in 

active regulation of their emotional reactions by selecting the environment to which 

they must respond by planning, choosing, avoiding, tolerating, escaping, and 

confronting the stressors. In other words, to successful resolve decisional conflicts, 

one needs to understand and manage his/her emotions and those of others and use 

them wisely (Goleman, 1998; Schwarz, 1990; Schwarz & Clore, 1988). In so doing, 

the decision maker needs to be emotionally intelligent.  

 

Researches examining the utility of Emotional Intelligence (EI/EQ) in predicting 

effective leaders is currently gaining momentum in psychology (Goleman, 1995, 

1998a,b, 2000; Palmer et al., 2001; George, 2000; Barling et al., 2000; Watkin, 

2000; Miller, 1999). Emotionally intelligent leaders are thought to be happier and 

more committed to their organisation (Abraham, 2000), achieve greater success 

(Miller, 1999), perform better in the workplace (Goleman, 1998a,b; Watkin, 2000), 

take advantage of and use positive emotions to envision major improvements in 

organisational functioning (George, 2000), and use emotions to improve their 

decision making and instill a sense of enthusiasm, trust and co-oeration in other 

employees through interpersonal relationships (George, 2000). More specific to 

education, Milliken (1998) argued that, a good leader in higher education is the one 

who can induce change through democratic consensus and obtain good results from 

his or her collaborators while maintaining consistently high morale and a feeling of 

individual accomplishment. Further, Cherniss (2005) stated that, educational leaders 

always needed people skills, but today they need them more than ever. In fact, 
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educational leaders need to be more emotionally intelligent (Cherniss & Goleman, 

2001). 

 

1.1 Background to the Problem     

There has been scarce information on patterns for coping with decisional conflict in 

relation to emotional intelligence of leaders in higher learning institutions (university 

executives) all over the World (George, 2000). The matter is particularly similar to 

Africa and Tanzania specifically. Most of the studies conducted on patterns for 

coping with decision making and emotional intelligence have been concentrated on 

non-educational institutions or organizations settings (Cacioppo etal., (2003), Bar-On 

& Handley (1999), Cherniss (2000), Cherniss & Adler (2000), Cooper and Sawaf 

(1997), Goleman (1998a & 1998b), Goleman, Boyatzis, & McKee (2001), 

McClelland, 1998). In educational settings, majority of the studies in EI have been 

on students well being, behaviour modification and intervention with students 

lacking social and personal skills. In U.S.A, programs have bee established through 

curricula in primary and secondary schools in order to develop emotional 

intelligence skills among students (K-12 and K-16). According to Goleman, (2001), 

programs that include EQ components within higher education are scarce. A few 

studies conducted in higher learning settings, has centered on campus well being, 

students organization, career choice, GPA as well as the influence of characters such 

as culture, age and sex, coursework, educational administration and leadership, 

leaders effectiveness, job performance and success (Goleman 1995 & 1996; Mayer et 

al. 2000; Wong & Law 2002; Cherniss, 1998; Jaeger, 2001; Scheusner, 2002). 

However, educational organizations or institutions especially universities and/or 
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colleges (the higher learning), are of vital importance to the development of a 

country acting as the source of labour force manufacturer. To that accord, it is 

similarly important to understand how decisions are made and the influence of 

emotions in decision making process of the people primarily leading them.  

The Tanzanian higher education environment is currently under turmoil. This has 

been a result of abrupt increase in the number of universities and colleges following 

the government allowing private sector to act in the field (URT, 2005). In an attempt 

to curb up this problem, the government has established an organ called Tanzania 

Commission for Universities (TCU) to oversee and set standards to be followed by 

all higher learning institutions operating in the country (URT, 2005). The increase of 

universities/colleges has been associated with employment of larger number of 

individuals as both teaching and non-teaching staffs to run these institutions. 

Usually, while executing their jobs, university executives tend to face numerous 

challenges in academic, professional and/or social arena.  

 

According to Marshall et al., (2000), universities are facing numerous challenges 

stimulated by a variety of social, political, economic, and technological forces which 

are evident in the larger and more diverse student population. Further, universities 

encounter challenges due to new research and teaching methods, larger and more 

competitive arenas of operation, a larger range of academic programs and increased 

selectivity and concentration of research activity (Marshall et al., 2000). Apparently, 

university executives deal with multiple stakeholders such as students, 

administrators, board of trustees, and the community (ibid). These stakeholders are 

difficult to manage as they have mostly and frequently conflicting goals; and that the 



6 
 

executives do not always have the power to directly and effectively control all these 

stakeholders if any at all. Yet university executives are also leaders of their 

institutions that need to stay financially healthy if they are to survive, while 

maintaining their academic standards, integrity, and institutional reputation (ibid). In 

the course of dealing with the challenges brought from multiple angles and 

stakeholders, university executives need to make important and sound decisions 

since decisions they make are usually linked with the success and/or failure of them 

personally and the institutions they work in (Yuki, 1994). In line with that, Alqarine 

(2003) asserts that, decisions shape our lives regardless of whether they were made 

consciously or unconsciously with good or bad consequences, and they are 

fundamental tools we use in facing the opportunities, the challenges and the 

uncertainties of life. Similarly, Hammond (1999) explains that our success in all the 

roles we play reflects upon the decisions we make.  

 

According to Tack (1991), in order to be effective, university executives need to 

have a set of clear, positive, and rationally defensible values that they understand and 

rely upon when making decisions. They need to have courage to focus on quality in 

everything they do, take calculated risks to capitalize on new opportunities and they 

must be able to balance the competing demands of their work and their personal 

lives. In concurrence with that, Hon-Tat et al., (2011) asserts that, not only managers 

and owners of businesses profess to possess competencies (self motivation, self 

consciousness, self control, self awareness, empathy and social skills) in decision 

making, but also academicians are in greater need for these competencies. These 

qualities for higher education leaders as put forth by Tack (1991) and Hon-Tat et al, 
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(2011) exemplify most aspects of what Goleman (1998a; 1999 & 2000) called 

―emotional intelligence.‖  

Previously, theoretical and empirical studies of leadership as highlighted by George 

(2000) didn‘t concentrate on Emotional Intelligence (EI), rather, they examined 

leaders‘ characters and what they were seen doing as well as the way they make their 

decisions. However, with the publication of Goleman (1995) book, the majority of 

research on leadership has identified the effect of leaders‘ emotions on their work 

and subordinates, and in generally the role emotions assumes in leadership. George 

(2000) suggests that emotional intelligence plays an important role in leadership 

effectiveness and proposes that the ability to understand and manage moods and 

emotions in oneself and in others theoretically contributes to the effectiveness of 

leaders. Emotional intelligence enhances leaders‘ ability to solve problems and to 

address issues and opportunities facing them and their organization. Specifically, 

George (2000) proposes that leaders high on emotional intelligence will be able to 

use positive emotions to envision major improvements to the functioning of an 

organization. She further suggests that a leader high in emotional intelligence is able 

to accurately appraise how their followers feel and use this information to influence 

their subordinates‘ emotions, so that they are receptive and supportive of the goals 

and objectives of the organization.  

 

Moreover, Schwartz (1990) assert that leaders within the conceptualisation of high 

emotional intelligence are able to improve decision making via their knowledge and 

management of emotions, can accurately recognize emotions, determine whether the 

emotion is linked to opportunities or problems and thus use those emotions in the 
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process of decision making. Furthermore, there is evidence that emotionally 

intelligent individuals do posses ‗high organization commitment, high success rate 

and can positively use emotions to enhance their decision making capability (Miller, 

1999; Abraham, 2000). 

 

1.2 Statement of the Problem 

Although there is substantial research effort directed on leadership and emotional 

intelligence as separate constructs, there is limited research conducted on the 

relationship and/or linkage between leadership patterns for coping with decision 

conflict and emotional intelligence (Chan, 2002). However, some studies have hinted 

that individuals personal characteristics and emotions are influential in choosing the 

patterns for coping with decisional conflict (Jenis & Mann, 1977; Howard, 2008; 

Andrade & Ariely, 2009). In dealing with decision making process individuals use 

array of patterns or styles (Janis & Mann, 1977; Mann et al. 1997). The pattern one 

chooses reflects his/her personal character or habit and influences the quality of the 

decision made (Mann, et al. 1997).  

A number of patterns have been put forth by different researchers such as rational 

problem solving (seeking out more information, analysing the problem, and making 

an effective plan) and a host of maladaptive strategies such as avoidance, wishful 

thinking, fatalism, and hopelessness, monitoring and blunting, extraversion-

introversion; sensation-intuition; thinking-feeling; judging-perceiving, analytic and 

heuristic, vigilance, hypervigilance, buckpasing and procrastination(Scott and Bruce, 

1995; Huysmam, 1970; Rogers, 1983, Miller, 1987, Jenis & Mann, 1977; Mann et al. 

1997). 
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 On the other hand, emotional intelligence has been identified as an essential 

component to successful leadership (Bar-On, 2002; Cherniss, 2010; Goleman, 1998). 

In fact, by some reports, EI accounts for around 90% of leader success (Anand & 

UdayaSuriyan, 2010; Goleman, 1998). Specific to university executives, there is a 

view that EI is an essential component of higher learning institutions leadership 

following many of today‘s challenges facing them (Tack, 1991; Goldman, 1998a, 

1999, & 2000)   

 

Based on the fact about the existence of different patterns for coping with decisional 

conflict and evidences supporting the importance of emotional intelligence in 

decision making while keeping in mind its existing gap in literature, the current 

research is set to assess the pattern for coping with decisional conflict in relation to 

emotional intelligence of university executives.  

 

1.3 Purpose of the Study 

The purpose of this study was to explore patterns for coping with decisional conflicts 

in relation to emotional intelligence of university executives.  

 

1.4 Objectives of the Study 

The objectives of the study were; 

1. To investigate patterns for coping with decisional conflict and emotional 

intelligence levels of university executives. 

2. To examine relationships between the patterns for coping with decisional 

conflict and emotional intelligence levels of university executives. 
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3. To find out the differences between the patterns for coping with decisional 

conflict and different levels of emotional intelligence of university executives.  

1.5 Research Questions 

Considering the research problem, objectives and theoretical background of the 

study, the following research questions were developed to guide the inquiry. 

 

Research Questions relating to Objective No. 1 

1. Which patterns for coping with decisional conflict are mostly preferred by 

university executives?  

2. Which emotional intelligence level does prevail mostly across the university 

executives? 

Research Question relating to Objective No. 2 

1. Which patterns for coping with decisional conflict do significantly relate to 

emotional intelligence of university executives? 

Research Question relating to Objective No. 3 

1. How do patterns for coping with decisional conflict of university executives 

vary with their differences in emotional intelligence? 

 

1.6 Hypotheses of the Study 

The following hypotheses were set to guide the study. 

1. Significant number of university executives would prefer vigilant pattern for 

coping with decisional conflict over other patterns (hypervigilance, 

buckpassing and procrastination). 

2. Significant number of university executives would depict high levels of 
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emotional intelligence. 

3. There would be a significant positive relationship between the patterns for 

coping with decisional conflict and emotional intelligence levels of university 

executives. 

4. University executives with higher level of emotion intelligence will be found 

to prefer the relatively best pattern (vigilance) for coping with decisional 

conflict in comparison to the executives with lower level of emotional 

intelligence. 

5. University executives with higher level of emotion intelligence will be found 

to prefer the relatively best pattern (vigilance) for coping with decisional 

conflict in comparison to the executives with moderate level of emotional 

intelligence.  

 

1.7 Significance of the Study 

The findings and recommendations of this study can be used as working tool for 

psychologists as well as guidance and counseling professionals in their works at all 

levels of education and consequently motivate them to exploit these construct 

further.  

 

1.8 Scope and Delimitation of the Study  

This study was confined to the higher learning institutions, specifically universities. 

The research focused on decision making and emotional intelligence constructs, 

factors affecting or influencing leaders‘ decision making, patterns for coping with 
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decisional conflict, leadership and emotional intelligence as well as leaders‘ decision 

making and emotional intelligence. The study was done on selected universities in 

Dodoma and Morogoro municipalities as well as the Dar-es-Salaam municipalities of 

Ilala, Kinondoni and Temeke. 

 

1.9 Limitations of the Study 

The researcher encountered some limitations during the data collection process. The 

obstacles were centered mainly in the process of accessing the informants in some 

universities. It was particularly difficult to approach some informants because of 

their busy schedules. Some of them gave promises, but failed to fulfill them. This 

made the researcher rearrange and prolong the timetable for data collection way 

beyond the selected time. 

University executives were potentially experienced researchers with vast 

experiences, expertise and varying perspectives. Therefore, alongside the responses 

they contributed constructive ideas on various aspect of the study. However, some 

went to the length of turning from respondents to sorts/roles of supervisors enforcing 

their ideas to be included before they could give their responses and some were 

skeptical thinking possibly a researcher was sent by university management to spy on 

them. This resulted in an unnecessary wastage of the already constrained study time.     

 

1.10 Definition of Operational Terms 

Pattern(s): Soaner and Stevenson (2004) define pattern(s) as an arrangement or 

sequence regularly found in comparable objects or event. Or a regular form or 

sequence discernible in the way in which something happen or is done. Janis and 
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Mann (1977) defines patterns as different styles or strategies an individual uses in the 

decision making process. In the current study, patterns denote four different 

styles/strategies used by university excutives in making decisions. These are 

vigilance, hypervigilance, buckpassing and procrastination. 

* The words strategies and styles have been interchangeably used with patterns in 

this study* 

Coping: The term coping emanate from the word ‗cope‘ which means to deal 

effectively with something difficult (Soaner and Stevenson (2004). Miller, (1989) 

defines coping as the ability to analyze and measure responses to everyday 

frustrations and hassles. Or it is the ability to manage and/or overcome threat and 

stress influenced by risk, ambiguity, Anxiety and loss an individual experiences 

during the process of decision making (Janis and Mann, 1977). In this study, coping 

was considered as the ability to analyze, measure and manage stresses a university 

executive experiences during the decision making process. 

 

Decision:  Soaner and Stevenson (2004) define decision as conclusion or resolution 

reached after consideration. The word decision originates from Latin word ‗decidere‘ 

meaning come to or bring to a resolution in mind as a result of consideration; give 

judgment concerning  a matter or legal case; resolve or settle an issue or contest. 

Rowe, Boulgarides, and McGrath, (1984) define decision as an answer to some 

question or a choice between two or more alternatives.  At a very fundamental level, 

decision is the ability to make choices within a pool of alternatives (Hammond, 

1999). In this study, decision was operationally conceptualized as the conclusions or 
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resolutions usually reached by university executives after consideration of a number 

of alternatives available in given situations. 

 

Conflict: Soaner and Stevenson (2004) defines conflict as a serious disagreement or 

argument; a prolonged arm struggle, or an incompatibility between opinions, 

principles etc. The word is derived from a Latin word ‗confligere‘ where by ‗con‘ 

mean ‗together‘ and ‗fligere‘ mean to ‗strike‘, thus, meaning strike together, fight. 

Janis and Mann, (1977) define conflict as internal struggle within an individual. It is 

an intrapersonal struggle which engender a certain degree of stress.  

 

Decisional Conflict: Decisional conflict is the uncertainty about which course of 

action to take when choice among competing options involves risk, loss, regret, or 

challenge to personal life values (North American Nursing Diagnoses, 2004). 

O'Conner (1995) asserts that anxiety, uncertainty, knowledge deficits, and difficulty 

coping often coexist with decisional conflict. In this study, decisional conflict is a 

reported struggle that engenders a degree of stress caused by opposing forces 

operating within a respondent in the process of choosing the best within the pool of 

alternatives in solving a decisional situation. 

 

Emotion(s): Soaner and Stevenson (2004) defines emotion as strong feeling, such as 

joy, anger, or sadness; instinctive or intuitive feeling as distinguished from reasoning 

or knowledge. 
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Intelligence: Soaner and Stevenson (2004) defines intelligence as the ability to 

acquire and apply knowledge and skills. 

 Weschler, (1958) defined intelligence as ―the aggregate or global capacity of the 

individual to act purposefully, to think rationally, and to deal effectively with his 

environment. 

 

Emotional Intelligence: Goleman, (1995) defined emotional intelligence as abilities 

to know, manage one‘s own emotions, recognize them in others and handle 

relationships. Salovey and Mayer (1997) defined emotional intelligence  as the 

ability to perceive accurately, the appraisal and expression of emotions, the ability to 

access and /or generate feelings when they facilitate thought; and the ability to 

understand emotion and emotional knowledge; and ability to regulate emotions to 

promote interpersonal and intellectual growth. In this study, emotional intelligence 

was regarded as a multifactorial construct where emotional, personal and social 

competencies converge and determine the modalities through which individual 

respondents relate with themselves and with others and that support them in coping 

effectively with environmental demands and pressures, presented by ten factors. The 

factors were Self-awareness, Empathy, Self-motivation, Emotional stability, 

Managing relations, Integrity, Self-development, Value orientation, Commitment 

and Altruistic behavior.  

 

University: Soaner and Stevenson (2004) defines university as a high level 

educational institution in which students study for degree and academic research is 

done.  
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Executive (s): The oxford dictionary defines executive as having the power to 

execute plans or actions; a person with senior responsibility in business.  

 

University Executive(s): refer to a person having obligations and power to execute 

plans or actions employed by the university. In this study, university executives were 

regarded as individual respondents employed and holding important positions in the 

university responsible for executing plans, actions and making decisions. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This chapter presents an overview of the literature related to the study. It is divided 

into five major sections. The sections are based on themes namely theoretical 

framework, critical review of the literature relevant to the study, synthesis and 

knowledge gap in the literature, conceptual framework and the chapter summary. 

 

2.1 Theoretical Framework 

Theoretical framework is conceptualized as a way of looking at the world and 

making sense of it, understanding how we know and what we know. It guides 

researchers in formulating their research; determining what kinds of investigations 

are appropriate; and shaping their analysis (Crotty, 1998; Goel, 2004). This study 

was mainly guided by two theories, namely Conflict Theory Model of Decision 

Making (CTM) and Emotional-Social Intelligence theory (ESI). 

 

2.1.1 The Conflict Theory Model of Decision Making 

The Conflict Theory Model of Decision Making (CTM) was propounded by Janis 

and Mann (1977) and modified by Mann et al. (1997). It based on the key 

assumption that an individual is reluctant in making decisions when faced with a life-

altering situation thus, produces a decision dilemma. Being in this situation a person 

is jeer at by doubts, inappropriate desires, worries and stress. The stress an individual 

experiences during the process of decision making is generally and strongly 

associated with the decision makers uncertainty, level of the knowledge of the risk 
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and loss associated with the decision to be made. To overcome this he/she seeks 

relief by procrastinating, rationalizing, or denying responsibility for choosing 

alternatives (Howard, 2008, Mann et al. 1977). Furthermore, in order to cope with 

stress (brought by decisional conflict), decision makers must use three specific 

criteria to effectively cope with the stressors during the process of choosing an 

alternative (Janis & Mann, 1977). These criteria are the following; carefully 

weighing the negative and positive outcomes, searching for relevant information 

about choice alternatives, and executing the chosen course of action, with special 

attention to identifying contingency plans that may be required if unknown risks turn 

up. 

