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Gender inequality is a prominent, global social issue (Stefani & Prati, 2021; Wani & Dastidar, 2018). Gender inequality has resurfaced at the forefront of politics in recent years, with the #MeToo movement and Sarah Everard case shining light on the harassment and abuse experienced by women at the hands of powerful men (Jaffe, 2018; Hillstrom, 2018; Morton, 2021) and more recently, the Trump versus Harris election bringing issues of women’s rights to abortion and bodily autonomy to attention (Edouard & Okonofua, 2024;  Jaffe, 2024). Gender inequality has persisted for centuries (Evans, 2017; Villa 2020). However, gender equality is one of the UN’s Global Sustainable Development Goals to be achieved by 2030, so it is pertinent for this issue to be addressed (Katila et al., 2019). Gender inequality is multi-faceted, spanning economics, education, work, free time, socio-political power, and health (European Institute for Gender Equality, 2017). This essay will focus on UK gender inequality in the workplace to allow a detailed exploration. The role of power and control in reproducing gender inequality in the workplace will be explored. The essay will first define key terms, then gender inequality in the workplace will be evidenced and the role of power and control in the reproduction of these inequalities will be addressed, and finally, the role of policy, legislation, and interventions will be considered.  
In order to explore the impact of power and control on the social reproduction of gender inequality, the key concepts: power, social control, social reproduction, and gender inequality  must be defined. Power refers to one’s influence over others’ actions and decisions (Aslanargun, 2011; Park & Suh, 2018; Pereira, Prada, & Santos, 2011; Weber, 2011). Importantly, distinctions should be made between power and authority, with power being the ability of a person to influence another’s actions without their consent or knowledge and authority requiring someone to choose to obey the commands of another with full knowledge and understanding (Buckley, 1967; Grimes, 1978). These definitions will be used to discuss power in this essay. 
Whilst power refers to a quality some social actors have, social control is the means by which a social group prevents deviance such as norms, values, and reactions to deviant behaviour (Gibbs, 1977; Wilson, 1977). Nye (1958) identified three levels of social control: direct control where acts deemed as deviant result in punishment and compliant acts are rewarded, indirect control where relationships with others and belonging to a social group guide behaviour, and internal control, which refers to the norms and values of a society being taken on by a social actor leading to negative feelings if they stray from these behaviours. Some functionalist theorists argue that social control can be cooperative and beneficial for society (Katovich, 1996; Parsons, 1963), however, others argue social control is used to oppress those in marginalised groups (Maynard & Hamner, 1987; Ross, 1900). Nye’s (1958) levels of social control will be used to discuss the control of women in this essay. 
Social reproduction theory is integral to discussions of gender inequality. The term ‘social reproduction’ refers to the systems that maintain enduring inequalities between ruling classes and the marginalised groups they oppress and exploit (Federici, 2019). Marxists tend to focus on the reproduction of class inequalities through the persistent exploitation of Proletariat workers by the Bourgeoisie ruling class (Bhattacharya, 2017; Marx & Engels, 1967; Saunders, 2006). However, social reproduction theory goes beyond class, exploring inequalities of gender and race, the role of unpaid and exploited labour of marginalised people in upholding inequalities, and the contribution of education to capitalist society (Backer & Cairns, 2021; Bhattacharya, 2017; Gore & LeBaron, 2019; Munro, 2019). 
Gender inequalities are a crucial part of social reproduction theory, and so it is pertinent to understand what is meant by gender inequality and who it involves. Inequality refers to differences in access to resources, opportunities, services, experiences, and outcomes of people from different social groups based on their identities (Binelli, Loveless, & Whitefield, 2015; Blackburn, 2008; Hoffman, 2008). Gender inequality, specifically, refers to the hierarchy experienced by women whereby men have greater control, power, status, and access to resources (Ridgeway, 2011, pp.3). It is important to note that gender inequality extends beyond the binaries of the male and female gender as gender inequality is also experienced by people of other marginalised genders including transgender and nonbinary people (Ward, 2023). However, there is limited scope within this essay to consider the plethora of unique inequalities experienced by trans and non-binary populations, and so, for the purpose of this essay, gender inequality will refer to the experiences of those who identify as female. 
