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Panel Questions
 What are the links between being a successful leader and having 

effective negotiation skills? 

 How can women negotiate for a more balanced work-life without 
compromising her career path? 

 How do social and psychological factors affect women’s ability to 
negotiate for resources and opportunities? 

 What policy recommendations can be drawn from such research?

3Bowles & McGinn



Bowles & McGinn 4

Alternatives 
Preferences 
Constraints
Outcomes

Alternatives 
Preferences 
Constraints
Outcomes

Links between 
being a successful leader and 

effective negotiation skills 

Presenter
Presentation Notes
Outcomes from negotiations at home shape negotiations at work.
Domestic arrangements can allow or place limits on career success
Simultaneously, expected outcomes from negotiations at work shape negotiations at home.
Perceived, potential value of outside work factors into domestic arrangements 
Robert Putnam (1988) made the case that diplomatic
interactions should be modeled as negotiations interlinked with domestic
politics. This metaphor was inspired in part by Richard Walton and Robert
McKersie’s (1965) behavioral theory of negotiation, which had challenged
unitary actor models of labor relations. In abstract form, the metaphor of
the two-level game was intended to represent a broad array of situations in
which “Negotiators representing two organizations meet to reach an agreement
between them [at Level One], subject to the constraint that any
tentative agreement must be ratified by their respective organizations [at
Level Two]” (Putnam 1988: 435).




Why do the links between 
work and home negotiations matter? 

 Traditional division of labor – men as breadwinners and 
women as caregivers — supports asymmetries in 
negotiations at home and at work. 

 Gender ideologies influence the division of domestic labor, 
even when both women and men are employed outside the 
home.

 Greater responsibility at home is significantly related to 
lesser earnings at work.
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How do social and psychological factors affect 
negotiations at work? 

 When promotion and compensation standards are ambiguous:  
mental schema, past experience and context provide cues for how 
to negotiate at work. 

 Traditional breadwinners—typically male–assumed to have 
higher status in workplace, expected to be more competent. 

 Gender schema affect expectations of how men and women will 
and should behave in workplace negotiations.

 BUT when stereotypes are explicitly acknowledged, people can 
avoid biased behavior
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Presenter
Presentation Notes
Affects negotiated outcomes through dynamic of fulfilled expectations




How do social and psychological factors affect 
negotiations at home? 

 Bargaining leverage drives outcomes.
 Perceived “low-potential” spouse dedicates more time to the home; 

perceived “high-potential” spouse focuses on education and experience.

 Social norms across cultures and time guide the allocation of 
household tasks.
 Socially accepted gender roles can trump the effects of wives’ outside 

earnings.

 Affection and fairness concerns matter.
 Working women and men with working spouses may maintain traditional 

household roles as compensation for deviating from traditional gender roles 
in employment.
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Presenter
Presentation Notes
This household bargaining model does not assume that the negotiations are explicit or even recognized as bargaining. Leverage in negotiations at home is a function of assumed earning potential in the workplace. 

(2) “low potential” spouse grows increasingly less competitive outside the home and “high potential” spouse grows increasingly more competitive. This creates a self-fulfilling cycle in  which the partner with less earning power at the beginning of the marriage, usually the woman, realizes an increasing relative disadvantage in the labor force. Research on intra-household bargaining power concludes that even the anticipation — in imagined future or current relationships — that  a woman will assume greater household responsibilities than a man contributes to gender differences in human capital investment and, ultimately, to career outcomes (Becker 1985; Hersch and Stratton 1994).

(3) research on Middle eastern couples with children suggests that women’s part-time participation in the external
labor market actually reinforces, rather than mitigates, traditional allocations of household labor (Stier and Lewin-Epstein 2000).

(4) We “do gender” (West and Zimmerman 1987) at home by maintaining traditionally gendered roles in household tasks as a way of compensating for not maintaining the stereotypical male role in contribution to household income. John Dixon and Margaret Wetherell (2004) have suggested that persistent gender inequalities within households reflect a gendered sense of what constitutes fairness in close relationships. Supporting this view, both men and women appear willing to take on household tasks traditionally done by the other, but they are less likely to relinquish tasks that are considered traditional for their gender. in order to fully understand intra-household bargaining,“cognizance must be taken of historical context, power and gender relations, and bonds of affection” (Kelly and Shortall 2002: 341).



