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This study explored the relationship between personality traits and 

conflict resolution styles of single and married individuals. The sample 

comprised of 120 participants including 60 single individuals (30 men 

and 30 women) and 60 married individuals (30 men and 30 women) who 

were taken from the general community of two cities of Pakistan, Gujrat 

and Lalamusa.  Urdu versions of the Big Five Inventory (John & 

Srivastava, 1999) and Organizational Conflict Management Inventory 

(Anis-ul-Haque, 2003) were used for assessment. Data were analyzed 

using Pearson Product Moment Correlation Coefficient, Multiple Linear 

Regression, and One-Way ANOVA. Results revealed that significant 

relationship exists between different personality traits predict the 

different conflict resolution styles of unmarried and married individuals. 

Moreover, both unmarried and married individuals vary in the way of 

managing conflicts. The conflict resolution styles of married individuals 

are adaptive and healthy as compared to unmarried individuals. Present 

findings might prove helpful for psychologists/counselors to guide 

unmarried and married individuals how to manage conflicting situations 

constructively. 
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Conflicts are part of human life and inevitable in any relationship. 

Conflict is a normal phenomenon, and it may occur in any situation at 

any time among individuals when needs, desires, goals, and ideas become 

discordant. Conflict varies from situation to situation in different 

relationships among people. But an important aspect of conflict 

resolution is how conflicts are managed in specific situations. Literature 

suggests various determinants that revolve around conflicts, riddled with 

crucial personality traits (Robbins, Judge, & Sanghi, 2008). It has been 

found that the choice of strategies for conflict resolution varies from 

individual to individual (Rahim, 1983), and individuals with different 

personality traits deal in different ways. Everyone thinks feels and 

behaves in different ways when encountered with the same or similar 

situation. So, the purpose of this study is to probe relationship between 

different personality traits and conflict resolution styles in people 

especially those that are married and unmarried. 

 

Personality 

Personality traits are enduring ways of behavior (Robbins et al., 

2008). Current theoreticians approve five central personality traits or 

dimensions recognized as “Big Five” or “Five-Factor Model”. According 

to this model, five personality traits are openness to experience, 

conscientiousness, extroversion, agreeableness, and neuroticism 

abbreviate as OCEAN (Robbins et al., 2008; Goldberg, 1993). 

Openness to experience is related to an individual's attraction to 

the latest things, creative fondness (Chamorro-Premuzic, Reimers, Hsu, 

& Ahmetoglu, 2009), and intelligent stalwartness (Fumham, Swami, 

Arteche, & Chamorro-Premuzic, 2008). High scores on this trait 

demonstrate sensitivity, inspiration, creativity, and imagination where 

low scores indicate being accustomed to environments and conformity 

(Sodiya, Longe, Onashoga, Awodele, & Omotosho, 2007). 

Conscientiousness represents self-control, being strategic, organized, and 

planning goals (McCrae & Costa, 2003). High scores on this trait reveal 

responsibility, organization, and the ability to secure objectives (Robbins 

& Judge, 2007) conversely; low scores signify disorganization and 
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distractibility (Messarra, Karkoulian, & El-Kassar, 2016). Extroversion 

represents socializing, friendliness, and outgoingness (Srivastava, 

Angelo, & Vallereux, 2008). People with higher extroversion are more 

likely to take direct actions and use positive thinking when tackling 

problems (Anis-ul-Haque, 2003) whereas low scores on extroversion 

mean unfriendliness, being shy and quiet with scanty social interactions 

and low level of energy (Messarra, Karkoulian, & El-Kassar, 2016). 

