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Abstract: The current study investigates the relation between biological sex and gender role upon the
choice of conflict management styles. The Bem Sex Role Inventory (BSRI) measured the gender role
and Rahim Organizational Conflict Inventory-II (ROCI-II) Form C measured the conflict handling
styles. Participants were employees of small and medium-sized enterprises (SMEs). The results found
that biological sex has no correlation with the choice of conflict management style. On the other hand,
the findings have shown that gender role is a predictor for the choice of conflict management styles
as masculine individuals were highest on the dominating conflict style, whereas feminine individuals
were highest on the avoiding style.
Keywords: biological sex; gender role; organizational conflict; conflict-management styles; small and
medium-sized enterprises

1. Introduction
We deal with conflict and encounter conflictual situations on an almost daily basis, whether we
are fully aware of it or not [1]. It could be that we are personally involved in these situations or simple
bystanders, it could be a misunderstanding at home between spouses, a disagreement between friends,
a clash among members of a group, or a rivalry between top management and other employees in the
workplace. The possibilities are endless since conflict can take on many forms and can be encountered
in numerous contexts.
Given the omnipresence of this phenomenon, as expected, a large number of articles, studies,
and books have investigated the subject of conflict. The present study narrows down the research
and focuses on organizational conflict, namely interpersonal conflict and conflict management within
the work environment. In addition, it analyzes the connection between conflict and gender roles,
how gender influences conflict, and the choice of a particular conflict resolution technique.
The inclusion of gender and gender role as a key factor in this research is mostly motivated by the
increasing number of women entering the business environment in recent years, and the so-called
feminization of the labor force in the twentieth century [2]. It is well known that women are faced
with a number of challenges and obstacles when it comes to employment. Some examples worth
mentioning are the absence of education and mentoring [3], and discrimination or stereotyping [4,5].
However, nowadays, we see a more gender-diversified work force. Consequently, the issue of whether
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there are indeed any significant gender contrasts within the capacity to oversee conflict has become a
subject of important concern.
Consequently, the aim of the study is to answer the following research questions: (1) Does the
biological sex of the individual influence the choice of conflict management styles of employees in the
context of small and medium-sized enterprises in the north western part of Romania? (2) Does the
gender identity of the individual influence the choice of conflict management styles of employees in
the context of small and medium-sized enterprises in the north western part of Romania? and (3) Does
the differentiation between biological sex and gender identity influence the findings regarding the
choice of conflict management styles?
2. Literature Review
2.1. Organizational Conflict
Organizational conflict or workplace conflict can occur at various levels of an organization,
and can take many forms. In addition, these types of conflicts can have numerous causes, including
personal disagreements and differences in opinion to task-related issues. Regarding organizational
conflict, six forms of conflict have been identified [6]: (1) intrapersonal (a form of internal struggle
which occurs when an organizational member is required to perform certain tasks that do not match
his or her expertise, goals, values, or interests); (2) interpersonal (occurring between two or more
individuals within an organization); (3) intragroup (conflict between members of an organizational
group); (4) intergroup (differences between groups with competing goals); (5) intraorganizational
(generalized differences in goals or perceptions within an organization); and (6) interorganizational
(conflict between two or more organizations competing for a similar goal).
Historically, three views of conflict have emerged [6,7]. The first was the so-called Classical View
or Traditional View, which assumed that conflict in any form was a bad thing and had a negative impact
upon organizations. It was believed that conflict arose from mistrust, lack of communication, and poor
management. The Classical View proposed the total elimination or reduction in conflict in order to
improve organizational efficiency. The ideal workplace was considered to be one in which there was
no conflict. Subsequently, the Neo-Classical View or the Human Relations View arose between 1940
and 1970. It considered conflict to be something natural, which could not be totally eliminated from
organizations, and should be accepted. This view encouraged the idea that conflict could be indeed
beneficial at the organizational level. Finally, the Modern View or the Interactionist View emerged in the
social science literature. This approach encourages conflict and considers it to be a positive marker of
successful organizational administration. According to the modern view on organizational conflict,
conflict is inevitable, legitimate, and within certain limits, can be an essential stimulating factor in
terms of productivity.
Within the context of the workplace, there are numerous sources of conflict or clashes between
employees. Members of the organization might support opposing positions, and have different values
or opinions. In addition, compensation schemes, organizational culture, gender, power struggles, ego,
jealousy, or pride could just as well be determinant factors that give rise to interpersonal conflicts at
the organizational level. In essence, such interpersonal clashes cannot be considered a destructive
or negative phenomenon. However, if they remain unresolved, or if the manner in which they are
dealt with is not an appropriate one, they may have a severe negative impact upon relationships and
interactions among employees [8,9].
Over the years, literature with regard to interpersonal conflict has recognized several typologies
as can be seen in Table 1. The first model comprising five styles for handling interpersonal conflict in
the context of organizations was developed by Follett [10]. This model recognized three main ways
of dealing with conflict—domination, compromise, and integration—as well as two other secondary
approaches —avoidance and suppression. Blake and Mouton [11] were the first to classify the modes
of handling interpersonal conflict into five types: forcing, withdrawing, smoothing, compromising,
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and confrontation. This classification was based on two dimensions regarding the managers’ attitudes:
concern for production and concern for people. Thomas [12] reinterpreted and extended this model,
and also found five ways of handling conflict, but his grid was derived from the individual’s
assertiveness and cooperativeness. Rahim and Bonoma’s interpersonal conflict handling model
involving five styles is based on both the classification of managerial styles proposed by Blake and
Mouton and also the five modes model suggested by Thomas. Rahim and Bonoma [13] differentiated
five styles of conflict management based on two basic dimensions—concern for self and concern
for others. These dimensions show the motivational orientations of an individual during conflict.
A combination of these two dimensions yielded the following five styles: integrating (i.e., involving
collaboration between the parties), obliging (i.e., neglecting one’s needs for the sake of the other party),
dominating (i.e., trying to win at any cost as one ignores the needs of the other party), avoiding
(i.e., refusing to acknowledge the existence of a conflict or running away from it), and compromising
(i.e., giving up something in order to achieve a common goal).
Table 1. Styles of handling interpersonal conflict.
Proponents

