
Vol-12 Issue-2 2026   IJARIIE-ISSN(O)-2395-4396 

 

28272 ijariie.com 1143 

 

 

GENDER INFLUENCES ON NEGOTIATION 

TACTICS IN WORKPLACE CONFLICTS 
 

Leqele Manngope Maureen  

 

 School of Business, Nanjing University of Information Science and Technology, Nanjing, Jiangsu, China 

 

 

 

ABSTRACT 

 

In the present paper, the impact of gender relations in the working place is examined, as well as the methods of 

encouraging fair career development are discussed. Through the evaluation of the past and present gender 

concerns, it provides revelations on how gender preferences affect career advancement and professional growth. 

Based on the study, the systemic barriers that prevent gender equity are noted: these are discriminatory hiring, 

unequal access to mentorship, and biased performance evaluations. It also points out the achievements gathered 

by diversity programs but does not ignore the current issues, which include the stable gender pay gap and the 

interdependence of gender with race and socioeconomic prosperity. The study adopts a mixed-method design to 

negotiating styles and psychological obstacles that men and women encounter in the workplace. The results 

indicate that there are substantial gender disparities as regards to effective negotiation, self-efficacy, and outcome 

satisfaction. The conclusion of the paper contains practical recommendations that organizations can use to create 

inclusive cultures, establish equitable policies, and improve mentorship and sponsorship opportunities that would 

eventually lead to better organizational performance and job satisfaction by employees. 
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1. INTRODUCTION 

This paper is meant to explore the gender aspect in the workplace and to establish the best ways of ensuring 

fair career growth. Through an examination of the past and present gender-related matters in the work place, the 

paper aims at providing a detailed insight into the role that gender plays in affecting career progression. In 

addition, it will offer effective suggestions which should be implemented in organizations in order to promote 

gender equity. It aims at analyzing gender relations, defining the existing approaches to the improvement of gender 

equity and estimating their efficacy. The exploration will also deepen the knowledge of the way organizations can 

establish inclusive cultures that support the professional development of every employee. 
 

Gender dynamics professional development refers to how gender influences career opportunities, progress 

and the professional lives of people. Historically, workplace norms and expectations have been created through 

gender biases, which tend to disadvantage women and gender minorities [1]; [2]. Such biases may manifest in 

many ways, including discriminatory recruitment and hiring practices, reduced access to mentorship, and biased 

performance appraisals. As an example, research has pointed out that women are less likely to be offered leadership 

positions as compared to their male counterparts even in cases where both the women and men have been 

performing at similar levels. Moreover, women face the challenge of being unable to access equal professional 

development opportunities that men have, and it may hinder their career growth [3]. The current work places are 

becoming more aware of these problems and are devising measures to counteract them. Nevertheless, in spite of 

these efforts, gender equity discrepancies are still observed. These dynamics should be understood subtlety 

considering past contexts and current practices. Another important aspect is to consider the intersectionality of 

gender with other dimensions including race, ethnicity, and socioeconomic status, which may additionally 

influence the possibility of professional development. Exploring these dynamics further, organizations will be 

better placed to address systemic barriers that limit gender equity and endeavor to build more supportive and 

inclusive workplaces to all workers [4]; [5];[6]. 

 

The last century has brought about considerable shifts in gender relationships in the working sphere, 
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following the changes in the society. This was the situation in the early 20th century when men were expected to 

be the breadwinners and occupy positions of leadership and professional work, whereas women were relegated to 

minor or clerical jobs [7]. This segregation was strengthened by the existing social norms and legal restrictions 

which reduced the chances of women progression and financial autonomy. Indicatively, most nations did not have 

legislation that guaranteed equal pay in relation to equal work until the middle of the 20th century, and women were 

in most cases blocked by legal and institutional barriers in relation to progressing with their careers [8]. 

 

However, the second part of the 20th century was marked by vital alterations due to the rise of the feminist 

movement that promoted women rights and gender equality at the workplace. In the United States, historic laws, 

including the Equal Pay Act of 1963 and other countries, tried to solve the wage gap issues and pursue equity [9]. 

Also, affirmative action guidelines were implemented to increase the participation of women and minorities in 

different professional fields. Such legislative and social changes started to break down some of the boundaries 

that had traditionally limited the professional opportunities of women. Nevertheless, with all these developments, 

there was still an unequal distribution of progress, and gender imbalance in terms of leadership and career growth 

was still evident in many industries [10]. 

