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ABSTRACT

Evidence from the lab suggests that women are not inclined to compete more than men, but
the majority of this evidence relates to Western countries. Our study explores gender
differences in the propensity to compete among Chinese individuals. The study uses an online
survey distributed to undergraduate and postgraduate degree students in a university located
in Shanghai and measures performance among Chinese men and women under different
incentive schemes. The results of this study suggest that there are no differences in
performance under competitive conditions between Chinese men and women. However,
women perform slightly better than men when the element of risk is added in a competitive
environment. This study underscores the importance of examining cultural nuances when
evaluating gender dynamics in competition and contributes to a more comprehensive

understanding of these dynamics in the Chinese context.
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1. INTRODUCTION

In the last fifteen years experiments exploring the extent to which there are gender differences
in the propensity to compete have been a mainstay in the social science literature. In general,
these studies find that women shy away from competition much more often than men, and
when given a choice prefer to be compensated in a manner that does not involve competing
with other people (e.g. piece-rate) (Gneezy et al., 2003; Niederle & Vesterlund, 2005, 2007;
Vandegrift & Yavas, 2009; Ors et al., 2013; Flory et al., 2018). These findings have been
corroborated by studies using real work data in a variety of contexts (examinations,
compensation schemes, occupational sorting) which highlight that women shy away from
competition or perform worse if it is necessary that they compete to be successful or when
the context is even more competitive than usual®, as well as in studies that consider

differences in the field.

It is noteworthy that these conclusions are mainly drawn from study samples who reside in
Western Educated Industrialised Rich Developed (WEIRD) countries. There is a dearth of
evidence that explores differences in the tendency to compete by gender in non-WEIRD
countries. Our work, therefore, fills a gap in the literature by conducting an online experiment

in China which is one of the fastest-growing economies in the world.

Only three experimental studies that explored this question in China, as we do here. Carlsson
et al. (2020) did a replication of Niederle and Vesterlund (2007) in China with a participant
pool specific to adult Han Chinese born between 1976 and 1986. Their results show that
women perform equally well as men in a piece-rate task and significantly better in a
competitive payment environment. Booth et al. (2019) analysed gender differences in across
Beijing and Taipei individuals in different birth cohorts (1958, 1966 and 1977) in China.

They found that Beijing women growing up during the communist regime are more

! see Ors et al. (2013) for examinations, Paserman (2007) who consider compensation
schemes that depend on relative performance, Lordan and Lekfunagfu who consider
occupational sorting (2018). We note also Manning and Saidi (2008), who do not find

gender differences tendency to sort into jobs with performance related pay in the UK.
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competitively inclined than their men counterparts, their women counterparts growing up
during the market regime, and Taipei women. For Taipei, they found no statistically
significant cohort or gender differences in willingness to compete. Zhang (2019) also
analysed individuals from three distinct ethnic groups in China (Han, Yi and Mosuo) who
were born between 1976 and 1986 and found that while there were no differences among the

Han group, women had a lower propensity to compete in the Yi and Musuo groups.

In addition, a study by Gneezy et al. (2009) explored gender differences in competitiveness
in two distinct societies, namely, the Maasai tribe of Tanzania representing a patriarchal
society and the Khasi tribe in India, representing a matrilineal society. Within the patriarchal
society, they found that women are less competitive than men, however, their results reversed
in the matrilineal society where they found, although not statistically significant, women to
be more competitive than Maasai men. These findings suggest the role of culture and context
in shaping the tendency for competitive behaviours by gender, highlighting the importance

of examining WEIRD findings in non-WEIRD settings.

To test for gender differences in competitiveness in China, we designed an online experiment
modelled after Gneezy et al. (2003) and Niederle and Vesterlund (2007). We recruited
students drawn from a large business school in China, a group who may intuitively expect to
seek to be leaders of business later in their careers. Participants played a series of five-word
memory games with varying incentive schemes, including piece rate, risk and competition
elements. We investigate how gender interacts with various incentives offered in our
experimental games to impact the performance of participants. Based on past studies and the
cultural nuances of China, we predicted that women would perform worse than men in

competitive settings (games with incentives) in our study.

Our results indicate that, overall, women showed no significant performance differences
compared to men in incentivized games, suggesting participants in our study did not notably
adjust their behaviour to the incentives. This aligns with similar findings in individuals from
Taipei (Booth et al., 2019) and Han (Zhang, 2019) backgrounds, demonstrating no
discernible gender-based variations in competitiveness. Notably, women outperformed men
in environments with added risk, indicating potential gender differences in incentive

responses. This is in line with experimental findings by Carlsson et al. (2020), who found
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that, in a task introducing a risk element with payments tied to others' performance, women
outperformed men. This contrasts with many Western studies which have reported women
performing less favourably than men in competitive settings (Niederle and Vesterlund,
2011).

Our study, contributing to the literature on gender competition tendencies (Azma and
Petrongolo, 2014; Gneezy et al., 2003), aligns with broader research exploring explanations
for labour market outcomes and gender pay gaps. While prior studies propose that women's
lower inclination to compete contributes to the gender gap (Gneezy et al., 2003; Niederle and
Vesterlund, 2007), our findings challenge this notion. Despite the pronounced gender pay
gap and barriers faced by women in China (Ding, 2022), our results suggest that differences
in competitive ability may not be the primary driver of these disparities.

The remainder of this paper proceeds as follows. Section 2 reviews the literature that is
relevant to our study. Section 3 explains the methodology employed for the online
experiment, encompassing its design and implementation. Section 4 describes the measures
used in the experiment, including the analytical framework for the dataset. Section 5 presents
the findings from the empirical investigation and Section 6 delves into a detailed discussion

of the obtained results and concludes the paper.
2. LITERATURE REVIEW

2.1 Overview of Cultural Influences on The Propensity to Compete

The choice to compete that is ultimately made by the students in our sample could have been
shaped by society, evolution or reveal an innate tendency. It is beyond the experimental
approach considered here to disentangle the origins of an individual-level tendency to
compete. Still, evidence of gender differences in the tendency to compete from experiments
can help gain a fuller understanding of why we end up with different outcomes in the labour

market if salaries or jobs are decided via tournaments or with competitive pressures?. In

2 We note here now an emerging literature that does try to probe further as to why a gender gap in the
tendency to compete is observed. For example, a number of studies have highlighted a link between specific
hormones and the tendency to behave competitively (for example Andersen et al., 2013; Wozniak et al.,
2014).
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addition, it is still documenting the reasons why we may expect to find similar and different
conclusions as compared to the studies conducted in WEIRD contexts, based on national
cultural influences. This is particularly interesting in the case of China where dominant
aspects of its culture may lead us to hypothesise that we will find no gender differences in

the tendency to compete in this context, whereas others still suggest the opposite.

Chinese culture is influenced by Confucianism, Taoism, Legalism, and Buddhism (Granrose,
2005b). Through depicting the core aspects of Chinese values, we identify three main aspects
of Chinese culture that may be most relevant in shaping the competitive behaviours of
Chinese individuals. These are harmony and collectivism, giving and saving face, and

conformity, hierarchy, and power-distance.
2.1.1 Harmony and Collectivism

One critical value of Confucianism is harmony. Chan (1963) and Hsu (1949) suggested that
based on the Confucian Doctrine of the Mean, an individual should attempt to maintain
inner harmony at all times. Intuitively, one way to achieve this is to avoid competition so
we may expect the Chinese students in our study to compete less than their USA and UK

peers.

Chinese societies are often described as “collectivist” (Bond and Hwang, 1986). Evidence of
this shows up in differences in individualism scores (Hofstede et al., 2019), which describe
the extent to which people prefer to live with a strong sense of personal identity, between
China and WEIRD countries commonly featured in this literature base. For example, the UK
and US score 89 and 91 respectively indicating high levels of individualism, as compared to
China’s score of 20. We note that to maintain harmony Chinese people may avoid
competition as competitiveness may be viewed as disturbing behaviours of harmony.
However, a belief in collectivism may also differ by gender, and we note that Ralston et al.
(1999) found that Chinese women tend to value collectivism more highly than Chinese men,
implying that Chinese women may have a lower propensity to compete when compared to
Chinese men consistent with the studies from WEIRD settings.

However, caution must be applied in drawing such simple conclusions. Fang et al. (1992),
Sui and Zhao (2003), and Wang et al. (2008) suggest that in contrast to WEIRD populations,
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the concept of cooperation and competition are viewed by the Chinese people as two separate
concepts where they are not opposite to each other. This is reinforced by the yin and yan
concept within Taoism, where entities that are opposed to one another are also connected to
each other as a whole. Peng and Nisbett (1999) and Chen et al. (2011) argued that this
advocate for a compromise approach, where opposing perspectives such as cooperation and

competition can co-exist within the same person.
2.1.2 Giving and saving face

The second set of cultural values that may influence the competitive behaviour of Chinese
men and women is the concept of giving and saving face. The face is defined as, ‘the positive
social value a person effectively claims for himself by the line others assume he has taken
during a particular contact” (Kirkbride et al., 1991:369). Although the face is applicable
universally (Bond and Hwang, 1986; Ho, 1986), Hu (1944) and Hwang (1985) argued that it
may be more salient within the Chinese culture, due to a stronger orientation in maintaining
harmony, where giving and saving face is a means to maintain harmony and relationships
(Kirkbride et al., 1991).

Competitive environments often create winners and losers, where winners may be viewed as
not giving face to losers. This may also be perceived as denying that person’s (loser) pride
and dignity. Therefore, competitive behaviours are disruptive to desired harmonious
relationships, which means that Chinese people may be hesitant to engage in competitions

and exhibit highly competitive behaviours.

From previous research, there is mixed evidence on whether this competitive tendency is
stronger for men or women (Booth et al., 2019; Zhang, 2019; Carlsson, et al., 2020). In their
empirical studies, both Booth et al. (2019) and Zhang (2019) found that the competency to
compete between men and women varies across different cultural and ethnic groups
respectively in China while Carlsson et al., (2020) found that Han Chinese women perform

slightly better than men in competitive environments.

2.1.3 Conformity, Hierarchy, and Power-distance
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The power-distance score of China (Hofstede et al., 2019), a measurement of the acceptance
of a hierarchy of power and wealth in the general population, is significantly higher in China
(80) as compared to the UK (35) and the US (40). This may be viewed as related to Confucian
values, where society should be ordered hierarchically with the ruler at the top and the
youngest daughter at the bottom. Inequalities among people are acceptable, where formal
authority and sanctions are accepted; people should not have aspirations beyond their rank
(Hofstede et al., 2019).