The gender pay gap is perhaps the most prominent form of gender inequality experienced by women in the workplace (Blau & Kahn, 2017; Gamage et al., 2020; Kunze, 2018). According to the Office for National Statistics (2023) in 2023, the gender pay gap between women and men in full-time work was 7.7% and the gender pay gap between women and men in all forms of work was 14.3%. One potential reason for the significant difference between all men and women in work is that women are more likely to work part-time (Gerstel & Clawson, 2018; Lambert, Remillon, & Segú, 2023; Pech, Klainot-Hess, & Norris, 2020). Furthermore, men take 48% fewer hours of unpaid leave from work than women and work 83% more overtime hours across the year (Bolotnyy & Emanuel, 2022, pp.2). Some argue the higher number of women working part-time is due to preference (Beham et al., 2019; Sada, 2011; Webber & Williams, 2007), however, it is important to consider why women may make this choice to understand whether power and control factor into these decisions. 
Research suggests many women state they choose to work part-time due to greater responsibilities within the family than men (Berniell et al., 2020; Dermott, 2003; Goldin, 2014; Kleven, Landais, & Søgaard, 2019; Naldini, 2022). The impact of the burden of childcare for working mothers has also been evidenced quantitatively as when the gender pay gap is monitored across the lifespan, the gap widens in the late twenties and thirties, when many people have children (Andrews, Bandiera, Costa Dias, & Landais, 2024; Schrenker & Zucco, 2020). The influence of power and control presents itself when we consider why women take on the burden of family responsibilities. Gender norms and values are passed on from generation to generation through primary socialisation, whereby parents model expected behaviour to their children (Carlson & Knoester, 2011; Crisogen, 2016; Halimi et al., 2020; Kågesten et al., 2016; Parsons, 2014). Historically, women have been seen to hold the ‘expressive’ role (Parsons, 2014), where mothers are responsible for the care of the family (Parsons, 2014; Zelditch, 2014). Therefore, women who are now in the workplace will likely have grown up around and internalised these values and will uphold them, meaning they will be passed down to the next generation and continue the cycle (Crisogen, 2016; Tobin et al., 2010). This contributes to the social reproduction of inequality as the unpaid work taken on by women in the home not only perpetuates existing gender norms, but also upholds capitalism, the overarching cause of workplace inequality, as women contribute most to the raising of the next generation of workers without cost to the Bourgeoisie (Backer & Cairns, 2021; Bakker & Gill, 2019; Lombardozzi, 2020). This is an example of indirect social control as relationships with the family contribute to women’s continued inequalities within the workplace (Crisogen, 2016; Klikauer, 2007; Nye, 1958; Tobin et al., 2010) and internal social control as women have internalised the norms and values of society and feel greater guilt than male parents regarding work interfering with family life (Borelli et al., 2017; Hillier, 2020; Nye, 1958; Tobin et al., 2010).
Whilst the impact of part-time work on the gender pay gap is well-evidenced, there is also a pay gap between women and men who work full-time (ONS, 2023), meaning preference for part-time work cannot account for the whole gender pay gap. One potential explanation for the gender pay gap between women and men in full-time work is the glass ceiling effect which refers to women being less likely than men to reach managerial positions (Acker, 2009; Chisholm-Burns et al., 2017; Purcell, MacArthur, & Samblanet, 2010). For example, Grant and Thronton (2019) found that women hold just 29% of global senior positions, and only 22% of businesses have female CEOs. Overtime is one of the greatest predictors of promotions (Chung & Van der Horst, 2020; Francesconi, 2001; Frei & Grund, 2020). However, women work less overtime due to the family expectations they contend with and this inhibits their ascension in the labour market (Bolotnyy & Emanuel, 2022; Cha, 2013; Chung & Van der Horst, 2020; Deschachat, 2017; Hurley & Choudhary, 2016; Goldin, 2014). Deschacht (2017) found that 40% of the gender promotion gap can be attributed to the gender difference in overtime. This demonstrates the continued influence of indirect and internal social control on women’s ability to juggle work and family life. However, Deschacht’s (2017) findings imply that 60% of the effect is attributed to other causes. 
