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ABSTRACT 

 This study examined the moderating effect of gender on the relationship between 

 knowledge management and conflict management effectiveness among senior staff in 

 selected public universities in South-West Nigeria. Grounded in theoretical frameworks 

 such as the Thomas-Kilmann Conflict Mode Instrument, the study explored how key 

 dimensions of knowledge managementðacquisition, sharing, creation, and retentionð

 influence the effectiveness of conflict resolution strategies, and whether these relationships 

 vary by gender. A descriptive survey design was employed, with data collected from 428 

 senior academic and non-academic staff across six public universities. Multiple regression 

 analysis revealed a significant relationship between knowledge management practices and 

 conflict management effectiveness. Knowledge retention was identified as the strongest 

 predictor, followed by knowledge sharing and acquisition. However, gender as a 

 moderating variable did not have a statistically significant effect on the relationship, 

 indicating that knowledge management strategies are generally effective across genders. 

 Nonetheless, perceptual differences were observed, with female respondents reporting a 

 higher perceived impact of knowledge management on conflict resolution. These findings 

 highlight the importance of inclusive, gender-sensitive knowledge management practices 

 to enhance conflict resolution outcomes in academic institutions. 
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INTRODUCTION  

The management of conflict within organizations has generated considerable scholarly discourse. 

Conflictsðwhether arising from resource allocation, task responsibilities, or interpersonal 

relationsðare virtually inevitable in complex organizational systems (Rahim, 2023). Therefore, 

effective conflict management strategies are vital for maintaining organizational integrity and 

performance. Various models and frameworks have been developed to address the complexities 

of organizational conflict across diverse settings, including Rahimôs (2002) organizational conflict 

model, the Thomas-Kilmann Conflict Mode Instrument (Thomas & Kilmann, 1974), the Interest-

Based Relational Approach (Fisher et al., 2011), and the Dynamic Conflict Model (Barki & 

Hartwick, 2004). 

 Public universities in South-West Nigeria have faced various conflicts and resolution 

procedures that have adversely affected institutional calendars and academic programmes. It is 

pertinent to note that effective conflict management is crucial for maintaining a conducive learning 

environment and promoting academic excellence. Knowledge managementðwhich involves the 

creation, sharing, and utilization of knowledgeðcan play a vital role in navigating the conflict 

management process within tertiary institutions. 

 Drawing from empirical findings by previous researchers, effective conflict management 

is essential in mitigating these consequences through knowledge management. This includes 

creating and sharing knowledge, identifying and leveraging expertise, facilitating collaboration 

and innovation, and fostering a culture of peace necessary for continuous learning (Oyewumi, 

2020; Adekunle, 2018). Knowledge Management (KM) is a critical and transformative concept 

that has attracted significant scholarly attention. Its origins can be traced to the late 20th century, 

during the information age, when organizations began to recognize that knowledgeðunlike other 

finite resourcesðoffers sustainable competitive advantages when managed effectively (Gao et al., 

2018; Dahiya et al., 2022). Across various sectors, including healthcare, technology, and 

government, KM practices have been implemented with varying degrees of success due to their 

potential to foster innovation, enhance productivity, and facilitate effective decision-making 

(Abubakar et al., 2019; Abbas et al., 2020). 

 The problem of conflict management has remained a concern among organizational 

behaviourists and human resource management practitioners. Despite the recognized importance 

of effective conflict management in tertiary institutions, conflicts continue to pose significant 

challenges in South-West Nigeria, with adverse effects on academic programmes, staff morale, 

and institutional reputation. While KM has been acknowledged as a crucial factor in enhancing 

organizational performance, its specific role in conflict management effectiveness within Nigerian 

tertiary institutions remains underexplored. Therefore, this study aims to investigate the influence 

of knowledge management on conflict management effectiveness in universities in South-West 

Nigeria. The goal is to identify strategies to improve conflict management practices and promote 

a culture of peace. Currently, many tertiary institutions in South-West Nigeria lack a systematic 

approach to leveraging KM practices to prevent, manage, and resolve conflicts, resulting in 

frequent disruptions and ineffective resolution mechanisms. 

 The persistence of these conflictsðdespite numerous interventionsðhighlights a 

significant gap in the existing conflict management strategies employed by these institutions. 

Additionally, the literature rarely addresses the influence of gender on conflict management within 

academic contexts, leaving an important area underexplored. Specifically, there is limited 

understanding of how gender differences among senior staff may influence perceptions of, and 

outcomes from, conflict management strategies (Gbadamosi et al., 2014). 
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 Hence, this study seeks to examine the moderating effect of gender on the relationship 

between knowledge management and conflict management effectiveness. The null hypothesis is 

there is no significant interactive effect of gender on the relationship between knowledge 

management metrics and conflict management effectiveness. 

 

LITERATURE REVIEW  

Knowledge Management  

Pollard and Kumar (2022) argued that the term knowledge management is often insufficient, as 

many programs labeled as such focus solely on information management. These programs 

typically emphasize the coding, storage, and dissemination of information (Nworie, 2022). An 

organizationôs ability to utilize and leverage knowledge depends largely on its human resources, 

who are responsible for generating, disseminating, and applying knowledge (Ahmad & Karim, 

2019). The exchange and synthesis of knowledge derived from others are crucial for effective 

knowledge utilization (González-Piñero et al., 2021). The importance of knowledge sharing for 

interconnectedness at both individual and organizational levels is well recognized (Ahmad & 

Karim, 2019). However, a significant amount of organizational knowledge resides at the individual 

level, often acquired and refined through daily activities and responsibilities.  

 Abbas et al. (2020) proposed that humans naturally employ intuitive filtering mechanisms 

when evaluating the psychological processes involved in knowledge sharing. They identified 

situations in which individuals are hesitant to disclose information, particularly when perceptions 

of reliability are subjective and depend on coworkersô ability to handle commercially sensitive 

material. Andrews and Delahaye (2000) emphasized that the psychosocial component is a critical 

determinant in individualsô willingness to contribute their expertise, especially in the development 

of research services. According to Nonaka and Takeuchi (1995), organizational learning results 

from a holistic process of knowledge transfer. This process includes the active pursuit and creation 

of novel and previously unknown knowledge, encompassing various forms of knowledge 

exchange between individuals and organizations. 

 Knowledge management involves the discovery, creation, dissemination, and utilization of 

knowledge. Its principles emphasize the need for organizations to ñknow what they know.ò All 

businesses inherently store, access, and deliver knowledge in specific ways. Knowledge is 

essential for achieving a sustainable competitive advantage. Awan and Jabbar (2019), as well as 

Ahmed and Mohamed (2017), noted that proper knowledge management improves organizational 

performance across both public and private sectors. They further stressed that retaining and 

properly training employees not only enhances their skills but also builds their confidence. 

Conflict Management 

The concept of conflict management (CM) has traditionally been associated with conflict 

containment and resolution. CM refers to the discipline of recognizing conflict and addressing it 

in a fair, effective, and constructive manner. This process requires skills such as effective 

communication, problem-solving, and interest-based negotiation (Gordon, 2024). The ultimate 

goal of conflict resolution is to eliminate affective conflict, maintain a moderate level of 

substantive conflict, and apply optimal strategies to enhance workplace productivity. 

Effective conflict management in educational institutions requires appropriate leadership styles 

from school administrators or chief executives. Demers, as cited in Magagula (2017), outlined 

three peaceful strategies for resolving crises among conflicting parties: mediation, arbitration, and 