The role of women within the hierarchical order of Chinese societies is outlined within the
doctrine of the “three obedience’s (=M PU4E)”, where women are to be loyal to their father
before marriage, to their husband after marriage, and to their son(s) after their husband’s
death. The central message of the Confucian doctrine is the subservient role of women and
therefore, all crucial norms, roles, and official positions are given to men (Granrose, 2005).
Guisso (1982) went on to argue that Chinese culture traditionally emphasized the
interdependence of men and women but also marked their separate spheres of influence,
where men are accountable for the exterior world, and women are accountable for the
domestic world. This implies that Chinese women may be more sensitive to work-family
conflict than men (Yang et al., 2002; Zuo, 2003; Jiang, 2000; Honig and Hershatter, 1988).

Furthermore, under Legalist, women are viewed as the property of men (Granrose, 2005),
where women can only gain status through the success of their father or husband. This highly

aligns with Confucius values.

Based on the conformity, hierarchy, and power-distance tendency of the Chinese culture, two
observations can be drawn, first, competitive behaviours may be influenced by the status of
the competitor. The value of conformity is central to the Chinese culture and individuals are
expected to conform to prescribed social structures and demonstrate appropriate forms of
social behaviour (Kirkbride et al., 1991). An individual may be less inclined to enter or
exhibit full efforts when competing against another individual who has a higher hierarchical
position, such as an elder or superior. The combination towards conformity and collectivism
of Chinese people may lead to the avoidance of competitive behaviours that may harm
relationships between parties (ibid). Therefore, while we may expect the students in our

sample to compete against each other, they may be less likely to compete with those who are
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more senior than them in terms of positionality (for example with their professors). This
impacts the external validity of our study, whereby we can only draw conclusions over the

peer-to-peer tendency to compete for women as compared to men.

Second, with the influence of Taoism, Confucianism, and Legalism of the Chinese culture,
women should be subservient to men implying that to conform to their rank in hierarchy
Chinese women may have a lower propensity to compete than Chinese men. This may imply

that women have a lower tendency to compete even in a peer-to-peer setting.

This assertion aligns with the empirical findings of Zhang (2019), whose research delved into
competitive inclinations across three distinct cultural groups in China. Within the Han
Chinese, the largest ethnic group in the nation characterised by a communist-reformed
patrilineal society with strong gender egalitarian norms, no significant disparities in
competitive tendencies between men and women were observed. However, Zhang’s study
highlighted that women had a lower inclination to compete among the Yi ethnic group (a
non-reformed patrilineal society with weak egalitarian gender norms), as well as the Mosuo
ethnic group (a non-reformed matrilineal society with strong egalitarian gender norms).

Overall, the interplay of these cultural influences underscores the complexity of predicting
gender differences in competitive tendencies in China. While the shared societal values of
harmony and collectivism might lead to lower competitive tendencies, the understanding that
cooperation and competition can coexist challenges this assumption. Additionally, the
significance of saving face could also deter highly competitive behaviours. It's crucial to
account for potential gender-specific variations in how these cultural factors intersect with
competitive behaviours. The hierarchical structure of Chinese society, coupled with the
traditional subservient role of women, could significantly influence women’s propensity to

compete such that women may have a lower inclination to compete compared to men.

In line with these considerations, our study seeks to delve into the variations in competitive
tendencies between men and women in China. This will be accomplished through an online
experiment designed to explore competition and its outcomes in relation to participant

characteristics such as gender.
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2.2 The Relevance of Exploring Gender Differences in Competitiveness in China

The importance of considering whether there are gender differences in the tendency to
compete for a population from China also goes beyond simply being a non-WEIRD context.
China is one of the fastest-growing economies in the world with a GDP of $14.4 trillion in
2019, making up 16.38% of the global economy. In 2020, 124 Chinese companies with a
combined revenue of $8.3 trillion appeared on the Fortune Global 500 list, representing
nearly a quarter of the $33.3 trillion in revenue generated by all 500 companies (China Power
Team, 2019).

In addition, many WEIRD countries recruit talent from China for professional services,
including senior positions. In the United States, there are 2.1 million individuals of Chinese
origin in the workforce (Chui et al., 2020), with 60% of Chinese immigrants engaged in
management, business, science, and arts roles in 2021 (Rosenbloom & Batalova, 2023).
Similarly, in the United Kingdom, 12.8% of individuals from the Chinese ethnic group held
positions in ‘higher managerial, administrative, and professional occupations’ (UK

Government, 2020)

Finally, China has a notable pay gap between men and women as the average monthly salary
of Chinese women in the workplace is 12% lower than that of men (Ding, 2022). The majority
of women remain concentrated in gender stereotypical occupations that tend to involve less
risk and lower visibility and are likely to have little authority and lower pay than those of
their men counterparts (Adler, 1993, Ohlott et al., 1994, Van Velsor and Hughes, 1990 and
Westwood and Leung, 1999). In 2020, 17.7% of the women in the workforce were in
administrative, back office, and secretary roles, contrasting with only 4.7% of men. In a
contrasting trend, 24.4% of men in the workforce held roles in technology, while only 7.8%
of women were in similar roles (Statista, 2021). Moreover, women face a glass ceiling in the
Chinese labour market. A 2022 survey evaluating the current landscape of women in the
Chinese workforce shows that 56% of working women have bachelor’s degrees or higher,
surpassing men at 34%. Interestingly, women’s managerial representation is 34%, trailing

men’s 41%, despite their higher education (Zhaopin, 2022).
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Therefore, understanding differences in the propensity to compete by gender for a Chinese
population, helps gain an understanding of whether differences in preferences to compete are
an important ingredient in explaining the occupational choices of men and women in this

country, along with the gender pay gap.

3. METHODS

3.1 Participants

An online survey was distributed to students from the School of Economics and Finance,
Shanghai International Studies University (SISU), China in September 2019, after having
received ethical approval from the authors’ home institution. We focused on students within
the same business school to ensure similarity in admission requirements. This reduced the
probability of differences in ability impacting the performance of the task (which we test for
formally in the first round) while limiting the generalisability of the findings as the sample
does not represent the general Chinese population. It does though represent a cohort of future
leaders of business given their degree choices to date.

The study relies on the experimental protocol designed by Gneezy et al. (2003) as both
studies have similar objectives; namely to determine whether there are gender differences in
performance in competitive environments. Some modifications have been made to account

for the experiment being conducted virtually versus in person in Gneezy et al. (2003).

Our sample size calculation is based on a similar study conducted by Gneezy et al. (2003).
The effect size between men and women was 9.73 and 11.23 under the piece-rate incentive
scheme with a standard deviation of 5.65, a type 1 error rate of 5%, and 80% power. The
number of participants required per gender group is 223. Hence, the total minimum sample

size required was 446.

To ensure participants are students from the university and have a good understanding of
what is being asked of them, before participating in the survey, they were provided with an
introduction to the study and were required to provide consent by explicitly checking the
“Yes, | want to take part” box. Should the participant select, “No, | do not want to take part,”

they exit from the study. Participants were also provided with contact information for the
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investigators, task instructions, time requirements, reward structure, and overall objective of
the study to ensure informed decisions by the subject. Participants were also required to
confirm their SISU student status to confirm that they are students of the university. If they
selected “N0”, they were barred from completing the survey. There were no other eligibility
or exclusion criteria. To reduce the number of potential incomplete surveys, several tactics
were put in place; first, the length of the survey is short with an average completion time of
10 minutes. Second, participants were provided with a small incentive that was sufficient to

purchase a meal combo from a local Chinese fast-food place.

The survey had the option to be taken in either Chinese or English to eliminate the potential
effect of language on performance. To ensure translation accuracy, an English version of the
survey was distributed for translation. Once the Chinese version of the survey was completed,
it was then given to a different translator to translate back into English. Both translators were
born in China and completed their university education in English-speaking countries to

ensure equal fluency in Chinese and English.

The survey was distributed by Professor Zhang Yugui, Dean of the School of Economics and
Finance, to the students via “WeChat”, a Chinese multi-purpose messaging, social media,
and mobile payment application. WeChat is the most popular messaging app with over one
billion monthly active users in China (Thomala, 2021).

The total response was 480, with a response rate of 35.75%, which is higher than expected.
For example, Manfreda et al. (2008) suggest that the response rate for online surveys usually
is 11% below other recruitment methods. This heightened engagement rate can possibly be
attributed to the messenger effect which highlights individuals' heightened inclination to
respond to requests or messages delivered by authoritative figures or trusted sources (Martin
& Marks, 2019). In this case, Professor Zhang's involvement leveraged the messenger effect,
serving as an incentivising factor for increased participation given, that he is of relatively

high status as a professor to these students®. This aligns with findings from previous research

3 There are three other potential reasons for achieving a higher response rate: First, two reminder messages
were sent, which has proven to be an effective way to increase response rates (Cozby and Bates, 2015; Saleh
and Bista, 2017). Second, Fricker and Schonlau (2002) found that university students tend to provide higher
response rates for online surveys than other subject groups. Third, a small incentive was offered, given they
have shown to be effective in eliciting responses (Saleh and Bista, 2017).
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where the distribution of surveys by authoritative figures led to a higher response rate (Saleh
& Bista, 2017).

In the total of 480 responses to the survey, 59 did not provide consent, 12 were non-students
and 83 did not provide gender information. Hence, these responses were not considered for

the analysis, and we focused on the remaining 326 participants.

3.2 Reward Structure

To test the impact of different incentive schemes on performance, a modest incentive reward
in the form of a T-Mall (CKJ#) gift voucher for Tmall.com was provided to participants.
Tmall.com, similar to Amazon, is a Chinese-language website for local Chinese and
international businesses to sell goods to consumers in mainland China, Hong Kong, Macau,
and Taiwan. Participants who achieve a total score below 20 points will receive ¥20 (£2.28),
between 21 to 30 points will receive ¥30 (£3.43) and ¥50 (£5.71) for above 31 points.

To help with the distribution of the reward, participants are required to provide their name
and email address to collect their award. They were informed that their name and email
address will only be used for distribution of the reward and no other purposes, the information
will be destroyed once rewards are distributed, and anonymised data will be retained for

statistical analysis.

Overall, 78% (n=254) of participants were interested in claiming the award. Of the 254,
72.83% (n=185) are women and 27.17% (n=69) are men. The average payout is ¥23.78
(approximately £2.71). The average payout between men and women is similar, where

women received ¥23.78, and men received ¥23.77.

This research did not receive any specific grant from funding agencies in the public,
commercial, or not-for-profit sectors.
3.3 Experiment Design

The online survey required participants to complete five rounds of word memory games
developed by the authors to examine gender differences in performance under different

incentive structures. Specifically, for each round, 20 words were displayed for 15 seconds
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and participants were required to memorize as many words as possible. Then on the next
screen, 24 words appeared, and participants had 20 seconds to find the words that appeared
in the previous screen. Out of the 24 words, only 12 matched the previous 20 words, making
the possibility of having 12 as the highest number of correct answers. The format of each
round was the same; the only difference was the incentive structure. By having only one
change between rounds, we wanted to learn how it modifies the behaviour of the participants.
Specifically, each participant faced five rounds of the game with the incentive structure as

follows:
3.3.1 Game 1 (G1)
Participants' performance is based only on their inherent ability and effort.