 

Hypothesis 1. Gender Differences in Negotiation Styles: Men will show a lot more assertive results of 

negotiation styles than women who will tend to use more collaborative and accommodating negotiation styles. 

This implies that societal expectations and gender norms influence the behavior of negotiation. 

Hypothesis 2. Psychological Barriers to Negotiation: Women will be predicted to greater report low self-

efficacy and stereotype threat situational reports in negotiation than men. All these psychological barriers are 

expected to reduce the effectiveness and confidence of women during negotiations. 

Hypothesis 3. Conflict Outcomes by Gender: Men shall record greater satisfaction and feeling of fairness in 

the outcome of the negotiation than women, this means that gender will determine the perceived outcome of the 

negotiation efforts. 

Hypothesis 4. Influence of Organizational Support: Greater estimates of organizational support of conflict 

management will be positively connected with negotiation satisfaction in both men and women, though the impact 

should be more notable in women, which could help to remove some of the psychological obstacles they face. 

 
2. RELATED WORK 

The gender relationships in the workplace in the 21st century are characterized both by improvements and 

by the remaining challenges. Many organizations are on the path of closing the gender equity gap by initiating 

diversity and inclusion programs, appointing women to top managerial roles, and establishing policies to 

discourage discrimination and harassment. These positive changes are marked by the increasing women 

participation in the workforce and the presence of more and more female leaders in different fields. As an example, 

females currently constitute a considerable portion of the professional labor market and tend to enter more and 

more spheres that used to be dominated by males, like tech and finance [11]. 

 

However, there are still a number of challenges. Gender pays gap remains one of the burning problems, as 

women tend to be underpaid in comparison with their male colleague who do similar job. This disparity can be 

explained by variations in occupations, industries, and levels of experience but systemic biases and discriminatory 

actions also contribute rather substantially to it. Moreover, women and gender minorities are likely to experience 

barriers on the way to high-level jobs and career development opportunities. Such obstacles can comprise unfair 

performance reviews, lacking access to mentorship and sponsorship, or organizational cultures that are 

insufficiently conducive to work-life balance or otherwise unsuccessful in handling discrimination 

[12]; [13]. 

 

Intersectionality further complicates the issue of gender relations in the workplace. The Gender identity does 

not live in a vacuum with the other identity determinants that include race, ethnicity and socioeconomic status. To 

give an example, women of color can face intersecting issues related to both gender and racial discrimination. 

Likewise, LGBTQ+ people may be confronted with peculiar challenges concerning their gender identity or sexual 

orientation. These intersectional issues require a complex solution that would consider and address the varied 

experiences of people in the labor force [14]. 

 

Gender dynamics within the professional sphere of influence have a serious impact on the process of 

professional growth and careerism. Gender biases may influence the process of hiring, performance evaluation, 

and promotion, usually causing an uneven career progression of women and gender minorities. Studies have shown 

that women have a lower propensity to be elevated into executive roles as compared to their male counterparts even 

in situations where both the qualifications and performance records are comparable. Such discrepancy could be 
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attributed to a range of aspects, such as unconscious biases, disparities in networking possibilities, and challenges 

of reconciling work and family demands [15]. 

 

Gender dynamic effects on career development also spread to job satisfaction and organization commitment. 

Research indicates that when employees feel that the working environment is fair and conducive, they will be 

more active and dedicated to their job. On the other hand, perceived bias and discrimination may create low job 

satisfaction, increased turnover, and poor productivity. In such a way, the discussion of gender dynamics and the 

promotion of equity are not merely ethical requirements, but also smart business thinking [16]; [17]; [18]. 

 

A gender-balanced working environment would require a policy and organizational structure that is strong 

enough to address the structural and cultural issues affecting career growth. Good policies ought to have numerous 

measures which would guarantee that gender equity is embedded in the organizational culture and ways of doing 

things. One of the most effective strategies is the adoption of elaborate diversity and inclusion policies that 

explicitly spell out the organizations desire and determination to achieve gender equity, together with targets, roles 

and measures. As an example, establishing goals regarding women representation among the leaders and reporting 

on this issue periodically can contribute to increasing accountability and creating meaningful change [19]. 