 

Howard (2008) using Jenis and Mann, (1977) asserts that CTM assume that in 

coping with the stress of a choice dilemma the individual uses a combination of five 

coping patterns during the process of trying to resolve the decisional conflict which 

were later revised and remain four by Mann et al. (1997). The patterns can involve 

different coping strategies; one, the state of unconflicted adherence/procrastination 

follows an individual's evaluation that the risks for not making a choice are 

negligible. Because little or no stress has been generated, the individual emotionally 

detaches from the situation rather than becoming more vigilant about assessing 

available options. Two, when an individual believes the risks for choosing or not 

choosing an alternative are both serious and further believes that prospects for 

finding a good solution are unrealistic, defensive avoidance/buck-passing may be 

used (e.g., denial that a problem exists). Three, when the risks for choosing or not 

choosing an option are perceived by an individual as time restricted, hypervigilance 
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or panic ensues. Although a good solution may exist, the individual believes there is 

insufficient time to find it. Decisional conflict is high and an alternative choice is 

hastily selected without careful consideration of all possible consequences. Four, 

when an individual believes that the risks for choosing or not choosing are serious 

and that there is hope for and sufficient time to find a satisfactory solution, an 

individual's use vigilant coping, such as planful problem solving (in contrast to the 

first three coping patterns), often will result in more careful consideration of choices 

and less stress (Mann et al. 1977). 

 

2.1.2 Emotional-Social Intelligence (ESI) Theory 

Bar-On‘s (1997, 2002) theory, conceptualized emotional intelligence as a 

multifactorial construct where emotional, personal and social competencies converge 

and determine the modalities through which individuals relate with themselves and 

with others and that support them in coping effectively with environmental demands 

and pressures. In the year 2000, Bar-On defined emotional intelligence in terms of an 

array of emotional and social knowledge and abilities that influence our overall 

ability to effectively relate with environmental demands. This array includes: 

(1) Intra-Personal Skills-the ability to be aware, understand, and to express              

oneself. It concerns: self-regard, emotional self-awareness, assertiveness, 

independence and self-actualization, 

(2) Inter-Personal Skills-the ability to be aware, understand, and to relate to 

others. It concerns: empathy, social responsibility and interpersonal 

relationships, 
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(3) Stress Management-the ability to deal with strong emotions and control 

one‘s impulses, 

(4) Adaptability-the ability to adapt to change and to solve problems of a 

personal or a social nature. It concerns: reality testing, flexibility and 

problem-solving, and 

(5) General Mode-the ability to look at the brighter side of life to enjoy oneself 

and others. It includes: optimism and happiness. 

The above models indicate that they are more self-centered and greater emphasis is 

placed on harnesssing others‘ emotions for one‘s own benefit. In this sense, 

emotional intelligence has been visualized more as ability, or a mental skill to be 

distinguished from characteristic way of behaving (traits) and non-intellectual 

abilities (talents).  

 

2.2 Applicability of the Conflict Theory Model of Decision Making and 

Emotional Social-Intelligence to this Study 

The Conflict theory Model of Decision Making acknowledges the presence of 

different patterns/styles or strategies employed by individuals when encounter 

decisional conflict. According to Howard (2008) the presence or absence of three 

antecedent conditions determines which decisional conflict pattern the subject 

chooses to follow: (1) awareness of a serious risk if nothing is done, (2) hope of 

finding a better alternative and (3) belief that there is enough time to learn about and 

assess the situation and choose the best alternative. Thus, depending on the 

decisional situation and the meaning attached to decisional conflict, decision maker 
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can resolve into procrastination, buck-passing, hypervigilance and/or vigilance 

coping patterns (Mann, et al. 1997).  

 

 This theory was more pertinent to this study because university executives are 

constantly faced with decisional conflict and stressful situations while dealing with 

both academic and non academic issues within and outside the university. Having 

array of alternatives to make a choice upon, the choices they make determine their 

success and/or failure. By analyzing all the options available and assessing the 

outcome of each alternative they can be able to make sound decisions which are of 

pivotal to the wellbeing of all stakeholders within the university.  

 

Further, as previously explained decision making is centers upon emotion-laden 

decision conflict which results into anxiety and stress (Janis and Mann, 1977). To 

resolve the anxiety and stress, a person has to manage his/her emotions (Howard, 

2008).  To that accord, Emotional-Social Intelligence Theory which is composed of a 

number of intrapersonal and interpersonal competencies that combine to determine 

effective human behavior (Bar-On, 1988, 1997b, 2000), has been applied  in this 

study. This is because university executives normally deal with a number of issues 

and personnel in the universities as mentioned earlier, so it is very important for 

them to be aware of their emotions and that of others in order to make proper 

decisions and not allowing emotions to interfere with their duties. To that regard, 

they literally need to effectively understand and express themselves, to understand 

and relate well with others, and to successfully cope with daily demands, challenges 

and pressures. Bar-On, (2006) asserts that, being emotionally and socially intelligent 
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means to effectively manage personal, social and environmental change by 

realistically and flexibly coping with the immediate situation, solving problems and 

making decisions. Thus, by understanding and managing their emotions university 

executives can beneficially be able to make the emotions work for them and not 

against them during decision making process. 

 

2.3 Critical Review of the literature 

A short review of some important studies relevant to patterns for coping with 

decisional conflict and emotional intelligence is presented here. The review was 

made on three broad categories of sub-themes: decision making, emotional 

intelligence and the relationships between leaders and their emotional intelligence. 

 

2.3.1 Decision Making  

Under this category the review was made on Historical development of Decision 

making construct, Other Theories/Models of Decision Making, patterns for coping 

with decisional situation and factors influencing or affecting leaders decision 

making. 

 

2.3.1.1 Historical Development of Decision Making Construct 

The study of decision making and decision making styles had been studied over the 

last century. Most psychology researches of the 1940s and 1950s, studied decision 

making constructs under the topics of cognition and leadership. The focus turned to 

individual decision making and decision making styles they employ in the 1960s. 

According to Arroba, 1977; Harren, 1979; Mann et al. 1997; Scott and Bruce (1995) 
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there was a gradual shift from economic and probabilistic decision making models to 

decision maker characteristics in recent decades. Thus, the early normative models 

that characterized the study of decision-making processes (Edwards, 1954; Luce & 

Raiffa, 1957; Von Winterfeldt & Edwards, 1986; Von Neumann &Morgenstern, 

1947) have gradually been replaced by research on how the problem and the 

situation influence decision-making (Kleindorfer et al. 1993; Payne, Bettman, and 

Jhonson, 1993). Following previous works conducted in the area of cognitive 

psychology, Driver and Streufert (1969) developed a style model that examined 

individual abilities in problem solving and information processing. However, most of 

literature regarding decision making styles is based on the work of a Swiss 

psychiatrist Carl Jung and his theory of personalities. Jung (1923) developed his 

theory of personality in the early 1900s. His theory was based on the belief that 

individual behavior affects the way one thinks, perceives, and evaluates the world 

(Jung, 1923). According to Martin, (1997), Jung‘s approach to personality typing 

was derived from theories regarding the way individuals perceive and judge their 

surroundings. A large part of decision theory stermed from this empirical work.    

 

In the 1920s, using Jung‘s theories as a foundation, Myers and Briggs (1969) 

developed a ―type indicator‖ (Rowe & Mason, 1987). The Myers-Briggs Type 

Indicator (MBTI) was designed to evaluate psychological types and measure 

individual preferences (ibid). In the mid 1950s and early 1960s, a new paradigm in 

psychology began to discuss the connection between cognition (how one thinks, 

learns, and perceives) and personality (Sternberg, 2001). Such efforts led to a new 

school of thought in cognitive psychology, designed to look at ―stylistic constructs,‖ 
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which were said to be psychologically based, individualistic, and unchanging 

(Sternburg & Li-Fang, 2001).  

  

 Krumboltz and Hamel (1977) believed that decision making was a series of steps, 

whereby one defines, creates, examines, and acts upon collected or gathered 

information. Weiss (1983) claimed that, decision making refers to a function of one‘s 

information, ideology and personal interest.  On the other hand,  Rowe, Boulgarides 

and McGrath (1984) suggested that the decision making process includes elements of 

evaluating the merit of each decision and for that, they introduced a five stage 

process for decision making: 1) defining a problem, 2) finding and analyzing 

solutions, 3) implementing the decision, 4) achieving the results, and 5) managing 

the consequences. Moreover, Phillips (1997) supports these ideas, but rearranged the 

order of the stages to the following: 1) identifying all existing alternatives, 2) valuing 

the alternatives according to preferences and potential outcomes, 3) assembling the 

information, 4) choosing between preferences and outcomes, and 5) selecting the 

most favorable alternative. Again, Rowe and Mason (1987) referred decision making 

in terms of five key cognitive processes: 1) the stimuli, that which arouses the 

decision maker; 2) the response, the manner in which one‘s respond to stimulus; 3) 

the reflection, how one thinks about the problem; 4) the implementation, how one 

implements and execute the decision; and 5) the evaluation, determining the 

effectiveness of the decision on desired goals. 

Other researchers such as Stueart and Moran (1993) believed that decision making is 

a more personal experience. They argued that decision making is based upon 

individual‘s experience, experimentation and research. On their part, Petrides and 
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Guiney (2002) believe that decision making is an influential process by which one‘s 

values and beliefs are fundamental to the decision making process. These researchers 

along with others recognize decision making as a cognitive process. 

 

2.3.1.2 Models of Decision Making  

Apart from Janis and Mann (1977) Conflict Theory Model of Decision Making 

(CTM), which was modified by Mann et al. (1997), there exist many other theories 

or models explaining the construct of Decision Making. The models are discussed 

under three sub-themes of; 

 Motivational Processes  

 Cognitive Styles  Models  

 Personality Dimensions and Traits  

 

2.3.1.3 Motivational Processes 

Motivational processes theories deal with the things which motivates individual in 

decision making, more specifically on the motives behind the choice been made. 

Individuals can be positively or negatively motivated, and this affects their decisions. 

Stresses and anxiety resulted from the feeling that decision out come would be bad 

and lower self-esteem or good and rise it are very important aspect considered during 

decision making process (Lazarus & Folkman, 1984; Larrick (1993).    

Larrick (1993) points to several motivational and emotional consequences of making 

a decision, including feelings that stem from learning that a decision has turned out 

poorly, such as failure, regret, and disappointment, feelings that arise from publicly 
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made decisions, such as embarrassment and pride, and feelings that arise from how 

outcomes are distributed among people, such as envy and gloating. Larrick (993) 

further argues that, important motivational factors are typically ignored or under- 

emphasized in the standard cognitive and economic models of decision making 

under risk (ibid). Larrick maintains that people focus on two goals when they make 

decisions. One goal is to maximize their expected outcomes; the other is to maintain 

a positive self-image. Motivational forces to protect self- image, i.e., one's 

competence and self-esteem as a decision maker, lead to more defensive behaviour 

as the threat from a situation increases, or as the person's ability to maintain a sense 

of competency decreases.  

On the other hand, Lazarus and Folkman (1984) distinguish between problem-

focused strategies (aimed at modifying the source of stress) and emotion-focused 

strategies (efforts to regulate emotions, for example by alleviating the fear and 

anxiety aroused by the stressor). A problem-solving strategy, in which the person 

makes a plan of action and follows it, posits a decision maker who clarifies 

objectives, considers alternatives, evaluates consequences, and thinks through how to 

implement chosen options. Emotion-focused strategies, such as denial and distancing 

to reduce the worry, posit a decision maker who shifting responsibility to someone 

else, or constructing wishful rationalizations to bolster the least objectionable 

alternative. 

 

Similarly, Rogers's (1983) protection-motivation theory distinguishes between 

adaptive coping strategies, such as rational problem solving (seeking out more 

information, analysing the problem, and making an effective plan) and a host of 
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maladaptive strategies such as avoidance (attempts to evade or deny the threat), 

wishful thinking (resort to unrealistic solutions), fatalism (complacency and 

resignation in the face of danger), and hopelessness (feelings of uselessness). 

Further, Miller (1987) describes and measures responses for coping with threat on 

two dimensions of monitoring and blunting. Monitoring is about information-

seeking; people are classified as high or low monitors (information seekers). 

Blunting is about turning away from threatening cues; again, people can be classified 

as high or low blunters. According to Miller (987), information avoidance and 

blunting can be adaptive in protecting the person from everyday stress. 

Generally, individuals are positively motivated to make decision in order to 

successfully respond to everyday frustrations and hassles. Accordingly, are 

negatively motivated with decisions resulting into reducing self esteem and general 

wellbeing. In addition, when dealing with negative events and outcomes individual 

need to be constructive thinkers (Rogers, 1983; Miller, 1987).  

 

2.3.1.4 Cognitive Styles 

The growing field of cognitive psychology has prompt a strong interest in different 

cognitive styles associated with attention to information, processing of information, 

and evaluation of information as well as coping patterns relate to strategies for 

dealing with threat and stress, cognitive style pertains to modes of encoding and 

processing information. Many of the constructs developed under the rubric of 

cognitive style belong to a dimension that contrasts openness versus closedness to 

new information and alternative possibilities. Examples of these constructs include 
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intolerance of ambiguity, cognitive complexity, need for cognition, and need for 

cognitive closure. 

The concept of intolerance of ambiguity was first discussed by Frenkel-Brunswick 

(1949) and the construct was measured by Eysenck (1954). Bieri (1966) described 

and measured cognitive complexity, the capacity to interpret problems in a 

multidimensional way and use a greater number of dimensions in making judgments. 

Cacioppo and Petty (1982) postulated a need for cognition, the extent to which the 

person engages in and enjoys thinking. According to Verplanken, (1993) people with 

high need for cognition tend to process information in a more elaborate manner and 

tend to expend greater effort in working on decision tasks. 

Johnson, Corscarelli, and Johnson (1982) developed a Decision Making Inventory 

(DMI) which measures two types of information-gathering styles of spontaneous 

(intuitive trial and error) and systematic (careful weighing and evaluation of options)  

as well as two types of information-analyzing style of internal (using one's own ideas 

as a referent) and external (considering the opinions of others as a referent).  

 

2. 3.1.5 Personality Dimensions and Traits 

The Myers and Briggs Type Indicator (MBTI) is a model that divides people into 16 

personality types, based on their scores on four scales: extraversion-introversion; 

sensation-intuition; thinking-feeling; judging-perceiving (Myers, 1962). One of the 

dimensions, sensing and/or intuition, pertains to how information is gathered; 

another dimension, thinking and/or feeling, pertains to how decisions are made. For 

example, the sensing type gathers information through the senses, whereas the 

intuitive type gathers information through the unconscious, through hunches, and 
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possibilities (ibid). Again, the thinking type decides by process of logic and 

impersonal objective analysis, whereas the feeling type decides on the basis of 

personal values and subjective impressions. There is an obvious appeal to a simple 

classification of information-gathering and decision-making style linked to a theory 

of personality (ibid). However, the psychometric validity of the MBTI and similar 

measures based on Jungian personality theory (e.g. Nutt, 1989) is unresolved. There 

are doubts about the value of the MBTI for predicting decision- making performance 

(Ruble and Cosier, 1990), although Davis, Grove, and Knowles (1990) report that 

sensing types performed more efficiently than intuiting types on a series of decision 

tasks. 

 

Rowe and Mason (1987) postulate a model of decision style based on two 

dimensions, the first relating to the person's tolerance for ambiguity, the second to 

his or her value orientation of human/social concerns versus task/technical concerns. 

The model describes four basic decision styles, as measured by the Decision Style 

Inventory the Analytical, the Conceptual, the Directive and the Behavioural. 

Analyticals and conceptuals have high tolerance for ambiguity, whereas directives 

and behaviourals have low tolerance (ibid). The analytical and conceptual styles are 

most prevalent in the general population and among senior executives.  

Several researchers have taken the approach of identifying particular personality 

traits related to specific decision behaviours. Autonomy-dependence is a personality 

dimension that is related to tolerance for delay and other aspects of decision making 

style (Brim et al. 1962). It has been found out that dependent individuals considered 

fewer outcomes when evaluating alternatives and were less consistent in their 
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preference (ibid). According to Brim et al., (1962) it is expected that decision makers 

with dependent personalities to be habitual practitioners of defensive avoidance 

(buck-passing). Other cognitive-personality traits associated with decision style 

include locus of control (Rotter, 1966), optimism/pessimism (Scheier & Carver, 

1985), anxiety (Spielberger, Gorsuch, & Lushene, 1974), and self-efficacy (Bandura, 

1982). 

 

Lopes (1987) offered a two-factor theory of risky choice that is identified as a 

motivational approach to decision making but is based on a personality dimension. 

She draws a contrast between people who have a need for security (i.e. are risk 

averse) and those who are motivated to seek or exploit potential (i.e. risk seekers). 

Risk-averse individuals pay most attention to the worst outcomes in a distribution of 

alternative possibilities, whereas risk-seeking individuals focus on the best outcomes. 

A second factor, level of aspiration, is a situational variable that reflects 

opportunities (`what can I get?') and con- straints (`what do I need?'). Lopes (1987), 

speculates that the personality (security/potential) factor interacts with the situational 

(aspiration level) factor in making risky choices. She postulates that security-

motivated people tend to set more modest aspiration levels than potential-motivated 

ones. Larrick (1993) pointed out that Lopes' (1987) model was not a comprehensive 

enough motivation theory of decision making because of its narrow or limited 

personality mechanism. According to Schnieder and Lopes (1986), the classification 

of people as risk averse or risk seeking is also narrow, based on selection of people 

who fill out a brief questionnaire asking for their preference in five choice pairs 

containing a positive two-outcome gamble and a sure-thing of equal expected value. 



31 
 

The security/potential personality factor is of limited status as long as it is measured 

and applied narrowly in the domain of risky choices. 

 

Beattie et al., (1994) defined the construct of `decision attitude', the propensity to 

make (or avoid making) decisions. Decision attitude entails a preference to make 

decisions even if the decision leads to the same outcome that would have been 

offered anyway (decision seeking) or a preference to obtain the better of two options 

through fiat (decision aversion).  

 

Inevitably, the presence of different models/theories on decision making has 

necessitated the presence of different patterns/style individuals employs when faced 

with decisional situation.  

 

2.4 Patterns for Coping with Decisional Conflict (Decision-Making Styles) 

According to Oliveira and Arnaldo (2007decision theories had used several 

established concepts and models which exert significant influence over almost all the 

biological, cognitive and social sciences.  This fact has insured the presence of many 

empirical studies over the subject which in turn influences the existence of different 

types of decisional styles (Arroba, 1977; Harren, 1979; Janis & Mann, 1977; Jepsen, 

1974; Mann et al., 1997; Scott a& Bruce, 1995).  