No incentives are provided in this round. This round serves to establish whether there are
gender differences in ability with respect to the task in this study. Furthermore, it provides a

baseline to measure innate performance and effort.
3.3.2 Game 2 (G2)

Participants receive a piece-rate incentive in addition to their ability and effort.

To determine the effect of incentives based on own performance, a piece-rate incentive was
introduced. Under this incentive, rewards are independent of all other participant’s
performance, where participants will receive one point for each correct answer. The total
points achieved will count towards the participant’s final score, which will determine the size
of the reward. As previously mentioned, the participants who receive below 20 points will
receive ¥20 Tmall gift vouchers, 21-30 points will receive ¥30 and above 30 points will
receive ¥50.

3.3.3 Game 3 (G3)

Participants receive a piece-rate incentive along with an element of risk, in addition to their

ability and effort.
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It has been suggested that performance differences between men and women in competitive
environments may occur due to risk aversion, as women tend to be more risk-averse than
men (Paserman, 2007). To test the effect of risk aversion on performance, a risk element is
added to the piece-rate incentive, where participants receive two points for each correct
answer, and two points are deducted for each incorrect answer. As previous studies have
shown that women are less likely to engage in risky behaviours e.g. Byrns et al., 1999), by
introducing a risk element to the incentive scheme, (i.e., two points are being deducted for
every wrong answer), we can determine whether there are gender differences due to

differential tendencies to shy away from taking a guess when they are not sure of the answer.
3.3.4 Game 4 (G4)

Participants are provided with a competitive incentive coupled with risk, alongside their
ability and effort.

To create a competitive condition, a tournament is introduced in the fourth round. Here, the
number of points awarded is dependent on the performance of all other participants, i.e., in
order for points from Game 4 to be counted toward participants' final score, participants must
end up in the Top 10 score when compared to all participants. Participants then receive five

points for each correct answer, and five points will be deducted for each incorrect answer.

The five-point deduction for each incorrect answer remains as part of the incentive scheme
to prevent participants from selecting all word options from the provided list to get the highest
score possible. Overall, a negative ending had no impact on the participants as all those who

scored below 20 points, received a ¥20 Tmall gift voucher.
3.3.5 Game 5 (G5)

Participants' incentives are completely withdrawn. Performance is based only on ability and

willingness to exert effort.

In the final round, all incentives were deliberately eliminated to investigate whether any

gender differences in performance were a result of the incentives influencing the results over
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the course of the study. This is identical to G1, with the exception that students have had the

opportunity to practice and gain skills in the game.

At the end of the survey, participants were asked to provide demographics (gender, age,
education, etc.), their career aspirations, and self-evaluate their performance compared to

others.

The format of the tasks is closely aligned with the design of Gneezy et al. (2003) and Gneezy
et al. (2009) in the following ways. First, participants were required to complete the same
task under different incentive schemes to allow the impact on performance to be measured.
Second, the word memory games were selected as there is no evidence to suggest that there
would be a difference in ability between men and women completing the task. We will check
for differences in the results found in the first and the last round of the game. Third, the task

is relatively easy to explain and conducted via an online survey.
4. MEASURES

4.1 Dependent Variables

The “propensity to compete” is defined as a performance measure, similar to the approach
taken by Gneezy et al. (2003). In evaluating participants' performance, the key metric is the
participants' scores which becomes the base for creating dependent variables. We have three
outcome variables 1) standardised score, 2) top quintile status (a binary variable =1 if a
person performs in the top quintile and zero otherwise) and 3) bottom quintile status (a binary
variable =1 if a person performs in the bottom quintile and zero otherwise). Together these
outcomes enable us to explore if men and women differ in terms of their tendency to compete
in responses to our various incentives in terms of their average performance, and also the

likelihood of being an exceptional or underperformer.

Table 1 shows the average score of participants in each game as well as the proportion of top
quintile and bottom quintile for women and men respectively. While men participants, on
average, seem to have a marginally higher scores in G1 and G2, their women counterparts
have a higher average score in G3, G4 and G5. In terms of quintile distribution, as depicted

in Table 1, in G1, both men and women have equal representation in the bottom quintile,
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while in the top quintile, men have a greater share than women in G1, G2, and G5.
Conversely, G3 and G4 exhibit a shift with a higher proportion of women in the top quintile
and a higher proportion of men in the bottom quintile. Furthermore, G5 once again displays

a higher proportion of men in the bottom quintile than women.

Through the series of five-game sets, each featuring varying levels of incentives, this study
introduces five experimental groups to examine the impact of incentives on performance
levels. By analysing these quintile-based variables alongside the standardised score, we aim
to gain a comprehensive perspective on participants' propensity to compete within the context

of the game's diverse incentive structure.

4.2 Independent Variables

There are two primary independent variables in this study; first, the gender of the participants,
where 0 was provided to participants that are men and 1 to women. All gender status
information was based on self-report. As seen from Table 1, of the 326 participants, 73.31%
(n=239) were women, and 26.69% (n=87) were men. This is closely representative of the
current gender breakdown of the school’s student population, namely 70% women and 30%

men.

Second, is the set of variables that represent the different incentive schemes. That is, we
create a set of variables that are assigned = 1 if an individual is engaged in G1, G2, G3, G4

or G5 when an outcome is being captured, and 0 otherwise.

4.3 Control Variables

In line with Gneezy et al. (2009), we control for key demographics of the participants such
as age, current education level, and area of study. We capture this information at the end of

the experiment (see Table 1).

Table 1: Summary of Participant Characteristics

Observation (%) for categorical variables

Variable Total Woman Man
(n =326) (n=239) (n=87)
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Top 20 Gl 16.9 151 21.8

Quintile &, 135 13.0 14.9
G3 13.8 142 12.6
G4 10.1 10.5 9.2
G5 17.2 15.9 20.7
Bottom 20 Gl 18.4 18.4 18.4
Quintile G2 17.2 20.1 9.2
G3 11.7 8.8 19.5
G4 18.4 17.6 20.7
G5 11.0 10.0 13.8
Level of Undergraduate 41.6 48.5 23.3
Education PG Taught 442 37.7 61.6
PG Research 14.2 13.9 15.1
Academic Accounting 21.8 24.7 14.0
Subjects Finance 58.7 51.9 76.7
International Economics 7.3 8.7 3.5
and Trade
International Trade 9.5 11.3 4.7
Others 2.8 35 1.2
High Career Yes 53.6 56.7 45.3
Aspirations  No 46.4 43.3 54.7
Confidence  Low 72.9 73.6 70.9
High 27.1 26.4 29.1
Mean (SD), Min, Max for continuous variables
Gl Mean 6.9 6.8 7.3
(sd) 2.8 2.7 2.8
Min 0 0 0
Max 13 13 13
G2 Mean 6.3 6.2 6.6
(sd) 2.0 2.1 2.0
Min 0 0 2
Max 12 12 12
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G3 Mean 10.3 10.6 9.2

(sd) 46 4.2 5.5

Min -8 -2 -8

Max 22 20 22
G4 Mean 20.7 20.9 20.2
(sd) 10.2 9.7 11.4

Min -5 -5 -5

Max 60 45 60

G5 Mean 53 53 5.2
(sd) 2.3 2.2 2.6

Min 0 0 0

Max 12 12 12

Age Mean 215 21.1 22.7
(sd) 2.5 2.4 2.4

Min 18 18 18

Max 32 32 28

Studies have found that competitiveness preferences may influence career decisions (Dittrich
et al.,, 2014; Leibbrandt and List, 2014; Buser et al., 2014) and therefore, this has been
included as one of the controlled variables as career aspirations. More specifically, we
measure preferences for long-term career aspirations through career categories based on the
International Standard Classification of Occupations by the International Labour
Organization (2012). These categories ranged from managers, professionals, armed forces
officers, sales workers, and clerical workers to agricultural-based roles, technicians, and
manufacturing workers. To the ILO occupation classifications, three additional categories
were added to make the categorisation well-rounded: senior executives (e.g. Senior Officials,
Managing Directors, and Chief Executives), home keepers and self-employed. For the
purpose of this study, those with career aspirations of being a senior executive are further

categorised as participants with ‘high career aspirations’.
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In the data analysis, we treat high career aspirations as a binary variable identifying
participants with high career aspirations and those who do not (participants who chose the
rest of the career categories), and considering whether this impacts the response to incentives.
In Table 1, we can see that 46.4% (n=151) of the sample have high career aspirations of
becoming senior executives. There is a higher proportion of men (54.7%) who would like to

be senior executives when compared to women (43.3%).

Lastly, we control for the participants’ confidence levels following Niederle and Vesterlund
(2007). To assess the subject’s confidence level, upon completing the five rounds of the task,
participants were asked to self-evaluate their overall performance compared to all other
participants. The participants were asked to self-estimate their overall score in one of the
following five categories: 1) “50% of participants performed better than you”, 2) “75% of
participants performed better than you”, 3) ““Your overall score is in the Top 1%”, 4) “Your
overall score is in the Top 10%”, and 5) “Your overall score is in the Top 25%”. For ease of
interpretation, in the study, we further categorise those participants who self-estimated their
overall score to be in the top 1%, 10% or top 25% as participants with a ‘high-confidence
level’. Those who either stated that 50% of participants performed better than them or 75%
of the participants performed better than them have been treated as participants with a ‘low-

confidence level’.

In the data analysis, we treat confidence level as a binary variable identifying participants
with high-confidence levels and low-confidence levels, and considering if this caused
variation in the response to incentives. In Table 1, we see that only 27.1% (n=88) of
participants showed a high confidence level i.e., self-estimated their overall score to be in the
top 1% or 10% or top 25%. 72.9% (n=238) of the participants showed low confidence as they
either stated that 50% of participants performed better than them or 75% of the participants

performed better than them.

While participants received no feedback on other participants’ performance, they did receive
feedback on their own performance after each game to mirror the design of Niederle and
Vesterlund (2007).

4.4 Hypotheses
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We consider four main research questions in this study.

First, we analyse if there are differences between men and women in performance in the
games themselves. We have no reason to expect men and women to differ in their ability or

effort. Therefore, we do not expect to find performance differences between men and women.

