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Abstract
Purpose – With the development of social economy, the problem of female labor force and talent ecology
mechanism has become increasingly prominent. They do not assign jobs according to their abilities, but
decide their duties according to their interpersonal relationships. The uneven distribution of human resources
makes the difference, the impact of the female talent social mobility tends to solidify and the social strata
between the contradictions are deepening.
Design/methodology/approach – This paper mainly investigates the current situation of female talents
social mobility to solve the problem of the social mobility of female talent, and evaluates the main factors that
affect female talents social mobility by analyzing the flow of ordinary female labor, enterprise female talents
and educational female talents.
Findings – Society should pay attention to the social mobility of female talent, carry out comprehensive
ecology mechanism in time, take different methods to the management of female talents in different
industries, remove the obstacles that affect the social mobility of female talents and create a good ecology
mechanism of female talent.
Originality/value – This paper provides corresponding suggestions and countermeasures on the ecology
mechanism of female talents social mobility.
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1. Introduction
Talent is a person who has some special knowledge or skill in social practice and has made
contributions or great achievements in understanding and reforming some aspects of nature
and society. Talent waste is an intent social incident in the human times past (Peng and Lan,
2015). Female talent flow refers to the migration and flow of female labor force and talent in
different geographical areas and different jobs. On the macro level, it belongs to the problem
of human resource allocation and reconfiguration. The general flow refers to the change of
female labor or talent from one working state to another, and the working state can be
determined according to the position of the work, the location of the work, the nature of the
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profession, the object of the service and its nature. The flow of human resources in a broad
sense includes not only the flow of female labor and talent among departments, enterprises
and even industries but also the flow of female labor and talent in enterprises and
departments, and the introduction of foreign learning or skill knowledge is the intellectual
flow of human resources. The essence of human resource flow is the process of recombining
workers with means of production.

2. Current situation of the social mobility of female talents in China
With the deepening of modern economic and social development, female talent exchanges
have become increasingly common and frequent. This is a reasonable demand for scientific
allocation of human resources in modern society, which is in line with the trend of the times.
With the continuous development of China’s market economy and growing prosperity, its
demand for female talents is also increasing. Whether it is from the political angle of
ensuring social stability or promoting the economic development of social and economic
development, the rational distribution of social resources and improving the efficiency of
human resource allocation has always been a concern. Border closures increase the
unemployment rate and decrease out-migration (Adnan, 2015). The social environment
impacts the behavior of female talents (Gangadharan et al., 2019). From the present situation
of China, the problem of female labor and the social mobility of female talent need to be
solved urgently.

If the social female talents are concentrated in a certain region, the country will easily
have problems such as uneven regional economic development, low human resources
allocation efficiency, social contradictions and the gap between the rich and the poor and so
on. There are various reasons that affect the flow of female talents in China, and there will be
differences between different industries. Researches of Female business leaders and
economic performance are seldom conducted with global observational figures and business
environment consideration (Fang et al., 2020). Accounting investigators illustrate
insignificant gender differentiations (Gago and Macias, 2015). But in general, the problem of
social class solidification is universal.

3. Factors affect the female talents social mobility among different industries
The questionnaire survey is conducted to 3,871 female talents in China. They were selected
because they have characteristics that enable a detailed exploration and understanding of
the research purpose. When selecting, three stated-owned enterprises, three private
companies, four public/government sections and five universities/colleges/schools were
included in looking at the differences in organizations size (small, medium and big), different
industries (manufacturing, service and retail) and different locations (rural and urban)
(Table 1). The data collection took place between March 12, 2019 and August 25, 2019. In
addition to the survey, the interviews were conducted as the same time and in Table 1, there
are the positions of the interviewees. After the questionnaire survey to 3,871 female talents
in China, this paper summarizes the key ecology factors that affect the social mobility of
migrant female talents, enterprise female talents and female teachers as following.

3.1 Factors affect the migrant female talents social mobility
3.1.1 Development of new urbanization is difficult. The problem of people’s livelihood has
always been the focus of the work of the party and the government, and the mobility of the
migrant workers is also deeply concerned. In the course of the new urbanization, the
contradictions between the rural residents and the urban residents have always existed, and
the urban residents have excluded the rural residents, and the rural residents can hardly
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change their original way of life for a time. The vertical movement of villages to cities is
impeded and the process is rather slow.