 

The concept of decisional style, proposed in the literature by Harren (1979) and 

developed in further research by Scott and Bruce (1995), has gained recent interest as 
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a way of understanding the value of varied approaches to decision making as a 

function of the decision-making context. 

The model proposed by Scott and Bruce (1995) identifies five decisional styles in 

behavioural terms: the rational style, characterized by extensive information research 

and a systematic evaluation of identified alternatives; the intuitive style, 

characterized by confidence in one‘s own intuition and feelings; the dependent style, 

characterized by seeking the advice and opinions of others before deciding; the 

avoidant style, characterized by an attempt to avoid decision-making as far as 

possible; the spontaneous style, characterized by immediate intuition and the desire 

to reach a decision as quickly as possible. 

Similarly, Huysman (1970) proposed two patterns that of analytic and heuristic, 

which identified unique ways of reasoning. Accordingly, individual decision makers 

fall under the two patterns thus, there are Analytical individuals and Heuristic 

individuals. Analytical individuals reduce problems to a set of underlying 

relationships; these relationships are frequently in the form of an explicit model used 

to choose alternative courses of action. Heuristic decision makers were thought to 

emphasize pragmatic solutions, often identified by recalling a solution to an 

analogous problem. Common sense and intuition play an important role for the 

heuristic decision makers. Huysman found that the acceptance and usage of 

management science reports was influenced by cognitive style.  

 

Further, McKeeney and Keen (1974) suggested a model that emphasized modes of 

gathering information and evaluation. The information element has perceptive and 
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receptive modes of information acquisition. The perceptive individual utilizes 

concepts such as relationships to search for filter data, whereas the receptive 

individual focuses more on detail. The evaluation part of McKeeney and Keen‘s 

(1974) model identify decision makers as either intuitive or systematic. The levels of 

these two dimensions produce four characteristic decision styles called ―systematic-

perceptive‖, ―systematic-receptive,‖ ―intuitive-perceptive,‖ and ‖ intuitive-receptive‖ 

(ibid).  

 

Furthermore, Myers and McCaulley, (1985) developed the Myers-Briggs Type 

Indicator with the intention to make Jung's (923) personality type theory 

understandable and useful in people's lives (Myers & McCaulley, 1985). The model 

has become one of the most popular and widely used psychometric instruments for 

assessing personality characteristics in non-psychiatric populations. Applications 

have been made across a broad spectrum of human career counseling; management 

and leadership in organizations; and health related issues. 

In addition, a model proposed by Mason and Mitroff (1973) uses the Jungian 

typology to classify decision styles. It focuses on information acquisition and modes 

of data processing. The information acquisition is composed of the sensation-

oriented person and the intuitive person. The sensing person prefers structure and he 

or she is patient and precise (ibid). The intuitive individual perceive problem as a 

whole, and does not generally focus on details. He or she dislikes routine, tends to 

rely on hunches, and prefers a loose structure (ibid). The other aspects of this model 

centers on the approach used to evaluate. At one end of the spectrum the feeling 

person considers the individuals‘ feelings and emotions and places a high priority on 
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values (ibid). The thinking individuals tend to be impersonal and rely on analysis for 

making a decision, and attempt to generalize from a logical base. This is not so with 

the feeling persons, because they try to understand the personalities affected by the 

decision and the unique characteristics of their decisions (ibid). The combination of 

these dimensions form four styles, which are as follows: Sensation-intuition; 

Sensation-feeling; Intuition-thinking and Intuition-feeling (ibid). 

 

Moreover, Decision style research by Driver and colleagues (Driver, 1979, 1983; 

Driver and Streufert, 1969; Driver and Mock, 1975; Driver, Brousseau, and 

Hunsaker., 1993) has revealed two key factors that account for differences in 

decision styles—that is, how individuals vary when making decisions. The first 

factor is information use that is, the amount of information actually considered when 

making a decision. Information use varies from a maximizing mode in which all 

relevant data are examined to a satisfying mode where only enough data are used to 

reach a few good conclusions. The second factor is focus that is, the number of 

solutions considered when looking at a set of data. People who tend toward one 

"best" conclusion are termed uni-focus and those who employ multiple approaches 

are called multi-focus (Driver et al., 1993). Combining the two key factors provides 

the foundation for classifying five basic decision styles; first, the decisive style, it is a 

satisfying and uni-focus style whereby a small amount of information is used to 

generate a good enough decision (ibid). Once a decision is made, it is final. There is 

no going back and reanalyzing data. This style favors speed, efficiency, and 

achievement of results. Second, the flexible style, it is a satisfying and multi-focus 

style. The decision maker continually absorbs new data and generates new solutions 
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as needed. Adaptability speed and efficiency are prized. It is a style that is strong in 

intuition, getting along well with others, and rolling with the punches (ibid). Third, 

the integrative style is a maximizing and multi-focus style, the style uses a large 

amount of information, but unlike the hierarchic, generates a number of possible 

solutions for implementation. Driver et al. (1993) describe this style as being ―highly 

inventive, empathic, and cooperative, yet to critics, it seems too complicated and 

"wishy-washy.‖ Forth, the systemic style, it is a hybrid of both the integrative and 

hierarchic qualities characterized by high information use (ibid). An individual 

initially approaches a problem in an integrative fashion, using lots of information, 

sizing up the situation from different perspectives, and laying out alternatives for 

handling the problem. Then the style shifts into a more hierarchic mode and orders or 

evaluates the alternatives according to one or more criteria or values (Driver et al., 

1993). The result is a prioritized set of alternatives. The person(s) using systemic 

style likes to develop their own unique approaches to situations. They are often very 

hard for others to understand. And lastly, there are two styles of operating style as 

well as role style (ibid). Role style reflects how a person thinks he or she ought to 

behave. It based on ones awareness of the need to create a favorable impression. On 

the other hand, a person's operating style is the more "natural" of the styles and is 

displayed when making decisions on one's own or with very well known others. 

People shift between role and operating styles and vice versa (ibid). 

 

As stated previously, the current study employed Mann et al.‘s (1997) taxonomy 

identifies four decisional styles: buckpassing (avoidance), which refers to the 

tendency to avoid decisional conflict by giving others the responsibility for making a 
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decision; vigilance, which refers to the careful and involved clarification of the goal 

to be reached through the decision-making process and the thorough evaluation of 

each option prior to deciding; procrastination, which refers to the tendency to 

postpone confronting a decisional problem; hypervigilance, which refers to the 

tendency to, frenetically, to resolve a conflict that arises from having to make 

choices.  

 

The four patterns for coping with decisional conflict have been originated initially 

from Janis and Mann (1977) Conflict decision making model which was measured 

using Flinders Decision Making Questionnaire (Mann, 1982). The model was revised 

and replaced by the Melbourne Decision Making Questionnaire in 1997 (Mann, et al. 

1997). 

While acknowledging the presence of different patterns individual uses in decision 

making, there exists different factors which influences or affecting decision makers. 

Below are some of the factors;  

 

2.5 Factors Influencing Leaders Decision Making 

According to Andrade and Ariely (2009) regardless of the model of decision making 

examined, the way that decisions are made is influenced by a range of personal and 

contextual variables including emotion sensation seeking and locus of control 

(Baiocco et al., 2009), impulsivity (Crone, Vendel, & van der Molen, 2003; 

hedonism (Cabanac, 1992); sensitivity to reward (Franken & Muris, 2005); culture 

(Albaum et al., 2007; Brew et al. 2001; Leo et al. 2005; Mann et al. 1985; Mann et 
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al. 1998; Radford et al. 1993); gender and age (Lizarraga et al. 2007; Saad et al., 

2009; Tharenou, 2008), and family differences (Tharenou, 2008).  

 

According to Yousef (1998), there exists a number of studies investigated the 

variables that influence the adoption of certain decision-making styles. In his study 

which was conducted in the UAE, he found variables such as organizational culture, 

level of technology used in the organization, decision maker‘s education and 

management level to influence the decision styles a person uses. Thus, a wide range 

of individual and organizational differences have been explored. 

 

in addition to that, some studies had claimed that cultural background, country, 

sector of enterprise, type of organization, age of managers, field of education, region 

of childhood, social classes, and management function influences decision styles 

(Hofstede, 1980 & Tayeb, 1988; Ali, 1989). Whereas, Glover (1991) found out that 

individual decision-makers are confronted with moral/ethical dilemmas while 

observing their self-monitoring and self-consciousness during the reflection phase of 

their decision-making process. Moreover, Ravlin and Meglino (1987) in their studies 

suggested that a decision-maker‗s personal values were influential, if not key, factors 

in the deliberative process because decision-makers use their values to indirectly 

filter the acceptance of workplace factors. 

2.5.1 Culture and Decision Making 

Culture is one of the individual differences that have been considered in terms of 

decision making style. Boulgarides and Moonsong (1985) conducted an exploratory 
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study to compare Japanese, Korean, and American managerial decision styles. This 

study has shown some empirical evidence about the different decision styles among 

Japanese, Korean, and American managers. The findings suggest that cultural 

difference leads to unmatched diversities of managerial decision styles among the 

three cultural grouping. 

 

In the study done by Brown et al. (2011) six hundred and seventy three (673) 

university students in Australia, Malaysia, and Singapore were tested on the 

Melbourne Decision Making Questionnaire (Mann, et.al. 1997) to see if cultural 

differences have a role to play when dealing with decisional conflict. The result 

were; non-vigilant decision making styles (hyper-vigilant, procrastination, and buck-

passing) was higher for Singaporeans and Malaysians than for Australians and 

vigilant decision making did not differ between the two countries of  Australians and 

Malaysians but found that Singapore respondents scored lower. Australians and 

Malaysians scores were congruent with some previous research on vigilant decision 

making (Mann et al., 1998; Haredia et al., 2004) which suggests that individualistic 

societies uses vigilance decision making style more as compared to non-

individualistic societies.  

 

Similarly, Husted (2001) determined in his research that the values and priorities 

used in the decision-making processes of individuals were shaped by their cultures. 

His research extended to the interplay of individuals from different cultures in 

similar decision-making situations where the outcomes were markedly different. 

Using terminology of Erez and Earley (1993), Husted (2001) examined and divided 
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the cultural research into two camps. The distinctions he illuminated were between 

the decision-maker influenced by a culture with collectivist mores and a decision-

maker influenced by a culture with individualistic mores. 

 

Mann et al. (1998) in a study of three Western cultures (USA, Australia and New 

Zealand) and three Eastern cultures (Japan, Hong Kong and Taiwan), found that 

vigilant decision making did not vary across these cultures. However, the Eastern 

cultures reported higher hyper-vigilant decision making styles than the Western 

cultures.  

 

A study done by Brew, Hesketh, and Taylor, (2001) comparing Australian and 

Chinese adolescents found that the Chinese scored marginally lower on vigilant 

patterns and higher on non-vigilant patterns of decision making than the Australian 

sample. The Chinese students (mainly from Hong Kong and Taiwan) were resident 

in Australia and the weak patterns may reflect the influence of Western individualist 

influences.  

However, this pattern of lower vigilant and higher non-vigilant patterns in an Asian 

culture was stronger for a study done by Radford, Mann, Ohta, and Nakane, (1993) 

comparing Australian and Japanese adolescents decision making. While the 

researches are conflicting, we expect that where participants are tested and compared 

within their own countries, that vigilant decision making patterns will not vary 

between countries, however, non-vigilant patterns will be higher in Eastern than in 

Western countries (Mann et al. 1998).  
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2.5.2 Gender and Decision Making 

In their study, Lizarraga et al., (2007) which focused on age and gender as variables 

affecting decision making, women appeared to be more concerned with the specific 

circumstances involved in the process that made the decision unique and also on the 

possible consequences of the decision, while men were more focused on the analysis 

or the over-arching purposes of the decision. Generally, both males and females 

could retrieve and process information at a similar level. They interpreted the 

differences as relating to the social roles that are ascribed to males and females.  

 

Mann et al., (1998) in their study on gender and decision making, 2018 respondents 

from six countries (USA, Australia, New Zealand, Japan, Hong Kong and Taiwan) 

were tested. The report shows that males scored lower on buck-passing and hyper-

vigilance than females. However, there were no differences between males and 

females on vigilance in decision making. 

A study by Brown et, al,. (2011), six hundred and seventy three university students in 

Australia, Malaysia, and Singapore were tested on the Melbourne Decision Making 

Questionnaire (Mann, et.al. 1997) to find the relationship between gender and 

decision making, found out that women in all three countries scored higher on hyper-

vigilance than men, but males scored higher than females on vigilant in Australia 

while females scored higher than males in Malaysia and Singapore. In addition 

women in Australia scored higher on buck-passing than did men.  
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2.5.3 Age and Decision Making 

According to Lizarraga et al., (2007) in relation to age, younger people appeared to 

feel more stress around the social and emotional pressures related to the decisions to 

be made than did older people. Similar the same results on age differences regarding 

decision making have been found where younger and older adolescents were 

compared on rational styles of decision making  in the study done by Baiocco, Laghi 

and D‖Alessio, (2009).  

 

The study by MetLife Mature Market Institute partnered with the Center for Brain 

Health at The University of Texas at Dallas and the University of California; San 

Francisco (2004), investigated the decision-making capabilities of adults 50 to 79 

years of age (The Healthy Brain, Healthy Decisions project is one of the first studies 

to investigate the connection between cognitive health, aging and decision-making 

capacity). Respondents were asked to gauge their level of financial 

conscientiousness. The questions concerned issues such as sticking to a budget and 

having a clear retirement plan. The results showed that the older participants felt 

more conscientious concerning personal financial matters than the younger Boomer 

age participants. 

 

In the study conducted by Brown et al,. (1998), from three countries; Australia, 

Malaysia, and Singapore, findings generally suggest that age is positively related 

with vigilant decision making and negatively related to non-vigilant decision making 

patterns. But when the correlation was conducted from individual countries, vigilant 

decision making was not significantly correlated with age in any of the three 
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countries. In Australia, the non-vigilant patterns of decision making were 

significantly correlated with age, while in Malaysia, only hyper-vigilance and 

procrastination was significantly correlated with age. For Singaporeans, there were 

no significant correlations between decision making style and age. The support for 

Australian and Malaysian respondents for hyper-vigilance and procrastination was 

apparently in line with previous research conducted by Baiocco et al. (2009) and 

Lizarraga et al. (2007). 

 

2.5.4 Organizational Values   

Oktug (2012) in his study on the effect of organization trust on employees decision 

style with the sample comprises a total of 120 academics (60 women, 60 men) 

working in 8 different foundation universities in Istanbul. The findings suggested 

that organizational trust seems to be an antecedent of decision making styles in 

organizations. In the study, four different styles of decision making were taken into 

consideration, and it was revealed that organizational trust affects all of these styles 

of decision making. The strongest effect of organizational trust was on vigilant 

decision making style. 

 

According to Schnebel (2000), the significance of a code of ethics in the conduct of 

an organization‗s mission was shaped at the administrative levels of leadership. The 

significance was influenced by the sum of individuals‗varying sense of responsibility 

and their cultural backgrounds. This significance of a code of ethics affects decision-

making by leaders in relation to their levels of responsibility, authority, and 

hierarchical status (ibid). An educational leader has specific decision-making 
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freedom within an organization based on the line of authority. The significance of the 

code of ethics on decision-making was uniquely influenced by personal ethics plied 

against the corporate expectation (ibid).  

In his study, Schnebel (2000) found that the decision-maker‗s unique values set is 

one measure of the level of responsibility that the decision-maker accepts within the 

organization. Furthermore, the personal values of the decision-maker may be reliable 

guides for ethical practice. Yet, organizational values may be in conflict to the 

degree that the decision-maker either breaks from the organization when following 

personal values or follows organization values while failing himself or herself. 

Identifying the values used in decision-making, allows one to categorize the 

motivating factors as either personal or organizational (ibid). 

 

Some researchers emphasize the role played by feeling in decision making, 

suggesting that depends on the mood decision-maker can make good or bad decision 

(Mayer, 1986; Salovey et al., 1995). Others such as Goleman (1998a, 1998b) 

asserted that great and effective leaders have one thing in common; they all have a 

high degree of emotional intelligence. 

 

2.6 Emotional Intelligence 

Under this category the review was made on the origins of emotional intelligence, 

different models on emotional intelligence, effect of demographic factors on 

emotional intelligence and leaders and emotional intelligence. 
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2.6.1 Origins of Emotional Intelligence (EI) Construct 

The foundation of the study of emotional intelligence began in the early workings of 

the study of emotion and the study of intelligence. The initial research around the 

topic of emotion was in the sociological and psychological domains. 

Sociologically, the early researchers looked at such areas as emotional labor 

(Hochschild 1979; 1983), emotional contagion (Rafaeli & Sutton, 1987), feeling 

rules (Goffman, 1969), and emotion and rationality (Fineman, 1993; 1999). 

Additionally, within the psychological realm, the areas of emotion and motivation 

(Pinder, 1998), empathy (Mehrabian & Epstein, 1972), mood (Mayer & Bremer, 

1985), and emotion (Plutchik, 1984) were all researched. 

 

The research around intelligence was also rich and diverse. Numerous definitions of 

intelligence emerged. Thorndike (1920) divided intelligent activity into three 

components: social intelligence, concrete intelligence, and abstract intelligence. 

Others defined intelligence as ―the aggregate or global capacity of the individual to 

act purposefully, to think rationally, and to deal effectively with his environment‖ 

(Weschler, 1958) or as a ―finite set of independent abilities operating as a complex 

system‖ (Detterman, 1986). 

The topics of intelligence and emotion were researched independently until the early 

1990‘s when ‗emotional intelligence‘ was first defined (Salovey & Mayer, 1990). 

This was initially described as a ―type of social intelligence that involves the ability 

to monitor one‘s own and others emotions, to discriminate among them, and to use 

the information to guide one‘s thinking and actions‖ (Salovey & Mayer, 1990). The 
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connection of emotion to intelligence was made through the social intelligence 

construct. 

 

Social intelligence was first defined as ―the ability to understand and manage men 

and women, boys and girls – to act wisely in human relations‖ (Thorndike, 1920). A 

slightly different approach viewed social intelligence within the more general theory 

of intelligence as ―the mental processes and structures used to attain contextual 

success‖ (Sternberg, 1985). The definition of multiple intelligences by Gardner, 

(1983), however provided the connection for Salovey and Mayer (1990) model. 

Gardner defined the interpersonal and intrapersonal intelligences as: Interpersonal 

intelligence is the ability to understand other people: what motivates them, how they 

work, and how to work cooperatively with them. Intrapersonal Intelligence….is a 

correlative ability turned inward, it is a capacity to form an accurate, veridical model 

of one self and to be able to use that model to operate effectively in life. 

