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GENDER POWER AND CONFLICT: AN ANALYSIS OF BEHAVIORAL STRATEGIES
IN CRISIS SITUATIONS IN THE WORKPLACE

Gender power relations in the workplace constitute one of the most complex and
multidimensional phenomena in modern organizational behavior. These relationships not only
determine access to resources and career advancement but also fundamentally influence
communication, leadership, conflict management, and decision-making, particularly during times of
crisis.

According to the World Economic Forum (2024), gender inequality remains a persistent
barrier to achieving inclusive and resilient organizations: women hold only 32% of senior
management roles globally, and only 29% of corporate boards achieve gender parity [1].

During crises, whether economic, organizational, or psychosocial, gendered patterns of
behavior become more pronounced. Differences in emotional intelligence, communication style,
and power perception directly impact how individuals respond to stress, manage uncertainty, and
negotiate solutions.

Gender is understood here not merely as a biological category but as a socially constructed
system of roles and expectations that shape authority and conflict resolution. Power, in this context,
reflects both formal positions (hierarchical power) and informal influence (relational power).

Female leaders (per Eagly and Carli, 2020) tend to use transformational and participative
leadership styles, emphasizing collaboration, empathy, and consensus-building [2].

Male leaders are more likely to adopt transactional or authoritative approaches, focusing on
hierarchy and control.

In crisis contexts, these differences influence conflict dynamics. Female leaders often utilize
integrative negotiation and emotional regulation, while male leaders may rely on assertiveness and
goal-oriented tactics. Harvard Business Review (2022) reported that teams led by women
demonstrated 12—-17% higher conflict-resolution efficiency during high-stress situations due to
greater emphasis on communication and relational trust [3].

Crises typically trigger behavioral patterns based on personality, stress tolerance, and power
perception. The primary behavioral strategies in conflict resolution, and their gendered implications,
are outlined below.

Table — Behavioral Strategies Classification

Strategy Primary Focus and Characteristics Common Gender
Tendency
Collaborative | Inclusive leadership, mutual goals, empathy, shared | Higher in Women
solutions.
Competitive Dominance, control, prioritizing short-term success, | Higher in Men

win-lose approach.

Compromising | Balancing power asymmetries, seeking intermediate | Neutral/Context-
solutions. Dependent
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Avoidance Distancing from conflict or issue. Context-Dependent

Adaptive Combining assertiveness with emotional regulation and | Varies by EI Level
flexibility.

Research by Goleman (2021) confirms that women in managerial roles show higher levels of
empathy and self-regulation, which helps mitigate crisis-related stress and improve team morale [4].
Men, conversely, often demonstrate higher confidence and risk tolerance, enabling quick, decisive
action in high-uncertainty contexts though sometimes at the cost of team cohesion.

Communication patterns are critical, as highlighted by Tannen (2017): male communication
often emphasizes status and competition, while female communication stresses connection and
cooperation [5]. In crises, these differences can lead to misinterpretations and power clashes: for
example, assertive communication by women may be misread as emotionality, while cautious
communication by men may be interpreted as detachment.

To mitigate negative gendered effects during crises, organizations must implement systemic,
gender-sensitive changes.

Training: Implement gender-sensitive communication and conflict-resolution training.

Mediation: Encourage the use of mixed-gender mediation and crisis response teams.

Feedback: Apply reflective feedback mechanisms to monitor and mitigate bias in the
evaluation of behavior and leadership.

The OECD (2023) emphasizes that gender-balanced crisis teams exhibit 20% faster decision-
making and greater innovation in conflict resolution approaches [6].

A gender-responsive crisis management system embeds inclusivity and equity into every
stage, from prevention to resolution. This involves:

Risk Assessment: Mainstreaming gender analysis in organizational risk assessments.

Protocols: Creating inclusive crisis response protocols that mandate shared decision-making.

Psychological Safety: Promoting psychological safety and actively preventing gender-based
discrimination under stress.

Examples like UNDP’s Gender and Crisis Facility (2023) and ILO’s Gender Equality at Work
Programme emphasize that balanced leadership structures enhance resilience and recovery in both
public and private organizations [7, 8].

The analysis confirms that gender significantly shapes power distribution and behavioral
strategies in workplace crises. Women often employ collaborative, empathetic, and consensus-
oriented approaches that foster long-term team stability, while men tend toward assertive, goal-
driven tactics that can accelerate resolution but risk higher interpersonal tension.

Building gender-responsive organizations requires rethinking power models, promoting
emotional intelligence, and cultivating inclusive cultures where crisis leadership is defined not by
dominance, but by shared resilience, communication, and adaptability.
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T'YMAHICTHYHI IIHHOCTI B IM®POBY ENOXY: BUKJINKH JJIS1 OCBITH
YKPAIHHU TA €C

CroromHi OCBiTa 3MIHIOEThCS HAA3BHYaHO mBHAKO. Lludposi TexHomorii cramm
HEBiJI’€MHOIO YaCTMHOIO HaBYAJILHOTO MPOLECY — BiJl OHJIAHH-TIIaT(OPM 0 IUTYYHOT'O 1HTENEKTY,
SKHI JonoMarae aJlanTyBaTH HaBYaHHS IM1J1 KOXKHOTO y4Hs. Lle BiiKpuBae BeIMU€3H1 MOXKIUBOCTI:
3HAHHS CTaIM OJMKYMMH, HABYAHHS — FHYUYKIIIMM, @ KOMYHIKallisl — MPOCTIIION. AJie BOJHOYAC MU
CTUKAEMOCH 13 MUTAHHAM, SK y LI HUQPOBIM TOHI[I HE BTPATUTU TOJOBHE — JIOAUHY 1 Ti
IrYMaHICTUYHI LIHHOCTI, Ha KUX 3aBXKJIU IPYHTYBaJIacs OCBITa.

