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Basic income (BI) is a contemporary political point of discussion, but it has been largely ignored
by the industrial-organizational (I-O) community, even though our profession can bring a lot to
the discussion (Hüffmeier & Zacher, 2021). Hüffmeier and Zacher assert that in addition to
various other benefits, BI could help underprivileged groups in the workforce, such as women
and racial minorities. However, for all the benefits BI may bring to women, it might also hinder
gender equality. Thus, in this commentary, we discuss the advantages as well as disadvantages of
BI, specifically for women in the workforce. We then suggest theoretical and practical implications
for researchers and practitioners, respectively, to assist in the potential implementation of BI in the
United States.

Advantages of BI for women
The most obvious benefit that BI would provide for women is more financial freedom. If women
are compensated with $1,000 per month without the need for work, they would be less reliant on a
partner for survival and stability. In addition, they would be able to take bigger risks in terms of
their career. Research suggests that women are more risk averse than men in experimental
research, accounting for much of the present gender wage gap (Jung et al., 2016). If women feel
that they have the responsibility to take care of their families and do so by providing a safety net
for the potentially riskier jobs of their partners, this may keep them in more secure but less finan-
cially rewarding and satisfying occupations. By receiving BI payments, this safety net would be
provided by society, allowing women to take more risks, including entrepreneurship. Of course,
this financial freedom could also help women leave partners and/or low-paying jobs that are
causing them dissatisfaction, and this can provide significant psychological benefits, which can
translate into occupational improvement. Overall, women could get higher wages and be more
satisfied, leading to a decrease in gender disparity in pay and leadership roles.

Furthermore, women are expected to take on additional roles in society as well as the family
system. Whereas men perform most of the labor work, women perform most of the unpaid work
(Elgarte, 2006). Even when women do the paid work, they typically accommodate their career for
household demands, referred to as the “second shift” or “double burden” (Bratberg, et al., 2002).
Therefore, women are at a disadvantage of earning lower income and/or not having a stable
income (Alstott, 2001). BI can help meet women’s needs for income security, especially during
the times of childbearing, child rearing, and other types of caregiving. On a similar and contem-
porary note, women have been disproportionately affected by the COVID-19 global pandemic
(McKinsey & Company, 2021). The demand for unpaid care has inflated (80% to 90%) due to
the pandemic, which affects women’s participation in the labor market (Madgavkar et al.,
2020). Thus, the gender disparity in pay has further increased. BI could act as a stable income
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for these women and help them be financially independent and contribute to the household
demands.

Disadvantages of BI for women
Even though BI could help women, there may be unintended negative consequences. For instance,
if BI allows families to return to a single income dynamic, women may feel societal pressures to
follow more traditional gender roles and be homemakers even if that is not as satisfying to them as
working in a formal job. Furthermore, in reference to women’s previously mentioned unpaid work
in the household (i.e., their “second shift”; Bratberg, et al., 2002), women are unlikely to reduce
their household responsibilities regardless of income contribution (Ando, 2015). In some cases,
women who make more money begin doing even more housework to potentially alleviate guilt
from not spending enough time in their traditional roles (Ando, 2015). Therefore, BI could poten-
tially result in women choosing household work.

Additionally, society has progressed to an acceptance of nontraditional gender roles, but this
may be partially due to the economic need for women to work. Echoing this notion, Schober and
Scott (2012) found that if women in traditional family dynamics were earning high salaries before
having children, the couples are more likely to maintain nontraditional attitudes (i.e., women
working and having childcare services) toward family structures. It is possible that men and
women adapt these nontraditional gender roles to reduce cognitive dissonance; their financial
circumstances require the mothers to work, so they psychologically justify it with an attitude
of a desire to work. Therefore, if women do not have the strong financial need to work, they
may feel guilty for working because it is unnecessary, and men may intentionally or unintention-
ally pressure their partners to not remain formally employed. It is important to note that some
women may hold onto traditional gender attitudes and want to remain unemployed, but Schober
and Scott (2012) found that only about one in four women hold onto these traditional gender role
attitudes prior to giving birth. Implementation of BI could prevent the majority of women from
feeling as satisfied and in-role in this new, more financially stable, society.

Implications
With these advantages and disadvantages in mind, we provide theoretical and practical recom-
mendations to ensure that I-O psychologists can contribute meaningfully to the implementation
of BI. We first outline how researchers can help understand the consequences of BI better, and
then we discuss how practitioners can contribute to the implementation of BI in order to benefit
underprivileged groups (e.g., women).

For researchers

Explore gender differences in work motivation
Research should explore whether there are differences in what drives women to work compared
with men. Based on social role theory (Eagly &Wood, 1991), people are likely to act in accordance
with traditional gender roles. Men are likely to feel satisfied from their work because it is in accor-
dance with their role. However, many women are satisfied from their work even though working,
and especially being strongly career driven, may go against societal expectations. So, besides finan-
cial necessity, I-O psychologists should focus on discovering what motivates women to work
compared with men.
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Help reinforce positive effects of BI
Implementing BI may reduce gender discrimination. Without the financial necessity of working,
hiring managers may take women candidates more seriously. For example, they may not assume
that a woman will quit her job after giving birth because married women would already have the
financial stability to avoid work prior to starting a family. I-O psychologists should empirically
explore how BI can help reduce gender discrimination.

Help combat negative consequences of BI
I-O psychologists should focus on exploring the psychological mechanisms that act as barriers for
women to gain benefits from BI. For instance, experiencing cognitive dissonance may make
women feel less satisfied or even guilty about working when it is not financially necessary.
What other mindset blocks may prevent women from contributing to the workplace to the best
of their abilities?

For practitioners

Ensure ethical implementation of BI
I-O psychologists should help ensure that BI implementation is ethical. By monitoring the process
and collecting data, we can use our skillset to assess potential adverse effects. We can also provide
guidelines for organizations to ensure pay equity between men and women. Companies may
unintentionally or intentionally use BI as a justification to pay employees less, especially women.
This could increase the gender pay gap and reverse any progress that has been made.

Provide resources and toolkits
I-O psychologists can provide education services for women to (a) help them understand how
they can use this safety net to better their careers and (b) reduce the stigma of women working
under this new social structure.

Share best practices
I-O psychologists should continue to publish research that demonstrates the importance of gender
diversity in the workplace and emphasizing that traditional gender roles are not necessarily better
for family dynamics. This could help reduce the pressure to adhere to traditional gender roles if it
is against one’s own desires.

Conclusion
Overall, we feel that BI could benefit society and create a more communal society in the United
States. However, without proper awareness and strategic tools, BI could obstruct progress that has
been made in recent years. We caution I-O psychologists to prepare to use their expertise and skill
set if BI is implemented for the betterment of people and organizations.
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