 

It was Goleman (1995) who made the construct a major topic of interest in scientific 

circles as well as in the lay public since the publication (Bar-On, 2006). According to 

Bar-On (ibid), ―a number of different conceptualizations of EI have appeared which 

have creating an interesting mixture of confusion, controversy and opportunity 

regarding the best approach to defining and measuring this construct. In an effort to 

help clarify this situation, the Encyclopedia of Applied Psychology (Spielberger, 

2004) recently suggested that there are currently three major conceptual models: (a) 

the Salovey-Mayer model (Mayer & Salovey, 1997) which defines this construct as 
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the ability to perceive, understand, manage and use emotions to facilitate thinking 

(Mayer et al., 2002); (b) the Goleman model (1998) which views this construct as a 

wide array of competencies and skills that drive managerial performance (Boyatzis et 

al., 2001); and (c) the Bar-On model (1997b, 2000) which describes a cross-section 

of interrelated emotional and social competencies, skills and facilitators that impact 

intelligent behavior (Bar-on, 1997a, 1997b)‖. 

 

Emotional intelligence was described as involving abilities that may be categorized 

into five domains: (a) self-awareness, (b) managing emotions, (c) motivating oneself, 

(d) empathy, and (e) handling relationships. It was this foundation that provided the 

impetus for the emotional intelligence work throughout the 1990‘s (Salovey & 

Mayer, 1990). Additionally, Anakool and Sanjyot (2001) added five other domains 

on top of these ones that of: (f) Emotional stability, (g) Integrity, (h) Commitment, 

(i) Value orientation, and (j) Altruistic behavior. 

 

Apart from Emotional Social-Intelligence model, the presence of different 

individuals defining emotional intelligence construct differently has resulted into 

development of many other models/theories in the effort of trying to understand the 

construct better (Bar-On, 1997, 2002).  

 

2.7 Different Models of Emotional Intelligence 

The contemporary view that emotion and intelligence can work hand-in-hand 

contrary to the initial belief from both science and literature that emotion and 

reasoning were opposite to each other (Schaffer, Gilmer, & Schoen, 1940; Syrus, 
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1961; Wood worth, 1940; Young, 1936) become the basis of formulation of the 

various current models of emotional intelligence. The models reviewed were as 

follows; 

 Cognitive Model 

 Affective Regulation Model 

 Emotional Competence Model 

 Cooper‘s Model 

 Bantam‘s Model 

 

2.7.1 Cognitive Model 

As proposed by Salvoey and Mayer (1990) the model primarily focused on the 

complex intelligence related to emotional reasoning in every day life. It is based on 

the assumption that emotions convey knowledge about a person‘s relationship with 

the world (Mayer & Salovey, 1995). For example, fear indicates the powerful or 

uncontrollable threat the person is facing. Happiness would indicate one‘s 

harmonious relations with others and anger often reflects a feeling of injustice. Thus, 

certain general rules and laws of emotion can be employed in recognizing and 

reasoning with feelings. Mayer and Salovey (1997) viewed that examining more 

complex manifestations of emotional intelligence often requires the understanding of 

the individual‘s cultural framework and opined that all questions about emotions do 

not have right answers. 

Further, Mayer and Salovey (1995) utilize age-old concept of tripartite division of 

mind into motivation, emotion and cognition. They suggest that the interplay of these 
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three divisions has been the basis of concept of intelligence, as it is understood 

traditionally. Within this inseparable division of mind, Salovey and Mayer suggest 

that emotions reflect relationship between a person and a friend, a family, a situation, 

a society or more internally within a person‘s reflection or memory. Based on these 

understanding, Salovey and Mayer (1997) defined that the emotional intelligence 

involves the ability to perceive accurately, the appraisal and expression of emotions, 

the ability to access and /or generate feelings  when they facilitate thought; and 

the ability to understand emotion and emotional knowledge; and ability to regulate 

emotions to promote interpersonal and intellectual growth. Based on analysis of 

emotion related abilities by Salovey & Caruso, (2000),  and the revised model of 

emotional intelligence by Mayer and Salovey (1997) four branches of abilities are 

identified ranging hierarchically from more basic psychological process to more 

complex ones, integrating emotions and cognitions. The four branches of Mayer and 

Salovey model divide emotional intelligence into the following areas of accuracy 

assessment: 

(a)   Perceiving and identifying emotions. 

(b)  Using or assimilating emotions to facilitate thought. 

(c)  Understanding emotions. 

(d)  Managing (regulating) emotions. 

There is distinction between the second branch ―Using emotions‖ and the other three. 

While the branches ‗a‘, ‗c‘ and ‗d‘ involve reasoning about emotions; branch ‗b‘ 

uniquely involves using emotions to enhance reasoning. Thus, it is assumed that 

information acquired by these four interactive processes can be used to enhance 
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personal growth and social relations. 

 

2.7.2 Affective Regulation Model 

Goleman (1995) defined emotional intelligence as abilities to know, manage one‘s 

own emotions, recognize them in others and handle relationships. He also included 

various personality attributes into his definition of emotional intelligence such as 

zeal, being able to motivate one-self and persists in the face of frustrations, to control 

impulses and delay gratification, to regulate one‘s mood and keep distress from 

swamping the ability to think, to empathize and to hope. Finally, Goleman (1996) 

termed it as ―master aptitude‖ the capacity that profoundly affects all other abilities, 

either facilitating or interfering with them. 

 

2.7.3 Emotional Competence Model 

Saarni (1997) proposed the model of emotional competence. She identified 

emotional competence as the ability to understand, manage and express the social 

and emotional aspects of one‘s life in such ways that enable the successful 

management of life. She proposed eight skills indicative of an emotionally competent 

person as mentioned below: 

(a) be aware of our own sometimes complex emotional state; 

(b) be able to  discern others emotional states;  

(c) be able to state and communicate our emotions; 

(d) be able to feel with and for others; 

(e) be able to understand that we, and others, don‘t always show emotions 
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accurately; 

(f) be able to cope with different emotional communication when relating to 

others; 

(g) be aware of emotional communications in interpersonal relationship; and 

(h) be aware that one is in charge of one‘s feeling, and may choose one‘s 

emotional response in a given situation. 

 

2.7.4 Cooper’s Model 

According to Cooper (1996/1997) emotional intelligence can be divided into five 

attributes which are as follows: 

(a) Current environment: includes life pressures and life situations. 

(b) Emotional literacy   : includes emotional self-awareness, emotional 

expressions and emotional awareness of others. 

(c) E.Q.Competence :      includes intentionality, creativity, resilience, inter-      

personal connections, and  constructive discontent.  

(d) E.Q. Values and Attitudes: Includes outlook, compassion, intuition, trust and 

radius, personal power and integrated self. 

(e) E.Q. outcome: includes general health, quality of life, relationship quotient 

and optimal performance.  

 

2.7.5 Bantam’s Model 

In view of Goleman‘s work and views of Spencer and Spencer (1993), Bantam 

(1998) proposed the following constituents of personal and social competencies, 

which constitute emotional intelligence. 



51 
 

Personal competencies: include self-awareness, self-regulation, and self-motivation. 

Further, self-awareness consists of emotional awareness, accurate self-assessment 

and self-confidence. Similarly, self-regulation includes self-control, trustworthiness, 

conscientiousness, adaptability and innovativeness whereas in self-motivation they 

have included achievement drive, commitment, initiative and optimism. 

Social Competencies: This explains about social awareness, which includes empathy, 

service orientation, developing others, leveraging diversity and political awareness. 

Moreover, social skill component of social competencies include influence, 

communication, leadership, change catalyst, conflict management, building bonds, 

collaboration and cooperation and team capabilities. 

From Bar-on theoretical model of Emotional-Social Intelligence (ESI) and the other 

models of emotional intelligence discussed, it is evident that emotional intelligence 

as a construct is dynamic and influenced by diverse biological, psychological, and 

social factors.  

 

2.8 Demographic Factors and Emotional Intelligence 

A wider range of researches have been conducted on the influence of demographic 

factors such as age, sex, locale and socio economic status on emotional intelligence 

(Salovey & Mayer, 1990, Goldman, 1995; Brackett, Mayer & Warner, 2004 ). These 

studies however, have not reached the same results but they significantly show the 

importance of demographic factors in studding EI. 
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2.8.1 Age and Emotional Intelligence 

Emotional intelligence of an individual start showing in a very young age and 

increases as one grows; this is to say it increases with maturity, experience and can 

be learned, cultivated and increased in adulthood (Salovey & Mayer, 1990, 

Goldman, 1995, 1996). According to Boyatzis, (2000) people can change their EI in 

a span of two to five years. 

In the study done by Kafetsios (2004) on three out of four branches of EI i.e. 

facilitation, understanding and management among 239 adults aged between 19-66 

years, he found out that older participants scored higher compared to their younger 

counterparts.  

Chapman and Hayslip (2006) in a cross sectional analysis study use optimism which 

is a component of emotional intelligence to measure the level of emotional 

intelligence in young and middle adulthood. The result shows that mid life adults 

reported significantly greater use of optimism as a mood regulation strategy than was 

reported by young adults. 

Similarly, a study on relationship between emotional intelligence and age reported by 

Gowdhaman and Murugan (2009) among 300 Bachelor of Arts in Education (B.Ed). 

teacher trainees has revealed a significant effect of age on emotional intelligence. In 

addition, Van Rooy, Alonso and Viswesvaran (2005) have made a study in which a 

common measure of emotional intelligence was administered to 275 participants 

among which 216 were female and 59 were male to examine how different groups 

score on a test of EI differences were compared for age. Results indicated that 

emotional intelligence scores tended to increase with age. 
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2.8.2 Sex and Emotional Intelligence 

A study by Brackett, Mayer and Warner (2004) on emotional intelligence level 

among 200 (100 males and 100 females) undergraduate students of 17-20 years of 

age, reveal that girls adolescent students to have higher emotional intelligence in 

comparison to the boys.  

In another study involving 330 college students conducted by Brackett, Mayer and 

Warner (2004) found out female students score higher than males. However, in the 

study conducted by Uma and Rayal (2004) investigating emotional intelligence 

among 224 participants, the results have shown boys to have scored slightly higher 

on their emotional intelligence as compared to their counterparts.     

Similarly, the study conducted in India by Pant and Prakash (2004) involving 30 

males and 30 females making a total of 60 participants using Multifactor emotional 

intelligence scale have shown no significant gender differences on the various EI 

dimensions. The results show that both sexes do no differ substantially on the aspect 

of managing emotions. On the other hand males have found to score higher than 

females on ‗Managing others‘. On the aspect of ‗managing self‘, both sexes did score 

the same mean. However, on the overall EI females score slightly higher than males.  

Another study on gender differences and its effect on emotional intelligence was 

done by Mishra and Ranjan (2008) which involved 80 adolescents (40 male, 40 

female). The results showED that male adolescents scored higher on interpersonal, 

intrapersonal, adoptability and stress management skills and the general overall 

moods (happiness and optimism) than females. The results indicate that male 

adolescents are higher on emotional intelligence than their counterpart.  
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Tatawadi (2009) studied differences in emotional maturity among male and female 

students studying in a management school. The study measures EI aspects of 

empathy, social responsibilities and interpersonal relationships. The results revealed 

that girls score higher than boys in all aspects which indicate that they are higher in 

EI than their counterparts. According to Tatawadi (2009), the results could be caused 

by the facts that females spends a lot of time at home with family members and thus, 

they are very sensitive regarding their relationships with parents, friends and 

siblings. 

 

2.8.3 Social aspects and Emotional Intelligence 

More sociable persons are higher in emotional intelligence which help them in 

establishing and maintaining relationship, be socially accepted and display more 

social skills (Goldman, 1995; Molouff & Schette, 1998). 

Lopes, Salovey and Straus (2003) in their exploratory study comprises of 103 college 

students linking emotional intelligence and interpersonal relationships using  Mayer, 

Salovey and Caruso emotional Intelligence test (MSCEIT), reported that individual 

scoring higher on EI reported more likely to exhibit  positive relations with others, 

perceived parental support and less likely to report negative interactions with close 

friends. 

 Similarly, Kafetsios (2004) used MSCEIT scale and the relationship questionnaire to 

investigate the relationship between attachment orientation and emotional 

intelligence. The study involved 239 adults aged 19-66 years of age. The results 

reported a significant positive relationship between attachment and sub-scales and 

overall EI with exception of perception of emotion. And centrally to expectation, the 
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aspect of dismissing attachment was found to be positively associated with the ability 

to understand emotions.  

 Further, Lopes et al., (2004) conducted a study on the relationship between 

emotional intelligence and social interaction using the MSCEIT. The results show 

the existence of positive relationship between higher scores on the ‗managing 

emotions‘ and quality of interactions with friends. Moreover, in another study on 

social interaction and EI among 103 German College students, managing emotion 

sub-scale scores were found to be positively related to the perceived quality of 

interaction with opposite sex as well as perceived success in impression management 

in social interactions with individuals of the opposite sex.  

Moreover, Singh and Saini (2007) in their study regarding emotional intelligence and 

interpersonal relationships, revealed the presence of positive relationship between 

emotional stability, variables of managing relations and integrity. This explains that 

individuals who are emotionally stable exhibit good interpersonal relations, they 

enjoy the trust of others and they are less aggressive and hostile to others. 

  

As it has been pointed out in the previous chapter, a number of empirical studies 

conducted on emotional intelligence were based on leaders in business organizations. 

The finding influenced the establishment of training programs of emotional 

intelligence in such organizations have proved to be effective (Goldman, 2005). 

 

2.8.4 Socio-economic status (SES) and Emotional Intelligence 

Holmes (2007) conducted a study on the relationship between emotional intelligence 

and socio economic status. EI was considered as criterion variable and SES as 
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predictor, which was compared with house, hold income, parent education and 

occupation. The results showed a positive relationship between emotional 

intelligence and household income, parent education and occupation with exception 

of mother‘s occupation and household income.  

Gowdhaman and Murugan (2009) in their study on effect of monthly income on 

emotional intelligence among 300 teacher trainee revealed that there exists no 

significance effect when it comes to socio economic status of monthly income on 

emotional intelligence.  In addition, the study by Jacques (2009) among 221 college 

students on the effect of socio economic status on emotional intelligence, the result 

show no indication of socio economic status in predicting emotional intelligence. In 

contrast to this, the study conducted by Mohanty and Devi, (2010) reveals that, good 

education and occupation of parents to be positively and significantly affecting the 

interpersonal relationship (EI) of the adolescents. 

 

2.8.5 Locale and Emotional Intelligence 

The study conducted in rural New Delhi by Sharma and Sharma (2004) explored 

emotional competence among 70 adolescents aged 12-18 years old studying in class 

VI to class XII in a one senior secondary school reveals that the shared ecology has 

facilitated greater interaction among them, influenced the children in developing 

awareness of emotions which help describing oneself and revealing the interplay of 

developmental aspects of thought and feeling among them. This shows that the 

surroundings have a bigger role in developing EI among children through their daily 

activities in the every day life. 
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Duhan and Chhikara (2007) studed the impact of ecosystem variables in term of 

developmental facilities such as hospital, bank, park, club, market etc, provided in 

community surrounding and emotional intelligence skills of teachers. The result 

showed that most respondents having higher EI were having more developmental 

facilities (16.7%) whereas nearly 19%  (out of 28%) of respondents with low EI were 

having less number of development facilities. However, in their study conducted by 

Gowdhaman and Murugan (2009) on the effect of community as aspect of locale on 

emotional intelligence among 300 B.Ed. teacher trainees have found no any 

significant effect of community on emotional intelligence.   

 

2.9 Leadership and Emotional Intelligence 

Great leaders move us. They ignite our passion and inspire the best in us. When we 

try to explain why they are so effective, we speak of strategy, vision, or powerful 

ideas. But the reality is much more primal: Great leadership works through the 

emotions (Goleman, Boyatzis & McKee, 2002). 

 

Emotional Intelligence was further identified, through the popular press and some 

researchers as that critical element needed for effective leadership as Goleman 

(1998b) said, ―the most effective leaders are alike in one crucial way; they all have a 

high degree of what has come to be known as emotional intelligence.‖ He goes on to 

say that emotional intelligence is the ―heart‖ (1998a) of leadership. Other researchers 

have said, ―By now, most executives have accepted that emotional intelligence is as 

critical as IQ to an individual‘s effectiveness‖ (Druskat & Wolff, 2001). A brief 
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account of studies citing the role of emotional intelligence in leadership behaviour is 

mentioned below: 

Srivastva and Bharamanaikar (2004) studied emotional intelligence and its 

relationship with leadership excellence, success and job satisfaction. The results 

revealed the existence of a significant correlates of emotional intelligence with 

transformational leadership and success. They concluded that an emotionally 

intelligent person is sought to be more successful in all spheres than a person who 

possesses less emotional intelligence skills. 

 

Rosete and Ciarrochi (2005) through their study using an objective measure of 

performance and a 360o assessment tool, linking emotional intelligence and 

workplace measures of leadership effectiveness come up  with the results showing 

that executives higher on emotional intelligence are more likely to achieve 

organizational outcomes and are considered as effective leaders by their subordinates 

and direct manager. 

 

Elias, Arnold and Hussey (2003) claimed effective leadership to be a combination of 

traditional intelligence (intelligence quotient) and emotional intelligence. They 

compare Intelligence Quotient (EQ) to the raw material of knowledge and emotional 

quotient to the ability to turn knowledge into action. Those leaders who possess a 

strong set of interpersonal skills and can distinguish what approach is best to use for 

any given situation are most likely to be successful in their positions (Dyer, 2001). 

Such skills needed for effective leadership include empathy, heightened awareness, 

insight, and the ability to give feedback (Bass, 1985).  
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Alon and Higgins (2005) pointed that with the current rise of globalization, both 

emotional and cultural intelligence has become important for cross-cultural leaders to 

excel. Global leaders can make the best use of emotional intelligence and maximize 

success when they understand and work within diverse foreign environments. This 

multiple intelligence framework helps to clarify adaptations to implement in 

leadership development programs of multinational firms. 

 

Rego et. al., (2007) examined the relationship between leaders' emotional 

intelligence and creativity of their teams. A sample of 138 top and middle managers 

from 66 organizations operating in the European Union was analyzed. Emotional 

intelligence was assessed by a self-report scale consisting of six dimensions: 

understanding one's emotions, self-control against criticism, self encouragement (use 

of emotions), emotional self-control (regulation of emotions), empathy and 

emotional contagion, understanding other people's emotions. The results revealed 

that emotionally intelligent leaders behave in ways that stimulate the creativity of 

their teams. 

 

Singh (2007) investigated the relationship between emotional intelligence and 

leadership effectiveness among 340 software professionals of a large company in 

India. Emotional intelligence was found to be positively and significantly related to 

organizational leadership for both genders. The results revealed no significant 

differences between male and female software professionals in terms of emotional 

intelligence and overall leadership effectiveness. The relationship management 

aspect of emotional intelligence was found to be the most important predictor of 
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leadership. The study laid emphasis on employees to develop their relationship skills 

in order to become effective leaders. 

