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Critically consider the role played by power and control in the
(re)production of inequality for a group of your choosing.

 This assessment critically examines the dynamics of power and control within inequalities affecting women (Groves and Finch, 2022; Sarrasanti et al., 2020; Borah Hazarika and Das, 2020). Persistent inequalities are reproduced across societal systems, with power and control playing a central role in their perpetuation (Kennaway, 2020; Byrne, 2024). Historically, these dynamics have contributed significantly to gender disparities in areas such as education (Magda, Cukrowska-Torzewska, and Palczyńska, 2024; Thomson and Hall, 2022), the workplace (Hand and Hooton, 2024; Benn, 2020), and wage gaps (Bygren, Erlandsson, and Gähler, 2017; Deming, 2022; Gurjar, 2021).
This submission critically explores how gender discrimination continues to thrive by examining the interaction between various systems of power and control (Stanford Seed, 2022; Foucault, 1988; Scott, 2018; Kennaway, 2020; Byrne, 2024). Key areas of focus include cultural norms (Hand and Hooton, 2024; Cowan and Morris, 2022; Mason and Minerva, 2022; Benn, 2020), policy gaps (Bailinson et al., 2020; Williams, 2023; Saunders, 2022), and institutional barriers (Mason and Minerva, 2020; Department for Science, Innovation & Technology, 2020). These factors will be analyzed to understand the mechanisms that sustain gender disparities (Bourdieu, 1983; Coleman, 1990; Best, 2002; Bynder, 1969; Durkheim, 1893). The assessment also seeks to uncover the root causes of these imbalances, shedding light on how power dynamics hinder progress toward gender equality (Agha, 2021; Çineli, 2020). By addressing these foundational issues, the submission seeks to deepen our understanding of how these discrepancies might be disputed and changed (Agha, 2021; Çineli, 2020; Best, 2002; Williams, 2023; Byrne, 2024).

 Power is essentially the capacity to influence or steer the actions, decisions, or outcomes of others (Stanford Seed, 2022; Foucault, 1988; Scott, 2018). It involves shaping behaviors and results through mechanisms like authority, resource access, or coercion (Stanford Seed, 2022; Foucault, 1988; Scott, 2018). Power manifests in three primary forms: structural power, which is embedded within institutions (Scott, 2018; May, 1996; Hayward, 2018); relational power, which emerges from personal interactions (Lee and Thackeray, 2023; O'Donnell et al., 2023); and contextual power, which is defined by particular social, cultural, or organizational environments (Sibanda and Lues, 2021; Ferrari, 2019; Mertkan and Bayrakli, 2017). Contextual power is dynamic, fluctuating based on various factors, relationships, and structures within the specific context (Sibanda and Lues, 2021; Ferrari, 2019).
In contrast, control refers to the application of authority to guide, regulate, or constrain actions, processes, or systems (Kennaway, 2020; Byrne, 2024). It typically involves methods such as supervision, enforcement, or limitation to ensure outcomes align with predefined objectives (Kennaway, 2020; Byrne, 2024). Control influences not just individual interactions but also larger societal structures (Kennaway, 2020; Byrne, 2024).
Institutional reproduction of inequality refers to how social inequalities are sustained through institutions and societal frameworks (Fehl and Freistein, 2020; Croizet et al., 2019; Amis, Mair, and Munir, 2020; Dmytrenko and Demchenko, 2018). Institutions such as families, schools, and workplaces are pivotal in reinforcing inequalities by acting as agents of socialization and mechanisms that support the existing social order (Amis, Mair, and Munir, 2020; Dmytrenko and Demchenko, 2018). These structures contribute to the ongoing perpetuation of social disparities (Fehl and Freistein, 2020; Croizet et al., 2019; Amis, Mair, and Munir, 2020; Dmytrenko and Demchenko, 2018).