 

Besides formal policies, the organizational structures should include practices that embrace gender equity 

throughout the ranks. This will involve the introduction of equitable recruitment and promotion procedures that 

are not biased. Uniform job descriptions, guided interviewing and a varied hiring committee can minimize the 

unconscious biases during the hiring process. Furthermore, setting up transparent and clear standards of 

performance assessment and promotions means that every employee will be evaluated according to their 

qualifications and work input, as opposed to gender [15]. 

 

Organizational culture has a very critical role towards promoting gender equity. An inclusive environment 

needs to be supported by policies and a culture that appreciate diversity and are keen on removing discrimination. 

This should be done through supporting open communication, employee resource groups as well as by recognizing 

and embracing diversity through a number of initiatives and events. The most pivotal component is leadership 

commitment when leaders need to demonstrate inclusive behaviors, reinforce gender equity efforts, and promote 

the relevance of diversity in every organizational process [16]; [17]). 

 

The programs of mentorship and sponsorship are vital to promote gender equity and facilitate professional 

development of women and gender minorities. Mentorship is a practice that involves assigning less experienced 

employees to experienced mentors, who guide, advise and assist them. Successful mentorship initiatives are able 

to help people in managing their careers, creating networks and attaining the skills they need to achieve 

promotions. Women and gender minorities may find it especially helpful to have access to mentors with a shared 

experience of the specific challenges they face, thereby overcoming the obstacles to career advancement [18]; 

[19]. 

 

Although it is similar to mentorship, sponsorship implies a more active type of advocacy. Sponsors are more 

senior individuals who use their power, and networks to advance the careers of their proteges. As opposed to 

mentors, sponsors vigorously promote the promotions, assignments, and professional opportunities of their protgs. 

Some studies have shown that women do not receive similar sponsorship to that of their male counterparts and 

this may limit women access to high profile projects and positions of leadership. This gap may be eliminated by 

formalizing sponsorship programs, which would provide women and gender minorities with the advocacy and 

visibility needed to progress in their careersp [20]; [21]. 

 

Mentorship and sponsorship programs should be designed in order to be effective, i.e. they have to be 

structured and inclusive. Companies ought to invest in training mentors and sponsors so that they are in the best 

position to guide their proteges. Moreover, initiatives are supposed to be tailored to ensure that all employees have 

fair access to the program, and they should address the needs and issues unique to underrepresented groups. 

Feedback and outcome measures can aid organizations to assess the thriving of these programs and revise their 

strategies to achieve their objectives of gender equity [22]. Training and development programs also play a 

significant role in facilitating gender equity in professional development by providing employees with desired 

skills and knowledge that are essential in career advancement. Such programs must consider both personal and 

firm-level requirements and target such areas as leadership training, skill-building, and knowledge of gender 

biases [23]. 

 

The leadership development programs play a crucial role in training women and gender minorities towards 

the senior jobs. Through these programs, specific leadership training, strategic thinking training, and executive 
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presence training should be provided. Moreover, they should consider giving assignments on high-profile 

initiatives and cross-functional assignments that would enable them to develop the skills and connections that they 

need to develop their careers. Even organizations can be recommended to adopt custom development initiatives 

that consider the distinct issues that women and gender minorities may encounter, which can include reconciling 

work and family life or overcoming male-dominated working environments [5]; [24]; [25]. 

 

In addition, companies ought to invest in their consistent learning opportunities that enable the consistent 

growth of the profession. The employee should be provided with access to the external training facilities, industry 

conferences, and professional certification to keep the employee abreast of the industry trends and improve skills. 

By facilitating a culture of lifelong learning and development, the career growth can be nurtured as well as assists 

employees to remain competitive in an ever-changing job market [26]; [27]. 

 

To sum up, promoting gender equity in professional development requires a complex solution that involves 

the adoption of effective policies and organizational structures, the development of mentorship and sponsorship 

opportunities, as well as providing extensive training and development programs. Organizations can build more 

inclusive cultures by removing the structural and cultural obstacles that affect gender equity, which will in turn 

facilitate the career advancement of every employee. Such measures do not only help in creating a more balanced 

work environment but also allow improving the performance of the entire organization by using the varied skills 

and viewpoints of the employed personnel. 

 

Monitoring of the gender equity strategies is highly important in reviewing the effectiveness of the strategies 

and to make necessary changes to keep continuing with the progress. Towards this end, it is important that 

organizations put in place measurable and indicators of success that will shed light on the effectiveness of gender 

equity initiatives. Such metrics must cover many areas, such as representation, pay equity, career growth, and 

employee satisfaction. 