The glass ceiling is also perpetuated by the position of men in high-power roles and the perceived value of traditionally masculine characteristics over feminine ones, as the workplace is a patriarchal structure which favours men (Ferry, 2023; Galizzi, McBride, & Siboni, 2024). Social role theory proposes that individuals use gender stereotypes to decide whether men or women are better suited for a role (Eagly & Karau, 2002). The theory suggests that due to the persistence of traditional gender roles whereby men play the breadwinner role and women the homemaker role, men are deemed as more agentic than women and better suited to leadership (Badura et al., 2017; Eagly, 1997; Eagly & Karau, 2002; Eagly & Stefan, 1984; Heilman, 2001; Koenig, et al., 2011). However, several meta-analyses revealed no difference in the effectiveness of male and female leaders, as determined by staff satisfaction and ability to carry out the job role (Eagly, Karau, & Makhijani, 1995; Paustian-Underdahl, Walker, & Woehr, 2014; Shen & Joseph, 2021). This reiterates the role of gender stereotyping in preventing women from ascending to leadership positions, and demonstrates the impact of socialisation as a means of indirect social control (Crisogen, 2016; Klikauer, 2007; Nye, 1958; Tobin et al., 2010). Despite this, perceptions of women are becoming more agentic (Badura et al., 2017; Donnelly & Twenge, 2016) and perceptions of leadership are beginning to shift towards more feminine, communicative qualities (Badura et al., 2017; Koenig et al., 2011), and so this may change as younger generations enter the workforce and reach managerial positions. 
It is also worth considering how these gender stereotypes relate to human capital theory. Human capital theory proposes that those with greater human capital, comprised of continuous work experience and educational background, are more likely to attain authoritative positions in the workplace as they are deemed as having greater potential (Becker, 1993; Mincer, 1974). Several studies suggest human capital predicts managerial and leadership positions (Abendroth, Maas, & Van der Lippe, 2013; Sheridan, Slocum, & Buda, 1997). However, it is important to consider how perceptions of women impact this. For example, women have a greater presence in higher education (Esteve, García‐Román, & Permanyer, 2012; Parvazian, Gill, & Chiera, 2017; Saadat, Alam, & Rehman, 2022; Van Bavel, Schwartz, & Esteve, 2018), suggesting greater human capital, however Benson, Li, and Shue’s (2024) analysis of 29,809 employees found women received lower potential ratings than men, despite receiving higher ratings for current performance. Furthermore, a 30-year longitudinal study found gender differences in rewards including bonuses and promotions were 14 times greater than gender differences in performance evaluations (Joshi, Son, & Roh, 2015, pp.1528). These studies illustrate the impact of gender bias which is neglected by human capital theory and can be exerted due to the patriarchal structure of the workplace (Elliott & Smith, 2004; Kalev & Deutsch, 2018). 
One of the ways men exert and maintain this power through is homosociality (Chappell, Galea, & Waylen, 2017; Galea et al., 2020; Galea, Powell, & Salignac, 2023; Hammarén & Johansson, 2014; Holgersson, 2013). Homosociality refers to the process where those in power maintain privilege through recruiting and granting power to similar individuals, other men with the same values of hegemonic masculinity (Chappell et al., 2017; Galea et al., 2020; Galea et al., 2023; Hammarén & Johansson, 2014; Holgersson, 2013). For example, Bjarnegård and Kenny (2016) found homosocial men were deemed as more competent by management. Furthermore, Hangartner, Kopp, and Siegenthaler (2021) investigated homosociality in the recruitment process by monitoring interactions with applications on an online platform. They found rates of contact by recruiters were 7% less for women applying for jobs in male-dominated fields. This demonstrates the role of male power in the reproduction of workplace gender inequality and also highlights the role of direct social control, whereby those in power grant rewards to those who adhere to their values and norms (Nye, 1958). The role of direct control is further highlighted by the ‘Queen Bee’ phenomenon, wherein women who achieve managerial and leadership positions do so by assimilating to masculine values and will distance themselves from junior women due to the threat of associating with women and feminine values on their power (da Rocha Grangeiro, et al., 2024; Derks, Van Laar, & Ellemers, 2016; Faniko, Ellemers, & Derks, 2021). 