Styles

Dimensions

Follet [10]

Domination, Compromise, Integration,
Avoidance, and Suppresion

NA

Blake and Mouton [11]

Forcing, Withdarwing, Smoothing,
Compromosing, and Confrontation

Concern for production and concern for
people (Manager’s attitude)

Thomas [12]

Colaborating, accomodating, Avoiding,
Competing, and Compromosing

Cooperativeness and assertiveness
(Intention’s of a party)

Rahim and Bonoma [13]

Integrating, Obliging, dominating,
Avoiding, and Compromosing

Concern for self and concern for others

The academic literature lacks a consensus about how an individual selects a particular
conflict-handling style. Some say that people sometimes seem to adopt the style that they consider best
fits a particular conflict situation [6]. On the other hand, experiments carried out by other researchers
have concluded that the preference for a certain conflict-handling style is relatively stable with regard
to the conflictual situation itself, and that it is actually mostly influenced by an individual’s personality
traits and characteristics [14,15].
2.2. Gender and Organizational Conflict
Even though extensive research has already been done on the subject of the relationship between
gender and the choice of conflict management style, this research has produced contradictory results.
There are some authors who have found significant differences when it came to men and women’s
style of handling conflict [16], while others have concluded that there are no such differences [17,18],
or if there are, they cannot be fully associated with gender, and may be motivated by other factors
besides gender [19–21]. There is a strong belief that men and women significantly differ in their
inclination and usage of conflict-handling styles. It has been proven that male employees tend to have
a particular preference for competing strategies (dominating), whilst female employees are more likely
to use non-competing strategies (avoiding, integrating, compromising) [19,22–28]. However, the main
limitation of these studies is that they focused on assessing the biological sex of the respondents and
did not take into consideration the gender role. Historically speaking, the terms “sex” and “gender”
have been synonymous, but in today’s society, they have come to bear significantly different meanings.
The gender role can be defined as one’s personal conception of oneself as being male, female, both,
or neither. It is a measure of how people identify themselves psychologically, regardless of their
biological sex. It is influenced equally by genetic and by external or environmental factors. On the other
hand, biological gender or sex defines one’s state of being male or female based on biological differences.
Previous studies suggest that the gender role may determine how individuals react in particular
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circumstances [29]. Lately, researchers have been able to demonstrate that the gender role perspective
is more suitable for explaining conflict management behavior. According to these studies, masculine
individuals score higher on the dominating conflict style [30–33], whereas feminine individuals are
highest on the avoiding conflict style [30,33]. Moreover, recent studies have pointed out that managers
who are perceived by their subordinates as being androgynous will better deal with conflict situations
than individuals reflecting masculine or feminine gender role types [34]. Moreover, there is evidence
that suggests that the collaborating, accommodating, and the compromising styles are primarily
preferred by androgynous individuals [29,32,35]. Therefore, our specific research hypotheses are:
Hypothesis 1 (H1). Biological sex does not have an influence on any of the conflict management styles.
Hypothesis 2 (H2). Masculine individuals will rate themselves higher on the dominating conflict style.
Hypothesis 3 (H3). Feminine individuals will rate themselves higher on the avoiding conflict style.
Hypothesis 4 (H4). Androgynous individuals will rate themselves lower on the dominating conflict style.
3. Methodology
3.1. Measurement
In order to measure the gender identity of the respondents, the Bem Sex-Role Inventory—a measure
of masculinity–femininity and gender roles—was used [36]. It assesses how people identify themselves
psychologically, regardless of their biological sex. It assesses masculinity and femininity based on
the respondent’s self-reported possession of some socially-desirable and stereotypically masculine or
feminine personality characteristics. The instrument consists of 60 adjectives divided into three distinct
categories of 20 adjectives each: masculine, feminine, and social desirability. The participants were