 

One of the basic indicators that can be used is the presence of women and gender minorities at various levels 

of the organization and especially in managerial positions. The effectiveness of Promoting gender diversity at the 

top could be monitored by keeping the percentage of female staff in the senior management and executive 

positions. Also, organizations ought to monitor the gender distribution of groups and departments to ascertain that 

diversity is attained in every facet of the business [28]. 

 

Pay equity is an important indicator to organizations. I would recommend a frequent pay audit, in which 

salaries of similar jobs between genders are compared. It is also essential to identify and correct any pay gaps as a 

way of making sure that fair and equitable compensation practices occur. Besides the salary analysis, it is also 

necessary that organizations examine the promotion rates and the possibilities of career advancement between the 

various genders. The average number of years till promotion and the proportion of men/women who get promoted 

can indicate the presence of gender-related biases in advancing the careers [29]. Employee satisfaction and 

employee engagement surveys can become useful in evaluating gender equity program effectiveness. Such 

surveys must include questions on perception of unfairness, cases of discrimination and level of satisfaction 

concerning professional development opportunities. Results analysis may allow identifying areas where gender 

equity initiatives are prospering and those where they should be further directed [29]; [3]. 

 

Case studies and benchmarking provide practical information about the effectiveness of gender equity 

initiatives because they demonstrate how gender equity initiatives are carried out in the real world, and what their 

results are. An examination of the way that other organizations have engaged with strategies of gender equity can 

serve to illustrate some helpful lessons and identify practices that have been successful. As an illustration, such 

organizations as Salesforce and IBM have already achieved considerable success in eliminating gender pay gaps 

and advancing diversity by conducting extensive equity reviews and releasing clear reports. 

 

An example is Salesforce that has conducted an annual pay audit to ascertain fair remuneration regardless 

of gender or race. The organization as well undertakes frequent changes to eliminate any disparity noted. Such a 

proactive approach demonstrates the desire to promote fairness and is an example to other companies that want to 

address pay equity issues. Likewise, IBM has also put up policies to increase the presence of women in senior 

roles and has invested in mentorship opportunities to facilitate career growth [30]; [31]. 

 

Comparing to the industry standards and best practices helps the organization to review the progress against 

the peers and define areas of improvement. Benchmarking the gender equity indicators against the indicators of 

the leading companies operating in the same sector or field will allow the companies to detect some insights into 

the best practices and develop realistic objectives of their own efforts. Reports and surveys in the industry can 
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usually give information on female and male representation, equal pay, and job satisfaction which can enable 

organizations to evaluate their performance and to determine what practices are working. Besides, participating in 

external analysis and certifications, e.g., the Gender Equality Index or Diversity and Inclusion Benchmarking, 

provides an objective perspective on gender equity actions. Such assessments offer a systematic approach to 

measuring improvement, and they may allow companies to pinpoint the gaps and areas of improvement [32]; 

[33];[34]. 

 
3. METHODOLOGY 

 
Through mixed methods, scientists were looking into how gender affects how people respond and view 

situations at work that involve conflict. Both interviews and answers to surveys were part of the study to include a 

variety of trends and different people’s personal experiences. The results of the study are both valid and reliable 

because a variety of methods were used to conduct research. 

 

In order to obtain the information, a survey was given at a specific time to examine negotiation styles, how 

conflicts were seen by those involved, mental biases, self-belief, and the environment at their workplace. To 

learn more, semi-structured interviews were used to see how men and women deal with conflicts at work. 

After everyone received the right information and ethical clearance was granted, they decided to join the study. 

 

Sample 

214 employees who worked full-time (108 women and 106 men) in well-established companies in the 

healthcare, education, technology, and finance sectors were included in the study sample. People were invited to 

take part in the study through professional networks, forums at work, and LinkedIn. Every person who took part 

needed to be employed full-time for at least a year and report experiencing or witnessing a work conflict involving 

negotiation. 

 

Populations 

 

Of the population, 49.5% are men and the rest, 50.5% are women. Individuals’ mean age was 37, with ages 

between 25 and 55 years (SD = 7.8) The average amount of work experience is 11.2 years. 

Majority of jobs are non-managerial, and there are fewer managerial or supervisory jobs compared to others. 

