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Abstract 

China is confronted with serious issue of gender inequality and discrimination in 

workplace. There are some key factors leading to gender inequality, such as the lack 

of laws and regulations and organizations’ goal of maximizing profit. Gender 

discrimination has serious and negative impact on employers, employees and 

investment of human capital. More seriously, gender inequality and discrimination 

have changed in the last decade. Gender discrimination has become more 

comprehensive and serious, motivating a more detailed investigation.  This research 

investigates gender inequality issue in workplaces in China during the last decade, 

using interviews as the methodology. Recent changes and the current situation of 

gender inequality and discrimination in the workplace in China are analyzed in the 

research. 

The key findings of the research are as follows. Gender discrimination is found 

comprehensively in workplaces in China, and results in serious gender inequalities. 

Causal factors include as well as Employees who suffer from gender inequality, 

may get fewer working opportunities, unequal treatment, and lower salary. The 

trend of gender inequality and discrimination has become more general. 

In conclusion, the thesis proposes measures to address the gender inequality and 

discrimination in workplace in China. The first is to form and implement rules and 

regulations in the legal and organizational system to strengthen the management of 

gender inequality issue. Secondly, the organizational cultures should be improved. 

Finally, professional training is proposed for organizational leadership as well as 

employees. 
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1 Introduction 

1.1 Background 

At present, gender inequalities are still experienced in some Asian countries, 

especially China. In current stage, the typical issue of gender inequalities is seen in 

imbalanced population, education, employment, and health (Qi, Min & Bo, 2016). 

In these fields, there is much evidence that women do not receive treatment that is 

equal to men (Shen, Feng & Cai, 2016). In practice, these issues have made serious 

and negative impact on population, marriage, economic development, and social 

security (Rao, 2017). In China, the ineffective social security system, household 

registration system, and the lack of public policy are all the factors that give rise to 

social conflicts (Qi, Min & Bo, 2016). Meanwhile, among these social conflicts, 

gender inequalities are the serious aspects that can hardly be neglected. Gender 

discrimination is a social factor that leads to workplace gender inequalities in China. 

Focusing on the gender inequalities in China, there are the following key problems 

that are suffered by women. On one aspect, women are not treated equally in the 

working context. The working position, salary, and the welfare system of women in 

China can hardly be treated in the way that is similar to men. Such issuesare even 

more serious in urban China (Woodhams, Lupton & Xian, 2009, because the 

competition for employment is rather fierce in urban China, and there are large 

amount of working positions. In addition, gender inequalities are also experienced 

by women in marriage and in the legal system. It seems that China is in lack of 

effective laws and regulations to protect the rights of women sufficiently. In 

addition, in the marriage and divorce dispute, the rights of women are not protected 

in an equal way. This issue is also seen frequently in rural area. In both rural and 

urban area, gender inequality and discrimination are faced by women. 

Workplace gender inequalities refer to a serious issue in China, and the research on 

the issue is going to focus on the current situation and the factors of gender 

inequalities. The great significance of the research is that it investigated the factors 

of workplace gender inequalities comprehensively. Some key factors leading to 

gender inequality are identified. Traditional gender concept affects organizational 
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culture, while the latter one strongly determines the values and behaviors of 

individual employees. Also, ineffective legal system of gender equality makes it 

difficult to solve gender inequality in organizations. Based on the economic factor, 

organizations are willing to provide men with more opportunities because of their 

high productive capacity. Organizations are not willing to bear losses to address 

gender. Besides, there are difficulty and poor sense of fighting for gender inequality. 

The conflict between the policy formed by the government and the market rule is 

also an aspect involved. These are all the factors involved with gender inequality in 

workplace. Based on the analysis, some measures are put forward, including 

forming new gender culture and eliminate traditional values, improving relevant 

laws, regulations, and policies in labor market, promoting economic development 

and labor market, and improving competency of women employees. 

In practice, gender inequalities in workplace have become more and more serious in 

China (Gui, 2017). Women are not treated equally in organizations. Although 

gender inequalities are still rather serious in China, starting with a long perspective, 

it seems that gender inequality is not as poor as the situation in the past. A 

significant reason that has to be considered is that women are empowered in 

workplace in China. In other words, women are capable of getting more 

opportunities in workplaces in China. In some organizations, women are treated in 

the way that is as equal as that of men. They are provided with more chances, and 

organizations are willing to pay more attention to their profit and interest. However, 

objectively speaking, gender inequalities are still rather serious in current stage. The 

majority group of women in workplace in China is still not treated equally. As a 

woman in China, I have experienced the unequal treatment between men and 

women. Getting chances of promotion in workplace is hard. Besides, the welfare of 

women is also generally not as good as men. 

It is learnt that social factor is influential in workplace gender inequalities (Cao, 

2017). The research investigated the impact made by gender discrimination on 

workplace gender inequalities in China. The importance of the research is that it 

may make contribution to understand the social factor of workplace gender 

inequalities. At the same time, measures are put forward to deal with workplace 

gender inequalities in China. Drawing on the literature review, some theories related 
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to gender inequalities are discussed and summarized, such as the lack of effective 

laws and regulations, unequal proceedings in the working context, and the other 

stakeholders, including the judges and other participants of disputes. The research 

will take face-to-face interview as the methodology. Two large-scaled and two 

small-sized organizations are selected in China. Through the data collection in the 

interview and the theories developed in literature review, the research questions will 

be identified and analyzed. 

1.2 Research objective 

The purpose of the research is to make in-depth analysis on the causes and impact of 

gender discrimination on workplace gender inequalities in China in the last decade. 

The research is significant since the context of gender inequality and discrimination 

in workplace in China has been changed gradually in recent years (Tatli, Ozturk, & 

Woo, 2017). In the last decade, there are also changes, which are not identified 

much by other researchers (Rao, 2017). This research is beneficial for making up 

the research gap and identifying the change of gender inequality and discrimination 

in the last decade distinctly, so that further measures will be formed effectively. 

Through the analysis on the current situation, it is possible to learn the factors that 

lead to workplace gender inequalities. Among the factors that give rise to gender 

inequalities in rural and urban China, it seems that social factor works as a 

significant one that can hardly be neglected. It is clear that there is a lot of evidence 

that the workplace gender inequalities are caused by gender discrimination, which is 

a social factor in China. However, there are also some other researchers think that 

the lack of effective legal system is the factor involved with workplace gender 

inequalities. The research is going to learn the role of gender discrimination on 

workplace gender inequalities in China through literature review and interview. 

• The research questions are as follows. 

• What is the role played by gender discrimination in workplace gender 

inequalities? 

• What are the typical issues of gender inequalities in working context? 

• What are the effective solutions of workplace gender inequalities? 

• Is litigation effective in dealing with gender discrimination and inequalities 
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in workplace? 

What about organizational leadership and culture? Are they effective? 
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2 Theoretical/ analytical framework 

2.1 Feminist theory 

In the research, feminist theory will be taken as the theoretical framework. It is 

because that the research aims at discussing gender inequalities in China. Feminist 

theory supports the equal and fair treatment of men and women. Focusing on the 

concepts of feminist theory, there are the following key elements that should be 

considered. First, feminist theory is a social theory that takes women experience as 

the source and motive force. Feminist theory pays much attention to analyze the 

gender inequality and promote the achievement of women’s profit and interest (Qi, 

Min & Bo, 2016). That is to say, feminist theory focuses much on the profit and 

interest of women. As what is supported by the feminist theory, it is necessary to 

solve gender inequality and ensure the fair and equal treatment of the two genders. 

The development of feminist theory is based on the fact that women have 

experienced unfair treatment in the society (Wang & Zhang, 2018). The poor and 

negative impact on women has attracted the attention of the public, so that the 

supporters of the feminist theory determine to take effort to solve the gender 

inequality issue and achieve the equal and respectful women experience. 

Second, the purpose of feminist theory is to understand the factors that lead to 

gender inequality and highlight the existence of gender politics, power relationship, 

and sexuality. In accordance with feminist theory, the basic factor that causes the 

gender inequality issue refers to the values that are kept by the public. The values 

and ideas kept by individuals in the society do not take gender inequality as an issue 

that should be handled or avoided (Ji et al. 2017). Instead, starting with a long-term 

and historical perspective, the inequality between men and women has been lasted 

for a long period. Meanwhile, based on the consideration of the political 

perspective, gender politics is also a factor that should be emphasized. Gender 

politics is directly involved with the power of two genders. It seems that there is 

significant difference of power kept by two genders, and the imbalance of power 

gives rise to serious gender inequality issue (He & Wu, 2017). Therefore, it is 

supported by the feminist theory that in order to solve the gender inequality issue 
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with good performance, it is significant to identify the ultimate factor and deal with 

the factor. 

Third, gender discrimination is also emphasized by feminist theory. Feminist theory 

is developed based on the consideration of the women experience. The damage of 

the profit and interest of women indicates the existence of gender discrimination 

(Zurndorfer, 2018). As what is supported by the feminist theory, social development 

is developed based on centralizing the power of men, which is directly involved 

with the occurrence of gender discrimination. 

Gender inequalities between men and women indicate that the profit and interest of 

women are not respected and achieved with good performance (Tao, Hong, & Ma, 

2017). Based on this fact, it seems that feminist theory is the most suitable one in 

the research. The treatment that should be achieved by individual employees in the 

working context will also be taken as the theoretical framework, which will be 

applied to guide the completion of the following research (Liu, MacPhail & Dong, 

2018). Chinese feminism is the characteristic in the country. Chinese feminism 

requires equal treatment of men and women, while it is affected by several factors, 

such as the cultural and social background (Jacka, 2016). 

2.2 Social gender theory 

Social gender refers to the men or women behavior that is accepted by people in 

specific country, society, or group. Different social ideology provides men and 

women with difference roles and opportunities, and the role of people has been 

socialized much. Social gender is capable of depicting the specific activities, 

missions and responsibilities that are regarded as the men behavior and the other 

ones considered as women behavior (Tatli, Ozturk & Woo, 2017). In practice, social 

gender role is affected by diverse factors, including age, class, nationality, religion 

and belief. Also, the geographic, economic, and political factors as well as other 

environmental factors are also involved. The traditional social gender role is 

affected much by social tradition and its change (Connelly et al. 2018). Also, it 

strongly determines the social gender labor division. This theory is regarded as the 

one with gender discrimination. It is because that social gender role believes that 

some missions and responsibilities should simply be taken by women, while others 
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may be suitable for men. Such kind of division gives rise to some typical issues, 

especially leading to the unfair treatment of women in working context (Tao, Hong 

& Ma, 2017). Because of the improper labor division faced by men and women in 

the society, both men and women have to suffer from serious pressure. The social 

gender theory has been accepted comprehensively in countries and regions, which 

leads to the fact that it is difficult to eliminate the negative impact of the theory 

entirely. 