asked to rate themselves on these personality traits based on a seven-point Likert scale. The results
of the Bem Sex-Role Inventory will include each individual in one of the following four categories:
masculine, feminine, androgynous, and undifferentiated. A masculine or feminine role is given by
scoring above the median in one gender and below the median in the other. Above the median scores
in both masculine and feminine categories will yield an androgynous result, while an undifferentiated
result is given by scoring below the median in both categories.
For the purpose of measuring the conflict-handling styles of the participants, the Rahim
Organizational Conflict Inventory II (ROCI II) was employed [37]. The instrument is a standardized
questionnaire containing 28 statements. Each item is rated on a five-point Likert scale. A higher
score indicates greater use of a conflict-handling style. ROCI-II was designed to measure five
independent categories of styles for managing interpersonal conflict: integrating (7 statements),
obliging (6 statements), dominating (5 statements), avoiding (6 statements), and compromising
(4 statements).
3.2. Data Collection
The questionnaire was distributed individually via e-mail to each of the participants. The e-mails
also contained brief explanations regarding the purpose and nature of the research together with
some instructions for filling out the questionnaires. Google Forms was used to incorporate all three
questionnaires (ROCI-II Form C, BSRI, and general questions) into a single one for easy distribution
and also in order to be able to gather all of the information from the respondents in a single bulk
of data.
Since both questionnaires are self-administering, all the participants were asked to complete them
individually. There was no time limit given for completing the questionnaires. However, individuals
were advised not to spend too much time focusing on a particular item. Moreover, all participants were
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informed that anonymity would be maintained, and that the research would present only summarized
data. In order to complete the ROCI-II questionnaire, respondents were asked to think about a conflict
situation in which they and their peers were involved.
From the time of distribution of the questionnaire, a period of 3 weeks was given for completion.
By using a disproportionate stratified sampling technique, we selected 300 companies that met
the definition of SMEs in both European and Romanian legislation [38]. According to the existing
regulations, the SME sector comprises three categories: micro (up to ten employees and turnover
of up to 2 million Euro), small (from ten up to fifty employees and a turnover of up to 10 million
Euro), and medium-size enterprises (from fifty employees up to two hundred and fifty and a turnover
of up to 50 million Euro). Out of the 300 questionnaires distributed, 72 responses were received,
giving us an overall response rate of 24%. We used a convenience sampling technique in order to ensure
representation of the 300 small and medium-sized enterprises identified in a demarcated area in the
north western part of Romania. The response rate of useable questionnaires is acceptable considering
that low response rates are common in small business research. For example, a previous similar study
had a usable sample of 59 [39], whereas another had a usable sample of 56 [40].
3.3. Participants
The final sample includes organizations from different industries in order to avoid the situation in
which organizational culture might influence the findings. Responses were admissible as data only
when participants completed all of the questions. All the organizations included were randomly chosen
small and medium-sized enterprises, all of which fall into one of the following 3 categories: information
technology, medicine, and economics. Table 2 presents a summary of all of the demographic data
gathered via the first part of our questionnaire. It is worth mentioning that the IT sector represents one
of the main development engines of the north west region, and the number of SMEs in this sector is
growing exponentially in this region. Biographical data indicated that 59.72% of the respondents were
male. Participants who had previous work experience of 1 and 3 years totalled 70.83%, and those with
previous work experience of more than 3 years but less than 7 years, 12.50%. Respondents came from
different age groups, 73.61% being younger than 25 years, those between 25 and 30 totalling 18.05%,
and 6.94% being older than 31 years.
Table 2. Demographics of respondents.

