
W O R T H M O R E

75 THINGS
W E ’ V E  S E E N  W O M E N  A S K  F O R



M O N E Y :

• Stock Options

• Equity

• Vesting Schedule

• Vesting Cliff

• Change of control clause

• Performance Bonus

• Signing Bonus

• Retention Bonus

• Relocation Bonus

• Tuition Reimbursement

• Severance Package

• Commission

P R O G R E S S I O N : 

• Title

• Job Responsibilities

• Tasks you won’t do

• High profile assignments

• High value accounts

• Direct manager

• Team size

• Team budget

• Budget for consultant and/or

freelancers

• Team resources (e.g., new IT

systems, upgraded equipment,

etc.)

• Committee Assignments

• Review Timing

• Back up plan (e.g., if this new

role you are asking me to take

on doesn’t work out, then what

happens?)

• Support to present at industry

conferences

• Nomination to other

organizations (e.g., YPO, local

non-proffit boards, etc.)

• Exposure to leadership

F L E X I B I L I T Y : 

• Start Date

• Remote Work

• Hours (total number; full time

vs part-time, etc.)

• Hours (what time of day)

• Travel

• Post-Leave onboarding (e.g.,

first 4 weeks back at 50%, etc.)

• Sabbatical

• Shipped milk (for breast-

feeding mothers)

• Deadlines

P R O F E S S I O N A L 
D E V E L O P M E N T : 

• Association Dues

• Executive Coach

• Executive Education

• School Tuition

• Conferences

• Certifications

• Lead a pro bono project

• Training (e.g., public speaking, 

P+L management, etc.)

75 Things We’ve Seen 
Women Ask For
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Women Ask For
B E N E F I T S : 

• Retirement Savings (e.g., 401k,
match percentage)

• Vacation Days

• Sick Days

• Bereavement Days

• Charitable Contributions

• In-kind giving

• Childcare Reimbursement

• Paid Backup Childcare

• Paid Childcare outside of normal

working hours

• Concierge service

• Fertility benefits

• Maternity leave (length)

• Maternity leave (eligibility

requirements)

• Gym membership

• Paid cleaning service

• Health insurance

• Transportation stipend

E N A B L E R S :

• Administrative Support

• Additional Budget (e.g., special

projects, team building,

research, etc.)

• Invitation to certain meetings

• Daily irritants (e.g, parking,

dedicated conference room,

etc.)

• Office Arrangements (e.g., office

vs. cubicle)

• Home office set up stipend
• Phone bill reimbursement

• Internet bill reimbursement

• Co-working fees

75 Things We’ve Seen 
Women Ask For



Nego�a�on Nuggets: Advising Students About Offers 
Sample Phrases 

 

When asked to provide a salary expecta�on: 

My requirements are nego�able, depending upon the responsibili�es of the posi�on. 

My salary requirements are nego�able and flexible. 

I am expec�ng to earn market rate. 

According to the salary data I have read… 

Stalling when offered posi�on on-the-spot so they can develop a nego�a�on strategy: 

Will you be sending an offer leter? (buys them a few days) 

If I have ques�ons about insurance and benefits, is there someone in HR I should speak with? (buys 
them a few days) 

Simply ask for a deadline to respond. 

To open nego�a�ons: 

Based upon market analysis, the range for similar jobs in this area is $xx-xx.  I was hoping to be within 
that range. 

 

 

 



Nego�a�on Nuggets: Advising Students About Offers 
Resources for Market Analysis and Salary Ranges 

 

FEDERAL: 

Federal Office of Personnel Management: htps://www.opm.gov/policy-data-oversight/pay-
leave/salaries-wages/2023/general-schedule 

Bureau of Labor Sta�s�cs: htps://www.bls.gov/bls/blswage.htm 

U.S. Military: htps://www.dfas.mil/MilitaryMembers/payen�tlements/Pay-Tables/ 

 

LOCAL:  

htps://www.governmentjobs.com/careers/ 

 

OTHER RESOURCES: 

NALP Legal Directory (by firm): htps://www.nalpdirectory.com/ 

NALP Na�onal Results by Year: htps://www.nalp.org/research  

NALP Salary Surveys (Jobs & JDS) 

Law School Published Data on School Websites 

Legal Recruiters (e.g. Robert Half Legal): htps://www.roberthalf.com/us/en/insights/salary-guide 

General Websites: htp://www.salary.com/ and htps://www.glassdoor.com/ 
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http://www.salary.com/
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Gender

Why Women Don’t Negotiate
Their Job Offers
by Hannah Riley Bowles

June 19, 2014

Eva Bee/Getty Images

Research shows that women are more reticent than men to

negotiate their salary offers. For instance, one study of graduating

MBA students found that half of the men had negotiated their job

offers as compared to only one eighth of the women. This general

pattern has been replicated in survey studies of working adults

and in laboratory experiments. It begs the question: Why? Is this a
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“confidence” problem? Is negotiation a skill for which men are

simply better socialized than women? Why leave money on the

table?

Researchers have examined the why, and the answer has more to

do with how women are treated when they negotiate than it has to

do with their general confidence or skills at negotiation.

Numerous studies have been conducted in which participants

rate their impressions of employees who negotiate for pay and of

employees who let the same opportunity to negotiate pass them

by. The researchers then compared people’s willingness to work

with that employee after evaluators saw him or her negotiate, or

not. If evaluators were less inclined to work with the same

employee after seeing him or negotiate, we deemed that the

“social cost” of negotiation.