Agreeableness demonstrates the overall concern of individuals for social 

concord. This trait explicates the interest and benefit of others with 

accord and cooperation. Highly agreeable individuals are characterized as 

warm, trustworthy, enjoyable, caring, and reliable (Clarke & Robertson, 

2005) whereas low scores on this trait describe being cold, disagreeable, 

and forceful (Graziano & Tobin, 2009). Neuroticism refers to the 

tendency to experience distress and negative emotions including worry, 

hostility, irritability, reduced self-confidence, fear, self-consciousness, 

anger, feelings of vulnerability, sadness, dissatisfaction, anxiety, shyness, 

and loneliness (John, Robins, & Pervin, 2008). Low scores on 

neuroticism indicate being calm and emotionally stable with lower levels 

of stubborn negative emotions (Dolan, 2006). Weisberg, DeYoung, and 

Hirsh (2011) reported that on extroversion, agreeableness, and 

neuroticism personality traits women score higher than men. Whereas, no 

gender differences were found in openness to experience and 

conscientiousness personality traits (Costa et al., 2001).  

 

Conflict Resolution 

Jones, George, and Belkhodja (2013) define conflict as a 

disagreement in values, goals, and interests in individuals and groups that 

have become discordant and obstruct each other to obtain goals. Rahim 

and Bonoma (1979) distinguished modes of dealing with conflict based 

on two dimensions, i.e., concern for self (high or low) in which a person 

aims to satisfy his/her own motives; second, concern for others (high or 

low) in which a person aims to reduce concerns others have. These two 

dimensions render five interpersonal conflict management styles, namely, 

integrating, obliging, dominating, avoiding, and compromising styles. 
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In the integrating style (collaborating/problem-solving style) 

individuals have a concern for their own self and others. In this style, 

individuals interact with each other in a win-win manner (Messarra, 

Karkoulian, & El-Kassar, 2016) where individuals speak openly, share 

information, look for a substitute, and explore contradictions to find out 

prolific solutions, suitable for all (Anis-ul-Haque, 2003). Individuals who 

use this style may be more confident, accept the values of others, 

cooperate efficiently, and try to meet the need of every individual 

involved in conflicting situations. Integrating style leads to creative 

solutions because it resolves conflicts aligned with problem-solving. This 

style is found to be beneficial in employing information and skills of 

different peoples to make solutions and might be suitable for dealing with 

tactical issues related to long-range planning, policies, and objectives 

(Afzalur, Garrett, & Buntzman, 1992). However, this style is not suitable 

when individuals lack skills in problem-solving or when there is a need to 

take quick decisions (Rahim, 1992). 

In the compromising style, people have moderate concern for 

others and themselves. This yields a no-win and no-lose outcome to 

conflicts. In a compromising style, individuals give and take so that they 

may attain mutually acceptable goals. This style is suitable when 

individuals have equal power status and issues are strategic in nature; 

however greater reliance on this style may be dysfunctional (Anis-ul-

Haque, 2003). 

In the obliging style (yielding or accommodating style) 

individuals have a high concern for others than themselves. Conflicts 

resolved through this style end up as lose-win results where the 

individual neglects his/her needs and fulfills the needs of others. This 

style is appropriate to use when individuals know others are more 

important, and saving relationships are more important than merely 

handling conflicting issues (Anis-ul-Haque, 2003).  

In avoiding style individuals have low concern for others and 

themselves. Conflict resolutions yield lose-lose outcomes, where 

individuals withdraw from such situations. Individuals sidestep 

conflicting situations believing that there are no positive outcomes (Anis-

ul-Haque, 2003). This style of handling conflict is appropriate when 
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issues are unimportant or confronting with other individuals outweighs 

the advantage of resolving conflict (Lee, 2008). 

In dominating style (competitive or disregarding style) individuals 

have a high concern for their own self than others. Individuals ignore the 

concerns of others and act in assertive ways to procure their own goals 

(Messarra, Karkoulian, & El-Kassar, 2016). Conflict resolutions result in 

win-lose outcomes. Dominating style may be useful when issues are 

small and insignificant, or when mandatory decisions need to take place 

quickly (Anis-ul-Haque, 2003). However, this mode of resolving conflict 

is inappropriate because it evokes anger and aggression towards others 

(Huan & Yazdanifard, 2012). 