 Feminist theorists maintain that patriarchal structures give males more power and control than women (Butler, 2006; Best, 2002; Bronfen and Kavka, 2001), which results in uneven distributions of power and control across a variety of society institutions, including the home, the workplace, politics, and the media (Butler, 2006; Best, 2002; Bronfen and Kavka, 2001). Those who identify as feminists, particularly those who adhere to the radical or Marxist schools of thought, bring attention to the ways in which power and control are manifested in the conventional gender roles that are found within the family (Tong and Botts, 2024; Barrett, 2014; Guptam Madabushi and Gupta, 2023). It is common for men, who have traditionally been seen to be the primary breadwinners, to exercise authority over the household's financial assets and decision-making processes (Agha, 2021; Çineli, 2020). Whereas women tend to find that they are limited to unpaid domestic labour and caring (Groves and Finch, 2022; Sarrasanti, et al, 2020; Borah Hazarika and Das, 2020), lacking the ability to make their own financial decisions (Andersen, 2023; Raxlen and Sherman, 2020; Sedacca, 2022), which reinforces their status as second-class citizens (Andersen, 2023; Raxlen and Sherman, 2020; Sedacca, 2022). Control mechanisms are maintained by societal norms and expectations, which frame unpaid labour as a natural role for women (Magda, Cukrowska-Torzewska and Palczyńska, 2024; Raxlen and Sherman, 2020; Andersen, 2023). This, in turn, legitimises men's control over economic and social authority inside the home (Magda, Cukrowska-Torzewska and Palczyńska, 2024; Andersen, 2023). Critics point to this discrepancy as an illustration of structural inequality (Braunstein, 2022), which occurs when males get disproportionate benefits from the labour of women while also maintaining their power in the institutions of society (Braunstein, 2022; Magda, Cukrowska-Torzewska and Palczyńska, 2024; Andersen, 2023). It is the position of feminists to argue for the challenge of traditional roles, the promotion of equitable sharing of family obligations (Sri Gugan, Stuward and Subhashini, 2024; Bahn, Cohen and Van der Meulen Rodgers, 2020), and the recognition of the significance of unpaid labour in economic systems (Sedacca, 2022; Sri Gugan, Stuward and Subhashini, 2024).
The transfer of economic and social capital is largely facilitated by the households in which individuals are raised (Bourdieu, 1983; Coleman, 1990; Chetty, et al, 2022; Wang, Lan and Wang, 2021). The socioeconomic standing of parents often impacts the chances their children will have in the future (Bourdieu, 1983; Coleman, 1990; Chetty, et al, 2022). Those who earn higher wages are able to afford higher quality medical care, extracurricular activities, and educational opportunities for their children (Bourdieu, 1983; Coleman, 1990; Chetty, et al, 2022; Wang, Lan and Wang, 2021). Families that are in privileged social situations are more likely to pass on cultural knowledge, behaviours, and beliefs that are in line with the norms of success that society has established (Bourdieu, 1983; Coleman, 1990; Ridgeway and Markus, 2022). When it comes to academic and professional settings; for example, children who are brought up in wealthy households frequently reap the benefits of what Pierre Bourdieu refers to as cultural capital (Bourdieu, 1983; Ridgeway and Markus, 2022; Thomson and Hall, 2022). Cultural capital is defined as the knowledge, skills, and education that provide an advantage in navigating societal structures (Bourdieu, 1983; Thomson and Hall, 2022). Through increased exposure to art, music, or sophisticated language usage, children are able to gain an advantage (Bourdieu, 1983; Ridgeway and Markus, 2022; Thomson and Hall, 2022). Since low-income families are less likely to own land or have financial assets to pass on, this practice serves to further entrench class divides (Bourdieu, 1983; Ridgeway and Markus, 2022). Traditional gender roles are often reinforced within families, which contributes to the gender imbalance that exists in society as a whole (Bourdieu, 1983; Ridgeway and Markus, 2022). Even in homes with two incomes, it is quite common for women to be expected to undertake the bulk of the unpaid domestic labour and childcare responsibilities (Sedacca, 2022; Raxlen and Sherman, 2020). Additionally, this contributes to the perpetuation of the undervaluation of women's employment