 

Jordan and Troth (2004) examined the utility of emotional intelligence for predicting 

individual performance, team performance, and conflict resolution styles. 350 

respondents working in 108 teams were administered a measure of team members' 

emotional intelligence. Participants then completed a problem-solving task, 

individually and as a team member, and afterwards reflected on the conflict 

resolution tactics used to achieve the team outcome. In line with expectations, 

emotional intelligence indicators were positively linked with team performance and 

were differentially linked to conflict resolution methods. 

 

Although no direct link has empirically evidenced on leaders decision making and 

emotional intelligence, more often than not through their studies different researchers 

has hinted on the presence of a relationship (Schwarz & Clore, 1988 Schwarz, 1990; 

Salovey et al., 1995) 

 

2.10 Leaders Decision-Making and Emotional Intelligence 

When leaders know and manage their emotions, they might be able to use them to 

improve their decision making. First, they could use them as signals to direct their 

attention to pressing concerns in need of immediate attention, given the many 

demands they face (Easterbrook, 1959; Frigda, 1988; Mandler, 1975; Simon, 1982). 

Emotions (linked to their causes) could serve as important information to use in 

prioritizing these demands. Moreover, when a leader realizes that emotions generated 
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by low priority demands were interfering with more pressing demands, the leader‘s 

ability to actively manage the emotions (part of emotional intelligence) will also 

facilitate effective decision making. 

 

Second, emotions can provide leaders with information about problems and 

opportunities (Schwarz, 1990; Schwarz & Clore, 1988). Leaders who accurately 

perceived their emotions and can determine their causes could determine when 

emotions were linked to opportunities, problems, or proposed courses of action, and 

use those emotions as information in the process of making decisions (Schwarz, 

1990; Schwarz & Clore, 1988). By knowing their emotions and their roots, leaders 

can effectively use emotional input in decision making. Additionally, when a leader 

identifies an experienced emotion as irrelevant to a decision, they can take steps to 

discount and manage the emotion so that it will not be a source of error in decision 

making (ibid). 

 

Emotional intelligence, therefore, enables leaders to both effectively use emotions in 

decision making and manage emotions which interfere with effective decision 

making. 

When leaders know and manage their emotions, they might be better able to flexibly 

approach problems, consider alternative scenarios, and avoid rigidity effects in 

decision making. Intuitively, and through meta-mood regulation, they might realize 

that different moods and emotions caused them to view issues differently and 

considered different types of options or alternatives (Schwarz, 1990; Schwarz & 

Clore, 1988). 
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The generation of multiple points of view and options could be aided by changes in 

moods and emotions (Mayer, 1986). When leaders are experiencing positive moods 

and emotions, their cognitive processes and considered alternatives will be different 

than when they are experiencing negative moods and emotions. For example, when 

leaders realized, through meta-mood regulation that a current negative mood is 

causing them to be overly pessimistic, they might deliberately revisit a proposed 

course of action in a more positive mood state to gain a richer, more flexible point of 

view (Salovey et al., 1995). Similarly, meta-mood regulation might cause leaders 

who are optimistic and excited about a course of action due, in part, to a more 

pervasive positive mood state, to reconsider the course of action in a more neutral or 

negative mood state to more critically evaluate its pros and cons (ibid). 

 

This increased flexibility deriving from emotional intelligence may also contribute to 

effective leadership in another way. Effective leaders are able to identify 

relationships among many issues they are confronted with (Yukl & Van Fleet, 1992), 

enabling them to respond to multiple issues simultaneously (Isenberg, 1984; McCall 

& Kaplan, 1985; Yukl & Van Fleet, 1992). Thus, flexible thinking arising out of 

emotional intelligence facilitates seeing connections among divergent information, 

and thus may help leaders see how issues are interrelated. 

 

2.11 Synthesis of Literature Review and Research Gap 

The critical review of research investigations showed that individuals employed 

array of patterns for coping with decision conflict when confronted with decisional 

situation (Huysman 1970; McKeeney & Keen, 1974; Mason & Mitroff, 1973; Janis 
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& Mann 1977; Driver et al., 1993; Scott & Bruce 1995; Mann et al., 1997). It also 

show that decision making is a complex process under which different factors play a 

part in it such as cultural background, social aspects, socio-economical status, age, 

gender and organization value. Furthermore, the reviewed literature showed that 

emotional intelligence was a critical factor in determining leaders‘ success in which 

decision making was at the forefront of their daily activities (Easterbrook, 1959; 

Mandler, 1975; Simon, 1982; Mayer, 1986; Frigda, 1988; Yukl & Van Fleet, 1992; 

Salovey et al., 1995; Goldman, 1998a, 1998b; Goleman, Boyatzis & McKee, 2002; 

Rego, et al. al., 2007) 

Further, most of the studies on patterns for coping with decisional conflict and 

emotional intelligence were conducted in developed countries and these consider 

mainly the constructs as independent entities besides only a few studies attempted to 

combine the two. Moreover, most of these studies dealt with non-educational 

settings. Little has been done in developing countries such as Tanzania on patterns 

for coping with decisional conflict and emotional intelligence. The lack of 

information on patterns used in making decision, the level of emotional intelligence 

and whether there exists a relationship between the two construct necessitated 

research on patterns for coping with decisional conflict in relation to emotional 

intelligence of university executives. This study was intended to fulfill this gap. 

 

2.12 Conceptual Framework 

According to Omari (2011), conceptual framework is the set of imagination and 

hypothetical thinking of the researcher that helps to explain the interplay of variables 

in a given study. Additionally, Punch, (2005) asserted that, conceptual framework is 
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best shown as a diagram. It was apparent from the literature review that leaders‘ 

personal characteristics were influential in choosing the patterns for coping with 

decisional conflict and emotional intelligence as the most influential attribute in 

managing relations with others, controlling oneself, and wisely making decisions by 

overcoming stressors.  

 

The study adopted Janis and Mann, (1977) Conflict Theory Model of Decision 

Making which is measured by Melbourne Decision Making Questionnaire (the 

Melbourne DMQ Scale) developed by Mann et al,. (1997) and Emotional-Social 

Intelligence model developed by Bar-On (1977, 2002) measured by Emotional 

Intelligence Scale (EIS) developed and standardize by Anakool and Sanjyot, (2001) 

to guide the enquiry process.  

The Melbourne DMQ Scale categorized decisional conflict into vigilance, 

hypervigilance, buckpassing and procrastination. Similarly, EIS provided 

opportunities to assess emotional intelligence variables of Self-awareness, Empathy, 

Self-motivation, Emotional stability, Managing relations, Integrity, Self-

development, Value orientation, Commitment and Altruistic behavior. 

 

The conceptual framework of this study postulated five variables, two on decisional 

conflict (adaptive-best and maladaptive-poor) and three on emotional intelligence 

levels (high, moderate and low). Adaptive is vigilance decision making style (the 

best); maladaptive are hypervigilance, buckpassing and procrastination (poor). High 

emotional intelligence is the highest scores; moderate is the moderate scores and low 

is low scores obtained from the ten variables measured from EIS. It is assumed that 
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this model will help in understanding the relationship between patterns for coping 

with decisional conflict and emotional intelligence of university executives. 

 

The main assumption of the conceptual framework was that the components under 

study were interrelated. Janis and Mann (1977) asserted that, in coping with the 

stress of a choice dilemma the individual uses a combination of coping patterns 

during the process of trying to resolve the decisional conflict and the usefulness of a 

coping strategy is evaluated in terms of whether the use of a strategy or a 

combination of strategies is appropriate for controlling the emotional distress (e.g., 

decreasing anxiety) and managing a specific stressful situation (e.g., decision 

dilemma) by actively considering alternative or competing options. Similarly, the 

combination of the ten factors scored in the EIS determines the level of emotional 

intelligence one possesses (Anakool & Sanjyot, 2001). It was hypothesised that a 

person using the adaptive pattern (best style) of vigilance would be found to posses 

higher emotional intelligence; the person using the maladaptive patterns of 

hypervigilance, buckpassing and procrastination (poor styles) would be found to 

posses moderate and/or low emotional intelligence.  

Generally, if university executives when faced with decisional conflict would be able 

to look for all alternatives available and carefully assess the pros and cons of each 

alternative available and at the same time use their emotions wisely, it is hoped that 

they can successfully resolve the decisional conflict and make sound decisions.  
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Figure 2.1 Conceptual Framework of the Study 

 

 

2.13 Chapter Summary 

This section presents a summary of the reviewed literature. Theories of Conflict 

Theory Model of Decision Making (CTM) by Janis and Mann (1977) and Emotional-

Social Intelligence model (ESI) by Bar-On (1977, 2002) were been used to set a 
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framework for this study.  In the reviewed literature the origin of decision making 

and emotional intelligence were discussed, an overview of patterns for coping with 

decisional conflict, factors influencing decision making and the relationships existing 

between leadership and emotional intelligence as well as leaders decision making 

and emotional intelligence were also discussed.  On the whole, the reviewed 

literature suggested that, most studies done on the two construct were from Western 

countries and there were apparently no such studies conducted in Tanzania. Lastly, 

the chapter ends up with the conceptual framework which shows the interplay 

between variables in patterns for coping with decisional conflict and those of 

emotional intelligence. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction 

This chapter attempts to delineate research designs and approaches that were used to 

carry out the present study. Research methodology is defined as a manual to conduct 

the study systematically for solving the research problem (Kothari, 1990). 

Specifically, it prescribes the means to achieve the intended research objectives; it 

provides explanation to test research hypotheses and answers to research questions. 

The chapter is comprised of the following sub-sections: Research design, research 

approach, area of the study and targeted population, sample size and sampling 

procedures, research instruments and their validity and reliability, scoring 

procedures, ethical issues in research, data collection procedures and data analysis 

plan. 

 

3.1 Research Design 

Descriptive survey designed was used in this study. A descriptive survey is a 

research design which provides an accurate portrayal or account of the 

characteristics, such as behaviour, opinions, abilities, beliefs, and knowledge of a 

particular individual, situation or group (Burns & Grove 1993). This design was 

chosen as it suits the purpose and objectives of the study, namely to determine the 

patterns for coping with decisional conflict in relation to emotional intelligence of 

university executives. 
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3.2 Research Approach  

Quantitative research approach was used in this study.  Burns and Grove (1993) 

define quantitative research as a formal, objective, systematic process to describe and 

test relationships and examine cause and effect interactions among variables. The 

current study used descriptive statistics which involved percentages, means, standard 

deviation and correlations in order to understand and interpret the respondents‘ self 

reports associated with patterns for coping with decisional conflict and emotion 

intelligence. 

 

3.3 Area of the Study 

This study was conducted in three regions of the Mainland Tanzania namely; Dar-es-

Salaam, Dodoma, and Morogoro. Kombo and Tromp (2006) asserted that, selection 

of the research area is important and should be relevant to the research questions and 

objectives. The area was selected because it was one among the regions with high 

concentration of universities in the Mainland Tanzania which assured the substantial 

number of respondents for the study.  

 

3.5 Target Population   

The study population consists of all university employees who occupy executive 

positions in the regions of Dar-es-Salaam, Dodoma and Morogoro. Population refers 

to a group or a complete set of individuals, cases, objects or items from which 

representative samples (with some common observable characteristics) are taken for 

measurements (Mugenda & Mugenda, 1999; Kombo & Tromp 2006).  
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3.6 Sample Size and Sampling Procedure 

A sample of 161 respondents was selected from the 16 universities. Sample is a 

selected section, portion or a part of the targeted population whose information can 

be generalized to the large population (Ary et al. 1996; Cohen, Manion & Morrison 

2007). This sample of respondents included in the study because they were holding 

important decisional positions in their respective universities and happens to be in 

the right place at the right time (Polit & Hungler 1993). 

The samples were obtained in two levels; first, selection of universities and second, 

selection of respondents. Purposive sampling was used at both levels. Universities 

were selected by considering a number of factors like, ownership (Public & Private), 

size (in terms of number of faculties and departments) and maturity. These factors 

allowed for the researcher to obtain respondents with different expertise, different 

working experience, etc. In so doing, the study was able to select different 

universities on diversification of factors which might influence executives‘ decisions. 

With regards to this, a total of sixteen universities were selected. On the other hand, 

university executives were chosen basing on the virtual of the positions they hold in 

their respective institutions and the opportunity to learn (that is, the willingness of a 

respondent to participate in the study). 

 

3.7 Research Instruments  

The questionnaires were used as research instrument. A questionnaire is a printed 

self-report form designed to elicit information that can be obtained through the 

written responses of the subjects (Burns & Grove 1993). The Melbourne DMQ Scale 
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(Mann et al. 1997) and Emotional Intelligence Scale (Anakool & Sanjyot, 2001) 

where selected to be used in the study. 

 

3.7.1 Melbourne DMQ Scale 

This scale was developed and standardized by Mann et al. 1997; it is called the 

Melbourne Decision Making Questionnaire (in short, the Melbourne DMQ). 

Melbourne DMQ is a revised model developed following investigation on the 

validity of a number of theoretical models on styles of decision making. It is suitable 

for individual testing aim to measure the person's preferred coping patterns or 

strategies for dealing with decisional conflict. This test was intended to measure 

different decision making styles employed by university executives when faced with 

decision situation. The scale was divided into two parts. The first part was aimed at 

determining self-esteem in decision making. It was made up of 6 items and 3 items 

were scored in the straightway while 3 of them were scored in the reverse way. The 

items of ―True‖ were scored as 2 points, ―Sometimes True‖ was scored as 1 point 

and ―Not True‖ was scored as 0 point. The maximum score which was to be obtained 

for the scale was 12. Higher scores were the indicator of a higher self-esteem in 

decision making.  

The second part was comprised of 22 items and assessed the styles of decision 

making. It had four sub-factors; vigilance, hypervigilance, buckpassing and 

procrastination. The first factor i.e., Vigilance is the decision style were the decision 

maker clarifies objectives to be achieved by the decision, canvasses an array of 

alternatives, searches painstakingly for relevant information, assimilates information 
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in an unbiased manner, and evaluates alternatives carefully before making a choice. 

It was measured by items 2, 4, 6, 8, 12 and 16. The second factor i.e., Hypervigilance 

is the decision style were the decision maker searches frantically for a way out of 

dilemmas. Due to time pressure, the decision maker impulsively seizes upon hastily 

contrived solutions that seem to promise immediate relief. It was measured by items 

1, 13, 15, 20 and 22. The third factor i.e., Buckpassing refers to the tendency to avoid 

decision making by projecting the responsibility of the decision on others. It is 

measured by items 3, 9, 11, 17 and 19. The fourth factor i.e., Procrastination was 

regarded as the tendency to postpone the decisional conflict and it was measured by 

items 5, 7, 10, 18 and 21. For this study only the second part was used. 

In total, this test had 22 items/statements. All these were having three possible 

answers such as true for me (TM), sometimes true (ST) and note true for me (NT).  It 

was a self-administering tool with instruction printed on the first and second page 

before questions of the test. It is appended in the appendix-A and B.    

 

3.7.1.1 Reliability of the Melbourne DMQ 

The reliability of the scale was determined by calculating reliability coefficient on a 

sample of 2018 subjects. The alpha coefficient reliability was found to be .81 (Mann 

et.al, 1997).  

 

3.7.1.2 Validity of the Melbourne DMQ 

Besides face validity, as all items were related to the variable under focus, the scale 

had high content validity. It was evident from the assessment of Confirmatory Factor 
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Analysis (CFA), it was a model-testing procedure used to examine the goodness-of-

fit between a hypothesized model or structure and sample data composed of observed 

measurements (Byrne, 1987). The assessment used a number of indicators: the 

Goodness-of-Fit Index (GFI), the Adjusted Goodness-of-Fit Index (AGFI), the Root-

Mean-Square Residual (RMSR), and Chi-Square/Degrees of Freedom (w2/df) ratio 

(Reynolds & Walberg, 1991, Coovert, Penner, & McCallum, 1990). The fit for the 

total sample was GFI 0.92, AGFI 0.90, RMSR 0.05 and the w2/df ratio 9.01 (Mann 

et, al. 1997). 

 

3.7.1.3 Norms of Melbourne DMQ Scale 

Norms of the scale were available on a sample of 161 participants. Norms of this 

scale were developed by taking scores obtained by the university executives. 

Executives with high score in decision making patterns were considered to have 

better decision making and were likely to be high performers. Executives with low 

scores in decision making patterns were considered to have low ability in decision 

making and were likely to be low performers. These norms were regarded as 

reference points for interpreting the emotional intelligence scores. Users of this scale 

were advised to develop their own norms based on their own samples. These norms 

were further regarded as reference points for interpreting the scores of decision 

making patterns.  

 

3.7.2 Emotional Intelligence Scale 

This scale was developed and standardized by Anakool and Sanjyot (2001). It was 

suitable for group as well as individual testing. This test was intended to measure the 
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extent of emotional intelligent in university executives. In this test, items were 

formulated on different areas of emotional intelligence. This questionnaire consisted 

of ten major factors viz., Self-awareness, Empathy, Self-motivation, Emotional 

stability, Managing relations, Integrity, Self-development, Value orientation, 

Commitment and Altruistic behavior. The first factor i.e., Self-awareness was 

regarded as being aware of one self was measured by items 6, 12, 18 and 29.This 

factor was the strongest and explained 26.8 percent variance and had a total factor 

load of 2.77.The correlation of this factor with total score was 0.66. The second 

factor i.e., Empathy, which was regarded as feeling and understanding the other 

person and was measured by items 9, 10, 15, 20 and 25. This factor demands 7.3 

percent variance with a total factor load of 3.11. The correlation of this factor with 

total score was 0.70. The third factor i.e., Self-motivation which refers to a state of 

being motivated internally was measured by 2, 4, 7, 8, 31, and 34. This factor 

accounts for 6.3 percent variance and total load of 3.28. The correlation with total 

score is 0.77. The fourth factor i.e., Emotional stability was measured by items 14, 

19, 26, and 28. This factor explained 6.0 percent variance with a total factor load of 

2.51.The correlation of this factor with total score is 0.75. The fifth factor i.e., 

Managing relations was measured by items 1, 5, 11, and 17. This factor explained 

5.3 percent variance with a total factor load of 2.38. The correlation of this factor 

with total score was 0.67. The sixth factor i.e., Integrity was measured by items 16, 

27, and 32. This factor explains 4.6 percent variance with a total load of 1.88. The 

seventh factor i.e., Self-development was measured by items 30, and 33. This factor 

explains 4.1 percent variance with a total load of 1.37. The eighth factor i.e., Value 

orientation was measured by items 21 and 22. This factor explains 4.1 percent 
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variance with a total load of 1.29. The ninth factor i.e., Commitment was measured 

by items 23 and 24. This factor accounted for 3.6 percent variance with a total load 

of 1.39. The tenth factor i.e., Altruistic behavior was measured by items 3 and 13. 

This factor demanded 3.0 percent variance with a total load of 1.3. 

In total, this test had 34 items/statements. All these were having five possible 

answers such as profoundly true for me (PTM), normally true for me (NTM), 

sometimes true for me (STM), rarely true for me (RTM) and not true for me (NTM). 