Out of the five styles discussed above, integrating and to some 

degree compromising styles are suitable for managing many strategic 

matters, and conflicts are deemed as healthy modes of conflict resolution 

(Dildar & Yasin, 2013). The other styles (obliging, avoiding, and 

dominating) may be helpful in reducing day to day tactical issues but are 

generally considered unhealthy modes of conflict resolution.  

Many researchers in their areas of study have found personality 

traits are linked with different conflict resolution styles (Ahmed, Nawaz, 

Shaukat, & Usman, 2010; Anbaz, 2013; Anis-ul-Haque, 2003; Anwar, 

Shahzad, & Ijaz-ul-Rehman, 2012; Asgari, Taleghani, & Gilanpour, 

2013; Ejaz, Iqbal, & Ara, 2012; Fatima & Saher, 2012; Gharache, Abbasi, 

& Mansoornia, 2014; Salimi, Karaminia, & Esmaeili, 2011; Wang, 2010) 

as well as different personality traits predict different conflict resolution 

styles (Priyadarshini, 2017; Khalid, Fatima, & Khan, 2015; Forrester & 

Tashchian, 2013). Whereas, Pepin (2005) reported personality traits and 

conflict styles are inconsistently related to each other; for example in 

female nurses, no relationship between personality traits and conflict 

management styles was revealed (Whitworth, 2008). Further, regarding 

the differences in styles of conflict resolution many researchers reported 

different findings. In management organizations, women are more likely 

to use collaborative style to resolve conflicts, and men avoiding style 

(Brahnam, Margavio, Hignite, Barrier, & Chin, 2005) while; Dildar and 

Amjad (2017) reported that female managers do not vary from male 

counterparts in dealing conflicts. Brewer, Mitchell, and Weber (2002) 
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found that males usually prefer dominating conflict resolution style; and 

that married males mostly adopt this style to settle interpersonal conflicts 

(Dildar, Yasin, & Sitwat 2013). Based on this literature clarity on how 

married men and women use conflict resolution styles compares with 

unmarried men and women needs further investigation. 

 

Rationale of the Study 

There is a need to identify personality traits linked with styles of 

conflict resolution in unmarried and married individuals to determine if 

the change in marital status affects conflict resolution and that differences 

across gender affect the use of conflict resolution styles? The current 

theoretical knowledge in the area of conflict resolution in marital life will 

become more transparent with the findings of this research, which will 

contribute to theoretical and empirical knowledge in this area. So the 

main objectives of this study are to examine the relationship between 

different personality traits and conflict resolution styles; to investigate the 

predicting role of different personality traits for conflict resolution styles; 

and to ascertain the differences in conflict resolution styles of unmarried 

and married individuals. 

 

Hypotheses 

 There is likely to be a relationship between different personality 

traits and conflict resolution styles of unmarried and married 

individuals. 

 Personality traits are likely to predict the conflict resolution styles 

of unmarried and married individuals. 

 There are likely to be differences in conflict resolution styles of 

unmarried and married individuals. 

Method 

 

Sample 

The sample consisted of 60 unmarried individuals (30 men and 30 

women) and 60 married individuals (30 men and 30 women) 

conveniently taken from the general community of Gujrat and Lalamusa 

cities, Pakistan. All participants were above 20 years of age and marital 
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period was at least one year in duration were included, single after 

marriage living alone, separated, divorced, widowed, and individuals 

suffering from physical disabilities, psychological illnesses were 

excluded from this study. Initially, 150 participants were contacted, ten 

participants did not comply with inclusion criteria, eight participants did 

not complete questionnaires properly and 12 participants did not return 

questionnaires leaving 120 participants in all. 

 

Measures 

Big Five Inventory (BFI). We used BFI developed by John and 

Srivastava (1999) to assess five personality traits, which comprised of 44 

items with five subscales i.e. Extroversion (8 items), Agreeableness (9 

items), Conscientiousness (9 items), Neuroticism (8 items), and Openness 

(10 items). BFI is a 5-point Likert-type scale, ranging from “1” Disagree 

strongly to “5” Agree strongly. The BFI scores range from 1 to 220. High 

scores on subscales represent more of the personality trait assessed. In 

this study Urdu version of BFI was used and the overall Cronbach’s 

alpha reliability was found to be .68 and for subscales .47 (Extroversion), 

.67 (Agreeableness), .66 (Conscientiousness), .66 (Neuroticism), and .45 

(Openness to Experience).  