Social gender theory is with the following negative impacts. Although social gender 

theory has been optimized gradually in recent years, the traditional gender theory 

still exists and makes constant impact on the gender inequality issue. The negative 

impact taken by social gender theory includes the following aspects. First, social 

gender theory limits the freedom and personal development of men and women. In 

the formation of the social role, in practice, both men and women are with the 

freedom of selecting the role that they prefer (Qi & Dong, 2016). This is the basic 

human right kept by people. Nevertheless, social gender theory goes against this 

rule and identifies the role developed for men and women directly. The theory 

neglects the selection that is taken by individuals. In addition, because of the serious 

impact made by social gender theory in the society, it seems that the personal 

development of men and women is also affected strongly. Large amount of people 

have to make the personal development based on the consideration of the social 

gender role, and it is difficult to keep their right and freedom sufficiently. 

Second, social gender theory is also a factor leading to gender discrimination. 

Gender discrimination, as what is implied by the name of the term, refers to the 

discriminative behavior taken by one gender to the other. Generally speaking, 

gender discrimination is taken by men to women (Shen, Feng & Cai, 2016). The 

social gender theory develops the social gender role that seems more suitable for 

men, and the role that is taken by women is maintained in an inferior level. Such 

kind of difference causes gender discrimination. It seems that social gender theory 

believes that the more powerful and capable role in the society should be kept by 

men, while the other inferior roles are more suitable for women. This issue is that 

this theory has been accepted much by countries and regions. Therefore, this is 

exactly the factor that leads to gender discrimination. 
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Third, social gender theory also plays a negative role in gender equality. Because of 

the improper role identified by social gender theory and its discrimination to 

women, gender inequality is also faced by the social gender theory. It is deemed that 

social gender role can hardly consider the right, profit, and capacity of men and 

women in an equal and respectful way (Berna, 2013). Such kind of unfair 

assessment also becomes a factor that leads to gender inequality. All these three 

aspects of impact indicate that social gender theory is still with much negative 

impact, and the identification of social gender role is a crucial factor related to both 

gender discrimination and inequality. 

2.3 Gender inequality in employment 

First, from the perspective of human rights, employment is the foundation of 

people’s livelihood, and the right to employment is the most basic human right. 

Therefore, discrimination against the employment of women college students is, 

fundamentally speaking, a violation and deprivation of the basic human rights of 

women university students. 

Second, from the view of social values, the gender inequality against the 

employment of women college students is a serious deviation from the core values 

advocated by the building of a socialist harmonious society, which is the obvious 

trampling of the principle of fairness and equality in a harmonious society. If the 

dangers that inequality against the employment of women college students in the 

early period of the one-sided pursuit of economic interest are not identified, there is 

n need to tolerate such discrimination in the construction of a socialist harmonious 

society. 

Third, from the point of view of the development and utilization of human 

resources, the training of women college students has invested a lot of manpower 

and material resources (Gao, Lin & Ma, 2016). Meanwhile, the family has poured 

material resources and gave the infinite hope, and the women college students have 

also paid four years of time and effort. After completing college, it should be the 

time when the women college students return to the country, society and family, and 

the state, society, family and individual get dividends from education, but they are 

confronted with gender inequality and employment discrimination. This kind of 
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discrimination not only undermines the education of women students (Chiu, 2012). 

The bonus is a waste of nearly half of the human resources that have been accepted 

by higher education, but also causes women college students and their families to 

make new investment in coping with gender inequality, producing new economic 

costs and psychological pressures, including more investment in finding job 

opportunities. It may even cause some families and individuals, especially poorer 

families and individuals, to worry and lose confidence in investing in women 

education. 

Gender inequalities refer to a serious issue that is suffered by women in both urban 

and rural China. Some researchers take the view that social factor, especially gender 

discrimination, is the main cause that leads to workplace gender inequalities. 

It is put forward by Zhang (2013) that in working context, women are generally 

treated in the way that is different from men, and both salary and working position 

are two significant elements in identifying the gender inequalities in the country. 

Publication productivity is also an aspect that is directly involved with the issue of 

gender inequalities (Tao, Hong, & Ma, 2017). In practice, public productivity may 

be regarded as a specific aspect in the field of job participation. In workplace, job 

participation may be displayed in a diverse way, and public productivity is to make 

assessment on the participation of men and women according to the output that is 

made by them in public. Through the evaluation on men and women, it seems that 

the public output of men is generally higher. Compared with the US, the difference 

between men and women seems more significant in China. Obviously, through the 

comparison, it seems that gender inequalities in China are much more serious than 

that in the US. As what is put forward by Tao, Hong, & Ma (2017), US is a country 

that has made satisfied performance and practice in reducing gender inequalities, 

which may be better than that of China. Job participation and wage earning are still 

the aspects focused much by the researchers. Even in the learning of publication 

productivity, the working context is regarded as the platform in which gender 

inequalities are seen frequently (Huayong et al. 2013). In the process of wage 

earning, it seems that the performance made by women employees is generally not 

evaluated highly. The existence of gender inequalities will further lead to some 

other issues, such as the reduction of wage and the insufficient welfare. 
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In the working context, the unemployment is also an issue that is influenced much 

by gender inequalities. It is found that because of gender inequalities in the working 

context, women may lose job in an easier way than men (Liu, 2007). That is to say, 

the unemployment rate of women may be a little bit higher than that of men. 

Nevertheless, it seems that the unemployment is not determined by the incapable or 

poor working performance of employees. Instead, in the process of lying off 

employees, women are regarded as the one that is kicked out first. These researchers 

believe that the existence of gender discrimination is a factor that gives rise to 

gender inequality in workplace in China. 

However, some other researchers think that workplace gender inequalities are 

caused by the ineffective laws and regulations instead of gender discrimination. 

Marriage and divorce dispute are generally rather difficult to be handled in an equal 

way because of the lack of effective laws and regulations. It is put forward by Jacka 

(2016) that in rural area, more marriage and divorce disputes are experienced by 

women. In urban China, it seems that structural inequalities are involved with rural-

urban intermarriage preferences (Lui, 2016). Also, divorce litigation is involved 

with gender inequalities. In China, it seems that there are some working proceedings 

of dealing with divorce litigation, which cannot consider the profit and interest of 

both men and women effectively (Li, 2015). 

2.4 Economic mechanism and gender inequality 

Economic mechanism refers to the rules of economic relations and economic 

activities, such as survival, distribution, exchange and consumption of material. It 

not only determines the economic status of women, but also identifies other 

indicators, such as the social status of women. In the society, more and more women 

are independent in career development, and they are with their income, which is 

useful in improving their social status (Xin, 2011). Men are not the only ones that 

make contribution to social development and family life. In China, there is survey of 

social status kept by women. It is found that the social status of women employees 

is higher than that of a housewife. Obviously, the social status of women is strongly 

affected by economic factor. Because of the gender differences in the social division 
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of labor and uneven distribution of wealth, gender inequality and even 

discrimination are seen in the production, exchange and consumption. 

2.4.1 Opportunity cost and expected return 

Due to the influence of traditional ideas, most families choose to let their sons 

instead of their daughters to receive education under the constraints of financial 

resource scarcity, which is also a reason for women’s overall level of labor quality 

below the overall level of men. In addition, women are guided to pursue low pay or 

small gender differences. Most technical works are regarded as the ones that are not 

suitable for women. When women leave the labor market for a certain period of 

time, the previous investment in human capital is likely to devalue. For women, the 

consideration of this sunk cost also weakens the motivation to invest in career 

development. 

This idea of discriminating against women in the labor market will reduce the 

demand for women labor and affect the enthusiasm of women investing. The supply 

of women labor is reduced, the quality of the labor force will decline, and the 

market competition in the more high-quality men labor force is at a disadvantage 

(Sinha, 2015). The demand for the women labor force will continue to decrease, 

thus forming a vicious circle, which makes women’s position in the labor market 

declining. 

Gender discrimination can reduce the supply of women’s labor force and focus on 

certain professions, which will aggravate the imbalance of the demand for men and 

women, which is not conducive to the favorable development of the market. 

2.4.2 Opportunity cost and expected profit of enterprise training 

Similar to education investment, enterprise training must also pay a certain cost. The 

market economy compels the enterprise to choose or train the labor force with the 

principle of benefit first. From the experience of long-term employment, the cost of 

women employees is higher than that of men (Zang, 2012). The low efficiency is 

mainly caused by women’s leave, their professional scope and physiological 

limitations. There are many reasons for high cost. First, childbearing and raising 

children will spend a lot of time and energy on women. During this period, women 
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cannot devote themselves to work like men. They have to divide time and energy 

between children, families and work. In the unit reimbursement, during the 

maternity leave period, work and bonuses were issued. Second, women retired five 

years earlier than men in China, resulting in fewer benefits (Rao, 2017). Therefore, 

most enterprises are reluctant to invest in women employees whose expected 

working hours are not long, unstable, and even constrained, and their income is 

difficult to obtain or even cannot make up for the cost. 

2.5 Influence of gender discrimination 

Impact of gender discrimination is on employer. First, employers are the 

beneficiaries of gender inequality behavior. Due to the incompleteness of the labor 

market information, detailed information is required to cost a lot. At this time, the 

discrimination idea supports that men workers are superior to women, which affects 

the employer’s understanding of each candidate directly. Second, employers prefer 

men with lower labor productivity rather than women with high productivity and 

discrimination will inevitably lead to low economic efficiency (Quheng & Shi, 

2009). At the same time, gender discrimination may damage the corporate image 

and pay litigation costs in serious circumstances. It will also lead to the loss of 

potential excellent women staff. 

Also, impact made by gender discrimination is on employee. The opportunity cost 

for women to find jobs is increased. They need to face fierce competition and bear 

enormous pressure, which may adversely affect women’s physical and mental 

health. At the same time, if they choose to withdraw from the labor market, they 

will lead to the reduction of women labor supply and waste of human capital. While 

men are facing greater pressure on life, labor supply may increase. 

2.6 Change of gender discrimination in the last decade 

In practice, gender inequality and discrimination in workplace in China has been 

changed gradually in recent years. In the last decade, there are the following 

characteristics that are identified distinctly in the change of gender discrimination in 

China. First, the gender discrimination suffered by women has become more and 

more comprehensive in the last decade. In the past, gender discrimination in 

workplace was directly involved with the unequal working opportunities. It seems 
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that men employees were capable of getting more chances in workplace in China. 

Nevertheless, in the last decade, the working context has been changed much. It 

seems that gender discrimination in workplace in China is not simply limited to the 

issue of unequal working chances. Leadership, training, organizational culture, and 

communication in workplace are all the aspects that are related to gender 

discrimination. Focusing on these elements, the values of leadership and employees 

are obvious, which strongly determine the gender discrimination in workplace in 

China. 

