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The recent trends and challenges have brought dramatic
changes in terms of creating virtual workplaces for both men
and women. The present empirical study aims to investigate
male-female differences in conflict management styles in
work setting, with special reference to identify the primary
and secondary styles adopted to resolve interpersonal
conflict. Conflict management styles have been assessed by
using 37-items Organizational Conflict Management
Inventory disaggregated further into, five sub scales as:
Integrating,  Obliging,  Avoiding, Dominating, and
Compromising. The study reflects that there is no significant
difference between men and women in handling
interpersonal conflicts. However, the women tend to excel in
avoiding, obliging and dominating styles, whereas men
appear to adopt integrating and compromising styles. The
preferred primary style among both during interpersonal
conflict with their superiors is Integration, while the
secondary style among men is compromising and among
women avoiding.

Field of Research: Organizational Behaviour, Conflict
Management, Gender Differences

"Foundation University FUIMCS, 1 New Lalazar, FF Educational Complex,
Rawalpindi, Pakistan email: doc.tbc@gmail.com

“Director General, Academy of Educational Planning & Management, G-8/1,
Sarya Chowk. Islamabad. email: drpashami@hotmail.com

"Head of Department, Faculty of Management Sciences, Foundation
University FUIMCS, 1 New Lalazar, FF Educational Complex, Rawalpindi,
Pakistan email: drmisaif@gmail.com

""Assistant Professor, Department of Economics, AIOU, Pakistan.




Chaudhry, Shami, Saif & Ahmed 343

1. Introduction

Significant attention has been received by the group conflict
management within the organizations in the academic and non-
academic literature. (Wall & Callister, 1995; Jehn, 1997;
Jameson, 1999; Rahim, 2000, 2001, 2002; Pearson, Ensley &
Amson, 2002; De Dru & Weingart, 2003). Not only research but
also the practitioner’s interest in conflict management reflects
the fact that conflict is inevitable in organizational and social life
(Cosier & Ruble, 1981; Miles, 1980), and researches show that
managers spend a major amount of their time dealing with
conflict (Pondy, 1992; Pulhamus, 1991; Thomas & Schmidt,
1976).

Studies reveal that the growth in organizational
interdependencies, the shift to collaborative team-based
structures, increased diversity, and heightened environmental
uncertainty all can lead to substantially higher degrees of
organizational conflict (Amason, 1996; Amason, et al., 1995;
Jameson, 1999; Pondy, 1992; Wall & Callister, 1995). Conflict
has been defined as a “Process in which one part perceives
that its interests are being opposed or negatively affected by
another party” (Wall & Callister, 1995; Bowling, Leslie & Marks,
2001). Rahim (1992) identifies conflict as an “interactive
process manifested in incompatibility, disagreement or
dissonance within or between social entities.

The presence of conflict can have an organization-wide impact
by calling attention to problem areas, which can lead to a
search for solutions and improvements that can cause
fundamental changes in important aspects within the
organization (Pondy, 1992). Properly managed conflict can also
contribute to improved decision making quality within
organizations (Amason, 1996). With increasing numbers of
women moving into decision making positions in organizations
(Powell, 1988) along side men, coupled with the obvious
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importance of conflict management skills in providing effective
leadership, there has been an increased focus on the possible
existence on gender differences in the ability to manage
conflict.

Gender is one of the individual variables that have received
much attention in conflict research (Gayle, Preiss & Allen,
1994; Walters, Stuhlmacher & Meyer 1998) for its potential
moderating effect. Some researchers are attracted to this area
of research in response to the fact that "skepticism surrounding
women's ability to adopt managerial roles and responsibilities
has prevailed since the advent of women within the corporate
hierarchy" (Portello & Long, 1994). The researchers have
explored and exploded the traditional view, along with
impediment to women's progress through the managerial
ranks, that women are not "as good as men" at handling
conflict or at negotiating. Other researchers, taking to heart
either traditional cultural stereotypes or the theories of cultural
feminists, have sought to explore whether women really do
speak in "a different voice" than men when negotiating or
handling conflict (Korabik, Baril, & Watson, 1993). Question
remains whether do the women communicate differently than
men in such situations? Do they behave differently? Do they
pursue different outcomes?

2. Literature Review

Gender has been the focus in many aspects of communication.
Scholars have disagreed about what differences exist and to
what degree they exist between male and female managers
concerning preferred conflict resolution style. Some scholars do
not believe that gender significantly impacts communication
strategies at all (Conrad, 1991; Korabik, Baril, & Watson,
1993). Korabik et al (1993) found that women managers do not
differ from male managers in preferred conflict resolution style,
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but they do differ from their non-managerial counterparts
(Korabik, Baril, & Watson, 1993). The situation demands
investigation into the contradictory views to expose reality.