 

Organizational Conflict Management Inventory (OCMI). We 

used OCMI designed by Anis-ul-Haque (2003) to assess how participants 

resolved their conflict with others. It consists of 37 items with five 

subscales i.e., Integrating (12 items), Compromising (4 items), Obliging 

(7 items), Avoiding (7 items), and Dominating (7 items) on a 5-point 

Likert-type scale, ranging from “1” (Never) to “5” (Always). OCMI 

scores ranged from 1 to 185, where higher scores on a subscale suggested 

that individuals employed that style of conflict resolution. For this study, 

OCMI was modified according to the targeted population and Cronbach’s 

alpha reliability of OCMI was found to be .84 and for subscales .88 

(Integrating), .54 (Compromising), .77 (Obliging), .66 (Avoiding), and 

.62 (Dominating). 
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Demographic Information Sheet. It includes personal 

information like age, gender, education, marital status, residential area, 

family structure, and city name, etc.  

Design and Procedure 

A cross-section research design was used to examine the 

relationship between personality traits and conflict resolution styles of 

unmarried and married individuals. Initially, unmarried and married 

individuals approached personally and some of them were contacted with 

help of relatives and colleagues. After that, for seeking participants’ 

formal permission for getting data purpose of this study was briefed to 

them. After taking permission, questionnaires comprising of instructions, 

demographic information sheet along with assessment measures given to 

participants, and they were instructed how to fill questionnaires. 

Participants were requested to give their responses accurately without 

leaving any question. For the completion of research protocols about half 

an hour of each participant was taken. 

 

Ethical Considerations 

For this study approval from the Head of Department and from 

the complete authority of the University was taken. Formal permission 

from respective authors for use of scales was taken. The formal informed 

consent form was taken from participants to seek their willingness for 

voluntary participation. Participants were told that they have the right to 

leave this research at any time without any penalty. Participants were 

assured that their identity will not be disclosed to anyone and the 

information gathered from them was kept confidential and was not meant 

to be used for any other purpose except this research. Participants were 

instructed that they have the right to know the findings of this research. 

 

Results 

All data were analyzed by using the SPSS-20 version. Reliability 

analyses were run to see the psychometric properties of the scales used. 

Pearson product-moment correlation was run to see the relationship 

between different personality traits and conflict resolution styles (see 

Table 1); multiple linear regression was run to examine the predicting 
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role of different personality traits for conflict resolution styles (see Table 

2); further one-way ANOVA was run to examine the differences in 

conflict resolution styles of unmarried and married individuals (see Table 

3).  

Table 1 revealed that extroversion and openness personality traits 

have a significant positive relationship with integrating and 

compromising conflict resolution styles while neuroticism has a 

significant positive relation with obliging and dominating styles. 

Similarly, agreeableness and conscientiousness have a positive 

significant relationship with integrating, obliging, avoiding, and 

compromising styles but are negatively correlated with dominating style.  

Table 2 showed that agreeableness (β = .38,  p < .001), 

conscientiousness (β = .35,  p < .001), neuroticism (β = .15, p < .05), and 

openness to experience (β = .18, p < .05) significantly positively 

predicted integrating style; agreeableness (β = .35,  p < .01), 

conscientiousness (β = .24,  p < .05), and neuroticism (β = .38, p < .001) 

significantly positively predicted obliging style; extroversion (β = .24,  p 

< .05) positively whereas agreeableness (β = -.27,  p < .05) significantly 

negatively predicted dominating style; conscientiousness (β = .29,  p < 

.05) significantly positively predicted avoiding style; finally 

agreeableness (β = .33,  p < .01 ), conscientiousness (β = .27,  p < .05), 

and openness to experience (β = .25,  p < .01) personality traits 

significantly positively predicted compromising conflict resolution style 

in unmarried and married individuals. 