Second, the gender discrimination seems more serious than the situation in the past. 

In the last decade, a typical change of gender discrimination is that it is much more 

serious. Both the linguistic discrimination and unequal behavior are with more 

influence on the mental and psychological status of women. The neglect of other 

employees in workplace and the tolerance of the women employees that suffer from 

gender inequality are both factors making gender inequality and discrimination 

become more and more serious. 

2.7 Current measures to deal with gender inequality 

China’s labor law and relevant laws and regulations have special provisions to 

ensure equal employment rights for men and women. The newly revised law on the 

protection of women’s rights and interests in 2005 has clearly been written in the 

prohibition of discrimination, abuse, abandonment and disability (Chen, Zhao & Yu, 

2017). However, there is no definition of gender inequality (Jongsung, 2013). So 

far, no law has clearly defined the definition of gender inequality in China. 

Accordingly, the definition of employment discrimination has not been clearly 

explained by law. This situation has objectively caused the ambiguity of the concept 

of gender inequality and related employment discrimination in all aspects of our 

society, and then influenced the government departments, enterprises and 

institutions, the mass media and the public to recognize the problem of 

discrimination. The rights and interests of many disproportionate workers cannot be 

effectively maintained. It is impossible to eliminate discrimination against women 

college graduates. Therefore, it is very important to clarify the concepts of gender 
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inequality and related employment discrimination and incorporate them into 

relevant laws and policies. 

In view of the formal ratification of the International Labor Organization 

Convention in January 12th, 2006, that is, the Convention on the elimination of 

employment and Occupational Discrimination in 1958, it indicates that it should 

also refer to the definition of the Convention on gender inequality, which clearly 

conforms to both international and national conditions and is suitable for the country 

(Kuhn & Shen, 2013). Operational gender inequality definition of employment is as 

follows. 

Based on ethnic, racial, gender, religious belief, social origin or identity, region, 

age, physical condition, marital status and other factors, any difference, exclusion or 

preferential treatment for workers to cancel or harm the equal or equal role of 

employment or career opportunities is regarded as gender inequality. The 

differential treatment, restriction or positive measures taken to eliminate existing 

inequality and promote social justice are not classified as gender inequality in 

workplace because of the needs of the characteristics of work or job positions, the 

need for special care and protection according to law and the need to eliminate 

existing inequalities and promote social justice (Tatli, Ozturk, & Woo, 2017). 

According to this definition, the so-called gender inequality against women college 

students, especially women college students and graduate students is clearer. 

Discrimination against the employment of women college students includes not only 

the unequal treatment of gender, including discriminatory treatment, exclusive 

treatment or so-called preferential treatment, but also the unequal treatment of 

women college students based on gender related marriage and childbearing 

conditions and family responsibility (Quanbao, Shuzhuo & Marcus, 2011). For 

example, it is a common and obvious discrimination against the employment of 

women college students in the way of writing, voice, image and other public 

occasions, such as words, sounds and images, and other public occasions. It is put 

forward by some people that women college students are responsible for marriage, 

childbearing and housework, and cannot travel, so they refuse to employ. The above 

phenomenon, whether obvious or not, can be considered as a discrimination against 

women graduates. 
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To deal with the issue of gender inequalities in the working context, some measures 

have been put forward by the researchers. An important approach is to consider the 

responsibility that should be taken by all the stakeholders (Tatli, Ozturk, & Woo, 

2017). In the organizations, the leadership is responsible for evaluating the 

performance of all the individual employees, making sure that the women 

employees are treated equally and fairly in the organization. Similarly, in the whole 

society, the other stakeholders should also take good performance and make sure 

that they are capable of complying with the rules and regulations in an effective 

way. In practice, there are lots of stakeholders that are involved with gender 

inequality issue. It is significant for all the stakeholders to consider their role and 

responsibility and take appropriate measures to optimize their performance (Gui, 

2017). In current stage, this measure has been applied actively by organizations, 

especially the organizations that are with good performance in dealing with gender 

inequality. This measure is taken as a key standard in organizations. Meanwhile, the 

other stakeholders, such as the institutions involved, are also with the responsibility 

of dealing with the gender inequality issue actively. In organizations, all the 

employees are also regarded as the ones that should take the responsibility in 

treating men and women equality. 

 Besides, based on the consideration of the social perspective, the media should also 

take the role of affecting the values and ideas of individuals in a positive way. The 

information shared by media with the public is capable of affecting the values of the 

whole society, including the ideas related to gender inequality. Focusing on the 

profit and interest of women, the media should release it actively and encourage 

individuals to improve their behavior in this field (Xin & Kwai, 2013). Through the 

cooperation and coordination of the stakeholders, it is possible to change and 

optimize the values of the whole society. In this way, the gender inequality issue in 

both working context and the whole society may be handled gradually. 

In addition, starting with the political perspective, democracy and gender inequality 

are also involved (Berna, 2013). In the field of politics, the procedures are also 

suggested to consider the profit and interest of women in a better way. As what is 

emphasized by the feminist theory, the society in current stage, seems centralizes 

the power of men. Through the change of politics, it is expected that the profit and 
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interest of women will be valued much. In both the political context and other 

context, such as workplace, women may get equal and fair opportunities. This is 

also significant to eliminate gender inequality. 

Similarly, the social welfare system should play the same role in dealing with 

gender inequalities (Zhan, 2005). Social welfare system is responsible for providing 

individual employees with social welfare. The system should consider the difference 

that may exist between the social welfare between men and women. Through the 

balance of the differences, the social welfare system will also make contribution to 

the resolution of the gender inequality issue. 

2.8 Research gap 

In the literature review, it is learnt that there is research gap that should be 

identified, namely the change of the gender inequality and discrimination in 

workplace in China in the last decade. The research should focus on the change of 

the context, so that it is possible to identify the current situation of gender inequality 

in workplace in China and summarize the factors relating to the change. 

For the theories analyzed above, they are all selected and developed based on the 

thesis of the research. The theories are going to be applied to identify the current 

situation of gender inequalities in China. The theories are capable of considering 

and discussing the factors that lead to gender inequalities in workplace in China. In 

addition, in the discussion and analysis, the theories may assist to summarize and 

evaluate the key findings. 
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3 Methodological framework 

The research is going to take qualitative interview as the research methodology. 

Qualitative interview is capable of getting much information from the interviewees. 

Relying on the collection of interview transcript, the research questions may be 

answered sufficiently. This research is focuses on understanding current gender 

inequalities in China. It is qualitative interview, which gives some typical 

advantages. On one aspect, qualitative interview is beneficial for making in-depth 

analysis on the research questions. Qualitative interview is effective in getting large 

amount of information and data from interviewees, so that the profound analysis on 

the research questions may be achieved (Castillo, 2016). Compared with 

quantitative research, such as questionnaire, it seems that qualitative interview is 

able to learn the research topic in a more profound way. 

On the other hand, qualitative interview is made up by open questions, so that it is 

possible for the researchers to get large amount of information that is not predicted 

or identified by the researcher before the implementation of the interview. 

Quantitative research is to make numerical analysis. For instance, questionnaire is 

generally made up by dozens of questions, and the statistics of data is applied as a 

tool to identify the trend of the participants of the questionnaire (Merriam & Tisdell, 

2016). Compared with qualitative research, it seems that quantitative research pays 

more attention to the process of data collection and statistics. The result of statistics 

and research is generally regarded as the crucial evidence of the research. 

Nevertheless, the fact is that the data collection and statistics of quantitative 

research are generally developed based on limited questions. Without doubt, this 

plays a negative role in learning much information from the research objects 

actively and effectively. 

In contrast, qualitative interview is to put forward some open questions, which 

simply play a role of guiding the development of the interview, making sure that all 

the questions are related to the research topic. The interviewer will not limit the 

interviewees in the process of interview (Ravitch, Carl & Creswell, 2016). Instead, 

the interviewees may show their ideas in a free way. This makes sure that the 

interviewer will collect large amount of information that is not predicted or expected 
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before the development of the interview. This is significant to get more new 

findings in the research. Both of these two aspects are the great advantage of 

qualitative interview. Besides these two advantages, qualitative interview is also 

with much feasibility (Clark & Veale, 2018). It is able to be implemented by the 

researcher in the schedule of the research. With all these three aspects, qualitative 

interview is selected as the research methodology. 

The interviews 

In total, there are forty interviewees selected in two large-scaled and two small-

sized organizations. In each company, there are ten interviewees selected. The 

selection of the interviewees is developed based on the following aspects. First, all 

the interviewees are with over one year working experience in these organizations. 

The working experience is useful in making sure that the employees are familiar 

with the organizations, especially the gender inequalities issues in workplace. 

Second, in each company, about half interviewees are the managers, while the 

others are employees. They are with different roles and responsibilities in 

organizations, so that it is possible for the researcher to learn the issue of gender 

inequalities in a more objective and sufficient way. Third, in each company, about 

half interviewees are men, while the others are women. Men and women may have 

different understanding to the issue of gender inequalities in workplace, so that the 

selection of both men and women makes much contribution to learn the issue well. 

Through the forty interviewees, it is possible to make specific analysis on the thesis 

and the research questions. The large group may make contribution to identifying 

the factors leading to gender inequalities in workplace in China with good 

performance. Also, through the response made by the interviewees, the current 

situation of gender inequalities will also be learnt. Based on the consideration of 

these aspects, forty interviewees are selected. 

Both large-scaled organizations and small-sized organizations are chosen, which is 

beneficial for ensuring the effectiveness and reliability of the research. Company A 

is an International Company, focusing on providing customers with network 

solutions. Company B refers a police office. Both Company A and B are the large-

scaled organizations. Company C is a Financial Company, and Company D is 
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Advertising Company, providing customers with online advertising service. 

Company C and D are both in small size. Through the selection of these four 

companies, it is possible to learn the working inequalities in workplace in China in 

an effective way. The International Company is made up by large amount of 

employees, especially the educated and experienced ones. This company is useful in 

learning the gender inequalities faced by high-level and capable employees in 

China. The police office is localized and authorized. As an administrative 

institution, the police office is made up by civil servants. The police office also 

stands for the characteristic of workplace in China. The financial company is in 

small size, which means that there are only about twenty employees in the 

organization. In China, there are millions of such small-sized organizations in cities. 

The financial company assists to learn more about the gender inequalities in small-

sized companies in China. The last organization provides online advertising service. 

Online business and service have achieved rapid development in China, promoting 

the growth of these small-sized companies. Compared with other traditional 

organizations, these companies generally take fewer employees, and it seems that 

there are generally less female employees treated well in these companies. This is 

the reason why the four organizations are selected and analyzed in research. 

Considering the privacy of the organizations and the interviewees, especially the 

female ones, the information of the organizations will not be shared in the following 

research. 