The contemporary view of conflict is that it can be positive force
in organizations if it is managed properly (Jameson, 1999;
Pelled, Eisenhardt & Xin, 1999; Rahim, 2001, 2002; Rahim,
Magner & Shapiro, 2000; Wall & Callister, 1995). As a positive
force conflict can help maintain an optimum level of stimulation
and activation among organizational members, can contribute
to an organization’s adaptive and innovative capabilities, and
can serve as a basic source of feedback regarding critical
relationships, the distribution of power, and the problems that
require management attention (Miles, 1980). Conflict
management styles have been and continue to be measured
by a variety of different taxonomies. One of the first conceptual
schemes for classifying conflict revolved around a simple
cooperation—competition dichotomy (Deutsch, 1949). While
numerous researchers proposed revision of this framework,
Rahim and Bonoma’s (1979) conceptualization has been one
of the most popular. They differentiated the styles of resolving
interpersonal conflict on two basic dimensions: concern for self
and concern for others. The first dimension explains the degree
(high / low) to which a person attempts to satisfy their own
concerns, while the second dimension explains the degree to
which an individual tries to satisfy the needs or concerns of
others.

Combining the two dimensions mentioned above results in five
specific styles of conflict management i.e. integrating, obliging,
dominating, avoiding and compromising. Integrating is
characterized by both high concerns for self and for others,
while an avoiding style is associated with both low concerns for
self and for others. An obliging style involves low concern for
self and high concern for others; conversely a dominating style
is characterised by high concern for self and low concern for
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others. Compromising is associated with intermediate concern
for both self and others. It has been argued that individuals
select among three or four styles (Pruitt, 1983; Putnam &
Willson, 1982), but evidence from confirmatory factor analysis
suggests that the five factor model has a better fit with data
than models of two, three and four styles (Rahim & Magner,
1994, 1995). Shockley & Morley (1984) assessed male-female
preferences for conflict styles, using 61 university students (20
males, 41 females) and 100 employed adults (28 males, 72
females). They completed a conflict mode instrument
developed by K. Thomas and R.H. Kilman (1974) measuring
preference for competing, collaborating, compromising
avoiding, and accommodating conflict styles. Results show
significant differences between males and females for
competitive and compromising conflict styles.

Duane (1989) compared the extent to which 63 men and 7
women used 5 methods of conflict management (CM) in
resolving 1%-step grievances of employees. Women were less
inclined to avoid grievance-related issues, tended to be more
competitive, and were less willing to accommodate their
opponents’ demands compared with men. However, Shockley
& Morley did not seem to differ significantly in their use of
collaborative or compromising modes of CM. Nelson & Lubin
(1991) explore how legislators share power by administering
the Conflict Mode Instrument (CMI) by R.H. Kilmann and K. W.
Thomas to 49 Democratic and 49 Republican legislators (87
males and 11 females). No political party differences were
found, but females were significantly higher on the CMI
Accommodating subscale.

3. Methodology and Research Design
This is a descriptive non-contrived one-shot study. Population

comprised of managers of different organizations from which
sample of 220 managers including both male and female were
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drawn. Survey method was adopted and data was collected
through OCMI (Organizational Conflict Management Inventory)
The present research was an attempt to investigate the various
styles—integrating, obliging, compromising, avoiding and
dominating; that men and women use during interpersonal
conflict within organizations. The study involved 23
multinational & national organizations focusing on
organizational behavior with particular reference on conflict
management.

1. To investigate the gender difference in conflict resolution
styles of subordinates towards their superiors.

2. To investigate the primary and secondary styles of
resolving conflict among men and women.

Conflict management styles is assessed by using 37-items
Organizational Conflict Management Inventory (Anis-ul-Haque,
2003), which measures how organizational members handle
their interpersonal conflicts with their superiors. It had five sub
scales. Integrating (12 items), obliging (7 items), Avoiding (7
items), Dominating (7 items), and Compromising (4 items).
Each item was rated on five-point Likert scale ranging from
never to always.

Table 1: Alpha Reliability Coefficient

Conflict Resolution Styles Alpha Reliability
Coefficient
Integrating 0.91
Obliging 0.80
Compromising 0.67
Avoiding 0.73
Dominating 0.85
OCMI (Organizational Conflict 0.90
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Management Inventory)

The reliability value for the subscales ranges from 0.67 to 0.91
showing a moderate to high interval consistency of the scales.
The overall reliability coefficient of the inventory is 0.90.

Table 2: Conflict management Styles—Mean, standard
deviation and t scores

Conflict Men Women

Resolution (n=161) (n=69) t p
Styles Mean | SD | Mean | SD

Integrating 54.39 [ 6.09 |51.19 | 9.33 | 2.23 |0.031
Obliging 23.33 | 2.62 | 28.31 | 6.60 |2.052 | 0.023
Compromising | 15.60 | 2.63 | 11.00 | 2.30 | 0.975 | 0.391
Avoiding 29.40 | 5.95 | 30.48 |5.81 |2.15 |0.212
Dominating 17.85 | 5.87 | 18.37 | 3.04 | 0.582 | 0.741

The above table indicates five styles of conflict resolution score
by men and women. The result in this table shows that: there is
no significant difference between men and women in handling

of interpersonal conflict.