In addition to large-scale inequalities such as the gender pay gap, the promotion gap, and homosocial recruitment practices, women also experience smaller acts of everyday sexism known as microaggressions (Basford, Offermann, & Behrend, 2014; Fattoracci & King, 2023; Kim & Meister, 2022; Smith & Griffiths, 2022; Sue & Spanierman, 2020). These microaggressions create an uncomfortable environment for women and negatively impact mental health (Bourabain, 2020; Karami et al., 2024; Powell & Sang, 2015; Smith & Griffiths, 2022; Smith & Griffiths, 2022; Swim et al., 2001). Microaggressions include sexualisation and objectification, being ignored, interrupted, or excluded from meetings, and gender stereotyping (Blair-Loy et al., 2017; Blithe & Elliott, 2019; Bocher et al., 2020; Bourabain, 2020; Karl, Peluchette, & Aghakhani, 2022; Karami et al., 2024; Periyakoli et al., 2020). Microaggressions particularly impact black women who experience an intersection of marginalised identities which result in unique and magnified experiences of workplace inequality (Bourabain, 2020; Cho, Crenshaw, & McCall, 2013; Crenshaw, 1989, 1991, 1997; Holder, Jackson, & Ponterotto, 2015; Opara, Sealy, & Ryan, 2020; Rabelo, Robotham, & McCluney, 2021; Rodrigues, Mendenhall, & Clancy, 2021) including being deemed as more aggressive when expressing opinions (Motro et al., 2022; Opara et al., 2020; Rabelo et al., 2021; Rodrigues et al., 2021). Intersectionality is therefore integral in developing solutions for gender inequality in the workplace as women cannot achieve equality until every woman is equal (Sprague, Heymann, & Raub, 2022). Microaggressions could be deemed as a form of direct control, as women who take up space within the workplace are punished with negative comments and harassment. Additionally, microaggressions contribute to the social reproduction of workplace gender inequality through internal social control as they result in a loss of confidence, self-esteem, and motivation (Kumar & Soni, 2022; Metinyurt, Haynes-Baratz, & Bond, 2021; Miller, Maul, & Wei, 2023; Morando & Platania, 2024). 
Gender inequality in the workplace has a clear impact on women’s mental health (Elwér et al., 2013), but also on productivity (Cardoso, Fernandes, & Teixeira, 2023; Wu & Cheng, 2016), and the overarching economy (Evans & Maley, 2021; Morais Maceira, 2017). Therefore, it is important on many levels to promote gender equality in the workplace. One key piece of legislation is The Equality Act (2010). As sex is a protected characteristic, The Equality Act (2010) stipulates that women should not be discriminated against directly, through unfavourable treatment, or indirectly, through treatment that disadvantages them. Furthermore, it also protects women’s right to maternity leave. Additionally, in 2017 Gender Pay Gap Regulations were added to The Equality Act meaning that large employers are now required to publicise their gender pay gap statistics (Jones & Kaya, 2022). This has been beneficial in reducing the gender pay gap (Bennedsen et al., 2022; Bennedsen, Larsen, & Wei, 2023; Gamage et al., 2020; Jones & Kaya, 2022). For example, Gamage et al. (2020) found the publishing of gender pay gap statistics reduced the gender pay gap between male and female academics in Russell group universities by 4.37%. However, this is a relatively small impact and the persistence of gender inequalities in the workplace suggests The Equality Act (2010) alone is insufficient to end gender inequality at work. 