It was a self-administering tool with instruction printed on the first page of the test.  

 

3.7.2.1 Reliability of Emotional Intelligence Scale 

The reliability of the scale was determined by calculating reliability coefficient on a 

sample of 200 subjects. The split-half reliability co-efficient was found to be .88. 

 

3.7.2.2 Validity of Emotional Intelligence Scale 

Besides face validity, as all items were related to the variable under focus, the scale 

has high content validity. It was evident from the assessment of judges/exports that 

items of the scale were directly related to the concept of emotional intelligence. In 

order to find out the validity from the coefficient of reliability (Garrett, 1981), the 

reliability index was calculated, which indicated high validity on account of being 

.93. 

 

3.7.2.3 Norms of Emotional Intelligence Scale 

Norms of the scale were available on a sample of 161 participants. The norms of this 

scale were developed by taking scores obtained by the university executives. 
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Executives with high score in emotional intelligence were considered to have high 

level of emotional intelligence and were likely to be high performers. Executives 

with low score in emotional intelligence were considered to have low level of 

emotional intelligence and were likely to be low performers. These norms were 

regarded as reference points for interpreting the emotional intelligence scores. These 

norms were further regarded as reference points for interpreting the emotional 

intelligence scores.  

 

3.7.2.4 Scoring Procedures for the Research Instruments  

This sub-theme explains how the research instruments were scored. 

 

3.7.2.4.1 Melbourne DMQ Scale  

The test was three likert-type scale. The scale had statements with three possible 

choices against each statement. These were; true for me, sometimes true for me and 

not true for me. The score ranged from 0 to 2. The minimum score of the scale was 0 

and the maximum score of the scale was 44. The scoring of the scale was done 

according to the scoring key as given in table 1. 

 

                               Table 1: Scoring Procedure for Melbourne DMQ 
 

Sr.No. No. of Choices Scoring 

1. True for me (TM) 2 

2. Sometimes True for Me (STM) 1 

3. Not True for Me (N‘TM) 0 
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3.7.2.4.2 Emotional Intelligence Scale (EIS) 

The test is five-point likert type scale. This scale has statements with five possible 

choices against each statement. These are profoundly true for me (PTM), normally 

true for me (NTM), sometimes true for me (STM), rarely true for me (RTM) and not 

true for me (N‘TM).The score ranging from 1 to 5. The minimum score of the 

questionnaire is 34 and the maximum score of the questionnaire is 170. The scoring 

of the questionnaire was done according to the scoring key as given in table 2. 

 

Table 2: Scoring Procedure for Emotional Intelligence Scale 
 

Sr.No. No. of Choices Scoring 

1. Profoundly True for me (PTM) 5 

2. Normally True for Me (NTM) 4 

3. Sometimes True for Me (STM) 3 

4. Rarely True for Me (RTM) 2 

5. Not True for Me (N‘TM) 1 

 

The two instruments were used because they were standardized and validated tools 

which insured the validity and reliability of the current study. 

 

3.8 Ethical Consideration 

In research, ethical issues are delicate because researches deal with the most 

sensitive, intimate and innermost matters in peoples‘ lives (Punch, 2005). In order to 

adhere to research ethics, the researcher obtained a letter of permission for data 

collection from the Director of Postgraduate Studies of the University of Dodoma. 

That letter helped to introduced him to the Human Resource Managers or Directors 
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of Postgraduate Studies of the Universities visited under the study. In turn, the 

researcher was given a letter which allowed him to collect data from university 

executives who were available within a particular institution. During the data 

collection the researcher had to make the purpose of the study clear to the informants 

and subsequently asked their consent to participate in the study. The informants were 

told that participation in the study was exclusively voluntary and thus, they were 

allowed to withdraw from the study whenever they wished to. 

{tc "Ethical Consideration" \f C \l 2}Confidentiality was observed by not allowing 

unauthorized person access to the collected data and not revealing the respondents 

identities when reporting or publishing the study (Burns & Grove 1993). When 

respondents are promised confidentiality, it means they should be protected by 

keeping the information given confidential and not publicly reported in a way which 

identifies them (Polit & Hungler 1995; Mugenda and Mugenda 1999).  

 

3.9 Data Collection Procedures 

Questionnaires were manually distributed by the researcher for university executives 

to fill in. The data were collected in once in a given region. Firstly, data were 

collected from four universities in Dodoma. Secondly, data were collected from the 

four universities in Morogoro. And finally, data were collected from the eight 

universities in Dar-es-Salaam. 

  

3.10 Data Analysis Plan 

Data analysis refers to scrutinizing and organization of collected data in a study 

aiming at drawing patterns, relationships and interpretations in order to answer 
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research questions and affirmation of hypotheses (Kerlinger, 1979; Hopkins et al., 

1990; Learly, 2001). For the current study data collected were analyzed under the 

following procedure.  

 

3.10.1 Descriptive Data Analysis plan 

Under this category the collected data were descriptively analyzed using 

measurements of percentages, means and standard deviation. First the data were 

entered into Ms Excel Spreadsheet and then exported into Statistical Package for 

Social Sciences (SPSS) data analysis software. The SPSS was used for labeling, 

checking for normality, missing data, data entry error as well as outliers. 

The percentages were calculated in order to reduce the bulkiness of the data and 

categorized university executives scores into manageable groups. Means were 

calculated in order to find average scores for each pattern for coping with decisional 

conflict as well as emotional intelligence scores. Whereas, Standard deviations were 

used to find out how the scores were deviating from the mean.  

  

3.10.2 Inferential Data Analysis Plan 

Under this category, two techniques were used that of t-test and correlation. The t-

test was used for determining the differences in the mean scores of the variables 

under the study namely; patterns for coping with decisional conflict and emotional 

intelligence of university executives. The test was supposed to help in explaining that 

the differences in the mean scores of the two variables was not a result of any chance 

factor and rather they were significant as hypothesized in the study and vice versa. 
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Correlation test was used with the intention of finding the strength of the relationship 

between the four patterns for coping with decisional conflict and emotional 

intelligence levels of university executives. It was used to verify the type of 

relationship existed between patterns for coping with decisional conflict and 

emotional intelligence.  

3.11 The Chapter Summary  

This chapter discussed the research design and research approach employed to 

enable the researcher find answers to the research questions and test hypotheses. It 

showed the way the study was structured and how it was undertaken. It also showed 

the way the sample was obtained for the purpose of data collection. Moreover, it 

discussed and elaborated the instruments used for the data collection and their 

validity and reliability. Eventually, the question of ethical issues and data analysis 

procedures were addressed.  
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND DISCUSSION 

 

4.0 Introduction 

The previous chapters (I, II & III) presented background of the study, stipulated the 

objectives, review of literature and describe the method and procedure of the study. 

The current chapter makes the presentation, analysis and discussion of the results of 

the study. Based on the objectives and hypothesis of the study, the presentation, 

analysis and discussion of results is divided into three sections. The first section 

deals with descriptive analysis which is further divided into sub-sections of; 

respondents profile, patterns for coping with decisional conflict and identification of 

emotional intelligence levels among university executives. The second section 

analyzes results pertaining patterns for coping with decisional conflict in relation to 

emotional intelligence at three levels. The third section analyses results pertaining 

the coping strategy differentials in relation to various levels of respondents emotional 

intelligence. 

 

Section One: Descriptive Analysis 

4.1 Respondents profile 

The study involved respondents from different Universities whereas, executives were 

divided into three categories; Age, Gender and Length of service. The Data are 

presented in Table 4.1 
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 Table 4.1 Sex and age of respondents 

Sex 

 

Age of the Respondents Total 

20-34 

years 

35-44 

years 

45-54 

years 

55-64 

years 

65-74 

years 

Males 

 

N % N % N % N % N % N % 

18 11.2 14 8.7 31 19.3 21 13.0 5 3.1 89 55.5 

Females 24 14.9 30 18.6 5 3.1 10 6.2 3 1.9 72 44.7 

Total 42 26.1 44 27.3 36 22.4 31 19.3 8 5.0 16

1 

100

% 

 Source: Field data: 2013 

It is evident from Table 4.1 that in total 161 respondents were involved in the current 

study. Out of which 89 (55.3%) were males and 72 (44.7%) were females. Age of 

these respondents were found to be between 20 to 74 years which was divided into 

five main groups; group A-from 20 to 34; B-from 35 to 44; C-from 45 to 54; D-from 

55 to 64; and group-E from 65 to 74. These groups were formulated to make the data 

manageable and meaningful. Again the table shows that the number of males falling 

under group A, B, C, D, and E were 18 (11.2%), 14 (8.7%), 31(19.3%), 21(13%) and 

5 (3.1%) respectively. The number of females falling under group A, B, C, D and E 

were 24 (14.9%), 30 (18.6%), 5 (3.1%), 10 (6.2%), 3 (1.9%) respectively. Besides, it 

is evident from the above table that the number of male respondents was higher than 

female respondents (89 and 72 respectively) and lastly, majority of male respondents 

were found at the age group of 45 to 54 years and majority of female respondents 

were found at the age group 35 to 44 years. The following figure 4.1 presents Sex 

and Age of respondents. 
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Figure 4.2 A graphical presentation of Sex and Age of respondents 

 

Source: Field data 2013 

 

Table 4.2 Sex and Length of Respondents’ Service 

Sex                  Length of Service of 

Respondents 

Total 

1-9 years 10-19 years 20-29 years 

Males N % N % N % N % 

49 30.4 38 23.6 2 1.2 89 55.3 

Females 57 35.4 14 8.7 1 0,6 72 44.7 

Total 106 65.8 52 32.3 3 1.9 161 100 

Source: Field data 2013 

Table 4.2 indicates that length of service of respondents. It was sub-divided into 

three groups. First group from 1 to 9 years old and under this age group, male 

respondents were 49 (30.4%) and female were 52 (35.4%) respectively; second 

group from 10 to 19 years old and under this age group, male respondents were 38 

(23.6%) and female were 14 (8.7%) respectively; and third group from 20 to 29 years 

old and under this age group, male were2 (1.2%) and female was 1 (0.6%) 
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respectively. Again from the Table 4.2, majority of university executives were males 

than females. It further shows that, majority of male respondents were having longer 

work experience than female (from 10 to 29 years, males were 40 while females 

were 15). Graphical presentation of Sex and Length of service among respondents is 

provided in figure 4.2. 

Figure 4.3 A graphical presentation of Sex and Length of service of respondents 

 

Source: Field Data 2013  

 

4.2 Patterns for Coping with Decisional Conflict of University Executives 

The respondents were assessed through decision making scale (Melbourne DMQ) 

with different items representing four patterns, that of vigilance, hyper vigilance, 

buckpassing, and procrastination. The data obtained from the scale are presented in 

tables 4.3. 
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Table 4.3 Patterns for Coping with Decisional Conflict among University 

Executives 
 

Sex Patterns Total 

Vigilance Buck-

passing 

Procrastin

ation 

Hyper 

vigilance 

N % N % N % N % N % 

Male 49 30.43 15 9.31 12 7.45 13 8.07 89 55.26 

Female 32 19.87 15 9.31 9 5.59 16 9.93 72 44.7 

Total 81 49.2 30 18.6 21 12.9 29 17.9 161 100 

Source: Field data 2013 

 

Table 4.3 shows that 49 (30.43%) male and 32 (19.87%) female university 

executives were using vigilance pattern where as 15 (9.31%) male and 15 (9.31%) 

female were using buckpassing pattern. On the other hand, 12 (7.45%) male and 9 

(5.59%) female were using procrastination for coping with decisional conflict. 

Eventually, pattern of hypervigilance were used by 13 (8.07%) males and 16 (9.93%) 

females. Moreover, it was also revealed from the above Table that 81 (49.2%) 

respondents were using vigilance pattern whereas, 30 (18.6%) respondents were 

using buckpasing, 21 (12.9%) were using procrastination, and 29 (17.9%) 

respondents were using hypervigilance pattern for coping with decisional conflict. 

This means that the most preferable pattern for coping with decisional conflict 

among university executives was vigilance.  The following graph (figure 4.3) 

illustrates the details. 
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Figure 4.4 Graphical presentation of Patterns for Coping with Decisional 

Conflict among University Executives 

   

Source: Field data 2013 

   

4.3 Levels of Emotional Intelligence among University Executives 

The EI of university executives were categorised into three levels on the basis of 

their scores.  The levels were termed as High, Moderate and Low by applying the 

criteria Mean ± ½ SD. The respondents who scored Mean + ½ SD (143 and above) 

were included in the high level of EI group; those scored Mean - ½ SD (122 and 

below) were included in the Low level of EI group; and those scoring in between 

these two limits (143 and 122) were included in the Moderate level of EI group. The 

details are presented in the following Table (4.4). 
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Table 4.4 Levels of Emotional Intelligence among University Executives 
 

                   University Executives 

Levels of E I Males Females Total 

N % N % N % 

High  45 28 17 11 62 39 

Moderate 24 15 34 21 58 36 

Low 20 12 21 13 41 25 

Total 89 55 72 45 161 100 

  Source: Field data 2013 

Table 4.4 show that, overall university executives with high, moderate and low 

emotional intelligence were 62, 58 and 41 respectively. On the other hand, the 

number of male university executives with high, moderate and low emotional 

intelligence were 45, 24 and 20 respectively. Moreover, it was also revealed from the 

above table that the number of female with high, moderate and low emotional 

intelligence were 17, 34 and 21 respectively. This meant that the majority of 

university executives were falling under the high EI group having the total number of 

62 (39%) respondents, followed closely by the moderate EI group 58 (36%) and 41 

(25%) were falling at low EI group. Moreover, table 4.4 reveals that male university 

executives were found to possess high emotional intelligence in comparison to 

females (male-45; female-17). The following graph (figure 4.4) illustrates details of 

the EI levels among university executives. 
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Figure4. 5 Graphical presentation on the University Executives’ Emotional 

Intelligence Levels 

 

Source: Field data 2013 

 

Section Two: Correlation Analysis 

In this section the analysis and interpretation of results pertaining relationships 

between patterns for coping with decisional conflict and emotional intelligence are 

presented. 

 

4.4 Correlation between Emotional Intelligence and Patterns for Coping with 

Decisional Conflict 

Co-efficient of correlation between EI and coping patterns for decisional conflict are 

shown in Tables 4.5 and in 4.6. Further, co-efficient of correlation between patterns 

for coping with decisional conflict of university executives with respect to the levels 

of emotional intelligence is provided in Table 4.7 
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Table 4.5 Overall Correlation between Patterns for Coping with Decisional 

Conflict and Emotional Intelligence (N=161) 

Variables Coefficient of 

correlation 

Level of Significance 

Patterns for Coping with Decisional 

Conflict 

 

-.26 

 

.01 

Emotional Intelligence 

Source: Field data 2013 

Table 4.5 reveals that the co-efficient of correlation between patterns for coping with 

decisional conflict and emotional intelligence of university executives is r= -.26, 

which was found significant at .01 level. However, it shows that the relationship 

between the two variables was found negative. This means that there was an overall 

significant negative relationship between patterns for coping with decisional conflict 

and emotional intelligence of university executives in the total sample study. 

Therefore it suggests that with the increase in emotional intelligence, the coping 

patterns of university executives decreases to a great extent and with the decrease in 

emotional intelligence, the ability of coping patterns is likely to increase to a great 

extent. Thus it can be interpreted to mean that emotional intelligence seems to reveal 

a negative relationship with the coping patterns of university executives. 

 

Table 4.6 Correlation between Different Patterns for coping with decisional 

conflict and Emotional Intelligence in Total Sample (N=161) 

S/N Patterns Coefficients Of 

Correlation 

Level Of Significance 

1 Vigilance .42 .01  

2 Buck-Passing -.29 .01  

3 Procrastination -.25 .01  

4 Hypervigilance -.22 .01  

Source: Field data 2013 
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Table 4.6 Shows that vigilance pattern for coping with decisional conflict (r= .42) is 

positively correlated with emotional intelligence of university executives. It indicates 

that the relationship between vigilance pattern for coping with decisional conflict of 

university executives and emotional intelligence is positive in direction. This means 

that university executives possessed high scores on vigilance were more likely to be 

higher in emotional intelligence and vice versa. 

Whereas, buck-passing (r=-.29), procrastination (r=-.25) and hyper vigilance (r=-

.22), for coping with decisional conflict of university executives were significant at 

0.1 level. However, it indicated that the relationship between the three patterns-

buckpassing, procrastination, and hyper vigilance versus emotional intelligence was 

negative. Therefore it suggests that with the increase in emotional intelligence, the 

three coping patterns of university executives decreases and with the decrease in 

emotional intelligence, the ability of the three coping strategy is likely to decrease. 

Thus it can be interpreted to mean that emotional intelligence seems to reveal a 

negative relationship with buckpasing, procrastination and hypervigilance coping 

strategy of university executives. 
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Table 4.6: Correlation between Patterns for Copping with Decisional Conflict 

and Different Levels of Emotional Intelligence  

S/N Patterns Levels of E.I  

N 

Coefficients of 

Correlation 

Level of 

Significance 

1  

Vigilance 

High 62 -.45 .01  

Moderate 58 .21 .01  

Low 41 .28 .01 

2 Buckpassing High 62 .29 .01  

Moderate 58 -.09 .01  

Low 41 -.22 .01  

3 Procrastination High 62 .19 .01 

Moderate 58 -.05 .01 

Low 41 -.16 .01  

4 Hypervigilance High 62 .19 .01  

Moderate 58 .01 .01  

Low 41 -.21 .01  

Source: Field data 2013 

Table 4.6 Shows that high emotional intelligence is positively correlated with 

buckpasing, procrastination and hypervigilance patterns for coping with decisional 

conflict of university executives (r=.29, r=.19,  r=.19 and r=.21) respectively and 

negatively correlated with vigilance pattern (r=-.45). It indicates that the relationship 

between high emotional intelligence and coping patterns of buckpasing, 

procrastination and hypervigilance was positive in direction, and was negative in 

direction with vigilance coping pattern. This means that university executives who 

possessed higher scores in emotional intelligence had higher scores in coping 

patterns of buckpasing, procrastination and hypervigilance than vigilance.  

Further, table 4.6 shows that moderate emotional intelligence was positively 

correlated with coping patterns of vigilance and hypervigilance (r=.21 and r=.01 

respectively) and negatively correlated with buckpasing and procrastination coping 
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patterns (r=-.09 and r=-.05 respectively). It indicates that the relationship between 

moderate emotional intelligence and coping patterns of vigilance and hypervigilance 

was positive in direction. Further, was negative in direction with buckpasing and 

procrastination coping patterns. This means that university executives who possessed 

moderate scores in emotional intelligence had higher scores in coping patterns of 

vigilance and hypervigilance than buckpasing and procrastination. 