Hypothesis 1: The performance of women is expected to be equal to the performance of

men.
That is, we estimate:
Y, = Bo+ LiWoman; +yX + ¢ (1)

The 'Y;" refers to the outcome variables (correct answers and standardised score) for
individual ‘i°, 'B,’ is the intercept, ‘Woman;' is adummy variable identifying if a participant
is a woman (=1), and = 0 if the participant is a man. ‘X" is a vector of covariates and 's'
captures the error term. We will confirm our hypothesis 1 if 5, is centred around zero and
not significant. We estimate this model twice using only the data from G1 and G5, the two
rounds of our game where there are no incentives. We note that the only difference between
G1 and G5 is that by the time participants are engaging in G5 they have had time to practice
the game, so we expect their ability to be higher. This implies that we predict that overall
scores are higher, but do not differ between men and women.

Second, to understand if there the gender differences in incentive games that impact the
performance, we measure the interaction effect of gender and the games on the outcome

variables with the hypothesis:

Hypothesis 2: The effect of gender and incentives will interact with each other such that

women are expected to perform lower than men in games with incentives.

That is, we estimate:

Yij = Bo + B1Woman; + B, Game; + S(Womani X Gamej) +yX + g 2)
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'Game;" is a dummy variable, for each game °j’, assigned equal to 1 when the participant
faces a particular game (namely G1, G2, G3, G4 or G5) and 0 otherwise. Recall that each
game offers the participant a distinct incentive structure. Therefore, 'Woman; X Game;'are
a vector of interaction terms, whose associated vector coefficients to be estimated explicitly
test whether men and women respond differently to the incentives offered in each game.

As described in hypothesis 1, we may expect men and women to perform the same in G1 and
G5. In contrast, G2, G3, and G4 present distinct motivators for participants. Specifically, in
G2, participants receive a piece-rate incentive for each accurate response. In G3, an element
of uncertainty is introduced, where participants earn two points for each correct answer but
face a deduction of two points for each incorrect answer. In G5, the stakes are heightened
further, with participants gaining five points for every correct response but losing five points

for each incorrect response.

We may expect women to perform worse than men if they have a lower tendency to compete
in line with previous literature from China (Booth et al., 2019; Zhang, 2019) and WEIRD
countries (Gneezy et al., 2003; Niederle & Vesterlund, 2005, 2007; Vandegrift & Yavas,
2009; Ors et al., 2013; Flory et al., 2018). This would imply negative and significant
coefficients on the 'Woman; x Game;’ that relate to G2, G3 and G4. However, as we

discussed in Section 2, it is not clear whether women will respond differently in games G2,
G3 and G4.

Third, to understand if confidence level impacts how the incentives determine performance,

we measure the effect of confidence level on the outcome variables with the hypothesis:

Hypothesis 3: The performance of participants with high confidence levels is expected to be
higher than the performance of participants with low confidence levels.

That is, we estimate:

Yij = Bo+ P1Woman; + B, Game; + 3 (Confidence;) + §(Woman; x Game]-) +
A(Woman; X Confidence;) + H(Confidencei X Gamej) + v(Woman; X Game; X

Confidence;) + yX + ¢&; (3)
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In equation 3 'Confidence;’ is a dummy variable identifying participants with high-
confidence level (1) versus low-confidence level (0). 'Woman; X Confidence;' is the
interaction term whose coefficient tests whether the impact of participants' confidence levels
on the dependent variable differs between men and women. ‘Confidence; X Game;’
interaction term investigates whether the relationship between the participants' confidence
level and the dependent variable varies depending on the game type. ‘Woman; X Game; X
Confidence;' interaction investigates whether the combined influence of game type,

confidence level and gender have a distinct effect on the dependent variable.

Third, to understand if career aspirations impact performance, we measure the effect of career

aspirations on the outcome variables with the hypothesis:

Hypothesis 4: The performance of participants with high career aspirations is expected to be

higher than the performance of participants with low career aspirations.
That is, we estimate:

Yij = Bo+ PiWoman; + B, Game; + 5 (CareerAsp;) + §(Woman; x Gamej) +
A (Woman; x CareerAsp;) + 0 (CareerAsp; X Gamej) +v(Woman; x Game; X

CareerAspi) +yX + gj 4)

'CareerAsp;’ is adummy variable identifying participants with high aspirations (1) and low
aspirations (0). 'Woman; X CareerAsp;’ is the interaction term that explores whether the
relationship between participants' career aspirations and the dependent variable differs based
on gender. 'CareerAsp; X Game;' interaction term explores whether the relationship
between participants' career aspirations and the dependent variable changes depending on the
game type. 'Woman; X Game; X CareerAsp;’' aims to determine whether the combined
effects of game type and career aspirations on the dependent variable differ between men and

women.

In equations 2 through 4 above, 'Y;;" is an outcome variable that links to the performance of
participant ‘i’ in game j°. When considering each individual score we consider 3 different

dependent variables for each measure. The first is the standardised level of the score attained,
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the second is a dummy variable that is = 1 if an individual was among the top quintile highest
achievers and zero otherwise, and the third is a dummy variable that is = 1 if an individual

was among the bottom quintile lowest achievers and zero otherwise.

Initially, we examine all equations without any control variables, followed by a subsequent
analysis that incorporates control variables. In addition, we also estimate versions of
equations 2 through 4 which include individual fixed effects. For a comprehensive overview
of the variable changes made to the baseline models in equations 1 to 4 for various testing

purposes, please refer to the regression tables in Section 5.

5. RESULTS

5.1 Hypothesis 1

Table 2 presents the results of multiple regression models examining the impact of gender
on standardised scores and score quintiles in two different games: Game 1 (G1) and Game 5
(G5). The table includes various models with different dependent variables: models (1), (2),
and (3) focus on standardised scores, the top 20% achievers (Top 20), and the bottom 20%
achievers (Bottom 20) in G1, while models (4), (5), and (6) assess the same in G5.

The analysis in Table 2 shows that there are no significant gender-based differences in
standardised scores or score quintiles in either G1 or G5. Therefore, based on this, there is
no strong evidence to reject Hypothesis 1, i.e. the performance of women is expected to be
equal to the performance of men in G1 and G5. This suggests that there is no difference in
the ability of men and women to perform the task. Thus, we can assign any differences in
performance found in G2, G3 and G4 to the incentives themselves rather than ability in the

games, or differential speeds of learning.

Table 2: Effect of gender on standardised scores and score quintiles in G1 and G5

(1) (2) 3) (4) (5) (6)
VARIABLES Std. Score Top 20 Bottom 20 Std. Score Top 20 Bottom 20
Woman -0.17 -0.06 0.00 0.07 -0.05 -0.04
(0.13) (0.04) (0.05) (0.14) (0.05) (0.04)
Constant 0.12 -0.05
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(0.11) (0.12)

Observations 326 326 326 326 326 326
R-squared 0.01 0.00

Standard errors in parentheses

“p<0.10, " p<0.05 " p<0.01

Note: Models (1) and (4) employ linear regression models to examine relationships with standardised scores.

Models (2), (3), (5), and (6) utilise probit models to analyse the probabilities of being in the top 20% and bottom

20%, and these models provide insights into the marginal effects (dy/dx).

5.2 Hypothesis 2

Table 3 provides insights into Hypothesis 2, which investigates the influence of being a
woman versus being a man on standardised scores (models 1, 2, and 3), the likelihood of
ranking within the top 20% (models 4, 5, and 6), and the likelihood of ranking within the
bottom 20% (models 7, 8, and 9) across different games (G1 to G5). Models 2, 3, 5, 6, 8, and
9 include control variables, while Models 3, 6, and 9 also incorporate individual fixed effects.
These models also incorporate an interaction term with a woman dummy and the specific
games to understand how gender impacts performance across the various incentives offered

with the game.

In column 1, the coefficient for “woman” is not significantly different from zero, indicating
on average women do not perform differently from men in the game. We draw similar
conclusions when we consider the estimates documented in column 3 and column 5, which
relate to the odds of performing in the top and bottom 20% respectively. We note that this
coefficient becomes more substantive in model 2 when controls are added to the model that
considers the standardised scores, indicating that there may be differences between men and
women in performance that interact with the observed control variables. We explore this

possibility subsequently.

For the game-specific effects, we mostly do not observe any differences in performance
across the games for participants, regardless of whether we consider. This suggests that the
participants are mostly not responding to incentives we set. The exception is game G3, where
participants receive a piece-rate incentive, along with an element of risk. More specifically,
participants receive two points for each correct answer, and two points are deducted for each

incorrect answer. Here, the coefficient for "G3" is statistically significant in models 1 to 3. It
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is -0.39, suggesting that on average participants score approximately 0.4 standard deviations

lower in Game 3 compared to Game 1. This difference is statistically significant at the 1%

level. This suggests that on average men in the study are shying away from risk, as compared

to their performance in G2 when a simple piece rate was added. For women, they perform

slightly better, as depicted by the significant and positive effects on the G3*woman

interaction. Overall, our results suggest that women have, on average, standardised scores

that are 0.5 standard deviations higher than men, and 0.1 standard deviations. Overall, our

results suggest that it is men — not women — who shy away from exerting effort when there

is a risk element added to the games, with women performing slightly better.

Table 3: Effect of gender and incentives on standardised scores and score quintiles in all the games

(1) (2) (3) (4) (5) (6) (7) (8) (9)
VARIABLES Std. Score Top 20 Bottom 20
Woman -0.17 -0.28** 0.05 0.04 -0.02 0.02
(0.13) (0.13) (0.05) (0.05) (0.05) (0.05)
G2 0.02 0.00 0.00 0.00 0.00 0.00 -0.00 -0.00 0.00
(0.15) (0.15) (0.13) (0.06) (0.06) (0.00) (0.06) (0.06) (0.00)
G3 -0.35*%*  -0.39** -0.39*** -0.00 0.00 0.00 -0.00 -0.00 0.00
(0.17) (0.17) (0.13) (0.06) (0.06) (0.00) (0.06) (0.06) (0.00)
G4 -0.17 -0.19 -0.19 0.00 0.00 0.00 -0.00 -0.00 0.00
(0.16) (0.16) (0.13) (0.06) (0.06) (0.00) (0.06) (0.06) (0.00)
G5 -0.17 -0.22 -0.22* 0.00 0.00 0.00 -0.00 -0.00 0.00
(0.17) (0.17) (0.13) (0.06) (0.06) (0.00) (0.06) (0.06) (0.00)
Woman x G2 -0.03 -0.01 -0.01 -0.00 -0.00 0.00 0.00 0.00 0.00
(0.18) (0.18) (0.15) (0.07) (0.07) (0.00) (0.07) (0.07) (0.00)
Woman x G3  0.47** (Q.51*** (. 51*** 0.00 -0.00 0.00 -0.00 0.00 0.00
(0.19) (0.19) (0.15) (0.07) (0.07) (0.00) (0.07) (0.07) (0.00)
Woman x G4 0.23 0.25 0.25 -0.00 -0.00 0.00 -0.00 0.00 0.00
(0.19) (0.18) (0.15) (0.07) (0.07) (0.00) (0.07) (0.07) (0.00)
Woman x G5 0.24 0.28 0.28* -0.00 -0.00 0.00 -0.00 0.00 0.00
(0.19) (0.19) (0.15) (0.07) (0.07) (0.00) (0.07) (0.07) (0.00)
Controls Yes Yes Yes Yes Yes Yes
Fixed Effects Yes Yes Yes
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Constant 0.12 0.46 0.01 0.20 0.19
(0.11)  (0.49)  (0.05) (0.00) (0.00)

Observations 1,630 1,585 1,585 1,630 1,58 1,585 1,630 1,585 1,585

R-squared 0.01 0.04 0.01
Notes: Standard errors in parentheses * p < 0.10, ™ p < 0.05, ™ p < 0.01
Models (1) and (2) employ linear regression models to examine relationships with standardised scores. Models
(4), (5), (7), and (8) utilise probit models to analyse the probabilities of being in the top 20% and bottom 20%,
and these models provide insights into the marginal effects (dy/dx). Models (3), (6) and (9) are fixed effects
models.

