Gender and the Shadow Negotiation

Being able to deal with conflict
and negotiate effectively is a re-
quirement for survival in the flatter
and more fluid organizations of to-
day. Conflict is nothing new in or-
ganizations. In the past, however,
it was channeled into hierarchical
structures, formal rules and proce-
dures, ideologies of cooperation,
and into the responsibilities of cer-
tain individuals, such as senior
managers. In today’s organiza-
tions, where responsibility inevita-
bly exceeds authority to get things
done, we must negotiate to achieve
our objectives. Staff are operating
more in teams and collaborative
partnerships, functions are increas-
ingly networked both internally
and externally, and, with the global
nature of organizations, staff are
often working in culturally and
gender-diverse environments. In
these more fluid systems, negotia-
tions are constantly being carried
out with managers, team members,
stakeholders, colleagues, and strate-
gic parluers over resources, author-
ity, commitments, schedules, time,
products, and services. We negotiate
to improve performance, solve prob-
lems, strive for equity and faimess,
and foster learning and innovation.

Approaches. Negotiation is a de-
cision-making process involving
two or more people who have is-
sues over which they disagree and/

or resources to allocate and who
have interests both in solving mu-
tual problems and doing well for
themselves. That process can re-
semble the prototypical market
transaction where parties exclu-
sively pursue their individual gain
at the expense of the other. For
example, I insist on a part-time
schedule to accommodate my fam-
ily needs and my boss rejects my
proposal. I threaten to quit and he
gives in. Or, the process can be
one where parties pursue mutual
gain, looking to expand the pie, so
that both can obtain more of what
each wants. [ figure out what I
need in dealing with my family
issues and my boss figures out
what her needs are with respect to
the organization. Together we
come up with a plan in which I go
on a part-time schedule but agree
to provisions that will ensure that
my project continues to achieve
good progress.

Mutual gains negotiations, or col-
laborative problem-solving, is a
creative way to negotiate in to-
day’s organizations. Mutual gains
negotiations are based on the
premise (and observation) that it is
possible, using a certain kind of
problem-solving process, to trans-
form win/lose situations into ones
where there are mutual gains. The
way to do that is to focus on inter-

ests, not positions, and then to be
creative in searching for options
that meet these interests. The proc-
ess requires some open sharing of
interests and then a search for
agreements that meet both parties’
needs. Based on an understanding
of differences in interests and con-
cerns, it is possible to make trade-
offs and package agreements that
benefit both parties.

Shadow negotiation. In the ab-
stract, mutual gains negotiations
are easy; you can often figure out
creative options. But problem-
solving does not take place in a
vacuum. You have to manage the
social as well as the substantive
part of the negotiation. At the same
time as you are negotiating over
the issues and considering the
kinds of deals that you can make,
another negotiation is taking place
in tandem. It is where negotiators
are really negotiating about how
they will negotiate even though
they do not talk about it directly.
This is what we call the shadow
negotiation.

The shadow negotiation is where
expectations and relationships are
created. If, in the substantive nego-
tiation, we are trading proposals
back and forth to make a deal, in
the shadow negotiations, we are
bargaining over our relationship.












https://www.simmons.edu/gsm/cg
https://2simmons.edu