Furthermore, table 4.6 shows that low emotional intelligence was positively 

correlated with vigilance coping pattern (r=.28) and negatively correlated with 

coping patterns of buckpasing, procrastination and hypervigilance (r=-.09, r=-.16, 

and r=-.21 respectively). It shows that the relationship between low emotional 

intelligence and vigilance coping pattern was positive in direction. And negative in 

direction with buckpasing, procrastination and hypervigilance coping patterns. This 

means that university executives who possessed lower scores in emotional 

intelligence were found to possessed higher scores in coping pattern of vigilance 

than buckpasing, procrastination and hypervigilance patterns. 

Section Three: Differential Analysis 

In this section the analysis and interpretation of results pertaining differentials 

between mean scores of patterns for coping with decisional conflict and emotional 

intelligence are presented. 

 

4.5 Coping Patterns Differentials among Groups of University Executives with 

Different Levels of Emotional Intelligence  

In this part, analysis of scores of ‗extreme‘ groups of respondents patterns for coping 
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with decisional conflict vis-à-vis emotional intelligence was done. It intended to test 

the significance of differences among the mean scores to establish its existence and 

vice versa. The details are presented in the following tables (4.7). 

Table 4.7 Significance of Difference between the Mean Coping Patterns Scores 

of High, Moderate and Low Emotional Intelligence Groups  

Source: Field data 2013 

Table 4.7 reveals that the mean coping strategies of the ‗high‘ emotional intelligence 

group is 20.85 and that of ‗low‘ emotional intelligence was 23.21 with SDs 4.19 and 

3.96 respectively. The obtained ‗t‘ value was 2.86, which is significance beyond.01 

level. It implies that the groups of university executives with ‗High‘ and ‗Low‘ 

emotional intelligence differ significantly with respect to their coping strategies. The 

table 4.7 also that the ‗low‘ emotional intelligence group of university executives has 

obtained high mean score on coping patterns than high emotional intelligence group 

of university executives. It suggests that lower emotional intelligence group of 

university executives were better in coping strategies in comparison to higher 

EI Levels N Mean S.D SEd ‘t’ Level 

of Sig. 

High-Emotional Intelligence 

V.S. 

Low-Emotional Intelligence 

62 20.85 4.19 

.82 2.86 .01 

41 23.21 3.96 

High-Emotional Intelligence 

V.S. 

Moderate-Emotional Intelligence 

62 20.85 4.19 

.79 .59 .55 58 

 
21.33 4.50 

Moderate-Emotional Intelligence 

V.S. 

Low-Emotional Intelligence 

58 21.32 4.50 
.87 2.16 .03 

41 23.22 3.56 
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emotional intelligence group of university executives. 

 Table (4.7) show further, that the mean coping strategies score of the ‗high‘ 

emotional intelligence group was 20.85 and that of the ‗moderate‘ emotional 

intelligence group was 21.33 with S.Ds 4.19 and 4.50 respectively. The ‗t‘ value was 

found to be .59 and this was not significant even at .05 level of significance. It means 

that the two groups did not differ significantly on their coping strategies. Table 4.7 

further highlights that the mean coping strategies score of ‗moderate‘ emotional 

intelligence group was higher than that of ‗high‘ emotional intelligence group. It 

suggests that ‗moderate‘ emotional intelligence group of university executives were 

found to be better in coping patterns when compared to ‗high‘ emotional intelligence 

group of university executives. 

Also, Table 4.7 shows that the mean coping strategies score of the ‗moderate‘ 

emotional intelligence group was 21.32 and that of the ‗low‘ emotional intelligence 

group was 23.22 with S.Ds 4.50 and 3.56 respectively. The ‗t‘ ratio between them 

comes out to be 2.16, which was significant at .05 level confidence. It implied that 

the groups of university executives with ‗moderate‘ and ‗low‘ emotional intelligence 

differ significantly with respect to their coping patterns. It can also be seen from the 

above Table that the ‗low‘ emotional intelligence group of university executives had 

higher mean score on coping strategies than the ‗moderate‘ emotional intelligence 

group of university executives. It suggests that university executives belonging to 

‗low‘ emotional intelligence group were better in coping strategies in comparison to 

university executives belonging to ‗moderate‘ emotional intelligence group. 

Since the mean coping strategies score of ‗low‘ emotional intelligence group was 
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higher than that of both low and moderate emotional intelligence group, it can be 

said that the group of university executives with low level of emotional intelligence 

was found to prefer the best coping strategies in comparison to the group of 

university executives with both high and moderate level of emotional intelligence. 

Also the group of university executives with low level of emotional intelligence was 

found to be better in coping patterns when compared to the group of university 

executives with moderate level of emotional intelligence. 

Table 4.8 Significance of Differences between the Mean Vigilance Coping 

Patterns Scores of High, Moderate and Low Emotional Intelligence Groups of 

University Executives 

  EI Levels N Mean S.D SEd ‘t’ 
Level 

of Sig. 

High-Emotional 

Intelligence 

V.S. 

Low-Emotional 

Intelligence 

62 9.58 2.83 

.57 5.23 .00 

41 6.27 2.82 

High-Emotional 

Intelligence 

V.S. 

Moderate-Emotional 

Intelligence 

62 9.58 2.83 

.52 5.15 .01 

58 6.88 2.92 

Moderate-Emotional 

Intelligence 

V.S. 

Low-Emotional 

Intelligence 

58 6.88 2.92 

.59 1.04 .30 

41 6.27 2.81 

Source: Field data 2013 

Table 4.8 shows that the mean vigilance coping strategy score of the ‗high‘ 

emotional intelligence group was 9.58 and that of the ‗low‘ emotional intelligence 

was 6.72 with S.Ds 2.83 and 2.82 respectively. The obtained ‗t‘ value was 5.23 and 
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this is found to be significant beyond .01 levels of confidence. It means that the two 

groups differ significantly on vigilance coping strategy. In a comparison of the mean 

vigilance coping pattern score of ‗high‘ emotional intelligence group was higher than 

that of ‗low‘ emotional intelligence group. It indicates that the university executives 

who belonged to the ‗high‘ emotional intelligence group were found to prefer 

vigilance coping strategy mostly as compare to those who belonged to the ‗low‘ 

emotional intelligence group. 

Table 4.8 further shows that the mean vigilance coping strategy score of ‗high‘ 

emotional intelligence group was 9.58 and that of the ‗moderate‘ emotional 

intelligence group was 6.88 with S.Ds 2.83 and 2.92 respectively. The ‗t‘ value for 

these two groups is 5.15 and this was found to be significant beyond .01 level of 

significance. It means that the ‗high‘ and ‗moderate‘ groups of emotional intelligence 

differ significantly with respect to their vigilance coping strategy. It can also be seen 

from the above Table that the ‗high‘ emotional intelligence group of university 

executives had obtained higher mean scores on their vigilance coping pattern than 

that of the ‗moderate‘ emotional intelligence group of university executives. It 

suggests that the group of university executives with ‗higher‘ level of emotional 

intelligence was found to prefer vigilance coping pattern more in comparison to the 

group of university executives with ‗moderate‘ level of emotional intelligence. 

Table 4.8 further shows that, the mean vigilance coping pattern score of ‗moderate‘ 

emotional intelligence group eas 6.88 and that of the ‗low‘ emotional intelligence 

group was 6.27 with S.Ds 2.92 and 2.82 respectively. The ‗t‘ ratio between them 

comes out to be 1.04, which was not significant even at .05 levels of significance. It 



97 
 

implies that the groups of university executives with ‗moderate‘ and ‗low‘ level of 

emotional intelligence in terms of vigilance coping strategy did not differ 

significantly. Again Table 4.8 indicates that the mean vigilance coping strategy score 

of ‗moderate‘ emotional intelligence group was higher than that of ‗low' emotional 

intelligence group. It suggests that university executives with ‗moderate‘ level of 

emotional intelligence exhibit using more vigilance coping strategy in comparison to 

the university executives with ‗lower‘ level of emotional intelligence.  

Since the mean vigilance coping strategy score of ‗high‘ emotional intelligence 

group was higher than that of both ‗moderate‘ and ‗low‘ emotional intelligence 

groups, it can be said that university executives experiencing higher level of 

emotional intelligence are found to be superior in vigilance coping pattern in 

comparison to the university executives experiencing ‗moderate‘ and ‗low‘ 

emotional intelligence. Also the group of university executives with moderate level 

of emotional intelligence exhibits to prefer vigilance coping pattern in comparison to 

the group of university executives with low level of emotional intelligence. 
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 Table 4.9 Significance of Differences between the Mean Buckpasing Coping 

Pattern Scores of High, Moderate and Low Emotional Intelligence Groups of 

University Executives 

Source: Field data 2013 

Table 4.9 shows that the mean buckpasing coping pattern score of the ‗high‘ 

emotional intelligence group was 4.08 and that of the ‗low‘ emotional intelligence 

was 6.66 with S.Ds 2.97 and 3.37 respectively. The obtained ‗t‘ value was 4.09 and 

this is found to be significant beyond .01 levels of confidence. It means that the two 

groups differ significantly on buckpasing coping pattern. In a comparison of the 

mean buckpasing coping strategy score of ‗low‘ emotional intelligence group was 

higher than that of ‗high‘ emotional intelligence group. It indicates that the university 

executives who belonged to the ‗low‘ emotional intelligence group were found to 

prefer buckpasing coping strategy as compare to those who belonged to the ‗high‘ 

emotional intelligence group. 

  EI Levels N Mean S.D SEd ‘t’ Level 

of Sig. 

High-Emotional 

Intelligence 

V.S. 

Low-Emotional 

Intelligence 

62 4.08 2.97 

.63 4.09 .00 

41 6.66 3.37 

High-Emotional 

Intelligence 

V.S. 

Moderate-Emotional 

Intelligence 

62 4.08 2.97 

.61 2.79 .01 

58 5.78 3.65 

Moderate-Emotional 

Intelligence 

V.S. 

Low-Emotional 

Intelligence 

58 5.78 3.65 

.72 1.22 .22 

41 6.66 3,67 
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Table 4.9 further shows that the mean buckpasing coping strategy score of ‗high‘ 

emotional intelligence group was 4.08 and that of the ‗moderate‘ emotional 

intelligence group was 5.78 with S.Ds 2.97 and 3.65 respectively. The ‗t‘ value for 

these two groups was 2.79 and this is found to be significant beyond .01 level of 

significance. It means that the ‗high‘ and ‗moderate‘ groups of emotional intelligence 

differ significantly with respect to their buckpasing coping pattern. It could also be 

seen from the above Table that the ‗moderate‘ emotional intelligence group of 

university executives have obtained higher mean score on their buckpasing coping 

pattern than that of the ‗high‘ emotional intelligence group of university executives. 

It suggests that the group of university executives with ‗moderate‘ level of emotional 

intelligence was found to prefer buckpasing coping strategy in comparison to the 

group of university executives with ‗higher‘ level of emotional intelligence. 

Table 4.9 depicts that the mean buckpasing coping strategy score of ‗moderate‘ 

emotional intelligence group was 4.10 and that of the ‗low‘ emotional intelligence 

group was 4.68 with S.Ds 3.04 and 2.72 respectively. The ‗t‘ ratio between them 

comes out to be .97, which was not significant even at .05 levels of significance. It 

implies that the groups of university executive with ‗moderate‘ and ‗low‘ level of 

emotional intelligence in terms of buckpasing coping strategy did not differ 

significantly. Again Table 4.9 indicates that the mean buckpasing coping pattern 

score of ‗moderate‘ emotional intelligence group was lower than that of ‗low' 

emotional intelligence group. It suggests that university executives with ‗moderate‘ 

level of emotional intelligence exhibit using less buckpasing coping pattern in 

comparison to the university executives with ‗lower‘ level of emotional intelligence.  
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Since the mean buckpasing coping pattern score of ‗low‘ emotional intelligence 

group was higher than that of both ‗high‘ and ‗moderate‘ emotional intelligence 

groups, it can be said that university executives experiencing lower level of 

emotional intelligence were strongly prefer buckpasing coping pattern in comparison 

to the university executives experiencing ‗high‘ and ‗moderate‘ emotional 

intelligence. Also the group of university executives with moderate level of 

emotional intelligence exhibited more preference in buckpasing coping pattern in 

comparison to the group of university executives with high level of emotional 

intelligence. 

 

Table 4.10 Significance of Differences between the Mean Procrastination 

Coping Strategy Scores of High, Moderate and Low Emotional Intelligence 

Groups of University Executives 

  EI Levels N Mean S.D SEd ‘t’ Level 

of Sig. 

High-Emotional 

Intelligence 

V.S. 

Low-Emotional 

Intelligence 

62 3.24 2.62 

.54 2.69 .01 

41 4.68 2.72 

High-Emotional 

Intelligence 

V.S. 

Moderate-Emotional 

Intelligence 

62 3.24 2.62 

.52 1.67 .17 
58 

 
4.10 3.04 

Moderate-Emotional 

Intelligence 

V.S. 

Low-Emotional 

Intelligence 

58 4.10 3.04 

.59 .97 .33 

41 4.68 2.72 

Source: Field data 2013 
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It is evident from Table 4.10 that the mean procrastination coping spattern score of 

the ‗high‘ emotional intelligence group was 3.24 and that of the ‗low‘ emotional 

intelligence was 4.68 with S.Ds 2.62 and 2.72 respectively. The obtained ‗t‘ value is 

2.69 and this was found to be significant beyond .01 levels of confidence. It means 

that the two groups differ significantly on procrastination coping strategy. In a 

comparison of the mean procrastination coping pattern score of ‗high‘ emotional 

intelligence group was lower than that of ‗low‘ emotional intelligence group. It 

indicated that the university executives who belonged to the ‗low‘ emotional 

intelligence group were found to prefer procrastination coping strategy as compare to 

those who belonged to the ‗high‘ emotional intelligence group. 

Table 4.10 further reveals that the mean procrastination coping strategy score of 

‗high‘ emotional intelligence group was 4.08 and that of the ‗moderate‘ emotional 

intelligence group was 4.10 with S.Ds 2.97 and 3.65 respectively. The ‗t‘ value for 

these two groups was 1.67 and this was found not to be significant even at .05 level 

of significance. It means that the ‗high‘ and ‗moderate‘ groups of emotional 

intelligence did not differ significantly with respect to their preference in using 

procrastination coping strategy. It is seen from the above Table that the ‗moderate‘ 

emotional intelligence group of university executives have obtained high mean score 

on procrastination coping strategy than that of the ‗high‘ emotional intelligence 

group of university executives. It suggests that the group of university executives 

with ‗moderate‘ level of emotional intelligence was found to prefer procrastination 

coping strategy in comparison to the group of university executives with ‗high‘ level 

of emotional intelligence. 
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Table 4.10 reveals that the mean procrastination coping pattern score of ‗moderate‘ 

emotional intelligence group was 4.10 and that of the ‗low‘ emotional intelligence 

group was 4.68 with S.Ds 3.04 and 2.72 respectively. The ‗t‘ ratio between them 

comes out to be .97, which was not significant even at .05 levels of significance. It 

implies that the groups of university executives with ‗moderate‘ and ‗low‘ level of 

emotional intelligence in terms of procrastination coping strategy did not differ 

significantly. Again Table 4.10 indicates that the mean procrastination coping 

strategy score of ‗moderate‘ emotional intelligence group was lower than that of 

‗low' emotional intelligence group. It suggests that university executives with ‗low‘ 

level of emotional intelligence exhibited using procrastination coping pattern more in 

comparison to the university executives with ‗moderate‘ level of emotional 

intelligence.  

Since the mean procrastination coping strategy score of ‗low‘ emotional intelligence 

group was higher than that of both ‗high‘ and ‗moderate‘ emotional intelligence 

groups. Hence university executives who experienced lower level of emotional 

intelligence were found to prefer procrastination coping strategy in comparison to the 

university executives experiencing ‗high‘ emotional intelligence. Also the group of 

university executives with low level of emotional intelligence exhibited more 

preference to procrastination coping strategy in comparison to the group of 

university executives with moderate level of emotional intelligence. 
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Table 4.11 Significance of Differences between the Mean Hypervigilance Coping 

Pattern Scores of High, Moderate and Low Emotional Intelligence Groups of 

University Executives 

EI Levels N Mean S.D SEd ‘t’ Level 

of Sig. 

High-Emotional 

Intelligence 

V.S. 

Low-Emotional 

Intelligence 

62 3.95 2.36 

.52 3.18 .00 

41 5.61 2.91 

High-Emotional 

Intelligence 

V.S. 

Moderate-Emotional 

Intelligence 

62 3.95 2.36 

.48 1.28 .20 

58 4.56 2.91 

Moderate-Emotional 

Intelligence 

V.S. 

Low-Emotional 

Intelligence 

58 4.56 2.91 

.59 1.75 .83 

41 5.61 2.91 

Source: Field data 2013 

Table 4.11 shows that the mean hypervigilance coping strategy score of the ‗high‘ 

emotional intelligence group was 3.95 and that of the ‗low‘ emotional intelligence 

was 5.61 with S.Ds 2.36 and 2.91 respectively. The obtained ‗t‘ value is 3.18 and this 

was found to be significant beyond .01 levels of confidence. It means that the two 

groups differ significantly on hypervigilance coping strategy. In a comparison of the 

mean hypervigilance coping pattern score of ‗high‘ emotional intelligence group was 

lower than that of ‗low‘ emotional intelligence group. It indicated that the university 

executives who belonged to the ‗low‘ emotional intelligence group are found to 

prefer hypervigilance coping strategy as compared to those who belonged to the 

‗high‘ emotional intelligence group. 
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Table 4.11 further reveals that the mean hypervigilance coping pattern score of 

‗high‘ emotional intelligence group was 3.95 and that of the ‗moderate‘ emotional 

intelligence group was 4.56 with S.Ds 2.36 and 2.91 respectively. The ‗t‘ value for 

these two groups was 1.28 and this was not significant even at .05 level of 

significance. It means that the ‗high‘ and ‗moderate‘ groups of emotional intelligence 

did not differ significantly with respect to their preference in using hypervigilance 

coping pattern. Hence the ‗moderate‘ emotional intelligence group of university 

executives had high mean scores on hypervigilance coping pattern than that of the 

‗high‘ emotional intelligence group of university executives. It suggests that the 

group of university executives with ‗moderate‘ level of emotional intelligence 

prefered hypervigilance coping strategy in comparison to the group of university 

executives with ‗high‘ level of emotional intelligence. 