and limits their ability to be economically independent (Sedacca, 2022; Raxlen and Sherman, 2020; Andersen, 2023). Children learn behaviours and ambitions that are differentiated according to their gender from an early age (Bourdieu, 1983; Coleman, 1990; Ridgeway and Markus, 2022). The socialisation of females to prioritise nurturing may restrict their employment options and reinforce patriarchal standards (Eagly, 2016; Beauvoir de, 1908-1986-2009). Boys may be pushed to take on leadership responsibilities, while girls are socialised to prioritise caregiving (Boyle, Constantinou and Garcia, 2023; Pinho and Gaunt, 2021). Children's expectations and decisions are influenced by the roles that their parents play, which increases the likelihood that conventional roles will be replicated in subsequent generations (Bourdieu, 1983; Coleman, 1990; Boyle, Constantinou and Garcia, 2023; Pinho and Gaunt, 2021; Best, 2002). There is a high correlation between the educational backgrounds of parents and the academic achievement of their children (Bourdieu, 1983; Coleman, 1990; Best, 2002). Families with higher levels of education are able to offer possibilities for networking, tutoring, and a home setting that is favourable to learning (Bourdieu, 1983; Coleman, 1990; Best, 2002). Members of families that come from affluent homes often have access to powerful networks that make it easier for them to get employment and develop in their careers (Bourdieu, 1983; Coleman, 1990; Best, 2002). Attitudes on labour, education, and social duties are instilled by families (Bourdieu, 1983; Coleman, 1990; Best, 2002; Bynder, 1969; Durkheim, 1893), and these attitudes have the potential to either sustain or challenge structural disparities (Bourdieu, 1983; Coleman, 1990; Best, 2002; Bynder, 1969; Durkheim, 1893).
According to conflict theory (Engels and Marx, 1848; Smelser, 1956; Lukes, 1974), families reflect and uphold larger power systems, such as the hegemony of some groups such as the affluent, masculine, and heterosexual at the expense of others (Chambers, D., and Gracia, 2021; Engels and Marx, 1848; Smelser, 1956; Lukes, 1974). The functionalist view holds that families help keep society stable, (Parsons, 1937) however in doing so they inevitably reinforce existing inequalities such as the traditional roles of males as breadwinners and women as carers (Agha, 2021; Çineli, 2020). In spite of the fact that families often participate in the perpetuation of inequality (Bourdieu, 1983; Coleman, 1990; Best, 2002; Parsons, 1937), they also have the power to confront and disrupt these patterns (Chambers and Gracia, 2021; Bourdieu, 1983; Coleman, 1990). A significant contribution to the fight against systematic inequities may be made by parents who actively teach egalitarian principles while providing possibilities that are equitable (Magda, Cukrowska-Torzewska and Palczyńska, 2024; Butler, 2006). Breaking the cycle of inequity requires knowledge and awareness (Magda, Cukrowska-Torzewska and Palczyńska, 2024; Butler, 2006). By providing inclusive education and exposing people to many viewpoints, can make a difference (Magda, Cukrowska-Torzewska and Palczyńska, 2024; Butler, 2006; Thomson and Hall, 2022). A great number of educational resources include portrayals of men and women that are stereotyped (Goffman, 1963; Becker, 1963), with males being depicted in positions of authority or professional responsibility and women being shown in roles of subordination or caregiving (Islam and Asadullah, 2018; Akay Sahi̇n and Açikalin, 2021; Dele-Ajayi, et al, 2020). For instance, an educational book may depict male characters as a physician or an engineer who is able to solve difficult issues, while a female character might be shown as a nurse or a teacher who is assisting children (De la Torre-Sierra and Guichot-Reina, 2022; McAdams, 2015). These images restrict individual perceptions about what men and women are capable of doing and perpetuate traditional gender norms (De la Torre-Sierra and Guichot-Reina, 2022; McAdams, 2015; Magda, Cukrowska-Torzewska and Palczyńska, 2024; Butler, 2006; Thomson and Hall, 2022). Because of this, established gender norms are reinforced, and ambitions are restricted (De la Torre-Sierra and Guichot-Reina, 2022). Schools sometimes send out implicit signals that maintain gender stereotypes, such as the expectation that males should flourish in mathematics and girls should excel in arts and humanities (Griffin, 