5.3 Hypothesis 3

Table 4 provides insights into Hypothesis 3, which explores the combined effects of gender,
incentives, and our participant’s confidence levels on standardised scores (models 1, 2, and
3) as well as the probability of ranking within the top 20% (models 4, 5, and 6) and the bottom
20% (models 7, 8, and 9) across different games (G1 to G5). Recall, high confidence is a
binary variable, taking a value of 1 when a participant self-assesses their overall performance
as being within the top 1%, 10%, or 25%. Conversely, it assumes a value of 0 when a
participant's self-assessment indicates that 50% or 75% of the participants outperformed

them.

We note in Table 4 that the coefficient on high confidence and the interaction between high
confidence and the woman dummy is not identified because of multi-collinearity with the

individual fixed effect.

As expected, having high confidence levels improves performance in the standardised scores
as well as the probability of being a top or a bottom performer. However, when we consider
the probability of being among the top 20% performers it is noteworthy that the confidence
gains are attenuated for women as illustrated by the negative coefficient between the woman
dummy and the high confidence dummy. More specifically, from columns 4 and 5 men with
high confidence are 0.39 percentage points more likely to be among the top 20 per cent

performers. For women, the same figure is 0.15.

Adding the high confidence variables to the regressions that seek to explain variation in the

standardised score, once again emphasises that it is men, and not women, that perform worse
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when a risk element is added to the piece-wise incentives (see G3 coefficients). However,

the coefficients that relate to G4 are now significant in Table 4. Recall, that in game G4

participants are provided with a competitive incentive alongside incentives already present

in G3. That is, the number of points awarded to each participant is dependent on the

performance of all other participants. Interestingly, once we condition on confidence the

results in Table 4 imply that men do worse in G4 as compared to both women and baseline.

In comparison, women do weekly better. That is the score achieved by men is approximately

0.4 standard deviations lower than the baseline, whereas the achievement for women is

roughly equivalent to baseline.

Table 4: Effect of gender, incentives, and confidence level on standardised scores and score

quintiles
(1) (2) (3) (4) (5) (6) (7) (8) (9)
VARIABLES Std. Score Top 20 Bottom 20
Woman -0.13 -0.23 0.17** 0.17** -0.02 0.01
(0.14) (0.14) (0.08) (0.07) (0.05) (0.05)
G2 -0.07 -0.10 -0.10 -0.00 -0.00 0.00 0.00 0.00 0.00
(0.17) (0.16) (0.16) (0.10)  (0.10) (0.00) (0.06) (0.06) (0.00)
G3 -0.38**  -0.44** -0.44*** -0.00 -0.00 0.00 0.00 0.00 0.00
(0.19) (0.19) (0.16) (0.10) (0.10) (0.00) (0.06) (0.06) (0.00)
G4 -0.31* -0.34** -0.34** -0.00 -0.00 0.00 0.00 0.00 0.00
(0.17) (0.17) (0.16) (0.10)  (0.10) (0.00) (0.06) (0.06) (0.00)
G5 -0.20 -0.27 -0.27* 0.00 -0.00 0.00 0.00 0.00 0.00
(0.19) (0.19) (0.16) (0.10) (0.10) (0.00) (0.06) (0.06) (0.00)
High Confidence 0.44* 0.39 0.39%**  (.39*** -0.18* -0.17*
(0.25) (0.25) (0.09)  (0.09) (0.10) (0.10)
Woman x G2 0.08 0.12 0.12 0.00 0.00 0.00 -0.00 -0.00 0.00
(0.20) (0.19) (0.18) (0.11) (0.10) (0.00) (0.07) (0.08) (0.00)
Woman x G3 0.51*%*  Q.57*** 0.57%%** 0.00 0.00 0.00 -0.00 -0.00 0.00
(0.22) (0.22) (0.18) (0.11)  (0.10) (0.00) (0.07) (0.08) (0.00)
Woman x G4 0.35* 0.37* 0.37** 0.00 0.00 0.00 -0.00 -0.00 0.00
(0.20) (0.20) (0.18) (0.11) (0.10) (0.00) (0.07) (0.08) (0.00)
Woman x G5 0.19 0.26 0.26 -0.00 0.00 0.00 -0.00 -0.00 0.00
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(0.21)  (0.21) (0.18) (0.11)  (0.10)  (0.00)  (0.07)  (0.08)

Woman x High -0.11 -0.10 -0.24%*%  -0.25%* 0.01 0.03
Confidence (0.29) (0.29) (0.11)  (0.11) (0.12)  (0.12)
High Confidencex  0.32 0.35 0.35 0.00 0.00 0.00 -0.00 0.00
G2 (0.34) (0.34) (0.29) (0.13) (0.13) (0.00) (0.15) (0.14)
High Confidencex  0.11 0.17 0.17 0.00 0.00 0.00 0.00 -0.00
G3 (0.38) (0.37) (0.29) (0.13)  (0.13)  (0.00)  (0.15)  (0.14)
High Confidencex  0.48 0.51 0.51* 0.00 0.00 0.00 0.00 -0.00
G4 (0.38) (0.37) (0.29) (0.13)  (0.13)  (0.00)  (0.15)  (0.14)
High Confidencex ~ 0.09 0.16 0.16 0.00 0.00 0.00 -0.00 -0.00
G5 (0.38)  (0.37) (0.29) (0.13)  (0.13)  (0.00)  (0.15)  (0.14)
Woman x High -0.39 -0.44 -0.44 -0.00 -0.00 0.00 0.00 -0.00

Confidence x G2 (0.40)  (0.40) (0.34) (0.15)  (0.15)  (0.00)  (0.17)  (0.17)

Woman x High -0.15 -0.20 -0.20 -0.00 -0.00 0.00 0.00 0.00
Confidence x G3 (0.43)  (0.43) (0.34) (0.15)  (0.15)  (0.00)  (0.17)  (0.17)

Woman x High -0.40 -0.43 -0.43 -0.00 -0.00 0.00 0.00 0.00
Confidence x G4 (0.42) (0.43) (0.34) (0.15)  (0.15)  (0.00)  (0.17) (0.17)
Woman x High 0.17 0.12 0.12 -0.00 -0.00 0.00 -0.00 -0.00
Confidence x G5 (0.42) (0.42) (0.34) (0.15) (0.15) (0.00) (0.17) (0.17)
Controls Yes Yes Yes Yes Yes
Fixed Effects Yes Yes

Observations 1,630 1,585 1,585 1,630 1,585 1,585 1,630 1,585
R-squared 0.05 0.08 0.02

(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

Yes
Yes

1,585

Standard errors in parentheses
“p<0.10, " p<0.05 " p<0.01
Note: Models (1) and (2) employ linear regression models to examine relationships with standardised scores.

Models (4), (5), (7), and (8) utilise probit models to analyse the probabilities of being in the top 20% and bottom
20%, and these models provide insights into the marginal effects (dy/dx). Models (3), (6) and (9) are fixed

effects models.

We note that the coefficients that relate to the triple interaction effects between each game,
the woman dummy and the high confidence are never significant. This implies that gender,
confidence and the incentives associated with each game do not interact in a way that causes

significant differences in performance in the participants. Overall, the findings from Table 4

Page 29 of 55



support Hypothesis 3, which posits that participants with a high confidence level would
outperform those with low confidence. In addition, the results in Table 4 suggest that it is
men rather than women whose performance declines when faced with incentives that concern

increased risk and competitiveness.

5.4 Hypothesis 4

Table 5 documents our estimates which explore the relationship between gender, incentives,
and career aspirations. Overall, the conclusions in Table 5 mirror those documented in Table
3. Notably, none of the coefficients that relate to the interactions with career aspirations are
significant. This implies that we cannot reject the null hypothesis that the performance of
participants with high career aspirations is the same as the performance of participants with

low career aspirations.

Table 5: Effect of gender, incentives, and career aspirations on standardised scores and score
quintiles

(1) (2) (3) (4) (5) (6) (7) (8) (9)
VARIABLES Std. Score Top 20 Bottom 20
Woman -0.25 -0.34* 0.04 0.02 -0.01 0.02
(0.18) (0.18) (0.08) (0.08) (0.07) (0.07)
G2 -0.09 -0.09 -0.09 -0.00 0.00 0.00 -0.00 0.00 0.00
(0.22) (0.22) (0.19) (0.10) (0.10)  (0.00) (0.09) (0.08) (0.00)
G3 -0.50* -0.50* -0.50** -0.00 -0.00 0.00 -0.00 0.00 0.00
(0.26) (0.26) (0.19) (0.10) (0.10)  (0.00) (0.09) (0.08) (0.00)
G4 -0.21 -0.21 -0.21 -0.00 0.00 0.00 -0.00 0.00 0.00
(0.23) (0.23) (0.19) (0.10) (0.10)  (0.00) (0.09) (0.08) (0.00)
G5 -0.25 -0.25 -0.25 -0.00 0.00 0.00 -0.00 0.00 0.00
(0.26) (0.26) (0.19) (0.10) (0.10)  (0.00) (0.09) (0.08) (0.00)
High Career -0.14 -0.10 0.07 0.06 -0.01 -0.02
Aspiration
(0.22) (0.22) (0.09) (0.09) (0.08) (0.08)
Woman x G2 0.06 0.05 0.05 0.00 -0.00 0.00 0.00 -0.00 0.00
(0.25) (0.25) (0.22) (0.11) (0.11)  (0.00) (0.10) (0.09) (0.00)
Woman x G3 0.59** 0.59**  0.59*** 0.00 0.00 0.00 0.00 -0.00 0.00
(0.28) (0.28) (0.22) (0.11) (0.11)  (0.00) (0.10) (0.09) (0.00)
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Woman x G4