 

Among the people who took part in the main sample, thirty people (15 women and 15 men) were chosen for 

the follow-up interviews based on their industry, job rank, and negotiation method. 

 
Procedure 

 

Those taking part completed a Qualtrics survey that took no more than 25 minutes. It showed the following 

results: 

 

• The demographics 

 

• How many conflicts one faces and how serious they are 

 

• These are just descriptions that people provide about their own negotiation style. Parts of negotiation 

related to the mind 

• How fair and successful response to disputes is perceived 

 

All the interviews were done on Zoom and each one took between forty-five and sixty minutes. among the 

topics discussed in the interviews were personal negotiation experience, ideas about gender, choices in negotiation 

strategy, and reflections on the results. 

 

Every participant’s interview was recorded, written down in full, and looked at using thematic analysis. The 

agreement of two independent coders was at 90% and thus proved inter-coder reliability. 

 

Measurements 

 

NSI measures five different negotiations styles with a consistent factor (α), which are aggressive, avoidant, 

accommodative, compromise, and collaborative. 
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We used the CROS measure to evaluate how satisfied people were, sense of fairness, and their long-term 

success in resolving the dispute (α = 0.84). 

 

To fit the General Self-Efficacy Scale for negotiations, it was modified to come up with the Negotiation 

Self-Efficacy Scale, with an internal consistency score of 0.79. 

 

Perceived stereotype threat was measured with a 4-item scale that had been taken from earlier studies (α = 

0.76). 

 

The Perceived Organizational Support for Conflict Management scale (α = 0.83) was applied to look at 

organizational support. 

 

Qualitative Themes 

 

Interview analysis identified key thematic codes: 

 

• Strategy framing 

• Backlash anticipation 

• Emotional labor 

• Organizational silence 

• Adaptive behavior 

 
4. RESULTS AND DISCUSSIONS 

 
4.1 Gender Differences in Negotiation Styles (Table 1) 

 
Independent samples *t*-tests revealed significant gender differences across all three negotiation styles: 

• Assertive Style: Men (M = 3.76, SD = 0.61) scored significantly higher than women (M = 3.30, SD = 

0.68), *t*(212) = 5.19, *p* < 0.001, 95% CI [0.29, 0.63]. 

• Collaborative Style: Women (M = 3.72, SD = 0.65) scored higher than men (M = 3.40, SD = 

0.61), *t*(212) = -3.81, *p* < 0.001, 95% CI [-0.50, -0.16]. 

• Accommodating Style: Women (M = 3.26, SD = 0.60) scored higher than men (M = 2.84, SD = 

0.57), *t*(212) = -5.28, *p* < 0.001, 95% CI [-0.58, -0.26]. 

These findings support H1, confirming that men tend to adopt more assertive negotiation strategies, whereas 

women favor collaborative and accommodating approaches. 

 

4.2 Gender Differences in Psychological Factors (Table 2) 

 

Large and statistically significant gender disparities emerged in self-efficacy and stereotype threat: 

 

• Self-Efficacy: Men (M = 4.21, SD = 0.50) reported substantially higher self-efficacy than women (M = 

3.16, SD = 0.50), *t*(212) = 15.15, *p* < 0.001, 95% CI [0.91, 1.18]. 

• Stereotype Threat: Women (M = 3.79, SD = 0.51) experienced significantly higher stereotype threat than 

men (M = 2.47, SD = 0.43), *t*(212) = -20.38, *p* < 0.001, 95% CI [-1.44, -1.19]. 

These results support H2, indicating that women face greater psychological barriers in negotiation settings. 

 

4.3 Conflict Outcomes by Gender (Table 3) 

 

Gender differences were also observed in post-negotiation evaluations: 

 

• Satisfaction: Men (M = 3.77, SD = 0.56) reported higher satisfaction than women (M = 3.45, SD = 0.63), 

*t*(212) = 3.95, *p* < 0.001, 95% CI [0.16, 0.48]. 

• Fairness Perceptions: Men (M = 3.93, SD = 0.44) perceived greater fairness than women (M = 3.75, SD 

= 0.51), *t*(212) = 2.72, *p* = 0.007, 95% CI [0.05, 0.30]. 