Age group

Younger than 25
25–30
Older than 30

Field of work

Information
technology
Economic
Medical

Work experience
(in years)

Less than 1
1–3
4–6
7–9
10–12
More than 13

Male

Female

n = 43

n = 29

n

%

n

%

35
7
1

81.40
16.28
2.33

18
6
5

62.07
20.69
17.24

40

93.02

19

65.52

1
2

2.33
4.65

7
3

24.14
10.34

2
32
7
2
0
0

4.65
74.42
16.28
4.65
0
0

0
19
2
5
1
2

0
65.52
6.90
17.24
3.45
6.90
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3.4. Data Analysis
In order to determine the internal consistency of the questionnaires, we used Cronbach’s
alpha. The computed Cronbach alphas for this study were consistent with previous findings:
0.856 (Masculinity), 0.826 (Femininity), 0.552 (Androgyny). In addition, in the case of the Bem
Sex-Role Inventory, a large number of previous studies have found adequate test-retest and internal
consistency coefficients for the ROCI-II. The Cronbach’s alphas computed for our study were consistent
with those previously reported: 0.794 (Collaborating), 0.703 (Accommodating), 0.770 (Competing),
0.812 (Avoiding), and 0.863 (Compromising). In order to determine whether biological sex and gender
role have any influence upon the choice of conflict management style, we used correlation analysis
as a method of statistical evaluation to quantify the relationship between these variables. Moreover,
with the help of regression analysis, we assessed the cause of effect of these relationships between the
variables. Eventually, in order to compare the means of the samples, we used the one-way analysis of
variance (one-way ANOVA).
4. Results
With the help of the Bem Sex-Role Inventory, by using the median split method, we were able to
categorize the participants as masculine, feminine, androgynous, or undifferentiated. The scales for
masculinity, femininity, and androgyny are comprised of 20 masculine, 20 feminine, and 20 androgynous
attributes, respectively.
The results for the BSRI questionnaire can be seen in Table 3. The overall results show that the
majority of the respondents (44.44%) fall into the undifferentiated category, followed by the masculine
one with 29.17%. However, if we consider the BSRI results reported with regard to the participant’s
gender, we notice that in the case of males, almost half of the individuals (46.51%) were characterized
as being masculine. On the other hand, the female group of participants seem to follow the overall
trend, with more than half of them (62.07%) being part of the undifferentiated category. Moreover,
in the case of females, only 3.45% of them were characterized as being masculine.
Table 3. Bem Sex-Role Inventory results.
Male

Masculine
Feminine
Androgynous
Undifferentiated

Female

Total

n = 43

59.72%

n = 29

40.28%

n = 72

n

%

n

%

n

%

20
4
5
14

46.51
9.30
11.63
32.56

1
6
4
18

3.45
20.69
13.79
62.07

21
10
9
32

29.17
13.89
12.50
44.44

Intercorrelations for biological sex, conflict handling styles and the raw scores on the two Bem
Sex-Role Inventory scales, masculinity and femininity, are shown in Table 4. As in the case of most of
the studies carried out previously, we found that there was no correlation between the biological sex of
an individual and his/her choice of a specific conflict management style.
When controlling for gender identity, our research shows significant correlations between this
and several of the conflict management styles. A BSRI result of masculinity seems to be positively
correlated with the choice of competing/dominating conflict management style (0.505) at p < 0.01.
On the other hand, it is also negatively correlated with the avoiding style (−0.260). The results clearly
indicate that BSRI femininity is positively correlated with accommodating (0.364) and collaborating
conflict handling styles (0.334) at p < 0.01. BSRI masculinity and femininity are indeed correlated with
an individual’s choice of conflict management style.
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Table 4. Correlations between biological sex, BSRI masculinity and femininity raw scores, and conflict
management styles.
Variables

1

2

3

4

5

6

7

1. Biological sex
2. Masculinity
3. Femininity
4. Collaborating
5. Accomodating
6. Competing
7. Avoiding
8. Compromising

1
0.384 **
−0.173
0.002
0.095
0.144
0.094
0.111

1
0.113
0.118
−0.077
0.505 **
−0.260 *
−0.003

1
0.334 **
0.364 **
−0.016
0.121
0.036

1
0.374 **
−0.130
0.032
0.405 **

1
−0.180
0.0476 **
0.298 *

1
0.079
0.041

1
0.148

* p < 0.05; ** p < 0.01 (two-tailed).