The workplace gender inequalities may be reflected objectively. These interviewees 

are encouraged to share their ideas of gender inequalities freely (Stake, 2010). 

Through the interview, the research questions will be discussed in details. Also, the 

research will develop literature review. Literature review will get some key 

findings, which are applied to guide the completion of the interview questions. To a 

large extent, it is the literature review that determines the key point of the qualitative 

interview in the following period. In the design of interview questions, the treatment 

in working context, litigation, and the influence made by social factor on gender 

inequalities will be taken as the key element of the interview. 

Face-to-face interview is going to be taken. Through face-to-face interview, the 

interviewer may make observation of the interviewees effectively. Besides, 
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according to the response made by the interviewees, some more questions may be 

asked timely, which is important to the following data collection and analysis. 

The interview questions are displayed in the Appendix. The research questions are 

capable of guiding the development of the interview. The interview questions are 

designed based on the research aim and questions. These interview questions are 

applied flexibly in the interview. Some interviewees are willing to share more about 

some specific interview questions, so that some more related questions will be asked 

to encourage the interviewees to share more about their understanding of gender 

inequality. Also, some interviewees are not able to answer some interview questions 

well. For instance, the gender inequality experience of other colleagues is an issue 

that is neglected by some interviewees. Based on such kind of context, the 

interviewer also focuses more on other interview questions, so that more 

information will be collected successfully. 

Research ethical considerations 

In the research, the research ethics is a significant aspect that should be considered. 

First, in the development of the interview, in order to ensure the ethical requirement 

of the research with good performance, the interviewees selected will take part in 

the interview based on their consent. That is to say, the interviewer will indicate the 

aim and purpose of the research distinctly, so that the interviewees may learn the 

reason why they are invited to participate in the interview (Merriam & Tisdell, 

2016). With their consent, the interview will start. Second, ethics also pays much 

attention to the privacy and interest of interviewees. The private information of the 

interviewees will not be published in the final research paper. Besides, it will not be 

shared to any third party without the agreement of the interviewees (Clark & Veale, 

2018). In other words, the information collected through interview will only be 

applied in the development of the research. These two aspects of ethics are 

significant, and they should both be complied with. 

Text analysis 

Not limited to qualitative interview, the research also develops much text analysis. 

The typical advantage of text analysis is that the research findings made by other 
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researchers play a significant role in supporting the further analysis and discussion. 

In the text analysis, many academic journals have been collected and applied. The 

academic journals work as the references of the research. Obviously, the academic 

journals are useful in developing the key theories and ideas related to the thesis and 

the research questions. In addition, with the guidance of the text analysis, it seems 

that the qualitative interview is more oriented. Through text analysis, it is identified 

that in current stage, gender inequality is still a serious issue in workplace in China, 

and women are still not treated equally. Some measures have been taken to deal 

with the gender inequalities in workplace, such as the development of some 

regulations. Nevertheless, the fact is that the measures are still limited. With the 

guidance with this text analysis, much more attention is paid to the response made 

by the interviewees in understanding and considering the measures that may be 

effective in solving gender inequalities in workplace in China. 

Limitation and delimitation 

The limitation of the research is as follows. On one aspect, because of the limitation 

of time and cost, only a few interviewees are taken as the research objects. In future 

research, it is suggested that some more research interviewees will be selected. In 

this way, more samples are available in the qualitative interview, so that the 

research result will be more reliable and persuasive. On the other hand, it seems that 

the text analysis is not integrated well with the qualitative interview. The integration 

of the two methods should be improved to a higher level, which is beneficial for 

developing the research in a better way. 

The delimitation is that the research focuses much on the gender inequalities in 

workplace in China. In practice, gender inequalities are not only experienced by 

women in workplace. The future research may also focus on the gender inequalities 

in the society. Through the integration of the issue in workplace and society, more 

in-depth factors involved with gender inequalities will be learnt and discussed. 
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4 Presentation of research results 

4.1 Existence of gender inequality in workplace in China 

Through the implementation of the interview, it is learnt that gender inequality is a 

serious issue existing in workplace in China. The interviewees include both men and 

women. However, different from the expectation of the researcher, it seems that 

almost all the interviewees agree that they have seen gender inequality in 

workplace. Among the interviewees, the women interviewees are those that are 

most troubled a lot by gender inequality. This confirms that gender inequality that 

affects women negatively and affects their career development (Huang & Lowry, 

2015). 

 

“Gender inequality is always experienced by women employees in our 

company. It is rather difficult for a women employee to get the chance of 

promotion or professional training. It seems that there is almost no 

women leadership in our organization, but I don’t think that the 

performance of women employees is worse than that of men ones.” 

(Interviewee 1 from Company A) 

 

The response made the interviewee above indicates the existence of gender 

inequality in workplace. In addition, what should be focused is that this is not the 

only interviewee that identifies the comprehensive existence of gender inequality in 

China. Instead, there are also some other interviewees that indicate the same issue, 

which indicates the existence of workplace gender inequality in the country. 

 

“Gender inequality exists in our company. Obviously, for women 

employees in the company, chances of promotion are difficult to get. 

It seems that the leadership in the organization believes that the 

organization is managed by men employees in a better way. This is 
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the reason why men employees are provided with some chances of 

training and promotion, while women employees can simply stay in 

the working positions for a long period. In addition, when the 

women employees get married, they have to take good care of their 

family. Pregnancy and childbirth will also affect the working 

performance of women employees, so that more working 

opportunities are left for men employees. This is unfair.” 

(Interviewee 2 from Company A) 

 

As what is shared by the interviewee above, it seems that the women employees are 

not capable of getting the working chances, such as training and promotion, as fair 

and equal as men employees in the organization. More importantly, because of the 

practical situation faced by women, such as the care of family life, pregnancy and 

childbirth, less working chances provided for women. This fact indicates the 

existence of gender inequality. In addition, the situation is unequal and unfair, 

which makes it hard for women employees to ensure satisfied treatment in 

workplace in China. 

The existence of gender inequality has been valued much. A serious factor that has 

to be considered is that gender inequality is with much negative impact. In practice, 

gender inequality is a serious issue with multiple impacts on employees, which can 

be understood in terms of the following key aspects. First, the personal profit and 

interest of employees are damaged by gender inequality. Generally speaking, gender 

inequality will give rise to unfair treatment, and the employees that suffer from 

gender inequality will not be treated in an appropriate way. They may lose the 

opportunities in the working context. Also, some women employees can simply get 

poor working positions and chances. They may not get the opportunity of promotion 

for a long period. That is to say, gender inequality will affect the personal profit and 

interest of women employees. Without fair and equal working opportunities, the 

women employees may not get the salary as equal as that of men employees. The 

men employees will get more chances of becoming leadership in the organization, 

while women employees can simply stay in their working positions without many 
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changes. Objectively speaking, in working context, personal profit and interest are 

both valued much by individual employees (Chen et al. 2013). Most employees are 

with the intention of improving their working performance and getting better profit 

and interest. For women employees, the poor situation faced by them is that they 

can simply take much effort in working context, while the result is not as satisfied as 

their expectation. Even equal and fair treatment can hardly be achieved by all the 

organizations because of the existence of gender inequality in China. 

Second, gender inequality may cause the irrespective and discriminative behavior, 

affecting the self-esteem and self-confidence of employees negatively. Starting with 

the psychological perspective, it seems that the employees that suffer from gender 

inequality are generally not respected much. It may be rather difficult to recover the 

psychological status of employees with gender inequality within a short period 

(Luo, 2016). 

 

“Sometimes I feel that I am not respected in the organization. When I 

compete with the other men employees in the project group, it is always 

the men employees that get the satisfied result of competition, and I am 

defeated. I am dissatisfied to the fact since I have also taken much effort 

in the organization and made much contribution to the completion of the 

group project. Unfortunately, dissatisfaction does not make any sense. I 

do hope that the leadership may be equal and fair to consider and evaluate 

the performance that has been taken by me, while the fact is that the 

leadership seems more attracted by the men employees. This makes the 

situation embarrassing. I have discussed this issue with some other 

women employees in our company. They also feel that staying in the 

organization is not capable of achieving and supporting equal chances in 

career development and promotion. Despite much effort that has been 

taken by employees, it is always the men employees that will get better 

performance. This is gender inequality in workplace. In practice, this is 

also gender discrimination.” 

(Interviewee 3 from Company B) 
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In accordance with the feedback provided by the interviewee, it is learnt that a 

typical issue faced by women employees in working context in the organization is 

the unfair treatment of employees. The men employees can always achieve better 

performance than the women ones. Such kind of gender inequality and 

discriminative behavior gives rise to negative impact on the working performance of 

women employees. They are not capable of keeping much initiative and strong 

morale in organizations. Also, the working efficiency and performance are 

maintained in a low level because of the poor status kept by women employees 

(Fincher, 2014). Meanwhile, considering the fact that gender inequality and 

discrimination refer to a serious issue in organizations that cannot be solved 

effectively, the impact made by the issue on women employees is constant. This 

makes the resolution of the issue become significant. 

Third, the morale, loyalty and satisfaction of employees are also affected much by 

gender inequality. Gender inequality is regarded as one of the most serious issues in 

working context. In accordance with the interviewees, it seems that the working 

context with gender inequality will reduce their morale, loyalty and even 

satisfaction directly and sharply. These three negative aspects are all the impacts 

taken by gender inequality on employees. 

 

“Gender inequality is a serious issue in our company, while it has 

never been solved in an equal way. We generally confront with the 

issue of gender inequality, and this makes us feel uncomfortable. 

When I am troubled much by gender inequality issue, I intend to hunt 

for another job.” 

(Interviewee 4 from Company C) 

 

Gender inequality and discriminative behavior are both with negative impact on the 

employees. Some of them are not willing to maintain high working efficiency, while 

others have even reduced their loyalty and morale. The low loyalty and 
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dissatisfaction of employees is not beneficial for organizations to achieve long-term 

and constant development. The employees that suffer from gender inequality and 

discriminative behavior are with poor morale and initiative, and they have to be 

motivated by the organization by professional training, group conference, and 

organizational culture as well as other approaches (Cao, 2017). However, without 

resolution of gender inequality, these measures may not always be effective. 

4.2 Existing measures taken by employees 

Focusing on the issue of gender inequality, some interviewees indicate that they 

have taken some measures in order to deal with it and reduce the potential negative 

impact. On one aspect, some interviewees communicate with their leadership and 

other colleagues actively. The intention of communication is to get highly attention 

from the leadership and other colleagues in order to deal with the gender inequality 

issue with good performance. Only two interviewees indicate that their striving for 

the resolution of the issue was effective. The gender inequality issue has been 

solved and the new regulation in the organization was formed in order to manage 

the behavior of employees and avoid the occurrence of gender inequality (Zhang et 

al. 2008). The resolution of gender inequality issue in the organization is maintained 

simply takes a low proportion among the interviewees. In other words, most 

interviewees agree with the fact that the issue of gender inequality is not able to be 

solved. 