Table 4.11 reveals that the mean procrastination coping strategy score of ‗moderate‘ 

emotional intelligence group was 4.56 and that of the ‗low‘ emotional intelligence 

group was 5.61 with S.Ds 2.91 and 2.91 respectively. The ‗t‘ ratio between them 

came up as 1.75, which was not significant even at .05 levels of significance. It 

implies that the groups of university executives with ‗moderate‘ and ‗low‘ level of 

emotional intelligence in terms of hypervigilance coping strategy did not differ 

significantly. Again Table 4.11 indicates that the mean hypervigilance coping pattern 

score of ‗moderate‘ emotional intelligence group was lower than that of ‗low' 

emotional intelligence group. It suggests that university executives with ‗low‘ level 

of emotional intelligence exhibited hypervigilance coping pattern more in 

comparison to the university executives with ‗moderate‘ levels of emotional 

intelligence.  
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Since the mean hypervigilance coping pattern score of ‗low‘ emotional intelligence 

group was higher than that of both ‗high‘ and ‗moderate‘ emotional intelligence 

groups. Hence university executives who experienced lower level of emotional 

intelligence prefered hypervigilance coping pattern in comparison to the university 

executives experiencing ‗high‘ and ‗low‘ emotional intelligence. Also the group of 

university executives with low level of emotional intelligence exhibited more 

preference in hypervigilance coping strategy in comparison to the group of university 

executives with moderate level of emotional intelligence. 

 

4.6 Discussion of the Results 

Discussion of the results pertaining to patterns for coping with decisional conflict in 

relation to emotional intelligence of university executives is presented in this part. 

The results were discussed in reference to previous studies.  

Overall, the current study revealed that majority of university executives preferred 

vigilant pattern for coping with decisional conflict over other patterns 

(hypervigilance, buckpassing and procrastination).  The results also showed that 

majority of university executives were found to fall under high EI group. 

Furthermore, the study revealed that there was a significant relationship between 

coping patterns and emotional intelligence of university executives. 

 Hypothesis number one of the study projected that majority of university executives 

would prefer vigilant pattern for coping with decisional conflict over other patterns 

of hypervigilance, buckpassing and procrastination was accepted. Vigilance is the 

best coping pattern to which effective decision maker would adapt. The findings 
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were supported by majority of previous studies. Rosete and Ciarrochi (2006) 

established a link between decision making style and workplace measures of 

leadership effectiveness, using an objective measure of performance. Their findings 

showed that majority of executives were using the best style in making decisions.  

 

Hypothesis number two of the study assumed that most university executives would 

possess high EI was also accepted. This followed the assumption that people higher 

in organizational hierarchy would posses high EI. These findings were supported by 

Singh (2007). Singh (2007) investigated the relationship between emotional 

intelligence and leadership effectiveness among 340 software professionals. The 

results showed that majority of the software professionals were exhibiting high EI. 

Emotional intelligence was positively and significantly related to organizational 

leadership. 

Rosete and Ciarrochi (2005) established a link between emotional intelligence and 

workplace measures of leadership effectiveness, using an objective measure of 

performance. Their findings showed that majority of executives were higher on 

emotional intelligence. And were more likely to achieve organizational outcomes 

and be considered as effective leaders by their subordinates and direct manager.  

 

 Hypothesis number three of the study projected that there would be significant 

positive relationship between the patterns for coping with decisional conflict and EI 

of university executives was not accepted. The findings showed negative relationship 

between the two constructs.  These findings were in cooperation with those of 

Atwood (2012) and Natalie M. P. and Theuns F.J.  (2007). 
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Atwood (2012) when studying the link between EI and decision making using Bar-

On EQ-i: S and General Decision Making Inventory respectively, among 149 health 

leaders in the state of Iowa found out that there exist a weak statistical relationship 

between total emotional intelligence scores and decision-making styles. Multiple 

regression analyses to identify predictive relationships proved less concrete. When 

outlier data were removed, a statistically significant predictive relationship existed 

between the emotional intelligence aspect of intrapersonal skills and the intuitive 

decision-making style. While other multiple regression analyses did not demonstrate 

statistical significance, the data trended toward the existence of a predictive 

relationship between certain aspects of emotional intelligence and various decision-

making styles.  

 Natalie M. P. and Theuns F.J. (2007) in their study with the primary objective of 

establishing whether a potential trend exists between effective leadership and 

emotional intelligence (EI) in terms of their leadership styles among 123 students 

leaders from the University of Johannesburg's Auckland Park Kingsway campus. 

The findings revealed that there was insufficient evidence to support the objective 

that specific trends exist between leadership effectiveness when considering 

emotional intelligence or whether emotional intelligences relates more strongly with 

a transformational or transactional leadership style. 

 

 Hypothesis number four and five of the study proposed that university executives 

with higher level of EI would prefer the relatively best pattern for coping with 

decisional conflict in comparison to the university executives with moderate and 

lower levels of EI was accepted. The relatively best pattern for coping with 
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decisional conflict would be vigilance. Hence, university executives with higher EI 

prefer vigilance coping pattern more in comparison to the executives with moderate 

and lower level of EI.  

In support of these findings Srivastva and Bharamanaikar (2004) revealed the 

existence of a significant correlates of EI with transformational leadership and 

success. They conclude that an EI person was sought to be more successful in all 

spheres than a person who possesses less EI skills and thus making sound decisions. 

George, (2000), found out that high EI helps leaders to improve their decision 

making and instill a sense of enthusiasm, trust and co-operation in other employees 

through interpersonal relationships. Further, those leaders who possess a strong set of 

interpersonal skills (include empathy, heightened awareness, insight, and the ability 

to give feedback –which are part of EI) and can distinguish what approach (pattern) 

is best to use for any given situation are most likely to be successful in their positions 

(Dyer, 2001). 

When addressed from another angle the two hypotheses (number four & five) might 

state that university executives with moderate and lower levels of EI would prefer 

the relatively poor patterns (hypervigilance, buckpassing and procrastination) for 

coping with decisional conflict in comparison to the university executives with 

higher level of EI. A number of studies found similar results. Mann et al. (1997) 

found out that hypervigilance coping pattern is associated with severe emotional 

stress (denoting lower self-esteem, apart of EI). Also, Enver, (2008) found that 

hypervigilance, buckpassing and procrastination coping patterns to influence 

adversely decision making in social relations while vigilance coping pattern 

influence favorably decision making in social relations.  
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

In this chapter summary of the study, conclusions reached and recommendations as 

well as suggestions for further research are presented.  

5.1 Summary of the Study  

The major purpose of this study was to investigate patterns for coping with 

decisional conflict in relation to emotional intelligence of university executives.  

The objectives of the study were:  

4. To investigate patterns for coping with decisional conflict and emotional 

intelligence levels of university executives. 

5. To examine relationships between the patterns for coping with decisional conflict 

and emotional intelligence levels of university executives. 

6. To scrutinize differences between the patterns for coping with decisional conflict 

and different levels of emotional intelligence of university executives.  

It uses a survey questionnaire design and adopted quantitative approach. The 

purposive sampling was used to select both universities and respondents for the 

study. It was conducted in three regions of Dar-es-Salaam, Dodoma and Morogoro. 

Data were obtained through two sets of self administering questionnaires. The 

obtained data were analyzed by using descriptive and inferential statistics. The main 

findings were as follows; 
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5.2 Summary of Findings 

1. The first objective of the study was to investigate patterns for coping with 

decisional conflict and emotional intelligence levels of university executives. The 

findings were; 

 Four patterns for coping with decisional conflict were investigated that of 

vigilance, hypervigilance, procrastination and buckpasing. The results show 

that majority of university executives were preferring vigilance pattern than 

the rest three patterns.  

 The investigation on emotional intelligence among university executives 

reveals the presence of three groups those of high, moderate and low 

emotional intelligence. Further, it shows that majority of university 

executives were falling under the high emotional intelligence group. 

2. The second objective of the study was to examine relationships between the 

patterns for coping with decisional conflict and emotional intelligence levels of 

university executives. The following are the findings; 

 There was a positive relationship between vigilance coping pattern 

and emotional intelligence of university executives. Besides, negative 

relationship between coping patterns of hypervigilance, 

procrastination and buckpasing.   

 Vigilance pattern had negative relationship with high emotional 

intelligence, this can be explained as caused by the differences in 

individuals‘ scores with respect to the overall emotional intelligence 

scores. 

 Moderate emotional intelligence group was found to have positive 
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correlation with coping patterns of vigilance and hypervigilance and 

negatively correlated with buckpasing and procrastination coping 

patterns. 

 Low emotional intelligence was found to positively correlated with 

vigilance coping pattern and negatively correlated with coping 

patterns of buckpasing, procrastination and hypervigilance. 

3. The third objective of the study was to scrutinize differences between the 

patterns for coping with decisional conflict and different levels of emotional 

intelligence of university executives. It came up with the following findings; 

 The groups of university executives with ‗High‘ and ‗Low‘ emotional 

intelligence differ significantly with respect to their coping patterns. 

And there were no significance differences between ‗high‘ and 

‗moderate‘ groups of university executives. Additionally, there was 

no significance difference between ‗moderate‘ and ‗low‘ emotional 

intelligence groups of university executives with respect to their 

coping patterns.  

 University executives who possessed higher level of emotional 

intelligence were superior in vigilance coping strategy in comparison 

to the university executives experiencing ‗moderate‘ and ‗low‘ 

emotional intelligence. Also the group of university executives with 

moderate level of emotional intelligence exhibited preference to 

vigilance coping pattern in comparison to the group of university 

executives with low level of emotional intelligence. 

 University executives who possessed lower level of emotional 
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intelligence prefered buckpasing coping pattern in comparison to the 

university executives experiencing ‗high‘ and ‗moderate‘ emotional 

intelligence. Also the group of university executives with moderate 

level of emotional intelligence exhibits more preference in buckpasing 

coping strategy in comparison to the group of university executives 

with high level of emotional intelligence. 

 University executives who possessed lower level of emotional 

intelligence prefered procrastination coping strategy in comparison to 

the university executives who possessed ‗high‘ emotional intelligence. 

Also the group of university executives with low level of emotional 

intelligence exhibits more preference in procrastination coping 

strategy in comparison to the group of university executives with 

moderate level of emotional intelligence. 

 University executives possessed lower level of emotional intelligence 

prefered hypervigilance coping pattern in comparison to the university 

executives who possessed ‗high‘ emotional intelligence. Also the 

group of university executives with low level of emotional 

intelligence exhibited higher preference of hypervigilance coping 

strategy in comparison to the group of university executives with 

moderate level of emotional intelligence. 

5.3 Conclusions  

The study concludes that among the four patterns, majority of university executives 

preferred vigilance pattern for coping with decisional conflict over other patterns of 
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buckpasing, procrastination and hypervigilance.  Also the majority of university 

executives were found possessing high EI. Although when correlated, result showed 

a negative relationship between vigilance and high EI, it showed positive relationship 

with moderate and low EI groups. On the other hand, results revealed positive 

relationship between buckpasing, procrastination and hypervigilance with high EI 

group. However, the results from differential statistics analysis were the opposite, 

exhibiting, significant differences from mean vigilance scores of university 

executives with higher EI and those possessed moderate and low EI levels. And 

presented no significant differences between groups of university executives with 

moderate and low EI on vigilance coping pattern. It further showed significance 

difference between groups of university executives possessed moderate and low 

levels of EI to that of those possessed high EI. Although EI were found to be among 

the important factor in decision making, having high, moderate and/or low EI were 

found not to be an exclusive indication of using vigilance, buckpasing, 

procrastination or hypervigilance pattern for coping with decisional conflict. 

 

5.4 Recommendations  

Based on the findings and conclusions of the study, the study recommends, similar 

studies to be replicated for the sake of affirmation or disprove existing theories and 

or earlier empirical findings. Further research is recommended in the following 

areas; 

 The patterns for coping with decision conflict in relation to emotional 

intelligence of university executives across gender. 



114 
 

 The patterns for coping with decision conflict in relation to emotional 

intelligence among university executives across gender and length of service. 

 The influence of personality traits in decision making processes and 

emotional intelligence among public and private institutions. 

 Emotional intelligence and conflict decision making styles on career choice 

among Tanzania high school students. 

 The influence of emotional intelligence on secondary school teachers‘ 

competence and effectiveness. 
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APPENDICES 

Appendix A – Melbourne DMQ for measuring coping patterns 

 

QUASTIONNAIRE SET A 

 

Please fill the following information 

Sex ……………….                            Occupation …………………          

Age …………………………  Designation ……….           Length of 

service………….. 

 

PART II 

 

Instructions: 

People differ in the way they go about making decisions.  Please indicate how you 

make decisions by ticking for each question the response which best fits your usual 

style. 

When making decisions -  True for 

me 

Sometim

es true 

Not true 

for me 

1. I feel as if I‘m under tremendous time 

pressure when making decisions. 

[     ] 

 

[     ] 

 

[    ] 

 

2. I like to consider all of the alternatives. [     ] [     ] [     ] 

3. I prefer to leave decisions to others. [      ] [     ] [     ] 

4. I try to find out the disadvantages of all 

alternatives. 

[    ] [    ] [    ] 

5. I waste a lot of time on trivial matters 

before getting to the final decision. 

[    ] [     ] [    ] 

6. I consider how best to carry out the 

decision.  

[     ] [     ] [     ] 

7. Even after I have made a decision I 

delay acting upon it. 

[     ] [     ] [     ] 

8. When making decisions I like to collect    
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When making decisions -  True for 

me 

Sometim

es true 

Not true 

for me 

lots of information. [     ] [     ] [     ] 

9. I avoid making decisions. [      ] [     ] [     ] 

10. When I have to make a decision I wait a 

long time before starting to think about 

it. 

[     ] [     ] [    ] 

11. I do not like to take responsibility for 

making decisions. 

[    ] [     ] [     ] 

12. I try to be clear about my objectives 

before choosing. 

[     ] [     ] [     ] 

13. The possibility that small things might 

go wrong causes me to swing abruptly 

in my preferences. 

[    ] [     ] [     ] 

14. If a decision can be made by me or 

another person I let the other person 

make it. 

[     ] [     ] [     ] 

15. Whenever I face a difficult decision I 

feel pessimistic about finding a good 

solution.  

[       ] [       ] [       ] 

16. I take a lot of care before choosing. [       ] [       ] 

 

[       ] 

 

17. I do not make decisions unless I really 

have to.  

[    ] [     ] [     ] 

18. I delay making decisions until it is too 

late.  

[     ] [     ] [     ] 

19. I prefer that people who are better 

informed decide for me.  

[      ] [     ] [     ] 

20. After a decision is made I spend a lot of 

time convincing myself it was correct. 

[     ] [     ] [     ] 

21. I put off making decisions. [     ] [     ] [     ] 

22. I cannot think straight if I have to make 

decisions in a hurry.  

[     ] [     ] [     ] 
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Appendix B – EIS for measuring EI 

QUASTIONNAIRE SET B 

 

Please fill the following information 

Age …………………………             Sex ………………. 

Occupation …………………            Designation ………. 

Length of service………….. 

                                                                    

INSTRUCTIONS 

Here some statements are given and for every statement you have to express views 

by marking (√) on any one cell of the alternatives. There is no right and wrong 

answers, so give your responses in all items. 

5. Profoundly true of me                           2.  Rarely true of me  

     4. Normally true of me                               1.   Not true of me 

     3. Sometimes true of me      

  

Profound

ly true of 

me 

Normal

ly true 

of me 

Sometim

es true of 

me 

 

Rarely 

true of 

me 

 

Not 

true of 

me 

1.  

 

I can encourage others to work even 

when things are not favorable. 

[   ] [   ] [   ] [   ] [   ] 

2.  

 

People tell me that I‘m an inspiration 

for them. 

[   ] [   ] [   ] [   ] [   ] 

3.  

 

I am able to encourage people to take 

Initiatives. 

[   ] [   ] [   ] [   ] [   ] 

4.  

 

I am able to make intelligent decisions 

using a healthy balance of emotions 

and reason 

[   ] [   ] [   ] [   ] [   ] 

5.  

 

I do not depend on other 

encouragement to do my work well.                       

[   ] [   ] [   ] [   ] [   ] 

6.  I can continue to do what I believe in, 

even under service criticism.         

[   ] [   ] [   ] [   ] [   ] 
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Profound

ly true of 

me 

Normal

ly true 

of me 

Sometim

es true of 

me 

 

Rarely 

true of 

me 

 

Not 

true of 

me 

7.  

 

I am able to assess the situation and 

then behave  

[   ] [   ] [   ] [   ] [   ] 

8.  I can concentrate on the task at hand 

inspite of disturbances.                                      

[   ] [   ] [   ] [   ] [   ] 

9.  

 

I pay attention to the worries and 

concerns of others.    

[   ] [   ] [   ] [   ] [   ] 

10.  

 

I can listen to someone without the 

urge to say something.     
[   ] [   ] [   ] [   ] [   ] 

11.  

 

I am perceived as friendly and 

outgoing.  

[   ] [   ] [   ] [   ] [   ] 

12.  

 

I have my priorities clear. [   ] [   ] [   ] [   ] [   ] 

13.  

 

I can handle conflicts around me. [   ] [   ] [   ] [   ] [   ] 

14.  I do not mix unnecessary emotions 

with issues at hand. 

[   ] [   ] [   ] [   ] [   ] 

15.  

 

I stay to see the other person‘s points 

of view. 

[   ] [   ] [   ] [   ] [   ] 

16.  I can stand up for my belief.    [   ] [   ] [   ] [   ] [   ] 

17.  I can see the brighter side of my 

situation. 

[   ] [   ] [   ] [   ] [   ] 

18.  I believe in myself. [   ] [   ] [   ] [   ] [   ] 

19.  I am able to stay focused even under 

pressure. 

[   ] [   ] [   ] [   ] [   ] 

20.  I am able to maintain the standards of 

honesty And integrity. 

[   ] [   ] [   ] [   ] [   ] 

21.  I am able to confront unethical actions 

or others. 

[   ] [   ] [   ] [   ] [   ] 

22.  I am able to meet commitments and 

keep priorities. 

[   ] [   ] [   ] [   ] [   ] 

23.  I am organized and careful in my 

work. 

[   ] [   ] [   ] [   ] [   ] 

24.  I am able to handle multiple demands. [   ] [   ] [   ] [   ] [   ] 

25.  I am comfortable and open to new 

ideas and new information 

[   ] [   ] [   ] [   ] [   ] 

26.  I pursue goals beyond what is required 

and expected of me. 

[   ] [   ] [   ] [   ] [   ] 

27.  I am persistent in pursuing goals 

despite obstacles and setbacks. 

[   ] [   ] [   ] [   ] [   ] 

28.  I have built support, made and 

maintained Personal friendships with 

work associates. 

[   ] [   ] [   ] [   ] [   ] 

29.  I am able to identify and separate my 

emotions. 

[   ] [   ] [   ] [   ] [   ] 



127 
 

  

Profound

ly true of 

me 

Normal

ly true 

of me 

Sometim

es true of 

me 

 

Rarely 

true of 

me 

 

Not 

true of 

me 

30.  I think that feelings must be managed. [   ] [   ] [   ] [   ] [   ] 

31.  I am aware of my weakness [   ] [   ] [   ] [   ] [   ] 

32.  I feel that I must devote myself even 

when my job does not demand it. 

[   ] [   ] [   ] [   ] [   ] 

33.  I believe that happiness is a positive 

attitude 

34. I can understand the difficulties of 

others 

[   ] [   ] [   ] [   ] [   ] 
 

 

 