In order to further examine the effects of gender role on conflict handling style, we carried out a
one-way ANOVA analysis (Table 5). The results revealed significant gender identity main effects for
collaborating, F (3, 68) = 3.036, p < 0.05, accommodating, F (3, 68) = 3.140, p < 0.05, and competing,
F (3, 68) = 4.373, p < 0.01 conflict management styles. No significant gender role main effects were
identified for avoiding, F (3, 68) = 1.575, ns, or compromising, F (3, 68) = 0.827, ns. Moreover,
with regard to the collaborating style, we found significant differences between the androgynous and
undifferentiated groups. The analysis also revealed important differences between the masculine and
feminine group on the accommodating style, and between masculine and undifferentiated groups
when it came to the competing style.
Table 5. ANOVA results.

Dependent Variables

Collaborating
Accommodating
Competing
Avoiding
Compromising

Independent Variable
(Gender Role: Masculine, Feminine,
Androgynous, Undifferentiated)
F

Sig.

3.036
3.140
4.373
1.575
0.827

0.035
0.031
0.007
0.204
0.424

Tukey HSD

Androgynous → Undifferentiated *
Masculine → Feminine *
Masculine → Undifferentiated **

* p < 0.1, ** p < 0.05.

In addition, a regression analysis having biological sex, masculinity, femininity, and androgyny
as independent variables, and the five conflict management styles as the dependent variables,
was conducted (Table 6). The findings indicate that biological sex has no influence upon the choice of
conflict management style. On the other hand, BSRI masculinity (β = 1.776, p < 0.05) and androgyny
(β = 1.824, p < 0.05) were found to predict a significant 28.9% of variance in the competing style
(F = 3.555, p < 0.05). Therefore, we can conclude that masculine and androgynous individuals will
have a tendency to use a dominant conflict-handling style. In addition, the avoiding style is positively
influenced by BSRI femininity (β = 1.919, p < 0.05) in a model that accounts for 20.1% of the variance.
Hence, this proves that the first three hypotheses were supported, whereas the last one was rejected.
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Table 6. Results of the regression analysis.
Independent Variables
Biological sex
Masculinity
Femininity
Androgyny
Model F
R2
Adjusted R2

Dependent Variables
Collaborating
−0.114 (−0.633)
−0.436 (−0.889)
−0.224 (−0.468)
−0.158 (−0.317)
1.198
0.120
0.020

Accommodating
0.074 (0.434)
−0.112 (−0.244)
0.419 (0.933)
0.420 (0.897)
3.610
0.292
0.211

Competing
−0.073 (±0.256)
1.766 (2.268) *
0.970 (1.277)
1.824 (2.299) *
3.555
0.289
0.208

Avoiding
0.307 (0.978)
1.309 (1.537)
1.919 (2.309) *
1.449 (1.670)
2.199
0.201
0.109

Compromising
0.036 (0.133)
−0.170 (−0.230)
0.024 (0.033)
0.224 (0.298)
0.454
0.049
0.059

* p < 0.05, (Values in parentheses represent t-values).