2018; Schmader, 2023). These messages are typically transmitted beyond the education curriculum (Griffin, 2018; Schmader, 2023). It is possible that teachers unintentionally treat boys and girls differently. For example, they could encourage guys to voice their opinions, take risks, and lead (Griffin, 2018; Schmader, 2023; Gajda, Bójko and Stoecker, 2022), while expecting females to be submissive, well-behaved, and cooperative (Griffin, 2018; Schmader, 2023; Gajda, Bójko and Stoecker, 2022). Schools may promote gender stereotypes via activities such as athletics or extracurriculars (Gajda, Bójko and Stoecker, 2022). Typically, males are assigned to participate in activities that are physically demanding and competitive (Gajda, Bójko and Stoecker, 2022; Aguillon et al, 2020), while girls are given opportunities to participate in activities that are caring and aesthetic (Gajda, Bójko and Stoecker, 2022; Aguillon et al, 2020). Dress standards that are too restrictive for females and place an emphasis on modesty might send a message of unequal expectations and continue to maintain control over female bodies (Cumming-Potvin, 2023; Howard, 2023). for example, Schools implementing policies that state that only girls can wear skirts, and they must be of a certain length (Cumming-Potvin, 2023; Howard, 2023). 

 Women continue to be under-represented in male-dominated fields due to the phenomenon known as homophily in hiring, in which managers favour applicants who are similar to themselves (Bushell, Hoque and Dean, 2020; Le Lean, 2022; Brands, et al, 2022). Recruitment selections are impacted by unconscious biases (Le Lean, 2022; Bushell, Hoque and Dean, 2020), such as preconceived notions about gender roles (Le Lean, 2022; Bushell, Hoque and Dean, 2020). Traditionally, males have been rated by their abilities, while women have been appraised by their looks or how much responsibility they seem to have at home (Bender, et al, 2022). The Equality Act (2010) is a comprehensive legal framework designed to protect individuals in the UK from discrimination based on protected characteristics, such as sex. However, despite its provisions, the Act does not fully eliminate all forms of subtle, cultural, or societal discrimination that persist in the workplace or society at large (Hand and Hooton, 2024; Cowan and Morris, 2022; Mason and Minerva, 2022; Benn, 2020). As an example, women are overly judged on aspects unrelated to professional competence, including the way they look or perceived household duties (Saunders, 2022; Mason and Minerva, 2022), whereas males are often evaluated mostly on their talents, accomplishments, or potential (Paustian-Underdahl, et al, 2024). The Act does not tackle these prejudices head-on because they are so ingrained in social norms and company cultures (Cowan and Morris, 2022; Mason and Minerva, 2022; Benn, 2020). The act prohibits direct discrimination, like denying a woman a promotion because she is a woman (The Equality Act, 2010; Hand, 2024; Mason and Minerva, 2020), as well as indirect discrimination, like applying a standard that disproportionately disadvantages women without a justifiable reason (The Equality Act, 2010; Hand, 2024; Mason and Minerva, 2020), however it does not address more subtle gendered expectations that influence appraisals (Hand and Hooton, 2024; Paustian-Underdahl, et al, 2024). Women may face bias in leadership positions due to preconceived conceptions about their role as caretakers (Paustian-Underdahl, et al, 2024; Heilman, Caleo and Manzi, 2024) or face harsher evaluations of their performance if they deviate from stereotypical perceptions of femininity (Paustian-Underdahl, et al, 2024; Heilman, Caleo and Manzi, 2024). The legislation does not address unconscious prejudices, which nevertheless affect decision-making (Mason and Minerva, 2020; Department for Science, Innovation & Technology, 2020). Due of their subtlety, these prejudices may hold women to different standards than males (Paustian-Underdahl, et al, 2024; Heilman, Caleo and Manzi, 2024), continuing a cycle of inequity that is hard to break (Paustian-Underdahl, et al, 2024). To address these deep-rooted inequities, workplace training on unconscious prejudice, cultural changes in assessment processes, and better accountability mechanisms are needed (Paustian-Underdahl, et al, 2024; Mason and Minerva, 2020; Department for Science, Innovation & Technology, 202; Heilman, Caleo and Manzi, 2024). 