I'igHicTh, cBOOONA, PIBHICTH, MPUBATHICTH 1 MOBAra 10 OCOOMCTOCTI — HE MPOCTO KPacUBI
cioBa. Ile ocHOBa Oyb-IKO1 €BpOMEHCHKOI OCBITHROT Tpaauilii. I CbOroiHI BOHM OMUHSIOTHCS i1
3arpo3010, KOJIM HaBYAIBHUHN MpoIec naefaii Oijbllle KOHTPOJIIOIOTH alropuTMH. SIK 3a3Hayae
€Bporieiicbka KoMicist y cBoix Ethics Guidelines for Trustworthy AI (European Commission, 2019),
BUKOPHUCTAHHS INTYYHOTO 1HTEJNEKTY Ma€ 3aJIMIIATUCSA i KOHTPOJIEM JIFOJUHU, OyTH TIPO30pUM i
eTndHUM. OCBiTa — HE MicCIE U1 «KYOPHUX CKPUHBOKY, e PIIIEHHS NPUHMAaIOTh 0€3 yyacTi BUUTEIs
4y yuHs. [ 1]

Ille omna Benmka mpoOiieMa — uudpoBHUil po3puB. Y Mmexax €Bponeiickkoro Corosy
MUTaHHS PIBHOTO JOCTYIY /10 TEXHOJIOTIM yXe JaBHO € MPIOPUTETOM, Mpo 1o HaeThes B Digital
Education Action Plan 2021-2027 (European Commission, 2020). Tam Haronomyerbcs, IO
uudpoBa ocBiTa Mae OyTH AOCTYMHOK JUIsl BCiX, HE3aJ€KHO BIJ MICUS MPOXUBAHHA YH
cormianpHOro crarycy. B Vkpaini x ms tema ocobauBo Oomtoua. [2] Uepes BiifHY Ta €KOHOMIYHI
TPYAHOII THCSYl MITEH HABYAIOTHCA Yy CKIIAJIHUX YMOBAaX, 4acTo 0e3 CTaOlIbHOIrO 1IHTEPHETY abo
TexHiku. Sk 3a3Hauvae 3BiT Eurydice (2024), 6e3 BupimeHHs NpobieMu iHGPACTPYKTYpH MU
PU3UKYEMO MTOCUIUTH HEPIBHICTh Y AOCTYIII A0 SIKICHOT OCBITH. [3]

OxpeMuii BUKJIMK — MEIIarpaMOTHICTh 1 KPUTUYHE MUCJICHHS. MM KMBEMO Yy CBITIi, 7
iH(opMallis TOUIMPIOETHCS MUTTEBO, ajle HE 3aBXKJIU € IPaBAUBOI0. ToMy 3aBIaHHS IIKOJIU
HAaBYUTH JIITE HE MPOCTO KOPUCTYBATUCH TEXHOJOTISIMH, a MHCIWTH, aHaJi3yBaTH W He
mignaBaTuch MaHimymsmisM. Paga €sponu y cBoemy Ilocibnuky 3 Ocitn y Cdepi Ludposoro
I'pomansucTBa (Council of Europe, 2019) Haronomye, 1110 KOXeH cy4acHUN yyeHb Mae OyTH He
MPOCTO KOPHUCTYBAYEM, a CBIIOMHUM 1 BIATIOBIAATIBHIM TPOMAJISTHUHOM IU(POBOTO CBITY.

He MeH BaxxnMBe NUTaHHS — MPUBATHICTD 1 Oe3rneka nanux. CboroHi OCBITHI NaTGopMu
30MpaloTh BEJIMYE3HY KUIBKICTh 1H(OpMalii mpo y4yHIB 1 CTYyAEHTIB. €Bpomeicbki KpaiHH
peryioroTh 1i nporecu Ha ocHoBI GDPR — 3araneHoro pernamenty i3 3axucTy gaHux. B Ykpaini
MH JIMIIE HaOJMKAaeEMOCS N0 TaKMX CTaHAApTIB, aje 1€ HEOOXIMHWM KpoK. SK MiAKPECIIoe
FOHECKO vy 3BiTi Digital Learning and Transformation of Education (UNESCO, 2023), nudposa
OCBiTa Ma€ 3aJHUINATHCS JIIOJUHOLIEHTPUYHOIO — TOOTO TaKOI0, /1€ TEXHOJIOTii J1ormomMararTh
JIOJMHI PO3BUBATHCH, & HE MIMIHSIOTH 11. [4]

Orxe, Mo MOTPiOHO poOuTH, abu 1UdpOBiI3aIlisl OCBITH HE cylnepedria ii T'yMaHICTHYHIN
cyti? IlepeayciM BUMTH BUuTeNiB. Y MENAroriyHUX yHIBEpPCUTETaxX BapTO 3alPOBAJUTH KYPCH 3
€THKU MUPPOBUX TEXHOJIOTIH, IITY4HOTO IHTEJIEKTY Ta 3aXUCTY MEepCOHaIbHUX HaHuX. [1o- -7ipyre,
HEOOXiTHO PO3pOOHTH TPO30pi TMpaBWiIa IS BUKOPHUCTaHHS IUGPOBUX IIaTGopM y IIKoiax i
BUIIAX, abu OyIo 3p03yM1no XTO 1 fK npauioe 3 JaHUMH CTy,[[eHTlB I, 3BicHO, moTpiOHa
iHpacTpyKTypHa MIATPUMKA — MIBUAKUN I1HTEpHET, TEXHiKa, PiBHUI JOCTyn A0 LU(POBUX
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