These findings partially support H3, suggesting that men derive more positive outcomes from 

negotiations. 
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4.4 Regression Analysis of Conflict Satisfaction (Table 4) 

 

A multiple regression examined predictors of conflict satisfaction (R² = 0.10, F(9, 204) = 2.57, *p* = 

0.008). Key findings include: 

• Self-Efficacy was a significant positive predictor (β = 0.17, *p* = 0.036), supporting H4a. 

 

• Stereotype Threat was not significant (β = -0.05, *p* = 0.554), failing to support H4b. 

• Gender × Assertiveness Interaction: A follow-up analysis (Table 5) revealed a significant negative 

interaction (β = -0.32, *p* = 0.010), indicating that the effect of assertiveness on satisfaction was weaker 

for women than men. 

Discussion 

 

There Are Various Forms of Negotiating. 

The research shows that women cooperate and accept more than men, who tend to be more assertive, so 

gender roles in negotiations are proved here. These findings are also supported by studies that noticed that cultural 

standards affect people’s negotiation styles based on their gender. 

 

Areas that psychology covers: 

Those who cannot effectively negotiate tend to be women due to the big gap in self-confidence and the threat 

from stereotypes. Having to deal with more gender-based expectations and believing less in their abilities may 

decrease women’s confidence and achievement. 

 

Theoretical Output: 

• It uses skills borrowed from Expectancy Violation Theory and bridges the gap with Social Role Theory 

to explain the difference between the genders in negotiation. It is claimed by this theory that women 

should be both cooperative friends and good negotiators, which ends up creating a dilemma. As a result 

of this, they have to act differently and cannot negotiate as much as they could before. 

• Showing what is different and why these things happen everywhere improves our understanding in this 

field. 

In the area of practice: 

• Workshops should be given that help staff deal with gender-based barriers in negotiation and show them 

how to change their approach if needed. 

• Put formal, fair ways of handling disputes into place to address fewer issues through unofficial and 

prejudiced ones. 

• Making confidence and multiple negotiation styles normal is possible if leaders build support systems 

among teammates and senior staff. 

• Remind leaders about possible unconscious biases while they assess negotiations and employees’ 

success in their reviews. 

 

Restrictions: 

The data can only show relations, not actual reasons for them. With continued experience or guidance, many 

styles like the aggressive style could enhance over a long period. Despite the variety within the industry and age, 

the sample is only made up of people who identify as men and women from the United States. In the future, 

researchers should examine the views of non-binary people and compare results from other countries. 

 

In addition, researchers can carry out tasks in which individuals negotiate with ‘experts,’ allowing for the 

study of aspects such as backlash perception and how much power people have. 

 

 

 

5. CONCLUSION 

 
This paper emphasizes the importance of understanding gender relationships in career advancement and 

career growth at the work place. It affirms that women and gender minorities are still systematically underprivileged 

and this is reflected in numerous ways including unfair hiring, lack of mentorship opportunities, and discriminative 

performance reviews. Even with the progress made by diversity programs, there is still a long way to go, with such 

issues as a continuing gender pay-gap and the challenges posed by intersectionality. 
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The evidence suggests that women tend to have more cooperative negotiation approaches and have greater 

psychological obstacles, including less self-efficacy and more stereotype threat. These are some of the reasons that 

result in differences in satisfaction and perceived fairness of the negotiation results in comparison to their male 

counterparts. 

 

Recommendations 

1. Policy Development: The policymakers are supposed to enact and adopt the law which stipulates that 

equal work deserves equal pay and also conduct frequent audits to detect and correct the inconsistencies 

related to pay among different genders. 

2. Diversity and Inclusion Initiatives: Organizations must have elaborate diversity and inclusion policies, 

which stipulate specific goals on gender representation especially in the management team, and require 

the management to report on the progress. 

3. Mentorship and Sponsorship Programs: The stakeholders shall invest in formal mentorship and 

sponsorship programs explicit to women and gender minorities to get equal access to professional 

development opportunities and resources. 

4. Education on Unconscious Bias: Conduct education sessions among all the employees and mostly the 

leaders to sensitize them about unconscious biases and how they affect the hiring, promotions, and 

performance appraisals. 

5. Enabling Organization Culture: Promote an organizational culture that is inclusive, open communication, 

and appreciates diversity; it should also engage actively to stop discrimination so that the culture can 

support the success of all employees. 