5. Discussion
The field of gender-related differences in conflict management styles still remains an area
dominated by ambiguity. Despite the large number of studies available, there still remain many
unanswered questions. Our aim was to add value to the currently available research on this topic,
by not only considering biological gender as an influencing factor, but also by taking into consideration
the individuals’ gender role which can develop according or not to the gender assigned at birth.
The results indicate that the gender role variable is perhaps less used—and possibly less understood—in
the business environment, and is more relevant than the biological sex variable in determining the
choice of conflict-handling styles. Therefore, by analysing the links between the male and female
gender role, we shed light on the significant variations in ways of handling conflict between men and
women that are not purely attributable to biological (i.e., sex-related) reasons, but are clarified, at least
to some extent, through the impact of gender-related influences embedded within a specific culture,
family, and social structure. Therefore, we do not question the existence of biological sex, and replace
it with an arbitrary gender role, but with one’s internal sense of self. In order to enhance the entry and
development possibilities of gender non-conforming individuals within SMEs, it is necessary to expand
our knowledge of the conflict-handling style patterns by analyzing the gender-role-unique potential.
Consistent with previous studies [30–32], the results show that there is a congruence between the
BSRI masculinity and the competing/dominating conflict management styles. In addition, the BSRI
feminine orientation is more likely to be related to the avoiding conflict handling style, whereas
androgynous orientation is associated with the dominating handling style. There are several implications
for understanding the gender diversity in conflict management styles. Firstly, the preference for the
avoiding style on the part of feminine individuals could be explained through a reluctance to deal
with issues related to personal interests. This is the case when individuals with a feminine orientation
have to stand up for themselves when facing conflicts, or when they have to negotiate on their own
behalf [41]. Romania is known as a country that historically has supported pay differentiation based on
gender [42], thus creating a large variation in occupational wages between male and female workers.
Moreover, recent findings [43] suggest that females with collectivistic traits, like the one included in
our sample, prefer a problem-solving approach to conflict rather than a competing one [24]. Secondly,
in a workplace context, team composition plays a key role for the overall dynamics and effectiveness of
the team. As masculine and feminine individuals have opposing views on conflict-handling styles,
it is important to plan for an adequate team composition so that conflict will be managed properly.
This implies that companies will find strategies not to eliminate organizational conflict, but rather
to manage it so that both individual and organizational effectiveness will increase [26,44]. Thirdly,
the results call for more action through which companies can enhance the conflict management
skills of their employees. Promoting an organizational culture that will embrace diversity has better
chances to improve the level of collaboration among its members with positive effects on personnel
retention. Moreover, in order to counteract the negative effects of conflict, and to be able to take
advantage of its positive effects, appropriate conflict management styles need to be adopted and proper
conflict management techniques must be employed. It is considered that good conflict resolution
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ability will lead to better performance, a healthier work environment, and better employee retention.
If avoided and not properly dealt with, conflict can lead to job dissatisfaction, job stress, distrust,
reduced performance, and can affect organizational commitment and loyalty.
An important aspect of this study was the focus on the employees of small and medium-sized
enterprises. Previous studies of small businesses pointed to similar findings, showing that most of the
family business owners made use of the dominating style to solve conflicts, whereas compromising
was used to a lesser extent [39,40,45]. At the same time, the ability of managers to resolve conflict could
prove an important skill that could help a company to gain a competitive advantage. For small and
medium-sized enterprises, this could be of tremendous importance, since recent studies [46] suggest
that masculinity cultures tend to favor entrepreneurship activities.
6. Conclusions
This article examined the relationship between gender roles, biological sex, and conflict
management styles in the context of the workplace. It is important for two fundamental reasons.
The first one is the research context of this study: small and medium-sized enterprises in Romania.
So far, there have been very few studies carried out for small and medium-sized enterprises in order
to analyze the significance of gender roles in terms of conflict and conflict resolution styles [39,40].
Secondly, the paper takes into consideration not only the biological sex of the participants, but also their
measure of masculinity–femininity and gender roles. The findings are in line with the socialization
perspective, one of the dominant theoretical approaches in gender role research [47]. According to this
theory, gender role orientation is a strong predictor of behavior [32].
Besides recognizing the findings obtained as a result of the present study, we should also
acknowledge some of its limitations. As mentioned, the majority of the organizations that were
involved in this study were part of the information technology world. Therefore, it would obviously
be useful to replicate this work in different organizational settings. In addition, besides including
organizations from different domains of activity, it would be helpful to carry out the research on a
larger number of subjects and also extend it to other geographical areas. Studies focusing on the
perceptions of respondents are known for their low response rate [48]. The questionnaires were
filled in anonymously by the respondents, assuring in this way that the biases of social desirability
associated with taking part in the survey were kept to a minimum. By conducting the questionnaires
on respondents from different countries, it could also be insured that local cultures, values, and beliefs
do not influence the final results of the research. Finally, a more in-depth analysis could be made if the
research also included other factors besides biological sex and gender role. Other variables that might
be considered along with biological sex and gender identity could be the individual’s age, educational
background, organizational status, and so on. The research could then determine whether or not these
influence the choice of conflict management style, and could also investigate if the overall results in
terms of biological sex and gender role differ from the ones presented in this study.
The significance of this paper lies in the context and approaches used for the research and,
despite the limitations mentioned above, its findings will add value to the already-available expertise
regarding conflict and conflict management techniques. In addition, it will hopefully encourage the
development of further similar studies in other developing countries, as the knowledge base obtained
so far relies mostly on experiments carried out in economically and culturally well-developed countries.
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