On the other hand, most interviewees feel that it is rather difficult for them to take 

effective measures to deal with gender inequality. It seems that gender inequality is 

an issue that can hardly be handled or avoided in the working context. This is also 

an issue that troubles the employees a lot. Among the interviewees, it seems that this 

view has been mentioned by the majority group. Despite the intention of dealing 

with gender inequality issue, how to solve the issue in an effective way is the 

problem that is expected to be solved and handled by the interviewees. 

 

“I want to solve this issue because gender inequality makes the 

competition unfair, but there is not any one in our company taking the 
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responsibility of solving the gender inequality issue. Therefore, this 

issue is always there, making the women employees suffer from unfair 

treatment”. 

 (Interviewee 5 from Company D) 

 

Similar to the interviewee above, most interviewees and their colleagues are with 

the intention of dealing with the gender inequality issue. However, the fact is that 

the issue is always not handled and solved by effective measures. This is exactly the 

fact that is faced by large amount of employees. For these employees, it is necessary 

to formulate effective measures and strategies to deal with the gender inequality 

issue in a systematic way (Zhang et al. 2008). It seems that all the stakeholders 

should taken measures to promote the resolution of the gender inequality issue, 

including the organization, the employees, and the other involved organizations and 

institutions. 

4.3 Measures put forward by interviewees 

In the interview, the last question is to put forward some measures to deal with the 

gender inequality issue in workplace. As what is identified by the interviewees, 

there are three major measures that are available. Firstly, it is to strengthen the rules 

and regulations in organizations. Rules and regulations in organizations are regarded 

as the effective tools to improve the behavior of individual employees (Rao, 2017). 

Focusing on the issue of gender inequality in workplace, rules and regulations are 

also capable of assisting to reduce the occurrence of the improper behavior. In 

addition, for the ones that take gender inequality behavior constantly, they will be 

punished, and the punishment made by organizations also works as an approach that 

will assist to deal with the gender inequality issue (Haoming, 2011). The 

optimization of rules and regulations are useful in ensuring the effectiveness of 

reducing and eliminating the gender inequality issue. The rules and regulations will 

assist to deal with the barrier of solving gender inequality in workplace in China. 

Meanwhile, they are the standard that manages the behavior of employees in an 

integrated way. For the issue of gender inequality, the standard will become the one 
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that is followed by employees actively, especially in the process of judging, 

evaluating, and solving the gender inequality issue. 

Secondly, it is to optimize the leadership in organizations. Leadership in companies 

is effective in determining the values of individual employees (Zurndorfer, 2016). 

Therefore, leadership is expected to be trained with good performance. Through the 

training, leadership may pay much attention to negative impact of gender inequality 

and will solve the issue with high efficiency. The change of leadership is going to 

make further and constant impact on the other employees in the organization. 

Leadership, as what is implied by the name of the term, is generally with the role of 

leading in an organization. Therefore, through the optimization of leadership, the 

other employees will also be influenced much. 

Thirdly, it is to provide employees with training to improve their values. Based on 

the feedback provided by the employees, a typical issue of gender inequality in 

workplace is that some employees are with poor values to discriminate the women 

or take improper behavior that damages the profit and interest of women employees 

negatively. Through the training, it is possible to improve the values and thinking of 

individual employees with good performance. In addition, the training will also 

provide individual employees with a way of dealing with gender inequality when 

they confront with it. In organization, employees and leadership are both the ones 

that should be trained to deal with the issue of gender inequality (Zurndorfer, 2016). 

Through training, it is possible to optimize the behavior of individual employees. 

Meanwhile, the organizational culture is also taken to a higher level based on the 

support of training. The improved organizational culture is beneficial for achieving 

gender equality. 
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5 Analysis 

5.1 Serious gender inequaltiy issue in workplace 

In modern society, a typical issue faced by women employees in organizations is 

that they cannot be treated equally and fairly. In China, gender inequality issue is 

seen comprehensively in working context. In practice, the educational level of 

women employees has been improved gradually in recent years. In addition, women 

employees are with some typical advantages in working process, such as diligence, 

patience, and tolerance, which are all the qualities that are better than men 

employees. Despite these facts, the working context is still rather difficult to be 

handled by women employees. In most organizations, the leadership is with more 

requirements to women employees. In the recruitment of organizations, some 

corporations are not willing to hire women employees (Li & Liang, 2016). More 

seriously, women employees also confront with the issue that they are with the same 

working position, while the salary is rather different from that of men employees. 

This is a serious problem faced by women employees in working context. Also, in 

the career development of women employees, they are also with the issue of 

promotion. For women employees, it is rather difficult for them to get a chance of 

promotion successfully. This is the reason why most organizations are with men 

leadership. Because of these difficulties, lots of women employees are not capable 

of getting the chance of taking part in fair and equal competition. In reality, the 

unemployment rate of women employee is higher than that of men. For the women 

employees who have been laid off and intend to get a new job, they will generally 

suffer from more discrimination than men, which makes it harder for women 

employees to find a new job and make good performance in the working context 

(Zhang, 2013). Also, this issue makes the gender inequality issue become a problem 

seen more and more comprehensively.  

Through the interview results summarized above, it is found that the typical trend of 

gender inequality issue in workplace in China is that it has been aggravated in recent 

years. In the last decade, with the rapid development of economy, there are more 

and more organizations that have been founded (Ha, Chang & Zhang, 2018). In 

these organizations, most of them are in lack of professional training of 
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organizational culture. Compared with the values and ideas kept by individual 

employees, it seems that most organizations pay much more attention to the increase 

of profit and sales volume (Zang, 2012). This leads the issue that gender inequality 

has become a problem that is seen in more and more corporations. In addition, 

because of the lack of effective resolution, the occurrence of gender inequality can 

hardly be controlled or solved timely (Haoming, 2011). This makes the situation 

rather complicated. More seriously, there are only a few organizations keeping the 

sense of treating women with much respect. Based on the consideration of the entire 

market, it seems that the influential capacity of these limited organizations is simply 

maintained in a low level. This is exactly the current situation of gender inequality 

issue in workplace in China (Feldshuh, 2018). What should be considered is that the 

aggravation of gender inequality makes its impact become worse and worse. Gender 

inequality is with serious negative influence. It damages the profit and interest of 

women negatively and seriously. Therefore, it is necessary to pay much attention to 

the issue and take effective resolution within a short period. 

In accordance with the Labor Law in China, women are with the right of 

employment as equal as men. When the organizations hire employees, women 

cannot be refused because of gender except the working positions that are not 

suitable for women. In addition, the standard of recruitment of women cannot be 

improved because of gender. Although the implementation of this law indicates the 

development of the society, this law is not capable of changing the expectation that 

is kept by large amount of people to women employment. In workplace in China, 

gender inequality is still a serious issue that exists. In accordance with the report on 

women undergraduates, more than 56.7% women students feel that women 

undergraduates are with fewer opportunities than men in the process of hunting for a 

job (Luo, 2016). In addition, 91% women undergraduates feel that the organizations 

are with significant discrimination on gender (Luo, 2016). In addition, large amount 

of women undergraduates believe that the most serious barrier for them to hunt for a 

job is the gender discrimination and inequality kept by organizations. It is also 

found that for a men undergraduate student, generally speaking, providing 

organizations with resumes for two to three times will achieve a chance of 

interview. However, for a woman who intends to hunt for a job, it generally requires 
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to eight to ten resumes. In current stage, some laws and regulations have indicated 

that the organizations should treat the women employees in an equal way, so that 

the improvement of standards has become a new approach that is applied 

comprehensively by organizations. For the women employees, the organizations 

may take some special measures to make the women employees to resign. For 

instance, some poor working positions will be arranged for the women employees 

(Berna, 2013). Based on the different treatment between men and women, most 

women employees can simply get the working positions with low income, so that 

starting with an overall perspective it seems that the working performance and 

salary of women are much lower than those of men. 

5.2 Impact made by gender inequality in working context 

Focusing on the impact that is taken by gender inequality in working context, 

obviously, it will make much and serious negative impact on organizations. Firstly, 

the morale and initiative of women employees are affected negatively in working 

context. This is because that for the women employees, their performance is 

generally accepted and valued much by organizations. In addition, without fair and 

equal treatment, their chances of promotion and professional training, as well as 

salary, are generally not many as those of men employees (Shen, Feng & Cai, 

2016). Based on such kind of context, it seems that more and more women 

employees do not think that they will make good performance in the working 

context even though they have taken much effort. Gradually, their morale and 

initiative will be reduced constantly. Starting with a long-term perspective, these 

women employees may not make much contribution to the organizations in future 

because of the dissatisfaction to gender inequality in organizations. 

Secondly, gender inequality in working context also damages the rule of social 

justice. The rule of social justice and equality should be taken and followed actively 

by all the organizations in the whole society (Qi & Dong, 2016). Based on the 

compliance of this rule, all the employees in the working context should be valued 

and respected sufficiently. However, in current stage, poor flow of talent in the 

society and the distribution of labor force suffer from the imbalanced situation. 

Some women employees confront with justice. The unfair treatment faced by them 
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is a barrier affecting them to make contribution to organizations and assist 

organizations to reach their aims. 

5.3 Factors leading to the issue 

In the interview, there is a question focusing on the factors that may be involved 

with the occurrence of gender inequality. It is found that the values of individual 

employees and the organizational culture are both factors that affect the ways of 

thinking of employees. In practice, the organizational culture and values of 

employees may make influence on each other (Xin, 2011). Organizational culture 

may affect the values of employees through the communication in workplace and 

the professional training provided for employees. Focusing on the gender inequality 

issue, it may be involved with the fact that organizational culture does not pay 

excessive attention to the significance of gender equality (Chiu, 2012). This makes 

the individual employees also neglect the necessity of complying with gender 

equality. Meanwhile, the values of individual employees also make influence on the 

formation and development of organizational culture. The social factor that should 

be emphasized is that gender inequality is accepted by large amount of people in the 

society (Gao, Lin & Ma, 2016). Correspondingly, the values of these individuals 

also accept the existence of gender inequality. The role of women is taken in an 

inferior level, while the power of men is strengthened excessively in the society. 