Woman x G5

Woman x High Career
Aspiration

High Career
Aspiration x G2

High Career
Aspiration x G3

High Career
Aspiration x G4

High Career
Aspiration x G5

Woman x High Career
Aspiration x G2

Woman x High Career
Aspiration x G3

Woman x High Career
Aspiration x G4

Woman x High Career
Aspiration x G5

Controls

Fixed Effects

Constant

Observations
R-squared

0.14
(0.26)

0.22
(0.28)

0.15
(0.26)

0.21
(0.31)

0.26
(0.34)

0.05
(0.33)

0.13
(0.34)

-0.14
(0.36)

-0.16
(0.39)

0.25
(0.38)

0.08
(0.38)

0.20
(0.16)

1,610
0.01

0.14
(0.26)

0.21
(0.28)

0.09
(0.25)

0.17
(0.30)

0.20
(0.34)

0.03
(0.32)

0.06
(0.34)

-0.10
(0.36)

-0.10
(0.38)

0.27
(0.37)

0.17
(0.38)

Yes

0.59
(0.51)

1,580
0.04

0.14
(0.22)

0.21
(0.22)

0.17
(0.26)

0.20
(0.26)

0.03
(0.26)

0.06
(0.26)

-0.10
(0.31)

-0.10
(0.31)

0.27
(0.31)

0.17
(0.31)

Yes
Yes

0.01
(0.05)

1,580
0.02

0.00
(0.11)

0.00
(0.11)

0.04
(0.10)

0.00
(0.13)

0.00
(0.13)

0.00
(0.13)

0.00
(0.13)

-0.00
(0.15)

-0.00
(0.15)

-0.00
(0.15)

0.00
(0.15)

1,610

-0.00
(0.11)

-0.00
(0.11)

0.05
(0.10)

-0.00
(0.13)

-0.00
(0.13)

-0.00
(0.13)

-0.00
(0.13)

0.00
(0.15)

-0.00
(0.15)

0.00
(0.15)

0.00
(0.15)

Yes

1,580

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

Yes
Yes

0.20
(0.00)

1,580

0.00
(0.10)

0.00
(0.10)

-0.03
(0.10)

0.00
(0.12)

0.00
(0.12)

0.00
(0.12)

0.00
(0.12)

-0.00
(0.14)

-0.00
(0.14)

-0.00
(0.14)

-0.00
(0.14)

1,610

-0.00
(0.09)

-0.00
(0.09)

-0.01
(0.10)

-0.00
(0.12)

-0.00
(0.12)

-0.00
(0.12)

-0.00
(0.12)

0.00
(0.14)

0.00
(0.14)

0.00
(0.14)

0.00
(0.14)

Yes

1,580

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

0.00
(0.00)

Yes
Yes

0.18
(0.00)

1,580

Standard errors in parentheses

“p<0.10, 7 p<0.05 " p<0.01
Note: Models (1) and (2) employ linear regression models to examine relationships with standardised scores.

Models (4), (5), (7), and (8) utilise probit models to analyse the probabilities of being in the top 20% and bottom
20%, and these models provide insights into the marginal effects (dy/dx). Models (3), (6) and (9) are fixed

effects models.
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6. CONCLUSION

Despite the predominant role of China in the global economy, only three research studies
have previously been conducted in exploring gender differences in the propensity to compete
among Chinese individuals. The prevailing body of literature concerning gender disparities
in competitive behaviour predominantly originates from WEIRD contexts. Bridging this gap
in the literature, in this study we have attempted to analysed whether there were gender
differences in performance in competitive conditions among Chinese individuals. We
investigate how gender interacts with various incentives offered in our experimental games,

shedding light on the behaviour of Chinese participants when incentivised to compete.

Our findings reveal that, in general, women did not exhibit significant performance
differences compared to men in games with incentives. This suggests that the participants in
our study did not significantly alter their behaviour in response to the incentives provided.
Interestingly, this outcome aligns with similar findings among individuals from Taipei
(Booth et al., 2019) and Han (Zhang, 2019) backgrounds, who also exhibited no discernible
gender-based variations in their inclination to compete. These findings stand in contrast to
Western studies that often report women performing less favourably than men in competitive
settings (Niederle and Vesterlund, 2011).

However, a notable exception was observed in the third game where participants received a
piece-rate incentive along with an element of risk. In this game, men tended to shy away
from exerting effort in response to the risk element, while women performed slightly better.
This indicates that gender differences in response to incentives may exist, and in this case,
women showed a more positive response in a risk-based incentive setting. This is in line with
experimental findings by Carlsson et al. (2020), who introduced a risk element in one of their
tasks by making payments dependent on the performance of other participants and found that

women outperformed men in that specific task.

We also considered the interplay between gender, participants' confidence levels, and the
incentives in the games. We found that high confidence levels generally improved

performance in standardised scores and the probability of ranking within the top or bottom

Page 32 of 55



performers. These findings echo broader research showing a strong correlation between
confidence and academic performance (Gneezy et al., 2003). However, gender and
confidence did not interact significantly in a way that caused differences in performance
among the participants. Moreover, our investigation into gender, career aspirations, and
performance yielded results where none of the coefficients related to these interactions

proved significant.

Our research implies that women, on average, do not significantly differ from men when it
comes to competition; in fact, we saw that they can even outperform men when element of
risk is introduced in competitive environments. This finding suggests that differences in the
ability to compete may not be the primary driver of the gender pay gap or the

underrepresentation of women in managerial positions in China.

The external validity of our findings is constrained because our research sample primarily
consisted of university students, aged between 18 and 32. Adding older people may have
impacted the results as Garrat et al. (2013) found that older individuals are less willing to
compete. While this study contributes to the literature by including participants born in and
after the 1990s, future research should aim for a more diverse and representative sample to

enhance the generalisability of the results.

Moreover, the non-randomised sequence in which participants completed the games may
have introduced a sequence effect, impacting results beyond the variables of gender and
incentives. To bolster the robustness of findings, future research should consider randomising

the order of game completion.

Last, it's worth noting that our study focused on measuring the ability of men and women to
compete in terms of performance rather than the willingness to enter a competition. The past
experimental evidence on gender differences in competition in China primarily centers on
the latter, assessing whether men or women opt to participate in a competitive task. Our study
contributes by capturing performance under competitive conditions, but future research could

encompass both the propensity and performance dimensions of competition.
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Overall, this study underscores the importance of examining cultural nuances when
evaluating gender dynamics in competition and contributes to a more comprehensive

understanding of these dynamics in the Chinese context.
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SUPPLEMENTARY MATERIAL

This supplementary material contains detailed experimental instructions.
Appendix A

This appendix provides detailed instructions for participant recruitment and survey design.

A.1 Participant Recruitment

The survey was designed on Qualtrics (see Appendix B for survey flow). The survey link
was distributed by Professor Zhang Yugui, Dean of the School of Economics and Finance,
to the students at Shanghai International Studies University (SISU) via “WeChat”, a Chinese
multi-purpose messaging, social media and mobile payment application.

On Quialtrics, before participating in the survey, participants were required to provide consent
by explicitly checking the “Yes, I want to take part” box. Should the participant select, “No,
I do not want to take part,” the study ends.

Participants were also provided with information on the investigator, task instructions, time
requirements, reward structure, and overall objective of the study to ensure informed

decisions by the subject (see Appendix B).

Participants were also required to confirm their SISU student status. If they selected “No”,
they were barred from completing the survey. There were no other eligibility or exclusion

criteria.

A.2 SURVEY DESIGN
The online survey required subjects to complete five rounds of word memory games (see
Appendix B), developed to examine gender differences in performance under competitive

incentives.

The length of the survey is short allowing completion within 10 minutes and the participants
were provided with a small incentive (see Section 1.3).

A.2.1 Translation process
The survey was presented in two languages: Chinese and English to eliminate the potential

effect of language on performance. To ensure the accuracy of translations, an English version
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of the survey was distributed for translation. Once the Chinese version of the survey was
completed, it was then given to a different individual to translate back into English. Both
translators were born in China and completed their university education in English-speaking

countries to ensure equal fluency in Chinese and English

A.2.2 The Task

The online survey required participants to complete five rounds of word memory games
developed by the authors to examine gender differences in performance under different
incentive structures. Specifically, for each round, 20 words were displayed for 15 seconds
and participants were required to memorize as many words as possible. Then on the next
screen, 24 words appeared, and participants had 20 seconds to find the words that appeared
in the previous screen. Out of the 24 words, only 12 matched the previous 20 words, making
the possibility of having 12 as the highest number of correct answers. The format of each
round was the same; the only difference was the incentive structure. By having only one
change between rounds, we wanted to learn how it modifies the behaviour of the participants.

Competitive and Non-competitive Incentive Schemes

To test whether women and men react differently to competitive incentives, four different
incentive schemes were used. Participants first completed the task under non-competitive
incentives followed by competitive incentives. The specific incentive schemes and order of

tasks are as follows:

Game 1 (G1)

Participants' performance is based only on their inherent ability and effort.

No incentives are provided in this round. This round serves to establish whether there are
gender differences in ability with respect to the task in this study. Furthermore, it provides a

baseline to measure innate performance and effort.

Game 2 (G2)

Participants receive a piece-rate incentive in addition to their ability and effort.

To determine the effect of incentives based on own performance, a piece-rate incentive was
introduced. Under this incentive, rewards are independent of all other participant’s

performance, where participants received one point for each correct answer. The total points
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achieved counted towards the participant’s final score, which determined the size of the

reward.

Game 3 (G3)
Participants receive a piece-rate incentive along with an element of risk, in addition to their

ability and effort.

To test the effect of risk aversion on performance, a risk element is added to the piece-rate
incentive, where participants receive two points for each correct answer, and two points are
deducted for each incorrect answer. By introducing a risk element to the incentive scheme,
(i.e., two points are being deducted for every wrong answer), we can determine whether there
are gender differences due to differential tendencies to shy away from taking a guess when

they are not sure of the answer.

Game 4 (G4)
Participants are provided with a competitive incentive coupled with risk, alongside their

ability and effort.

To create a competitive condition, a tournament is introduced in the fourth round. Here, the
number of points awarded is dependent on the performance of all other participants, i.e., in
order for points from Game 4 to be counted toward participants' final score, participants must
end up in the Top 10 score when compared to all participants. Participants then received five

points for each correct answer, and five points were be deducted for each incorrect answer.

The five-point deduction for each incorrect answer remains as part of the incentive scheme
to prevent participants from selecting all word options from the provided list to get the highest
score possible. Overall, a negative ending had no impact on the participants as those with

less than 20 points still received a small incentive as detailed in Section 1.3.

Game 5 (G5)
Participants' incentives are completely withdrawn. Performance is based only on ability and

willingness to exert effort.