Can women negotiate 
a more balanced work-life without 

compromising their careers? 

 Yes! Negotiating work-life balance is absolutely critical 
to success in women’s careers.

 Negotiations for work-life balance take place at work 
and at home. 

 Recognizing links between work and home negotiations 
leads to a comprehensive set of considerations in both 
realms.
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Presenter
Presentation Notes
Because the interplay between these two realms is deeply personal and idiosyncratic to the life circumstances of each candidate, our prescriptions, necessarily, point more to paths for critical inquiry than to concrete
answers. 



HOW can women negotiate 
at work and at home 

for work-life balance? 

 Avoid the fixed-pie bias

 Reduce ambiguity

 Use awareness of gender bias

 Negotiate for value-creating partnerships at work 
and at home
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Presenter
Presentation Notes
Fixed pie bias:  Negotiators commonly succumb to a “fixed-pie” bias that focuses them on distributive trade-offs and blinds them from recognizing solutions for making all parties better off (Bazerman and Neale 1983).With regard to
gender in job negotiations, traditional work structures, which are premised on the male breadwinner model (Acker 1990; Danieli 2006), and gender ideologies with regard to the division of household labor may further reinforce this natural tendency to see competing problems before cooperative solutions across the two levels. Women, especially, may perceive their roles at work and home as competing (Biernat and Wortman 1991) and have to resist engrained assumptions to negotiate creatively at home and at work to enhance the value of their contributions in both realms (Hall 1972). As Putnam argues in abstract yet provocative terms, “clever players will spot a move on one board that will cause realignments on other boards that will enable them to achieve otherwise unattainable objectives” (Putnam 1988: 354). The challenge is spotting such moves.

Reduce ambiguity: collect the best information available about appropriate compensation standards. Candidates should be wary, however, of the potential for gender bias in the search for information itself. For instance, two
factors that collude to lead men and women to different information about appropriate compensation standards are systematic differences in men’s and women’s social networks and the tendency to compare oneself to similar others. 
Another approach to reducing ambiguity involves thinking carefully about one’s personal preferences on how to manage domestic and organizational role demands and then investigating potential options at home and at work for achieving those aspirations. For instance, household members might collectively reexamine taken-for-granted domestic roles (e.g., who does the cooking or bath time or deals with the car), and explore different configurations of household labor that might better serve one’s own and other household members’ personal interests and external role demands.

Use Awareness of Gender bias: Ironically, Stereotypes and other gender biases are most insidious when they are
harbored below the level of conscious awareness. When bias is made explicit, people can resist it, whereas subtle associations influence behavior in less controllable ways (Steele 1997; Kray, Thompson, and Galinsky 2001;

Find the right partners:  Organizations vary in their awareness of the links between success at work and negotiations at home.  Deloitte and Touch identified four dimensions of career progression — role, pace, location and schedule, and workload — and now works with their employees to build careers that are dynamically customized around these four dimensions as the professionals’  preferences change with changes in life outside work. Deloitte considers “Mass career customization,” as they call the program, critical to their adaptability and viability as an organization.  
SEWA places equal weight on making sure women’s children are healthy and in school as it does making sure the women’s products are well-marketed.  They quickly learned that women could not be full participants in the market if their children were unhealthy and unschooled. 



What policy recommendations 
follow from the research? 

 Call for transparency in standards for promotion and 
compensation. 
 Clear, known standards in the workplace reduce effects of gender schema.

 Make access to work-life balance policies available to both 
men and women.
 Domestic negotiations reflect workplace realities.

 Establish and fund sponsored programs to keep children 
healthy and educated.
 These allow working parents to fully participate in the workforce (in addition to 

the benefits to children).
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Presenter
Presentation Notes
Giovanni.   Agree with participant yesterday that policies that favor women over men do service to neither in the long run. 

But don’t forget that not all women have children, and children are not at home for all of a woman’s career. 
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