The values of the employees in the workplace make influence on the organizational 

culture (Quanbao, Shuzhuo & Marcus, 2011). The values of individuals affect each 

other, and the organizational culture in workplace is influenced as well. The current 

situation is that both the values of employees and the organizational culture accept 

the existence of gender inequality. Only few organizations and employees are 

willing to take measures to deal with the issue of gender inequality (Tatli, Ozturk, & 

Woo, 2017). This is exactly a key factor giving rise to gender inequality. In the 

resolution of the gender inequality issue, the change of values is also the crucial step 

that should be taken. Without the change of values, the other measures taken in 

workplace may not work. 
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5.3.1 Traditional gender concept 

As what is identified by literature review, it seems that the majority group of people 

believes that there is gender inequality in working context in China. Meanwhile, 

most of them have suffered from or witnessed gender inequality in workplace. That 

is to say, gender inequality is an issue that exists comprehensively in China. There 

are the following key factors that should be identified in learning the gender 

inequality issue in workplace in China. 

Traditional gender concept makes impact on the occurrence of gender inequality. 

Since the implementation of the reform and opening-up policy, China has achieved 

the booming development of economy, politics, and social culture. The values of 

people have also been improved much to a higher level, so that more and more 

women have selected to work in organizations (Tao, Hong & Ma, 2017). 

Nevertheless, the traditional gender concept is still followed comprehensively by 

individuals. That is to say, there are large amount of people taking the view that 

men should take the responsibility to work, while women are more suitable for 

taking care of children. The traditional gender concept also emphasizes that the 

women group is more suitable to taking care of husband and children as well as 

other family members. With the significant impact of this traditional idea, lots of 

people believe that the women group should take family life as priority. 

 

As what is identified by the interviewees, it seems that there are various factors that 

are involved with the occurrence of gender inequality in the working context. 

Individual values are affected much by traditional gender concept. It seems that the 

ones who take the behavior of gender inequality are with the values that are in lack 

of respect to others, especially women. That is to say, starting with the perspective 

of values, these individuals can hardly treat the two genders in an equal way. This is 

the ultimate factor that leads to the inequality behavior of two genders (Cao, 2017). 

It is rather difficult to solve this element with good performance. It may take a long 

period to affect the values of an individual employee. 
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“There are lots of people in our company who seem support gender 

inequality. Most of them are men, and it seems that they do believe that 

men should take much more superior resources in the organization 

because of their stronger capacity. When they share their views and 

make decision in the organization, such kind of idea is also conveyed to 

others. The idea is affected by their values. In their mind, men are better 

than women.”  

(Interviewee 6 from Company C) 

 

Interviewees agree with the view that individual values are with much influence on 

their behavior and decisions. Besides, individual values may make much impact on 

the ways of thinking of other employees in workplace. To a large extent, it is the 

individual values that determine the atmosphere in working context, and this is a 

significant factor that gives rise to the poor experience of the women employees in 

China. 

The second factor is organizational culture. The organizations with gender 

inequality behavior are generally with the culture that is irrespective to women. The 

organizational culture in these corporations may simply focus on the sales volume 

and profitability, while the consideration of individual employees is neglected 

improperly (Zhang, 2013). This is also a factor that determines the occurrence of 

gender inequality behavior in working context. 

 

“When I confront with gender inequality, it seems that the other 

employees do not care much about my embarrassing situation. There is 

no one that is willing to help me. I think this is a kind of organizational 

culture issue. In our workplace, gender inequality has become a 

problem existing for a long period, and it is accepted by the 

organizational culture.”  

(Interviewee 7 from Company D) 
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Organizational culture, similar to individual values, strongly determines the 

behavior and decision of employees in an organization. In current stage, it seems 

that for most organizations, the organizational culture is directly involved with the 

increase of sales volume and the growth of business. The motivation of employees 

is emphasized, while how to achieve gender equality is not regarded as a key aim 

that should be achieved. Based on the perspective of gender inequality, it is deemed 

that organizational culture in organizations does not play a significant role. 

Similar to social factor, gender discrimination is also a factor influencing the gender 

inequality issue. Gender discrimination refers to the discriminative behavior taken 

by one gender to another. Generally speaking, gender discrimination is suffered by 

women employees (Sinha, 2015). Gender discrimination is also the reflection of 

values and ideas kept by individuals. Objectively speaking, gender discrimination is 

affected by various factors, such as social and cultural background, and the context 

of organization (Quheng & Shi, 2009). Its role in gender inequality is significant. 

Gender discrimination is exactly an issue of organizational culture. In lots of 

organizations, gender discrimination affects the development of organizational 

culture seriously and negatively. It is rather difficulty for men and women to be 

treated equally in workplace. 

 

“Gender discrimination is similar to gender inequality. I think these 

two terms are involved with each other. Gender inequality is 

generally caused by discriminative behavior. Women employees are 

not respected much, and discriminative behavior is exactly the one 

without much respect. Gender discrimination is so influential that 

lots of employees take gender inequality behavior naturally, and the 

women employees who suffer from this issue are troubled a lot. We 

don’t know what the optimum solution of the gender inequality issue 

is.”  

(Interviewee 8 from Company B) 
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Through the analysis above, it is learnt that gender discrimination works as a factor 

directly involved with the occurrence of gender inequality in workplace in China. 

Gender discrimination is made up by both discriminative values and behavior. In 

other words, starting with the perspective of ideas, it seems that the discriminative 

behavior will affect the thinking of employees. Starting with the perspective of 

behavior, the actions and decisions of employees in workplace are also developed in 

a discriminative way. 

5.3.2 Ineffective legal system of gender equality 

The lack of regulation is emphasized much by interviewees. In practice, the two 

factors above, namely individual values and organizational culture, are both 

involved with the atmosphere of gender inequality issue (Huayong et al. 2013). 

Nevertheless, the lack of regulation is a factor directly involved with the 

aggravation of the gender inequality behavior (Fincher, 2014). Without regulation, 

the ones with gender inequality will not be regulated or controlled. Instead, they 

may take such kind of behavior constantly and negatively. The lack of regulations 

makes it hard to avoid the gender inequality behavior and punish the ones who are 

with this issue. 

 

“In our organization, we don’t have many rules to regulate the behavior 

of individuals. For the ones who take gender inequality behavior, they 

will not be punished by the rules. Without punishment, these gender 

inequality supporters will not stop their incorrect and immoral behavior. 

Instead, they may continue the behavior in a constant way. This makes 

gender inequality seen more and more frequently in the organization.” 

(Interviewee 9 from Company A) 

 

Regulation is with the function of limiting and regulating the behavior of 

individuals. Compared with organizational culture and the ethics of organization, 
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regulation is much more powerful and effective. Nevertheless, for most 

organizations, they are in lack of regulation to limit and control the behavior of 

individuals in the field of gender inequality (Zurndorfer, 2018). Without regulation, 

the performance of employees may not be optimized to a higher level. 

Another factor refers to the poor leadership. To a large extent, the behavior of 

employees in an organization is strongly affected by leadership. The constant 

occurrence of gender inequality may be caused by the factor that leadership is 

maintained without effectiveness. The leadership in organizations may not treat 

employees with much respect. Not limited to these factors, the neglect of other 

employees and the tolerance of the ones that are treated unequally are also the 

factors that should be emphasized. In most organizations, leadership is not simply 

with the role of promoting business development and making key decision. In 

practice, leadership may take much influence on employees in the organization. The 

values and behavior of leadership will be imitated actively and naturally by 

employees. If leadership in the organization is with gender inequality behavior, the 

other employees may also follow the behavior directly (Feldshuh, 2018). Similarly, 

with the occurrence of gender inequality behavior, if the leadership does not take 

effective approach of dealing with the issue, employees will generally not take 

much effort in solving the problem. The attitude and status of leadership strongly 

affect the behavior of employees. Unfortunately, in current stage, lots of 

organizations are with the leadership that does not care much about gender 

inequality. This fact further takes pressure to the organization in the resolution of 

gender inequality. 

In China, professional laws and regulations have been formulated and implemented 

to ensure that is kept by women in the field of politics, economy, culture and society 

as well as family life, making sure that the right and power of women are respected 

as equal as that of men. Also, the country pays much attention to achieve the power 

and profit of women. It pays attention to women’s accessibility to the equal 

treatment in workplace. As what is put forward by the rules and laws, women 

should be protected to keep safe and healthy in working context. It is not allowed to 

arrange women to work in an improper way (Connelly et al. 2018). Although these 

professional rules and regulations have been formed, it seems that the 



 

38(57) 

 

implementation of these rules and laws are maintained in a poor level. The 

ineffective implementation is exactly a key factor that gives rise to the occurrence of 

gender inequality in workplace in China. Despite the regulations that have been 

formed in Constitution and Labor Law, Women Rights Guarantee Law also makes 

regulation on the working approach that is available for women (Tatli, Ozturk & 

Woo, 2017). Through the support of these rules and regulations, it seems that 

women will get much benefit in such kind of context. Nevertheless, because of the 

typical difference that is kept by men and women, the government and the 

organizations have to identify the difference between men and women distinctly and 

form some specific rules to deal with the differences (Xin & Kwai, 2013). In 

practice, these rules and regulations that focus much on the differences may play a 

negative role in aggravating the difficulty for women to get a job in working context 

in China. If these rules and policies formed by the government work, it seems that 

the organizations have to suffer from the damage of gender. Obviously, the 

organizations are not willing to accept such kind of gender damage. This will further 

give rise to discrimination of recruitment of women. More importantly, when the 

government develops the policy, it does not ensure great feasibility of operation 

(Gui, 2017). Through literature review and the interview, the majority group 

believes that the rules and the policies of recruitment that are with the intention of 

protecting the right of women seem invalid. That is to say, the national policy 

simply plays a leading and guiding role. It is so general that the policy is in lack of 

specific and feasible measures in the period of implementation. Based on the market 

economy, the organizations are with the capacity of recruitment. When there is 

dispute, the procedures of law suit are excessively complicated. Thus, most women 

involved with the law suit and gender inequality will not take many effective 

measures to deal with the embarrassing situation and strive for better treatment of 

gender equality. 

Focusing on the gender inequality issue, China is in lack of an integrated law that 

focuses on the resolution of this issue. There are only some available rules and 

regulations kept in laws. For the punishment of the organizations, the laws and 

regulations almost neglect this issue (Liu, MacPhail & Dong, 2018). Taking the 

Labor Law as an example, it is regulated that organizations have to treat men and 



 

39(57) 

 

women equally. Nevertheless, for the organizations that go against this rule, the 

punishment is not identified distinctly. Also, how to ensure the feasibility of the law, 

namely to ensure the effectiveness of gender equality is also not identified clearly. 

In this way, the organizations will not comply with these rules and regulations 

actively. It is because even the organizations go against these rules and regulations; 

they will not be punished seriously. Based on the consideration of this fact, it seems 

that this is exactly a serious issue that has to be emphasized (He & Wu, 2017). At 

the same time, the poor supervision is also a factor that has to be valued. In current 

market, it seems that it is in lack of effective rules and regulations to monitor the 

performance of the organizations. Lots of organizations are with poor performance, 

and there is not an effective institution or organization to supervise the behavior of 

corporations actively. 