However, the women apparently

excelled than men in terms of mean scores on avoiding,
obliging and dominating styles, whereas men have obtained
high mean score on integrating and compromising style of
conflict management.
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Table 3: Ranking of Conflict Resolution Styles for men (n =
161)

Conflict Resolution Styles Mean Scores
Integrating 4.27
Compromising 3.40
Avoiding 3.05
Obliging 3.04
Dominating 2.12

It is clear from the mean scores of five conflict management
styles that integration is the preferred style of conflict
management among men during interpersonal conflict with
their superiors, while the secondary style is that of
compromising.

Table 4: Ranking of Conflict Resolution Styles for Women (n =
61)

Conflict Resolution Styles Mean Scores
Integrating 4.09
Avoiding 3.33
Compromising 3.25
Obliging 3.22
Dominating 2.22
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The table indicates that integrating is the most preferable style
for women as well; but as far as secondary style for managing
conflict is concerned, it is the avoiding style for women.

4. Discussion of Findings

Conflict is an unavoidable component of human activity.
Organizations are confronted with both internal & external
sources of conflict. Internally, the conflict can range from
disagreement over workloads to large union disputes. Whether
the source of conflict is external or internal, it is important for
managers to understand the management styles of those they
manage, as the application of ineffective conflict strategies or
styles can result in high stress, high turnover rates and
litigations that can ultimately undermine the overall health of
organization (Hirschman, 2001; Mckenzie, 2002). The purpose
of this research was to investigate gender differences in conflict
management styles in work setting as well as to identify the
primary and secondary conflict management styles of men and
women.

The study shows that there is no significant difference between
men and women in handling of interpersonal conflicts.
However, the women apparently excelled than men in terms of
mean scores on obliging and compromising, whereas on the
other hand the men have apparently higher mean scores on
integrating and avoiding styles of conflict management as
compared to women. The most preferred style for men
managers is integrating and the least preferred is that of
dominating. Whereas in the case of women the most preferred
style or the primary style is that of integrating as similar to that
of men, but as far as the secondary style is concerned the
women have avoiding style of conflict management Gire (1993)
obtained the similar findings showing a greater preference for
neither negotiation nor collaboration. Duane (1989) also
reported that gender did not seem to differ significantly in their

350



Chaudhry, Shami, Saif & Ahmed 351

use of collaborative or compromising modes of conflict
management.

In the integrating style of conflict management it involves the
high assertiveness and high cooperativeness, i.e. high concern
for self as well as other party involved in conflict, that is why it
is more used. Where as in the case of dominating, there is high
concern for self and low concern for the other party involved.
Cetin and Hacifazlioglu (2004) found that however gender play
significant role in determining the conflict management style
and female try to be less offensive towards their colleagues
whereas, male convey a more flexible and tolerant attitude.
Feminine group scored higher than masculine for avoiding, and
the masculine group was found to be significantly higher on
dominating.

5. Conclusion

Results and Conclusion of the study matches with many other
international research findings and the styles adopted to
manage the interpersonal conflict are almost the same through
out the world except Chine (Sirivun, 2001). This is mainly
because of the reason that men and women both like power
and love to practice it at their work places but when they
encounter any kind of interpersonal conflict, men are more
compromising where as women tends to avoid the conflict.
Integration is the most preferred style for men and women in
handling interpersonal conflict with their immediate superior. It
is evident from the results that women excelled men on using
avoiding, obliging and dominating styles, whereas men stand
out on integrating and compromising style of conflict
management. Culture can be one reason behind the
preference of avoidance among women besides the absence of
knowledge and skills of management.
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Among men, primarily integration is the preferred conflict
management style followed by compromising, avoiding &
obliging. Therefore integrating is the most preferable style for
both genders; but as far as secondary style for managing
conflict is concerned, it is the avoiding style for women.
Trainings can be arranged to modify the behaviors while
choosing the conflict management styles in an organizational
setting for both genders. The study although does not focus on
the immediate supervisor's conflict management styles but it
does reflect their influences and their conflict management
styles on their subordinates as well as the culture of their
organization. It becomes imperative to consider the concerns
such as power and leadership while studying conflict
management styles.

Future studies need to test the possibility of such interactions to
address many key questions e.g. do the situational elements
(i.e. nature of competitors, task & perceived situational power)
dominate the gender based differences in negotiation styles or
not. Future studies should further assess whether certain
personality types or personality-related factors moderate the
choice of conflict-handling strategy. And additional groups be
considered for future research e.g. if this study is replicated
using acculturated working professionals, comparisons
between the two groups i.e. emerging and experienced
professionals can be made in an effort to identify the
relationship that might exist between work experience and the
existence of a given conflict resolution styles.
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