Table 3 indicated that there are significant differences in conflict 

resolution styles of unmarried and married individuals. Integrating 

conflict resolution style, F (3, 119) =11.67, p < .001; obliging, F (3, 119) 

=6.96, p < .001; dominating, F (3, 119) =5.22, p < .01; avoiding, F (3, 

119) =7.27, p < .001; and compromising, F (3, 119) =5.62, p < .01. 

Table 4 according to post hoc married women preferred a more 

integrating style than married men, unmarried women, and unmarried 

men. Similarly, married women preferred a more obliging style than 

unmarried women, married men, and unmarried men. Whereas, 

dominating style is most commonly used by unmarried men than married 

men, unmarried women, and married women. Avoiding conflict 
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resolution style is mostly used by married women than unmarried 

women, married men, and unmarried men. Lastly, the compromising 

style is mostly adopted by married women than married men, unmarried 

women, and unmarried men.   

 

Discussion 

This study was done to examine the relationship between different 

personality traits and conflict resolution styles and whether personality 

traits predict conflict resolution styles of unmarried and married 

individuals. In addition to this, differences in conflict resolution styles of 

unmarried and married individuals were also explored. The findings of 

this study were consistent with research done by Asgari et al. (2013). 

They reported that agreeableness and conscientiousness personality traits 

have a significant positive relationship with integrating, obliging, 

avoiding, and compromising conflict resolution style but negatively 

correlated with dominating style. Similarly, results of the present study 

were in line with the study conducted by Pakistani researchers Ahmed et 

al. (2010) who reported that individuals having extroversion and 

openness to experience personality traits prefer compromising conflict 

resolution style than avoiding. The results of Anis-ul-Haque's (2003) 

study were also consistent with this study who found that agreeableness 

significantly positively related with integrating, obliging, avoiding, and 

compromising styles of conflict resolution while conscientiousness has a 

significant positive relation with integrating style. Moreover, the findings 

of this research were also somewhat similar to that reported by Fatima 

and Saher (2012).  

The results of present study showed that extroversion positively 

predicted the dominating style; these findings are consistent with the 

results of Priyadarshini (2017) who reported that extroversion positively 

predicted the preference for dominating style. The reason may be that 

extrovert individuals by nature are assertive, use authority and power to 

resolve a conflict in one’s favor. Findings of the present study also 

indicated that agreeableness positively predicted integrating, obliging, 

and compromising styles whereas negatively predicted dominating style 

which are consistent with the study of Priyadarshini (2017) who reported 
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that agreeableness positively predicted integrating and obliging styles 

whereas negatively predicted dominating styles while Forrester and 

Tashchian (2013) reported that agreeableness impact the compromising 

style which also support the results of present study. Agreeable 

individuals tend to understand, cooperate, tend to be easily moved, 

generally sympathetic, trusting, and accepting in interaction with others; 

due to these characteristics individuals high in agreeableness prefer 

integrating, obliging, and compromising styles (Priyadarshini, 2017) and 

rarely choose the dominating style as their personality characteristics 

being complete opposite of it (Khalid, Fatima, & Khan, 2015). 

The results of the present study showed that conscientiousness 

positively predicted integrating, obliging, avoiding, and compromising 

styles which are consistent with the findings of Khalid, Fatima, and Khan 

(2015) they found that conscientiousness positively predicted preference 

for integrating style. The present study also revealed that neuroticism 

positively predicted integrating and obliging styles; these findings are 

inconsistent with the study of Khalid, Fatima, and Khan (2015) they 

reported that neuroticism negatively predicted preference for integrating, 

obliging, and compromising conflict resolution styles while Priyadarshini 

(2017) found that neuroticism positively predicted obliging style but do 

not predict the integrating style. Results of this study also indicated that 

openness to experience positively predicted integrating and 

compromising conflict resolution styles which are in line with the study 

of Forrester and Tashchian (2013) who reported that openness to 

experience impacts the integrating and compromising styles. 