5.3.3 Impact of economic factor 

In current stage, China is experiencing rapid development, while the fact is that 

China is a country with huge population. Labor force is much stronger than the 

demand. Large amount of job hunters is with the need of getting a job in 

organizations. Based on the literature review and interview, it seems that the 

majority group believes that the supply of labor force is stronger than the demand (Ji 

et al. 2017). This is a factor that further leads to the serious situation of gender 

inequality and gender discrimination. For an employer with the sense of gender 

discrimination, he will hire the men employees directly, and it is rather difficult for 

women employees to be accepted and hired successfully. The unfair requirement in 

recruitment and the limited working positions are both the difficulties that are faced 

by women job hunters. 

Because of the special physiological characteristics and talents of women, the 

government has to implement some policies to protect the power and right of 

women. It seems that the working status of women is generally not as stable as that 

of men in working context. Therefore, there is law regulating that women 

employees cannot be laid off in the special period, such as pregnancy. In addition, 

the basic salary and welfare have to be provided to the women employees properly. 

Besides, during such kind of period, the organizations have to hire the other 
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employees to take the working responsibility of the women employees. 

Nevertheless, for the organizations, such kind of situation will lead to the increase 

of the cost, especially the increase of labor cost. There may be mass of labor force 

(Quanbao, Shuzhuo & Marcus, 2011). For the organizations, the realization of the 

profit and interest of the women employees will cause the damage of organizations’ 

profit. Lots of organizations are with the intention of maximizing the profit, so that 

they are not willing to bear the damage of gender. For these corporations, in the 

comparison between women and men employees, the cost of women employees is 

much higher, while the working efficiency of them is maintained in a lower level. 

The so-called high cost refers to the expense of pregnancy and childbirth. This cost 

has to be taken by the organizations. During this period, the working efficiency of 

women employees is maintained in a low level. Based on the impact made by such 

view, when the proportion kept by women employees in organizations is maintained 

in a large level, the corporations have to suffer from serious financial pressure 

(Quheng & Shi, 2009). Correspondingly, the profitability of the organizations will 

be influenced as well. Compared with men, women are more sensitive and 

emotional. The physical power of women is also generally not as strong as that of 

men, which also affects the productive capacity of women (Merriam & Tisdell, 

2016). This is also the reason why women employees generally confront with 

gender inequality in working context in China. 

 

5.3.4 Difficulty to get rid of men gender role 

Women are generally faced by a significant challenge in the context of working 

context China, namely how to make balance between family life and work. For this 

question, lots of women take the view that family is much more significant than 

work, and they are willing to give up the job to support the family life in a better 

way. Therefore, when confronting with working chance, some women will 

devaluate themselves and take themselves as the inferior ones (Wang & Zhang, 

2018). These women employees are in afraid of making competition, especially the 

competition with men employees. Some women employees prefer staying in the 

existing working position and they are not willing to take much effort in improving 



 

41(57) 

 

their treatment in working context (Qi, Min & Bo, 2016). Also, they will not take 

effective solutions to deal with gender inequality issues in organizations. In practice, 

when women employees devaluate themselves, the gender inequality issue can 

hardly be solved. 

5.3.5 Recessive gender inequality 

In literature review, it is found that the gender inequality in workplace in China is 

regarded as recessive. In practice, the country has implemented some policies to 

regulate the equal and fair treatment in working context and prohibit gender 

inequality and discrimination. Because of the measures and policies that have been 

taken by the government in dealing with gender inequality, to a large extent, the 

workplace in China has been improved gradually in an equal and fair way. 

Nevertheless, the recessive gender inequality does exist, and it seems that it has 

become increasing serious in some organizations. It seems that both men and 

women employees are accepted, hired, and treated well in workplace in China (Rao, 

2017). However, more and more organizations have taken some measures to 

improve the requirement to women, such as requirement of age, marriage status, and 

appearance. Focusing on the working positions, organizations may prefer providing 

men employees with better positions, especially the better working positions of 

leadership. Therefore, for the women employees, they can only get the working 

positions with poor treatment. Thus, the women employees can hardly keep fair and 

equal competition with men employees. Such kind of recessive gender inequality 

has been applied comprehensively by organizations. The corporations do not need to 

bear much gender damage (Chen et al. 2013). More importantly, it seems that they 

do not go against the rules and regulations directly. This also makes the issue more 

difficult to be handled. 

5.3.6 Difficulty and poor sense of fighting for gender inequality 

In the interview, it is deemed that there are large amount of employees that are with 

the experience of gender inequality. However, most of them are not able to solve the 

issue with high efficiency and good performance. They are angry with the gender 

inequality. However, it is hard for the employees to effective measures to strive for 

equal treatment. Even some of them are with the sense of dealing with gender 
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inequality issue; the final decision of resolution is kept by leadership in the 

organizations (Fincher, 2014). Some of the leadership is not willing to deal with the 

issue, so that the gender inequality issue is still left without proper measures. 

Starting with an overall perspective, the existing laws and regulations are in lack of 

effective remedy system. The Constitution, Labor Law, and Women Rights 

Guarantee Law have all regulated that the organizations have to treat the women 

equally and fairly. Nevertheless, these laws are in lack of the guidance of remedy. 

When the women employees suffer from gender inequality and intend to solve the 

issue, they can only ask the relevant institutions for help (Tatli, Ozturk, & Woo, 

2017). Such kind of organizations and institutions are not professional in dealing 

with the gender inequality issue, so that the problem is generally not handled. Also, 

the relevant supervision department does not take strong capacity of management 

and supervising to labor market. The implementation of legal system is also not 

satisfied (Rao, 2017). For some local organizations, especially the small-sized 

organizations, they are generally neglected by the relevant institutions and 

organizations. Therefore, these corporations are generally involved with more 

gender inequality issues of women employees. Some women employees are also 

with poor sense of striving for their power and right. They do not have the sense of 

fighting for their legal treatment. The lack of sense is also a factor that makes the 

situation more complicated. 

5.3.7 The conflict between the policy formed by the government and 

the market rule 

Based on the consideration of the facts above, the factors for organizations to make 

gender inequality are as follows. First, the cost of hiring women employees is much 

higher than that of men. In accordance with the rules and regulations developed by 

China, organizations have to ensure the welfare and maternity leave for women in 

the period of childbirth (Chen, Zhao & Yu, 2017). In addition, the welfare provided 

for women employees is more than that of men. Because of the difference of cost, 

organizations are generally not willing to treat women equally. Second, lots of 

organizations believe that the men employees will generally improve their working 

efficiency because of marriage (Woodhams, Lupton & Xian, 2009). However, large 

amount of women employees will reduce their working performance to a lower 
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level because of getting marriage. With the context of market economy, the 

organizations are with the intention of maximizing the profit and minimizing the 

cost. Therefore, the gender discrimination and gender inequality are seen more and 

more frequently in organizations. 

It seems that there is serious conflict between the policy formulated by the 

government and the rule of the market. This is an in-depth factor leading to the 

gender inequality issue. Based on the economic perspective, the young women 

employees, especially the women undergraduates, will confront with marriage, 

childbirth and other issues. The organizations have to pay direct and indirect cost for 

the women employees (Jongsung, 2013). The organizations have to pay women 

employees with salary, bonus and bear the cost caused by the absence of these 

women employees. In addition, when the women employees go back to working 

positions because of the change of the context and the market, the women has to 

take a long period to make adjustment. This will require the organizations to provide 

the women employees with chances of training (Tatli, Ozturk, & Woo, 2017). In 

this way, the cost of the organizations is further increased. Based on such kind of 

comparison, more and more organizations prefer men employees to achieve 

maximization of profitability. This is also the rule that is accepted comprehensively 

by economic view. 

However, starting with the social perspective, childbirth may be regarded as a social 

problem in gender inequality. The women employees who make childbirth should 

be regarded as the premise for the society to develop continuously. The government 

makes regulation to make organizations to bear the cost of childbirth, while some 

corporations neglect these rules and regulations and make women to take the cost 

independently. Obviously, this is not accepted. 

5.3.8 Traditional social labor division 

The traditional social labor division is developed in a profound way. This is also a 

significant factor that gives rise to the long-term existence of gender discrimination 

and inequality. Focusing on the working context, most women employees are with 

the value expectation that is lower than that of men. In addition, for the other 

individuals in the society, their expectation to women is also lower than that of men 
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(Gao, Lin & Ma, 2016). On the other hand, for the gender inequality in workplace in 

China, most women employees simply work hard to prove themselves, and they are 

not able to take effective measures and approaches to deal with the issue of gender 

inequality. This is also a factor that should be emphasized. It is involved with the 

occurrence of gender inequality in workplace in China. 

5.4 Summing up: Typical issues of gender inequalities in working 

context 

There are the following typical issues of gender inequality in working context in 

China. Firstly, it is the irrespective and discriminative behavior faced by women. 

Women is a group that is generally treatment unequally, and the irrespective 

behavior is one of the major ways of expression, including communication, body 

language, and other aspects. Secondly, it is the unfair decisions and actions made by 

employees and organizations. In the field of organizational development, lots of 

decisions are taken to ensure the development of the company (Tatli, Ozturk, & 

Woo, 2017). When the decisions are made, they are generally unfair and unequal. 

More opportunities may be provided for men, and women can only get a few limited 

chances. The unfair decision makes gender inequality issue more difficult to be 

handled. Thirdly, the profit and interest of women are affected negatively. In the 

process of working in an organization, women are with the profit and interest that 

are expected to be realized and achieved in organizations (Kuhn & Shen, 2013). 

However, with the occurrence of gender inequality, there are some typical issues 

that come out, such as the lower salary of women. These are exactly the typical 

issues of women in workplace in China. 

5.5 Measures of dealing with gender inequality 

Gender equality refers to a basic policy that is implemented by the country. The 

concept of gender equality includes the equality in politics, economy, and culture as 

well as other aspects. Gender equality in workplace is also one of the aspects that 

are emphasized. How to deal with the gender inequality issue in workplace and 

eliminate gender discrimination in working context is valued much by the country. 

The following key measures are identified and put forward to deal with gender 

inequality. 
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5.5.1 Form new gender culture and eliminate traditional values 

China works as a country with long history of development. Its culture is traditional, 

taking much impact on the values of the public. In China, the traditional values are 

still popular, following comprehensively by both men and women (Chen, Zhao & 

Yu, 2017). It seems that based on the impact made by traditional culture, women 

pays more attention to family life, and the career development of women seems not 

as strong as that of men. In practice, career development is also significant to 

women. In order to change the values of the public, the new gender culture has to be 

formed and developed to achieve gender equality sufficiently (Zhang et al. 2008). In 

workplace, it is necessary to respect women and encourage women to make better 

performance. The organizations have to eliminate the bias and prejudice to women 

sufficiently and entirely. More opportunities are expected to be provided for 

women. In this way, it is possible for women to get many working chances and 

compete with men in an equal way. The gender inequality issue will be handled, and 

both men and women will achieve comprehensive development in career growth. 