3.1.2 Household registration system restricts the female talent social mobility. In a city,
there is a big gap between the household registration and the non-registered population in
terms of employment opportunities, salary levels and social welfare benefits. Take Tianjin
as an example. Before this year, Tianjin locals enjoyed all the preferential benefits provided
by all the countries in Tianjin, but the foreigners wanted to buy a house in Tianjin, and the
house had some requirements to be eligible to settle down. This situation greatly limits the
flow of female talent in the field.

3.1.3 Lack of standardized management of female talent ecology mechanism leads to
unfair competition in the female labor market. Local governments usually consider the
employment problem of local female labor force first, so there will be a discriminatory
employment problem for migrant workers. The defects of the female talent market
mechanism lead to the low efficiency of the allocation of social resources and human
resources, the few kinds of work that the migrant workers can engage in and the unequal
competition with the middle class and the upper class, and the gap is becoming more and
more large.

3.1.4 Public services and social welfare inequity restrict migrant female talents’ mobility.
The allocation of educational resources in urban and rural areas is not balanced. The
distribution of educational resources in rural and urban areas is uneven, and the starting
line of students is also different. On the other hand, the social welfare, the mobility of female
workers is larger, and the relatively stable welfare insurance cannot be obtained in the other
fields. These two aspects have also become the restrictive factors that affect the migrant
female workers’ flow.

3.2 Factors affect the mobility of female talents in enterprises
There are many people who choose job hopping every day in the enterprise, and the flow of
female talent is common to the enterprise, but the brain drain has a great influence on the
economic development of the enterprise. There are three main reasons for the flow of female
talents in enterprises:

Table 1.
Background of the

questionnaire survey
represents and
interviewees

Ownership Size Industry Location Interviewees position

1 Stated-owned enterprise 100,000 Manufacturing Urban General Manager
2 Private company 20 Retail Rural Owner
3 Public company 2,000 Service Rural General Manager
4 Government 300 Service Rural Director
5 University 1,000 Service Urban Professor
6 College 500 Service Urban Lecturer
7 School 300 Service Urban Teacher
8 Private company 100 Retail Urban General Manager
9 Stated-owned enterprise 80,000 Manufacturing Urban General Manager

10 Stated-owned enterprise 10,000 Retail Rural Sales Manager
11 Government 500 Service Urban Director
12 Private company 1,000 Manufacturing Urban Manufacturing Manager
13 Public company 10,000 Service Urban General Manager
14 University 3,000 Service Urban Dean
15 School 100 Service Rural Principal
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3.2.1 Salary and welfare of staff and workers. The reason that most employees choose
job hopping is that the salary of another company is higher than that of the present. After
all, most people work to survive and choose the job as well. They want their own pay and
harvest to be proportional to it, so the enterprise female talent will be given a fair and
encouraging shadow of the company’s salary system.

3.2.2 Flow of female talents will be affected by the company’s training for employee. In a
company, there is a large gap between the senior staff and the underclass employees, including
their treatment, work environment, knowledge and skills, which lead to poor mobility and
distinct stratification. Employees at the bottom level need to make a lot of efforts and fail to
reach the level of senior staff, so staff training is very important for employees.

3.2.3 Impact of job satisfaction on the flow of female talent. Job satisfaction includes job
fitness and job satisfaction. One is to put the right staff in the right position; the other one is
to match the position of the employee and his ability, so that his ability is fully applied. If
employees don’t like his work, they can’t get into their work wholeheartedly, they may
choose to leave, as well, let a talented person do a boring and boring job, he feels buried and
will also choose to leave the company.

3.3 Factors affect the mobility of female teachers
3.3.1 Female teachers have different professional knowledge. Young teachers and primary
school teachers pay more attention to the children’s enlightenment education, junior and
high school teachers are concerned about the basic knowledge of the students, primary
teachers generally grasp the corresponding academic knowledge enough. But college
teachers pay more attention to the practical and academic ability of students. With the
position selection performance system in China, faculty is more movable than before in
educational marketplace (Yan et al., 2015).

3.3.2 Long-term planning of female teachers’ professional development is insufficient.
Although some schools have a plan but just do it, they are only used to cope with the
inspection and evaluation. They have not been effectively planned according to the actual
situation of their own schools, that is, it is not feasible.

4. Measures to improve the social mobility of female talents
4.1 Reform the household registration system
Household registration system reforms assisted in eliminating talent market segmentation
(Song and Li, 2015). To promote the social mobility of female talents, the government should
abolish various policies and regulations to restrict the flow of population as soon as possible,
improve the employment conditions, establish the social security mechanism of urban and
rural co-ordination, abandon the local protectionism, and gradually establish the integrated
female labor market in urban and rural areas and realize the factors of female labor force
among industries and regions. Guangdong, Shenzhen and Tianjin have issued relevant
regulations on household registration reform. The reform of the household registration will
help to attract more people to attract more people, reduce the inequality of employment,
promote social equity and provide employment opportunities for more female labor, and
break up the barriers to employment and all kinds of discriminatory employment policies.