The new and important aspect of this study was that conflict 

resolution styles of unmarried and married individuals were examined in 

the context of Pakistan. This research demonstrated that significant 

differences exist in conflict resolution styles of unmarried and married 

individuals; as married individuals deal with the conflicting situation in a 

constructive way than unmarried. However, previous researches 

examined the gender differences in the way of managing conflicts in 

varied samples and reported inconsistent findings. Some researchers 

found no gender differences in the way of managing conflicts whereas; 

some researchers reported that gender differences exist in the way of 
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resolving conflicts (Dildar & Amjad, 2017). Although, there is a dearth 

of research that particularly examine differences in conflict resolution 

styles of unmarried and married individuals. So, this study makes an 

addition and contribution in the existing literature in terms of which 

conflict resolution styles were preferred by unmarried and married 

individuals to settle down their conflicts.  

Conclusion 

In the light of this study, it is concluded that relationship exists as 

well as different personality traits predict the conflict resolution styles of 

unmarried and married individuals; both unmarried and married 

individuals resolve their conflicts in different ways. The conflict 

resolution styles of married individuals are adaptive and healthy as 

compared to unmarried ones because, after marriage, married individuals 

go through different transitions of life they become matured and have 

more responsibilities. Also, married individuals have a permanent source 

of social support from their spouses when they face any ups and downs in 

their life they share their problems to manage them constructively. 

Whereas, unmarried individuals are negligent, have fewer 

responsibilities, and least social support as compared to married 

individuals. That's why when they confront conflicting situations the 

ways they use for managing such circumstances are unhealthy. 

 

Limitations and Suggestions 

Some suggestions should be incorporated in future study. The 

time duration for research in the future should be expanded as the time 

period for this study was limited. The sample should be larger and taken 

from different cities of Pakistan to enhance the generalizability of the 

study, as the sample of this research was comprised of 120 unmarried and 

married individuals of Gujrat and Lalamusa cities of Pakistan. Measures 

used in this study were self-report so all results and inferences are based 

exclusively on each individual’s perception and feelings; therefore this 

might be a potential limitation of the present study. Further for future 

researchers, it is suggested that determine whether marital status 

moderates the relationship between different personality traits and 

conflict resolution styles.  
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Implications 

This study has some important implications for 

psychologists/counselors and social workers to better evaluate the needs 

of individuals. The psychologists/counselors and social workers may 

better help unmarried and married individuals when they encounter 

domestic or other types of conflicts. They may facilitate in teaching them 

better ways to resolve their conflicts constructively keeping in view their 

marital status and personality traits. 
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Table 1 

Correlation Between Personality Traits and Conflict Resolution Styles of Unmarried and Married Individuals 

(N=120) 

Variables 2 3 4 5 6 7 8 9 10 M SD 

1.Ex .35*** .37*** -.19* .31*** .27** .05 .08 .01 .18* 28.62 4.43 

2.Ag 
 

.62*** -.23** .13 .58*** .38*** -.31*** .26** .46*** 36.00 5.70 

3.Cn 
  

-.37*** .23** .56*** .29*** -.26** .28** .45*** 33.97 5.70 

4.Nr 
   

-.07 -.08 .22** .19* .04 -.04 21.65 5.89 

5.Ope 
    

.29*** .13 .02 .03 .32*** 34.27 4.95 

6.Int 
     

.59*** -.24** .38*** .63*** 48.67 8.53 

7.Obg 
      

-.09 .30*** .41*** 24.25 5.80 

8.Dom 
       

-.06 -.13 16.56 5.24 

9.Avo 
        

.28*** 23.67 5.31 

10.Com 
         

14.95 3.16 

Note. *p< .05, **p< .01, ***p<.001, Ex=Extroversion, Ag=Agreeableness, Cn=Conscientiousness, Nr=Neuroticism, Ope=Openness to 

Experience, Int=Integrating, Obg=Obliging, Dom=Dominating, Avo=Avoiding, Com=Compromising 
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Table 2 

Multiple Linear Regression Analysis through Enter Method Predicting Conflict Resolution Styles of Unmarried and 

Married Individuals (N=120). 