5.5.2 Improve relevant laws, regulations, and policies in labor market 

Based on literature review, it is deemed that the implementation of relevant laws 

and regulations is not maintained in a strong level. In workplace in China, the 

existence of gender inequality is directly involved with the imperfect laws and 

regulations. The poor implementation is exactly a factor that has to be considered. 

Although some laws and regulations in the country have been formed to protect the 

right and treatment of women in workplace in China, these regulations are not 

feasible enough. That is to say, among these rules and regulations, the legal liability 

of the organizations is not identified distinctly (Feldshuh, 2018). Also, the 

punishment and remedy approach as well as resolution of gender inequality are not 

taken and regulated distinctly. These are the factors leading to the poor performance 

of laws and regulations. Therefore, it is significant to perfect the laws and 

regulations with good performance. More importantly, it is suggested to formulate 

special laws and regulations in solving gender inequality. The government and 

relevant department should formulate relevant laws, rules and policies that are kept 

by the existing legal system (Ha, Chang & Zhang, 2018). Besides, it is necessary to 

form the institutions that are specialized in supervising the policies in gender 
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equality. The women employees in workplace are provided with the right of making 

law suit and fighting for their own right. For the relevant departments, they should 

solve the law suit of women employees actively, so that the gender inequality will 

be handled with high efficiency. Moreover, these institutions are also responsible 

for supervising if the organizations have taken gender inequality behavior. For the 

ones that go against the law, they will be punished seriously and negatively. 

The organizations are not willing to bear gender damage. If the financial 

punishment is taken to the organizations with gender inequality behavior, the cost 

for organizations to take gender inequality behavior will be much higher than the 

ones who do not take such kind of behavior. In this way, it is possible for 

organizations to give up gender inequality behavior to women employees, and 

gender discrimination is also going to be avoided (Shen, Feng & Cai, 2016). 

Obviously, this is an effective approach that makes contribution to the resolution of 

gender inequality. At the same time, the government should popularize the relevant 

laws and regulations actively to the employees. Through this approach, the sense of 

getting equal treatment and fighting for their right will also be strengthened. The 

women employees will learn to strive for and protect their legal right with proper 

measures, especially legal approach. 

Social welfare system should also be improved. It is because women employees are 

with more requirements in getting the support of social welfare system. China is a 

country with the intention of launching childbirth insurance reform, and the purpose 

is to make the government and relevant institutions to take the financial pressure of 

childbirth actively. At the same time, the unemployment insurance and basic social 

welfare system should both be enhanced. Relying on the optimization of social 

welfare system, the expenses of women employees will be taken by the government, 

institutions and organizations mutually (Qi, Min & Bo, 2016). This is also beneficial 

for reducing the pressure faced by the organizations. With the reduction of pressure, 

it seems that the organizations may accept and treat the women employees in 

organizations fairly and equally. 
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5.5.3 Promoting economic development and labor market 

Starting with an overall perspective, the most typical and serious issue faced by the 

labor market is its fierce competition, which is a factor that gives rise to gender 

discrimination. In accordance with the literature review and interview, it is 

identified that in current stage, the supply of labor force is much stronger than the 

demand. This situation is a key factor leading to gender inequality in workplace in 

China. In practice, the overall situation of the balance between labor force supply 

and demand has to be optimized, which is an approach to improve and even solve 

gender inequality in working context. If there are more chances provided for women 

employees in workplace in China, the performance of women will be taken to a 

higher level (Wang & Zhang, 2018). The unfair treatment may be reduced naturally 

because of the optimum and satisfied performance of women employees. It is also 

important to found an equal, fair, and justice labor force system based on market 

economy. The fairness of competition is a powerful approach to deal with gender 

inequality in working context in the country. For the organizations, it is necessary to 

pay more attention to their professional skills and capacities of employees (Qi & 

Dong, 2016). In other words, both men and women are with the chances to make 

contribution to organizations, assist the organizations to realize their aims and 

objectives, and even take the opportunity of being leadership in these corporations. 

The human resource in organizations should be applied sufficiently, so that the 

mutual aim and objective will be realized. 

5.5.4 Improve competency of women employees 

The society is experiencing booming development, and the treatment of women 

employees in working context in China is expected to be improved step by step. 

More and more women employees play a significant role in their working position, 

and some of them can even make better performance than the men ones (Connelly et 

al. 2018). Therefore, women employees have to fit the development of age and 

identify the fact that women employees are also with capacity of making career 

development. 
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6 Conclusion 

In conclusion, through the detailed analysis above, the research learns the gender 

inequality issue in working context in China in the last decade. In the research, there 

are the following points of conclusion. 

First, gender inequality issue is seen comprehensively in workplace in China, and 

gender discrimination is influential in the issue. Through the research, it is found 

that gender inequality issue exists in the majority organizations in China. Large 

amount of women employees are with the experience of gender inequality 

treatment. They are with lower salary, poorer working positions, and fewer working 

chances than men. Such kind of unfair and unequal treatment play a negative role in 

the career development of women employees, and their working performance is 

maintained in a low level. However, the serious issue is that in most organizations, 

gender inequality issue has not been solved with good performance. That is to say, 

gender inequality issue is always there, and it seems that there is not an effective 

approach to solve the inequality of women. This makes the women employees 

suffer from the unfair treatment constantly, and this is exactly the current situation 

of gender inequality issue in workplace in China. Through literature review and 

interview, it is found that there are several related factors. The traditional cultural 

background is the first factor that should be identified. As a country with long 

history, Chinese culture is traditional. Although the booming cultural and social 

development has been achieved in the last three decades, the traditional culture is 

still influential. This leads to the fact that lots of people believe that men is able to 

make better performance than women, so that in organizations, men is generally 

provided with more resources and working opportunities. In addition, because of the 

impact made by traditional culture, gender discrimination also exists. Gender 

discrimination and gender inequality may be regarded as two elements that affect 

each other strongly. 

Individual values may be regarded as the second involved factor. In practice, 

individual values are also determined much by the traditional Chinese culture. It 

seems that traditional Chinese culture is considered in a macro perspective, while 

individual values are with micro perspective. Lots of individual employees in 
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workplace in China believe that men are with better social status and capacity, so 

that the women group is treated in an unequal and unfair way. 

The organizational culture is the third factor involved. Similar to the two factors 

above, the organizational culture also makes much influence on the ways of 

thinking of individuals. When individual employees work in China, they are 

influenced much by organizational culture. Their individual values are changed by 

organizational culture, while the latter one may also determine the further 

development of individual values. In China, the current issue is that most 

organizations do not pay much attention to the serious issue of gender inequality. 

Gender inequality is not regarded as an issue that should be handled and solved. The 

ineffective organizational culture further makes gender inequality become an issue 

exists comprehensively in workplace in China. 

The forth factor refers to the lack of effective laws and regulations. All the three 

factors discussed above, including traditional culture, individual values, and 

organizational culture, make influence on the employees’ ways of thinking. 

Differently, the lack of effective laws and regulations is a factor that causes the poor 

management and resolution of gender inequality issue. Rules and regulations work 

as the tools that regulate the behavior of employees, so that the gender inequality 

issue may be solved. Nevertheless, most organizations do not have the rules and 

regulations to support the management. Thus, the ones taking gender inequality 

behavior will not be punished. Thus, it seems that the gender inequality issue is 

always there in the organization. 

Not limited to these factors, the poor sense for women to fight for gender inequality 

is also a factor that causes gender inequality. Some women employees do not know 

much about how to deal with gender inequality, while others feel that there is 

difficulty of solving the problem. The issue of gender inequality is always there, and 

it cannot be handled and solved with good performance. These aspects are all the 

factors that give rise to the occurrence of gender inequality issue in working context 

in China. 

There are some typical issues of gender inequality in workplace in China. The 

discriminative and unfair behavior is taken in the process of communication. Also, 
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some decisions and actions are made in an unfair and discriminative way. Further, 

the profit and interest of women are affected negatively, such as the lower salary of 

women. 

In the literature review and interview, some measures are put forward to deal with 

the gender inequality issue, which are effective solutions of dealing with the issue. 

First, it is to form and implement rules and regulations in the legal and 

organizational system to strengthen the management of gender inequality issue. For 

the ones that take improper gender inequality behavior, they will be punished 

seriously and negatively. The development of rules and regulations is a strict tool 

that regulates the behavior of employees. Second, the organizational culture is 

expected to be improved. Organizational culture also works as a tool that makes 

influence on the values and ideas of individual employees in an organization. In the 

development of organizational culture, gender equality should be emphasized in a 

specific way. The respectful and equal treatment is expected to be achieved by both 

men and women. Third, professional training is suggested to be provided for both 

leadership and employees. Professional training may be regarded as a platform in 

which organizations make impact on values and ways of thinking of individuals. 

Besides, professional training is a platform in which organizations may convey 

organizational culture to the employees sufficiently. Through the implementation of 

the three measures, it is possible to solve the gender inequality issue with good 

performance. 

Both litigation and organizational leadership and culture are effective approaches in 

dealing with gender inequality in workplace in China. Nevertheless, the current 

situation is that litigation is ineffective in solving gender inequality, and 

organizational leadership and culture do not pay much attention to dealing with and 

avoiding the occurrence of gender inequality issues. This is the reason why 

measures have to be taken to strengthen these aspects to achieve better performance 

in dealing with gender inequality issues. Through the implementation of these 

measures, gender inequality issue in working context in China is going to be solved 

effectively. 
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The strengths and limitations of the research are as follows. The strength is that the 

research has applied many theories based on text analysis, and the qualitative 

analysis makes much contribution to learn the thesis and the research questions. The 

limitation is that the research has not integrated the theories flexibly and effectively 

with the analysis and findings of the qualitative interview. This is exactly the aspect 

that should be improved further. In future research, the integration of the methods 

will be developed to learn the gender inequalities in workplace in China effectively. 
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Appendix 

The interview questions are as follows. 

Q1 Have you suffer from workplace gender inequality? How? 

Q2 What is the impact made by the issue on you? 

Q3 Have you taken some measures to deal with the workplace gender inequality 

issue? Are the measures effective or not? 

Q4 What do you think are the factors that lead to the issue? 

Q5 What about your colleagues? Have you heard about their gender inequality issue 

in workplace? 

Q6 Do you think social factor is influential in workplace gender inequality? 

Q7 What about the impact made by gender discrimination on workplace gender 

inequality? 

Q8 How do you understand gender discrimination? 

Q9 Have you made gender inequality to others because of social factor? 

Q10 What are the effective measures to reduce workplace gender inequality? 
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