Women often get less money than men for doing same jobs, despite possessing similar educational backgrounds and job experience (Williams, 2023; Quadlin, 2018; Baron and Bielby, 2018). Women of colour, LGBTQ+ individuals, and those with disabilities face an even more pronounced disparity in this regard (Baron and Bielby, 2018; Williams, 2023; Saunders, 2022). Research shows that Black women earn far less than white males, even with same education and experience (Krivkovich et al, 2024; Lean In, 2024). LGBTQ+ women endure workplace prejudice that limits advancement prospects (Bailinson, et al, 2020), and disabled women confront preconceptions about their ability (Timmons, McGinnity and Carroll, 2024). Despite their skills, these groups continue to face economic inequality due to intersectionality (Crenshaw, 1991; Crenshaw, 1989), which makes it even more difficult for them to get employment and earn equal compensation for equal effort (Timmons, McGinnity and Carroll, 2024; Bailinson, et al, 2020; Krivkovich et al, 2024; Lean In, 2024).  Women are more likely than men to work in lower-status professions (Krivkovich et al, 2024; Lean In, 2024), and receive lower earnings (Krivkovich et al, 2024; Lean In, 2024), which is sometimes referred to as pink-collar jobs (OECD, 2024; Masselos, 2024). This is partially due to the fact that women are less likely to negotiate wages (Krivkovich et al, 2024; Lean In, 2024; Babcock and Laschever, 2021), and they frequently take the minimal amount that is provided (Krivkovich et al, 2024; Lean In, 2024; Babcock and Laschever, 2021). While males are more likely to ask for higher wages during job interviews (Krivkovich et al, 2024; Lean In, 2024; Babcock and Laschever, 2021). The persistent disparity in pay between men and women is exacerbated by this difference in attitude (Krivkovich et al, 2024; Lean In, 2024; Babcock and Laschever, 2021).
As a result of society's bias towards males and their perceived reliability, men often obtain fatherhood bonuses after having children (BBC, 2016; Bygren, Erlandsson and Gähler, 2017; Powell, 2018). Studies have shown that dads are more likely to get greater earnings or promotions than male colleagues without children (BBC, 2016; Deming, 2022), because companies see them as more reliable and hard-working (BBC, 2016; Bygren, Erlandsson and Gähler, 2017; Deming, 2022). The BBC published findings that found dads were given greater starting pay compared to non-fathers with same qualifications (BBC, 2016). Conversely, the motherhood penalty happens when women experience prejudice and financial difficulties as a result of having a child (Bygren, Erlandsson and Gähler, 2017; Deming, 2022; Gurjar, 2021). Mothers may face discrimination, lower pay, or fewer advancement opportunities if their employers believe they are less dedicated to their employment because of childcare commitments (Bygren, Erlandsson and Gähler, 2017; Deming, 2022; Gurjar, 2021). For example, research shows that mothers face discrimination in the hiring process compared to non-mothers with identical skills (Cheung, et al, 2022; Torres, et al, 2024). Even when they do get employed, mothers often earn far less than men or women without children (Cheung, et al, 2022; Torres, et al, 2024). There are unseen hurdles that women face that hinder them from progressing to leadership roles (Cheung, et al, 2022; Torres, et al, 2024; Krivkovich et al, 2024; Lean In, 2024), even in organisations that give a perception that they respect diversity. There is a disproportionate number of women working in entry-level roles (ORR, 2021; Srivastava and Nalawade, 2023; Ciminelli, Schwellnus and Stadler, 2021), which is often referred to as the sticky floor (Srivastava and Nalawade, 2023; Ciminelli, Schwellnus and Stadler, 2021). 