The Equality Act (2010) should prevent discrimination at a recruitment level, however, the persistence of homosocial behaviour in the recruitment process suggests inequalities persist (Chappell et al., 2017; Galea et al., 2020; Galea et al., 2023). Unconscious bias training (UBT) is a popular intervention with many companies providing compulsory bias training (Lublin, 2014; Metinyurt et al., 2021; Organisation for Economic Cooperation and Development, 2014; Roberson, King, & Hebl, 2020; Williamson & Foley, 2018). UBT aims to highlight prejudiced beliefs people may hold and minimise discriminatory behaviours (Lee, 2017; Zhu, 2023). However, research suggests the impact of UBT is small (Roberson et al., 2020; Williamson & Foley, 2018) and it could even have a detrimental effect through normalising prejudiced beliefs (Duguid & Thomas-Hunt, 2015). Additionally, UBT is less effective at counteracting microaggressions than obvious discriminatory behaviours (Metinyurt et al., 2021). Furthermore, UBT relies on the assumption that gender discrimination is unconscious, which may not always be the case. 
Many of the causes of gender inequality in the workplace stem from greater societal issues such as gender stereotyping, primary socialisation of women into the ‘expressive’ role, and internal social control in the form of guilt experienced by women regarding their participation in the workplace (Berniell et al., 2020; Borelli et al., 2017; Dermott, 2003; Goldin, 2014; Hillier, 2020; Kleven, Landais, & Søgaard, 2019; Naldini, 2022; Tobin et al., 2010). Therefore, for workplace equality to be achieved traditional gender roles must be challenged (Flynn, Haynes, & Kilgour, 2017) and unpaid labour must be divided equally (Bergmann, Brenner, & Brighouse, 2009; England, 2006; Kawaguchi, 2013). However, these changes are generational and so interventions and policies to protect women’s ability to balance work and family and encourage men to do the same need to be implemented. One example of this is flexible working. Flexible working comprises flexi-time and flexi-place (Chung & Van der Lippe, 2019). Flexi-time allows workers to alter their hours to work around commitments in their home life (Chung & Van der Lippe, 2019; Kelly, Moen, & Tranby, 2011; Singley & Hynes, 2005), and flexi-place allows workers the freedom to work from home or the office (Chung & Van der Lippe, 2019). It is suggested that flexible work will have the greatest benefit for women, as they currently take on the primary responsibility for childcare and family life (Chung & Van der Lippe, 2019; Dotti Sani, & Treas, 2016). However, this is not always the case. For example, working from home can lead to blurred boundaries between work and home life and remove physical barriers to interaction between work and childcare for women (Chung & Van der Lippe, 2019; Glavin & Schieman, 2012; Schieman & Young, 2010). Furthermore, flexible working arrangements may widen the gender pay gap by allowing men to work later and put in more overtime, resulting in greater access to promotions, whilst women use this arrangement to benefit their home lives (Glass & Noonan, 2016; Lott & Chung, 2016). Additionally, flexible working arrangements can be used to legitimate lower pay in industries predominantly occupied by women (Rubery, Keizer, & Grimshaw, 2016). Therefore, it is not a perfect solution, however, many women feel flexible work benefits them and report greater job satisfaction (Ruppanner, Lee, & Huffman, 2018; Xiang et al., 2022). 