In the final round, all incentives were deliberately eliminated to investigate whether any

gender differences in performance were a result of the incentives influencing the results over
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the course of the study. This is identical to G1, with the exception that students have had the

opportunity to practice and gain skills in the game.

A.2.3 Demographics
At the end of the survey, participants were asked to provide demographics (gender, age,
current education level, area of study, etc.), and their career aspirations, and self-evaluate

their performance compared to others.

Right after the completion of all the games, to assess the subject’s confidence level, upon
completing the five rounds of the task, participants were asked to self-evaluate their overall
performance compared to all other participants. Then we asked participants for their
demographic background such as gender, age, country of birth, type of degree, academic

program, year of degree.

Please see Appendix B for the complete survey materials.

A.3 REWARD STRUCTURE
To test the impact of different incentive schemes on performance, an incentive reward in the
form of a T-Mall (X3#) gift voucher for Tmall.com was provided to participants. Tmall.com,

similar to Amazon, is a Chinese-language website for local Chinese and international
businesses to sell goods to consumers in mainland China, Hong Kong, Macau, and Taiwan.
Participants who achieved a total score below 20 points received ¥20 (£2.28), between 21 to
30 points received ¥30 (£3.43) and ¥50 (£5.71) for above 31 points.

Payment instructions were provided at the end of the survey (See Appendix B). To help with
the distribution of the reward, participants were required to provide their name and email
address to collect their award. They were informed that their name and email address will
only be used for the distribution of the reward and no other purposes, and the information
will be destroyed once rewards are distributed, and only anonymised data will be retained for

statistical analysis.
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Appendix B
This appendix provides the complete survey materials.

Language Preference:

Please select your preferred language and click the NEXT button when you are ready to start.
HREEIIES - NSRS ER Rd N5 -

Consent form:

EHE:

Thank you for taking the time to participate in this study. | am [Author’s name], [Author’s title and
affiliation]. My research will give insights on preferences for incentive pay. In this study, you will be
asked to complete five memory training activities. The study should take no longer than 10 minutes
to complete. Reward will be awarded based on performance.

ESHEH = R a2 5 ARWEE - FeiE [Author’s name], [Author’s title and affiliation] - FHY
WHZERHR A SRR N R AT B IR © FEARRZE S » BORrl ZORSE L INCIZ IR E - 58
FZHFE R R [ A =T 10 708 o ORHARIER I 4a TR ih -

If your total score for Game 2, 3 and 4 is:
WISRSEAESS 2,3 FI56 4 NFRHY SRS E

Below 20 points, you will receive one ¥20 Tmall gift voucher. Between 21 - 30 points, you will
receive one ¥30 Tmall gift voucher. Above 31 points, you will receive one ¥50 Tmall gift voucher.
20 73 BAR » BOREREG—5K 20 JTAYRAEALZS, 1 21-30 o3 Z06] - BERERG—5K 30 JeHYRIEAL
7%, 1E 31 3 PALE - EERER1G— 0k 50 TR AL .

Further information will be provided at the end of the survey. You can withdraw from the study at
any stage without explanation.

ENEIEAE DR ENCIANILE: =3vi a2 WNEY SNVl et LI S TD Y& 473 S AT I
FEAEI R B TR (AT AR BT -

Your privacy is very important. Only the primary researcher and his supervisor will have access to

the data. Results from this study will be presented at conferences and written up in journals as well
as in the researcher's Master thesis. Results are normally presented in terms of groups of individuals.
No individual data will ever be presented so your privacy will be maintained at all times. This project
has received ethical approval from the [Author’s institution].

BATFERPEAIRER - RAFZEHFRA DM EEA BV I EdE - XA R E S
~ HATAIBHFE A G S k3R - a5 R DIEHAE X 2 - Aot ft e N8R -
LY SERARHREA Z BI0R T « A3 H B3R [(MEAV A AV e B S A2 AT AR -

If you have any questions you'd like to ask before starting the survey, please feel free to contact me
at [Author’s email]

WIERSEAEIT 4R 1R]E Z ATA R RIS - 1BREN 8 [Author’s email] 53 %

IMPORTANT: In order to participate in this study, you need to be 18+ and are currently enrolled as
a student of the Shanghai International Studies University.
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HERR | VTSI - EFREA 18 B 0 3 B BTN BRSNERERFRY A -

If you have read all the above, and are happy to participate, please choose 'Yes, | want to take part'.
WREEHELL EFrANE - FHRESI - 55 28y eSS

O No, I do not want to take part (- » Fe-RAEZH0)

O Yes, | want to take part (219 » FAEZH0)

Are you currently a student of the Shanghai International Studies University?

EHHEE LIS NETE R ERAER AN ?

O No, I do not want to take part [ 1< /¢]
O Yes, | want to take part [ /]

Word Memory Game #1
ERRC I XR# ]

In this memory game, 20 words are displayed for a 15-seconds during which you should try to
memorize as many words as possible. When the counter stops, the words automatically disappear,
and you will be provided with 20 seconds to find the right words from a longer list of words by
clicking on them.

FEXMCIZERT - &8 20 MRt Rk 157 FEERIENZ 0 R TTRE 20

A o B ESFE LR > RIS EH MK - LORA 20 A MEBHRHYRAS IR ik AN E
FIHYIERA 1A -

This is a practice round and there are no rewards for your efforts. Please click the NEXT button when
you are ready.

ORI REOZHEX - TSR EERE T—5F -

Pay grade Prestige Tough Drive
TRFR FE SRTE B
Chief Benevolent Strong Money
BE HEN 5B K £
Edge Kind Concerned Adore
hs HES R 5
Considerate. Privileged Winning Inclusive.
5] X miS B
Sympathetic. Senior Devoted Helpful
FERBLH RRE Le=g: b HHEHH
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You have 20 seconds to answer this question.

IRIEH 20 PoREIEXER.

O Considerate O Kind O Blood O Both
Sz GHES 1 Lk

O Pay grade O Court O Strong O Season
k4R 1l PN F15

O Supply O Benevolent O Winning O Drive
R R B 230

O Chief O Senior O Devoted O Economic
GRS B fik 2 ) Z3iih

O Treatment O References. O Tomorrow O Helpful
1877 Z R HiPN HEBh

O China O Recognized. O Tough O Money
HE AUND ST btk

Word Memory Game #2

BN IZHEH2

In this memory game, 20 words are displayed for a 15-seconds during which you should try to
memorize as many words as possible. When the counter stops, the words automatically disappear,
and you will be provided with 20 seconds to find the right words from a longer list of words by
clicking on them.

TEXAMCIZIEEH > 20 DMERTARN = ER 15 © - RN AZ 2R I RO AT RE 25 HY S ] -
LT EEHE IR > IR EDEA > EA 20 FPN BT SRS F= ik AN A B 20
IEH A -

You will receive 1 point for each correct answer. The total points achieved in this game will
count towards your final score. Further information on how to claim your winnings will be provided
at the end of the survey.

BNEREESNE 1 5 - WERHEREH ERSRIHT ARNRARS 7T o ARNFGHEHEE &
WY (5 B RHE R B ZE Rt -

Please click the NEXT button when you are ready.
TAESFHIRHRIE SRS F—2F -
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People
A
Children
e mlll
Lust
E7
Selfishness.
B
Infant

L

You have 20 seconds to answer this question.

Voracity
RE
Sweetheart.
EHils
Romance
R
Strength
h&
Mighty
E=pal:y

fRILA 20 BHK[E1EXERE .

O Rich
=]
O Ask
1818]

O Home

O Accommodating.

feftrg

O Cold
E

O Riches
W&

Word Memory Game #3

BAEC A3

O People
A

O Child
an

O Lust
TEHR

O Children
7]

O Ball
BRAK

O Places
iy

Position
NE
Rank
He#

Buddy
k£
Mate
Bk

Fancy

]

Amour

o iE

Superior

=%

Affluent

HEH

Greed

Rib

Friend

i:P.3
Sweet O Motion
(A B
Voracity O Rank
Ak P4
Both O Car
P RE
English O Position
YIE e
Strength O Musical
2R 5 RHO
Sweetheart. O Mate
iR [FI{X

In this memory game, 20 words are displayed for a 15-seconds during which you should try to
memorize as many words as possible. When the counter stops, the words automatically disappear,
and you will be provided with 20 seconds to find the right words from a longer list of words by

clicking on them.

XM - 20 MR = EoR 15 7 FEREHA RN 2SR AT e Sy R -
Lt EE R BRIESEITHR - B 20 N B AV ER R 51 2R e AN A B I HY

TR -
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You will receive 2 points for each correct answer, and 2 points will be deducted for each
incorrect answer. The total points achieved in this game will count towards your final score. Further
information on how to claim your winnings will be provided at the end of the survey.

BMNEWERNIRG 2 0 BMEREENIER 2 77 o I IR SR R R R 4
1997 © ARUIEEEEHTE (5 B RHE RGEE R e ft -

Please click the NEXT button when you are ready.
TR R R E T—2F -

Fancy Cash Considerate. Riches
£ e A% WE
Fondness Want Muscular Superior

B4 BE SRERY =EN
Grade Like Drive Boy
FR BEX B B

Luxurious. Care Home Honey
M S x 2

Mighty Money People Senior
LWl 8% A R

You have 20 seconds to answer this question.

IRIH 20 BSR[E1ZE X

O Mighty Dear O Considerate Puzzle
Pl SZEE (Y JE £ IR 2%

O Greed Care O Welcome Serve
s Rl peti) e

O Fancy Money O Drive Boy
& G L H

O Spite Accommodation O Beg Honey

O Use Want O People Currency
it 1] A A =

O Pray Photograph O Please Allow
ik ey i A foitr

Word Memory Game #4

BATREIZ I R4
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In this memory game, 20 words are displayed for a 15-seconds during which you should try to
memorize as many words as possible. When the counter stops, the words automatically disappear,
and you will be provided with 20 seconds to find the right words from a longer list of words by
clicking on them.

TERAMTIZ I » 20 NMAFFRTT 15 B - AR IRERIZEAIT LR AT S A28 -
L E SR ERT ST E RN S 20 PORER KIS T A B
TR 677 -

You will receive 5 points for each correct answer, and 5 points will be deducted for each
incorrect answer. In order for points from this game to be counted towards your final score, your
score must end up in the Top 10 score when compared to all participants.

BAERBEERRG 5 0 BMREZERIR 5 77 - SEAMS5FEMEE - EAET0A6E
FIAREHT 10 SAA RERFILRAT T AEST -

Further information on how to claim your winnings will be provided at the end of the survey. Please
click the NEXT button when you are ready.