The ONS (2016) collected data that found that females engage in an average of 60% more unpaid labour than males. They found that women spend an average of 26 hours a week on unpaid labour as opposed to men who spend around 16 hours a week (ONS, 2016; Turay, et al, No Date). It is common for people to expect women to give up their career goals in order to focus on their family duties (Work and Opportunities for Women, 2021; Turay, et al, No Date). When males are the breadwinners in the household, it keeps women economically dependent and restricts their career advancement opportunities (Work and Opportunities for Women, 2021; Turay, et al, No Date; Gonalons-Pons and Gangl, 2021). Inequality will continue unabated as long as anti-discrimination laws are not effectively enforced (Turay, et al, No Date; Gonalons-Pons and Gangl, 2021). In an attempt to be gender-neutral, policies often reinforce gender inequalities by ignoring the structural barriers that women confront (Turay, et al, No Date; Gonalons-Pons and Gangl, 2021). Legislation and regulations aimed at reducing gender disparity in the workplace often take a blanket approach (Turay, et al, No Date; Gonalons-Pons and Gangl, 2021), disregarding the reality that gender is only one of many intersecting elements that exist (equality act 2010; Crenshaw, 1991, Crenshaw, 1989). Policy efforts to reduce gender inequality often fail to tackle the specific challenges faced by women from marginalised groups (Bailinson, et al, 2020; Baron and Bielby, 2018; Williams, 2023; Saunders, 2022).
Top of Form
Bottom of Form

 Overall, the family serves as both a microcosm and a mechanism for the reproduction of social inequality (Tong and Botts, 2024; Barrett, 2014; Guptam Madabushi and Gupta, 2023). Change within the family supported by broader systemic reforms holds the potential to reduce inequality across generations (Tong and Botts, 2024; Barrett, 2014; Guptam Madabushi and Gupta, 2023). Gender inequality in the workplace has deep historical, cultural, and structural roots, and it is institutionalised and perpetuated in many ways (Hand and Hooton, 2024; Cowan and Morris, 2022; Mason and Minerva, 2022; Benn, 2020). To combat these disparities things need to be shaken up, starting from the bottom (Hand and Hooton, 2024; Cowan and Morris, 2022; Mason and Minerva, 2022; Benn, 2020; Tong and Botts, 2024; Barrett, 2014; Guptam Madabushi and Gupta, 2023). This includes enforcing fair regulations, creating more welcoming work environments (Turay, et al, No Date; Gonalons-Pons and Gangl, 2021), fighting prejudice (Mason and Minerva, 2020; Department for Science, Innovation & Technology, 2020), and questioning the cultural standards that support traditional gender roles (Ridgeway and Markus, 2022). Creating genuinely equal conditions in organisations requires a concerted and long-term commitment (Bygren, Erlandsson and Gähler, 2017; Deming, 2022; Gurjar, 2021). Legislation and policies are essential tools for promoting gender equality in the workplace (Mason and Minerva, 2020; Department for Science, Innovation & Technology, 2020). However, their effectiveness depends on proper enforcement, cultural shifts, and addressing systemic barriers like unconscious bias and intersectionality (Mason and Minerva, 2020; Department for Science, Innovation & Technology, 2020; Crenshaw, 1991, Crenshaw, 1989). Combining robust laws with initiatives for education and awareness can create more equitable workplaces (Mason and Minerva, 2020; Department for Science, Innovation & Technology, 2020), contributing to the fight against inequality (Mason and Minerva, 2020; Department for Science, Innovation & Technology, 2020; Turay, et al, No Date; Gonalons-Pons and Gangl, 2021). 