4.2 Promote the equalization of basic public services and prevent the disadvantaged sectors
from losing their mobility
This is mainly for the protection of the basic survival and development of the disadvantaged
strata, and the special nature of the disadvantaged class also makes them lack many basic
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guarantees. Migrant workers, such as migrant workers, often face difficulties in medical
treatment, difficult medical treatment, expensive medical costs and their poor salaries in
sharp contrast, and they cannot enjoy the local welfare in the field, social insurance and
personal insurance cannot be guaranteed. The disadvantaged class has a low starting point,
low technical level, no competitive advantage and the basic public services of education and
culture are unable to meet their needs. Therefore, both the government and the society
should give them help to allowmore disadvantaged classes to enjoy the treatment equally.

4.3 Design good social insurance system of the female labor force
In the choice of social insurance system, it should fully consider the characteristics of its
mobile employment, distinguish between stable employment and unstable employment
groups and realize the protection of stratified classification. For the stable employment
female labor, the social insurance system of the current urban workers is gradually
incorporated into the current urban workers’ social insurance system, and the transitional
measures can be taken into consideration for the female labor force of the unstable
employment. The pension insurance can establish individual accounts to facilitate the
transfer, and the insurance should be brought into the present form, and the medical
insurance should be properly adjusted under the current system.

4.4 Implement the education and training of female labor force
Whether the female labor force can achieve effective vertical mobility depends largely on the
improvement of female labor quality and skills. Governments at all levels should include
female labor training on the agenda of the government, increase investment and establish
the investment mechanism of government, enterprise workers, social sharing and
multichannel financing. The government should actively carry out the corresponding
education and training work. In view of the needs of the market and enterprises and the
characteristics of the female labor force, the government should focus on the training of
employment skills, enhance the pertinence and applicability of the training, make it master
the necessary skills and knowledge and obtain the corresponding qualification certificates
and constantly improve the practical employ ability.

4.5 Strengthen ecology mechanism of female talents to achieving vertical mobility in the
society
4.5.1 In the enterprise, the company should attach importance to employees’ salary and
welfare and staff training, and create a fair competition environment. Implement salary
incentive system, actively carry out staff training activities, create good growth
environment for employees, strengthen employees’ skills, improve their ability to deal with
business and personal cultural accomplishment andmake them low skilled workers can also
acquire the knowledge possessed by senior staff, carry out competition posts and post
exchanges and speed up personnel training. Competition posts and job exchanges are based
on exploring the advantages of female talents within the enterprise, thereby promoting the
development of enterprises. The implementation of the competition is conducive to
promoting the outstanding young female talents within the enterprise to stand out, mobilize
the enthusiasm and enthusiasm of the employees for long-term precipitation, so as to see the
future of the common development of enterprises and employees.

4.5.2 Respect female talents’ efforts to establish a good ecology mechanism. The identity
management system covers all the information of a citizen, and makes a classification of
citizens, such as farmers, ordinary workers, technicians, civil servants and so on. What have
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to do is to respect the achievements of every worker’s efforts, eliminate social discrimination,
affirm the efforts of the workers, innovate the employment mechanism, encourage more people
to work on the ground and encourage the people’s awareness of innovation and guide the
young people to set up the correct values, the concept of career selection and the concept of
employment. To avoid the adverse effects of some non-mainstream cultures in the network,
abandon the bad habits of work and work, let more people work knowledge and innovation
and create a good social atmosphere and public opinion environment for the flow of female
talents, and lead the elite to flow to the upper class.

5. Conclusion
The social mobility of female talent is like the blood in the human body. Only by continuous
flow and continuous metabolism, the human body can keep healthy. Ecology mechanism
also needs a variety of female talent flow to bring new vitality, promote economic
development and social progress. Social stratum solidification as blood clots in blood vessel
fortress, the long time will cause a variety of diseases. A country or an enterprise needs to
pay attention to the importance of vertical flow, to solve the blood clots in a timely manner,
let the blood flow smoothly and let the outstanding female talents play their female talents
in the right position. Society should pay attention to this problem, carry out comprehensive
ecology mechanism in time, take different methods to the management of female talents in
different industries, remove the obstacles that affect the social mobility of female talents and
create a good ecology mechanism of female talent.
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