AN AR B F 25 BRHE R B LS R 2 -

Please click the NEXT button when you are ready.
AR TRHERE T2 -

Loved Power Home Winning
YR HE £ mig
Greed Ranking Infant Tough
B P4 L PRAE
Status Child Wealth Love
K& % =1 =
Family Tenderness Grade Sensitive
RE =874 S 4R BURHY
Buddy Devoted Lavish Praise
e W& Y B ZRA E37]

You have 20 seconds to answer this question.

fRILH 20 BHHK[EEXER .
O Dollar O Dear O Apply O Mighty
eSSV ZEHy R A IR
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O Family O Position O Welcome O Serve

FHIE (VAL X MRS5S
O Hotel O Pull O Infant O Tough
(L EATA L G
O Buddy O Child O Lavish O Praise
{f s RERI 37
O Use O But O Home O Scatter
it R # Palir e
O Pray O Ranking O Please O Allow
BT He4 (FUNTIFS i

Word Memory Game #5
BRIRE LI YR#S

In this memory game, 20 words are displayed for a 15-seconds during which you should try to
memorize as many words as possible. When the counter stops, the words automatically disappear,
and you will be provided with 20 seconds to find the right words from a longer list of words by
clicking on them.

FERCMEIZEHE » 20 AT R 158+ FHI IR 42 R R TR S 2 -
R LI SR BN A 20 FOP B KA IR T I BRI
TR -

There are no rewards associated with this round of the game.

X—ReLEFRAEM KD -

Winner Competition Grade Baby
e =% F& =N
Teamwork Top Position Ranking
BAE1E Tisk & He&
Supportive Understanding Affluent Friend
BXEN N EEM A%
Money Mate Love Power
8% Bk E A
Conflict Romance Affection Success
PHE RB =31 38|
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You have 20 seconds to answer this question.

RILH 20 BHK[E1EXERE .

O

How did you think you performed overall when compared with all participants?

Personnel O Enjoy O
N 2
Teamwork O Mate O
BAIBA &1 FLk
Hotel O Top O
i JGER
Home O Child O
e %+
Use O But O
(! Hj&
Conflict O Photograph O
UIES A

SFEZ5EM - A EHIRATI AT ?

O

O

Your overall score is in the Top 1%

RS L&A 1%
Your overall score is in the Top 10%

RIS i fERT 109%
Your overall score is in the Top 25%

TSRS 1ERT 25%
50% of participants performed better than you

S096119% SE LIS LLET
75% of participants performed better than you

T5%HIZ 5ERMFLLELF

Grade

3

Welcome
pySul

Care
Kl

Beg
‘73R

Love

cnw3

=

Please
(ENTIVS
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Friendship
KB
Serve

AR5

Power
X7

Friend

iiv3

Scatter
53R

Allow
fivF



Background Information:

| =1 =3
HEER

Your Gender (Please select)
AR (BEE)

O Male 7}
O Female %z

What is your age?

TCHIEERS ?

Country of Birth (Please select)

HAERE (FZER)

O China— Mainland
hE - K

O China— Macau
thE: E|]

China - Hong Kong

hE - &

China — Taiwan

hE: 672

Outside of China — Asia Countries

rh E DAY MY - S E 22

Outside of China - Non-Asia Countries
R E DMK - FEIMNEZR

O O O 0O

Are you currently studying for (Please select one answer)?

THEIEEBORAT AL GREE—INEE)

O Undergraduate Program 4<%}
O Postgraduate Taught Program % \[I/ 75 fi1 -+

O Postgraduate Research Program A/f %t 75 il |-

Which academic program are you currently enrolled in? (Please select one answer)
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WHABLE T — N2l ? GFRE—1EE)
O Accounting (£11)

Adult Education (5% A\ (%)

Advertising (J 7 5)

Ancient Chinese Literature (4 [E /% 30%2)

Applied Statistics (5 FHZ51T)

Avrabic Language and Literature (FTHZ{11E = 02F)

Area Studies (M1 [XHF7E)

Asian and African Languages and Literatures (NI ENIE SHISC)
Broadcast Journalism (/%7 &)

Business English (7545 3%1E)

Business Management (P&.//&3)

China Studies (71 [E#F %)

Chinese and Foreign Political Institution (- 4+ B i il FE)
Chinese Language and Philology (VB 2F)
Communication (GE#1H)

Comparative Literature and World Literature (Fbi 022 S5 S0 5)
Corporate Management (/A 7% H)

Curriculum and Teaching Methology (A2 5222 7734)
Diplomacy (#+42)

Dutch Language and Literature (faf 223 %)
Education in Ideology and Politics (fif 2% 1555 30 2F)
Educational Technology (Z(& 7 A)

English Language and Literature (J£i515 = %)
European Languages and Literatures (ERKIMNiE S H1C2F)
Finance (4xfit)

Foreign Linguistics and Applied Linguistics J+E1ES =S5 MINFHES )

O 0OOO0O 0o o0OoO0OoO0ODoOQOOoQOOoqo oM™ oOOoOOoQoOO oODOD QOO oo oaoooooao o

French Language and Literature (M5 1E1E =S fISC3)
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O OO0 O O0ODO0OO0OODOQOOD QOO OO OO oON™ OO OO oON™ OO QOO oOoONO™ oON™ oONO oQoQNa oo oo o o

German Language and Literature ({51515 f1X %)

Greek Language and Literature (7 /15 = f1502F)

Hebrew Language and Literature (77 I RiE S F1302)

Hindi Language and Literature (EIHIiEE S 10 2F)

Hungarian Language and Literature (&) 5 FI){E= F10 %)
Indonesian Language and Literature (F[1JEiE=H/1302)
Information Management and Information System ({5 E/& ¥ 515 B2 %)
International Economics and Trade ([Ef142 57557 5)
International Politics ([EI[FESE)

International Public Administration ([El[fR/ S H)

International Relations (|E[ir4= %)

International Trade ([E[:57 %)

Italian Language and Literature (B KFIES S22)

Japanese Language and Literature ( H A& =30 %)

Journalism Studies (7 [ERH5%)

Korean Language and Literature (&h[EE = C)

Language Strategy and Policy (iZ = k&5 FR)

Law and Legal Studies (JEH:AFZE)

Linguistics and Applied Linguistics ({45 N FiE =)
Middle Eastern Studies (FZRiH45E)

Modern and Contemporary Chinese Literature (7 [E B 242 2)
Online Journalism (£ -7 [8])

Persian Language and Literature (J% {7iE= %)

Physical Education (f4%)

Political Science and Public Administration (BtiaFEF 7522 34TE)
Portuguese Language and Literature (7% 415 = S02F)

Public Relations (/A3:5%5R)
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=

Russian Language and Literature (fRiE1E= 02

Spanish Language and Literature (PHET A5 = 30%)

Swedish Language and Literature (¥ BliZE 5 S72F)

Teaching Chinese to Speakers of Other Languages (] HAth & ST 2T E)
Technology Economics and Management (£ A 4455 5% B)

Thai Language and Literature (ZR1E1E73 302F)

Translation and Interpreting (Bl i%F111%)

Translation Studies (EHi%HF5%)

Turkish Language and Literature (+ H i35 302F)

Ukrainian Language and Literature (5722 {E=0%)

O OO 0O 0O O o0 o0 o o 0O

Vietnamese Language and Literature (B{F5iE=0%)

What year of your degree are you currently in?
WHAME AR L ?

1% Year 5— 4
2" Year =4
39Year E=F
4" Year SN E
5" Year R E
6thYear + 55 6 &+

OOoo0oooOoo

Which of the following best describe your long-term career aspiration?

DU R e e e AR AR 7

O Senior Executives (e.g. Senior Officials, Managing Directors, and Chief Executives)
SREBEAR (FIASKER  TESRHEBITE)

O Managers (e.g. Business Managers, Hotel Managers, and Marketing Managers)
2 (Pl o B LIEANEHEHE )

O Professional (e.g. Medical Doctors, University and higher education teachers, Finance
Professionals, Software Developers, and Lawyer)
B AR (PIHIEAEL: - SFRELN > MHFLA AR » BT A GRIE)
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O Technicians and associate professionals (e.g. Medical technicians, Financial associate
professionals, Sales agents, and technology operators)
BEARANGREAERZWALR (FIGETREARANG - W52 AR - 4 ERERIR
RiRfEDT)

O Clerical support workers (e.g. General office clerks, tellers, and numerical clerks)
XHAAR (B—f A0 - M8 G RS ABR )

O Service and Sales Workers (e.g. Travel attendants, cooks, Waiters, and Shop salespersons)
RS FHEAR (BIAGRITIRSS 1 - B & TRk SS s s & A )

O Skilled agricultural, forestry, and fishery workers (e.g. market gardeners, animal
producers, forestry related workers, and farmer)

Al > MllAEMRAR AR (Blainiszi T - &9l > ARl R AR A G )

O Plant and machine operators, and assemblers (e.g. Drivers, food and related products
machine operators, chemical and photographic products machine operators)

T A S ERERBEEC AN (Bl - EanfAH SR i Les# 0 0 > (B2EA
B lEstREA D)

O Elementary occupations (e.g. Cleaners, food preparation assistants, and manufacturing
labourers)
AR (FIEE L B AHEEL T A)

O Armed forces occupations (e.g. Commissioned armed forces officers)

EEEHERRARRNY (B RESEEAA 1)

O Home keepers

K5 EH

O Self Employed
BHEAL

Payment Instructions and Conditions:

R i B AT {8 15

If your total score for Game 2, 3 and 4 is: Below 20 points, you will receive one ¥20 Tmall gift
voucher. Between 21 - 30 points, you will receive one ¥30 Tmall gift voucher. Above 31 points, you
will receive one ¥50 Tmall gift voucher.

I BAEAE S 2,3 0 4 DAY S B4 2 IR T 20 4y, MERESEE—aK 20 JTeRORAEAL S, 1F 21 % 30
Oy JE] SRS —ak 30 e KL, I 314y, ERERE—IK 50 JTRIAL SR,

Payment will be made in the form of Tmall gift voucher electronically before end of September 2019.
The payment will be subject to the following conditions:

£ 2019 4 9 AIKZAT, R IHFRIEILFNZAES 5% « KAPFETUT ST &
Bk tn] .

Page 54 of 55



You have completed this survey. You must be a current student of the Shanghai International Studies
University. You must provide your name and your Shanghai International Studies University email
address.

BRI EIBINEE R AR A » R AUR BH R LA B NEE R R BT lib Rt
fik

Please provide your name and email address below should you wish to collect your financial reward.

AR ATBIRIGIE S > B AE T R BRI A B P s A -

Please note that your name and email address will only be used for distribution of the reward
and will not be used for any other purposes. This information will be destroyed once the
rewards are distributed. Anonymized data will be retained for statistical analysis.

HER - BN R A T 2% EE - AATEAHEALERY - —BXEIE » X
o BN - EAANEE R R AT ST 01T -

Your Name:

N e

Your Shanghai International Studies University Email Address:
1R LA ENE R SERAE
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