 

By implementing these suggestions, organizations would be able to establish a more equal and supporting 

environment that would allow to increase the level of career development of all the employees and better the 

overall organizational performance. 
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TABLE APPENDIX 

 
Table -1: Descriptive Statistics for All Variables (N = 214) 

Variable Mean (SD) Min Max 

Gender (0=Male, 1=Female) 0.49 (0.50) 0 1 

Age 5.00 (0.00) 5 5 

Work Experience (Years) 10.95 (4.15) 1.3 23.5 

Job Level (0=Junior, 1=Senior) 0.37 (0.48) 0 1 

Negotiation Styles (1–5 scale)    
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Assertive 3.53 (0.69) 2.06 5 

Collaborative 3.56 (0.65) 1.96 5 

Accommodating 3.05 (0.62) 1.35 4.75 

Psychological Factors (1–5 scale)    

Self-Efficacy 3.70 (0.72) 1.66 5 

Stereotype Threat 3.12 (0.81) 1.34 5 

Conflict Outcomes (1–5 scale)    

Satisfaction 3.61 (0.61) 1.88 5 

Fairness 3.84 (0.48) 2.42 5 

Organizational Support 3.41 (0.46) 2.2 4.85 

 
Table -2: Gender Differences in Negotiation Styles (Independent Samples t-Tests) 

Variable Men (n=109) Women (n=105) Mean Diff. [95% CI] *t*(212) *p* 

Assertive Style 3.76 (0.61) 3.30 (0.68) 0.46 [0.29, 0.63] 5.19 <0.001 

Collaborative 3.40 (0.61) 3.72 (0.65) -0.33 [-0.50, -0.16] -3.81 <0.001 

Accommodating 2.84 (0.57) 3.26 (0.60) -0.42 [-0.58, -0.26] -5.28 <0.001 

 
Table -3: Gender Differences in Psychological and Conflict Outcomes 

Variable Men (n=109) Women (n=105) Mean Diff. [95% CI] *t*(212) *p* 

Self-Efficacy 4.21 (0.50) 3.16 (0.50) 1.04 [0.91, 1.18] 15.15 <0.001 

Stereotype Threat 2.47 (0.43) 3.79 (0.51) -1.32 [-1.44, -1.19] -20.38 <0.001 

Conflict Satisfaction 3.77 (0.56) 3.45 (0.63) 0.32 [0.16, 0.48] 3.95 <0.001 

Perceived Fairness 3.93 (0.44) 3.75 (0.51) 0.18 [0.05, 0.30] 2.72 0.007 

Organizational Support 3.44 (0.47) 3.38 (0.46) 0.06 [-0.07, 0.18] 0.94 0.349 

 
Table -4: Regression Predicting Conflict Satisfaction 

Predictor β (SE) *t* *p* 95% CI 

Gender (Female) -0.06 (0.17) -0.36 0.722 [-0.40, 0.28] 

Self-Efficacy 0.17 (0.08) 2.11 0.036 [0.01, 0.34] 

Stereotype Threat -0.05 (0.09) -0.59 0.554 [-0.22, 0.12] 

Assertive Style -0.03 (0.06) -0.42 0.676 [-0.15, 0.10] 

Collaborative -0.07 (0.07) -1.11 0.270 [-0.20, 0.06] 

Accommodating -0.02 (0.07) -0.26 0.792 [-0.16, 0.12] 

Org. Support -0.14 (0.09) -1.57 0.118 [-0.32, 0.04] 

Experience 0.00 (0.01) 0.02 0.986 [-0.02, 0.02] 

Job Level -0.02 (0.08) -0.25 0.802 [-0.19, 0.15] 

Constant 4.05 (0.65) 6.24 <0.001 [2.77, 5.33] 

 

Model Fit: R² = 0.10, F(9, 204) = 2.57, *p* = 0.008 

 

 

 

 

Table -5: Interaction Between Gender and Assertiveness 

Predictor β (SE) *t* *p* 95% CI 

Gender (Female) 0.81 (0.45) 1.80 0.073 [-0.08, 1.70] 

Assertive Style 0.15 (0.09) 1.62 0.106 [-0.03, 0.33] 

Gender × Assertiveness -0.32 (0.12) -2.58 0.010 [-0.57, -0.08] 

Constant 3.20 (0.35) 9.10 <0.001 [2.51, 3.90] 

 
Model Fit: R² = 0.10, F(3, 210) = 7.60, *p* < 0.001 
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