In addition to flexible working, equal opportunity for shared parental leave (SPL) could encourage workplace gender equality, prevent women from shouldering the burden of the loss of human capital, and encourage men to share the responsibilities of childcare (Bendall & Mitchell, 2023; Moss & O’Brien, 2019). The Shared Parental Leave Regulations (2014) have allowed parents to split 50 weeks of leave since 2015 (Banister & Kerrane, 2024; Moss & O’Brien, 2019). However, research suggests that between just 2% and 8% of parents take up SPL (Mitchell, 2015; Twamley & Schober, 2019) and women are more likely to take up maternity leave (Atkinson, 2017; Golynker, 2015; Kaufman, 2018; Mitchell, 2023). One potential reason why the policy fails to achieve equality is the complexity of the eligibility criteria for fathers to access this leave, for example, their partners must be employed, they must have had 26 weeks of continuous employment prior to the 15th week before the birth, and they must have permission from the mother (Kaufman, 2018; Twamley & Schober, 2019). Additionally, research has demonstrated low awareness of SPL contributes to low uptake (Ndzi, 2017, 2021). Furthermore, SPL is often worse paid than maternity leave making it unattainable for working-class families, demonstrating the importance of intersectionality when developing policies to support gender equality (Bendall & Mitchell, 2023). An analysis of parental leave options across 21 European countries revealed no country had equal, nontransferable, and well-paid parental leave for both genders, contributing to the continuation of gender stereotyping, loss of human capital for women, and the gender pay gap (Castro-García & Pazos-Moran, 2016). Therefore, whilst SPL is promising, greater awareness and better pay are required for parental responsibility to be split equally. 
Finally, universal basic income (UBI) provides a societal solution that challenges the undervaluing of women’s unpaid household labour. UBI refers to a monthly payment, given to every individual, without means-testing (Bidadanure, 2019; Van Parijs, 2004). UBI would compensate women for the unpaid labour they undertake as mothers, raising the next generation of workers, and challenge androcentrism and traditional gender roles and the undervaluing of the ‘expressive’ role compared to the ‘breadwinner’ role which could encourage more men to take parental responsibility (Kangas & Ylikännö, 2023; Lombardozzi, 2020; Miller, Yamamori, & Zelleke, 2023; Schulz, 2017; Standing, 2020). However, whilst UBI has a strong theoretical basis, empirical evidence is needed to support its implications for gender equality (Cantillon & McLean, 2016; Kangas & Ylikännö, 2023).
In conclusion, women experience a wealth of inequality within the workplace including unequal pay, opportunities for promotion and leadership, gender stereotyping, and microaggressions (Badura et al., 2017; Blau & Kahn, 2017; Chisholm-Burns et al., 2017; Fattoracci & King, 2023; Gamage et al., 2020; Kim & Meister, 2022; Kunze, 2018). These inequalities stem from and are perpetuated by the possession of power by men in the patriarchal workplace (Chappell, Galea, & Waylen, 2017; Galea et al., 2020; Galea et al., 2023), and the maintenance of sexist gender stereotypes that lead to prejudice about women’s competence (Badura et al., 2017; Eagly & Karau, 2002). Primarily, these inequalities are reproduced through indirect social control in the form of socialisation into gender roles (Carlson & Knoester, 2011; Crisogen, 2016; Halimi et al., 2020; Kågesten et al., 2016; Parsons, 2014). However internal control, whereby women feel guilt for participating in the workplace at the expense of family (Borelli et al., 2017; Hillier, 2020; Tobin et al., 2010) and direct control, where men reward other men for adhering to masculine norms (Chappell et al., 2017; Galea et al., 2020; Galea et al., 2023; Hangartner et al., 2021; Hammarén & Johansson, 2014) also contribute. The Equality Act (2010) exists to protect women in the workplace, however it is insufficient (Jones & Kaya, 2022). Newer policies and opportunities such as Shared Parental Leave Regulations (2014) and flexible working are promising, but gender stereotyping must be tackled at a societal level to achieve workplace equality (Hardies, 2022; Vokić, Obadić, & Ćorić, 2019). Furthermore, UBI could compensate women for unpaid labour raising the next generation of workers and encourage a gender balance within this realm, though evidence is needed (Kangas & Ylikännö, 2023; Lombardozzi, 2020; Miller, et al., 2023; Schulz, 2017; Standing, 2020). However, as each intervention has flaws, they should be used in conjunction to combat workplace gender inequality holistically. 
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