  Integrating  Obliging  Dominating  Avoiding  Compromising 

Predictors  B SE β  B SE β  B SE β  B SE β  B SE β 

Ex  -.03 .15 -.01  -.15 .12 -.12  .28 .11 .24**  -.14 .12 -.12  -.06 .06 -.08 

Ag  .59 .13 .38***  .36 .10 .35***  -.25 .10 -.27**  .15 .11 .16  .18 .05 .33*** 

Cn  .52 .14 .35***  .24 .11 .24*  -.13 .11 -.14  .27 .11 .29**  .15 .06 .27** 

Nr  .22 .11 .15*  .37 .08 .38***  .11 .08 .12  .14 .08 .16  .07 .04 .14 

Ope   .31 .13 .18**  .11 .09 .09  .02 .09 .02  -.01 .10 -.01  .16 .05 .25** 

∆R
2
 .46***    .29***    .16***    .13**    .33***    

F 19.45    9.53    4.52    3.38    11.49    

Note. *p< .05, **p< .01, ***p<.001, Ex=Extroversion, Ag=Agreeableness, Cn=Conscientiousness, Nr=Neuroticism, Ope=Openness to 

Experience 
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Table 3 

One-Way ANOVA for Comparison of Conflict Resolution Styles of 

Unmarried and Married Individuals (N=120) 

 

Variables 

 

Marrie

d Men  

(n=30) 

 

Marrie

d 

Wome

n 

(n=30) 

 

Unmarrie

d Men 

(n=30) 

 

Unmarrie

d Women 

(n=30) 

 

 

 

 

F 

(3, 

116) 

 

 

 

 

p 

M (SD) M (SD) M (SD) M (SD) 

Integrating  49.63 

(7.10) 

53.43 

(5.19) 

42.13 

(10.67) 

49.50 

(6.20) 

11.6

7 

.0

0 

Obliging 22.33 

(5.96) 

27.06 

(4.88) 

21.76 

(5.70) 

25.86 

(5.01) 

6.96 .0

0 

Dominating 15.86 

(4.41) 

15.26 

(4.78) 

19.66 

(5.63) 

15.46 

(5.04) 

5.22 .0

0 

Avoiding 23.13 

(5.25) 

26.96 

(5.56) 

21.16 

(4.60) 

23.43 

(4.20) 

7.17 .0

0 

Compromisin

g 

15.33 

(2.52) 

16.53 

(2.67) 

13.46 

(3.77) 

14.50 

(2.86) 

5.62 .0

0 

 Note. **p< .01, ***p<.001 

 

Table 4 

Post Hoc Analysis for Comparison of Conflict Resolution Styles of 

Unmarried and Married Individuals (N=120) 

Variables Groups 

Mean 

Differences 
p 

Integrating     

 Married-Male 

Unmarried-

Male 
7.50 .00 

 

Married-

Female 

Unmarried-

Male 
11.3 .00 

 

Unmarried-

Male 

Unmarried-

Female 
-7.36 .00 
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Obliging     

 Married-Male Married-Female -4.73 .00 

 

Married-

Female 

Unmarried-

Male 
5.3 .00 

 

Unmarried-

Male 

Unmarried-

Female 
-4.1 .02 

Dominating     

 Married-Male 

Unmarried-

Male 
-3.8 .02 

 

Married-

Female 

Unmarried-

Male 
-4.4 .00 

 

Unmarried-

Male 

Unmarried-

Female 
4.20 00 

Avoiding     

 Married-Male Married-Female -3.83 .01 

 

Married-

Female 

Unmarried-

Male 
5.8 .00 

 

Married-

Female 

Unmarried-

Female 
3.53 .03 

Compromising     

 

Married-

Female 

Unmarried-

Male 
3.06 .00 

 

Married-

Female 

Unmarried-

Female 
2.03 .04 

Note. *p< .05, **p< .01, ***p<.001 

 

 

 

 

 