In repeated studies, the social cost of negotiating for higher pay

has been found to be greater for women than it is for men. Men

can certainly overplay their hand and alienate negotiating

counterparts. However, in most published studies, the social cost

of negotiating for pay is not significant for men, while it is

significant for women.

The results of this research are important to understand before

one criticizes a woman — or a woman criticizes herself — for

being reluctant to negotiate for more pay. Their reticence is based

on an accurate read of the social environment. Women get a

nervous feeling about negotiating for higher pay because they are

intuiting — correctly — that self-advocating for higher pay would

present a socially difficult situation for them — more so than for

men.

But here’s a twist: we love it when women negotiate assertively for

others. It’s just when women are negotiating assertively for

themselves — particularly around pay — where we find a

backlash. Unsurprisingly, research also shows that women

perform better (e.g., negotiate higher salaries) when their role is to
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advocate for others as opposed to negotiating for more for

themselves. Men’s behavior and the ensuing social effects don’t

shift much depending on whether they are advocating for

themselves or others.

OK. So, we shouldn’t blame women for being more reticent than

men to negotiate for higher pay. But, is there anything that

women can do about it? Thankfully, yes.

The answer is to use a “relational account” — or what I have

learned from Sheryl Sandberg to call a “think personally, act

communally” strategy. Using a “relational account” or “I-We”

strategy involves asking for what you want while signaling to your

negotiating counterpart that you are also taking their perspective.

So, how does it work?
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The Gender Wage Gap

Pay for men and women is unequal. Here’s what you need to know.

Show Reading List

First, you want to explain to your negotiating counterpart why —

in their eyes — it’s legitimate for you to be negotiating (i.e.,

appropriate or justified under the circumstances). Sheryl says that

in her negotiations with Facebook, she told them, “Of course you

realize that you’re hiring me to run your deal team so you want me

to be a good negotiator.” Sandberg wanted Facebook to see her

negotiating as legitimate because, if she didn’t negotiate, they

should be worried about whether they’d made the right hire.

Second, you want to signal to your negotiating counterpart that

you care about organizational relationships. After pointing out

that they should want her to be a good negotiator, Sheryl recounts

saying, “This is the only time you and I will ever be on opposite

sides of the table.” In other words, “I am clear that we’re on the

same team here.”
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THIS ARTICLE ALSO APPEARS IN:

In experimental research testing evaluators’ impressions of

alternative negotiating scripts, we found that relational accounts

helped women both get what they wanted and make the

impression that they wanted to make. For instance, one

successful relational account that we tested was very similar to

Sheryl’s, but was written for a more junior employee: “I don’t

know how typical it is for people at my level to negotiate, but I’m

hopeful that you’ll see my skill at negotiating as something

important that I can bring to the job.” Note that I’m not suggesting

that women use these scripts word-for-word. Come up with an “I-

We strategy” that makes sense in context and feels authentic to

you.

When the explanation for why

the woman was negotiating

seemed legitimate, people were

more inclined to grant her

compensation request (as

compared to when she was

simply negotiating for a higher

salary without that explanation).

When her script communicated

concern for organizational relationships, evaluators were more

inclined to work with her. Indeed, there was no significant

difference in the willingness to work with a female employee who

negotiated using a relational account (“I-We” strategy) as

compared to female employees who let the opportunity to

negotiate for a raise pass. Variation in the negotiation scripts did

not significantly influence the evaluations of male negotiators.

I should highlight that not every legitimate explanation for

negotiating helped women. For instance, conventional wisdom in

the negotiation community has been to negotiate for a raise when

you have another job offer. We tested multiple negotiation scripts

based on an outside offer — even ones suggesting that the offer

just dropped in the employee’s lap. Unfortunately, in all of the

outside-offer scripts we tested, the suggestion that the employee
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would leave if the offer were not matched seemed to undermine

the impression that the employee cared about organizational

relationships. As a result, evaluators reported being more willing

to grant a woman with an outside offer a raise, but they were

disinclined to work with her (as compared to if she let the

opportunity to negotiate pass). The outside-offer scripts had no

significant effects on the evaluation of male negotiators.

The key to a relational account (or “I-We”) strategy is to explain

why your counterpart should perceive your negotiating as

legitimate in terms that also communicate your concern for

organizational relationships.

I should acknowledge that this idea of using “relational accounts”

or “I-We” strategies drives some women crazy. It makes them feel

like they are bending to unjust stereotypes or simply being

inauthentic. I sympathize with that reaction. We were surprised

while doing the research that it would be so hard to make the

backlash effects go away. But, every movement needs its idealists

and pragmatists, and I am playing the pragmatist here.

It is good advice for any negotiator – male or female — to ask for

what they want in terms that their counterparts will perceive as

legitimate and mutually beneficial. But for women, it is especially

helpful because it unburdens them from the social costs of self-

advocating. By sharing this research, I hope to shed light on this

bias. Most people don’t want to discriminate. With more self-

awareness as negotiators and evaluators, we can work to close this

gender gap.

>Focus On: Negotiating

Negotiating Is Not the Same as Haggling

Negotiate from the Inside Out

To Negotiate Effectively, First Shake Hands

The Simplest Way to Build Trust
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