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By exploring the role of women labour i hospitality industry, critically

examine the barriers they face a hich these might be addressed by

employers
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Introduction

The hospitality sector is one of the fastest growing sectors across the globe. Due to its
structure, hospitality offers variety of direct and indirect employment opportunities in almost
all the areas of the national economy. The jobs in hospitality are always attractive for both

men and women on the account of better job satisfaction and salary. Though, the_ concern for

all the academician and management practitioner is that women workfor
presented at medium and high level management. Hospitality industry has: [ ne of

the fastest growing industries across the globe, employing a larg

Gender Segregation in Soc

The study on Gender Inequality ustrial Countries done by Blackburn, Girts
nce that there is the large extend of occupational

ployment of women in his segregated both vertically

and horizontally. T segregation of women is done based on their “feminine”

characteristics skills. The job of the women with lower status is showing the

NS is also seen in hospitality sector, where most of the women are
he worst areas with lower wages ( Barsh & Yee, 2011). The some of the
ty factors are like they lack in opportunities, no mobility in the service, their
nd dedication goes unnoticed and so on. The other factors include job
characteristics, mentoring, and gender issue, balancing personal and professional life,

relationships at work, family concerns, work atmosphere and long work hours.

On the other side, horizontal segregation exists at managerial level. This meant that men

holds the managerial position like security, finance and food section in hospitality, while
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women holds personnel training, banquet and conferences management role. The horizontal
segregation mainly suggests the functional areas. Despite the importance of women in the
hospitality industry, women are primarily considered for lower jobs in hospitality industry
(DaviDson, & Burke, 2011). They are employed based on their domestic and feminine
characteristics as they are considered to be better off doing compared to men (Nomura,
2013). This has been proved with the report of McKenzie-Gentry (2007) that o % of the

women in the overall staff of the Belize, which is well dedicated for mass t
deployed to managerial position. The other report of Nebel 111, Lee and
vertical segregation stated that almost 93% of the men are working
in hotel industry. The women are mainly in the slight managen pervision job. All
these studies have proved the glass ceiling that blocks the

jobs.

Direct Discrimination

The gender pay gap reflects the ine i t%i labour market of HCT. This is also
remains an major problem across th et globally. The women are having the great
amount of disadvantages at thei even they are not getting the similar level of
iscrimination mainly impacts the women as some

of the women are getting less against men for the same job. This is also known as

Juated as against men. The job which requires similar skills,
ion tend to be poorly incentivized by the company in the case of

biasness in the favour of men. For example ; where both the men and women are equally
qualified for the particular job , the more responsibilities and better career progression is

attached to men, while minimal in the case of women.
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The study focused on the under — representation of the women mangers that is the major
constraint for the women’s career advancement (Ng and Pine, 2003). The one of the reason is
that women is lacking in maintaining the balancing work and private life. The domestic affair
task is largely handled by women. Therefore, Kattara, (2005) stated that the overall

employment rate of the women with dependent children is just 62.4 percent as against the

91.4 percent for men with depend children. Due to time constraint, some of th

quarters of part time is being performed by women.

The Opengart (2002) identified some of the factors tha

the men and women still percei iscrimination along with that sexual

harassment is the main concern

organizational behaviour whi hat people who are ambitious will opt for
competitive work environm ther side, people who are less competitive will go for
less competitive envirogment have been suggested by Vianen and Fischer (2002) that
men will pursue ¢ ve“culture against women. Therefor, women would feel under

Dohert Manfredi (2001) mentioned that cliché in the hospitality industry works that
“right kind of personality” is more crucial employment requirement than employees’ formal
qualifications. He stated that personality is primarily used in hospitality as a synonym for the
sexual attractiveness. There are number of jobs are categorised patriarchally-prescribed jobs,

because conventional practices prescribe the gender appropriate in each case. Due to
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household division of labour and gender socialisation, the employers see tacit skills of
women and consider them to be having “inherent aptitudes” relevant to the job requirements
in the hospitality. Therefore, Baum (1999) also added that there are primarily three elements
that determine or predispose employers to hire particular kinds of work in hospitality

industry: sex, gender, and labour price.

The other findings of the Purcell (1996), and Doherty and Manfredi (200
interesting conclusions that the jobs in restaurants and bars were gender
reason that the employers were intending to hire inexpensive labour

is. Cleaning jobs were specifically considered that women were bett

Barsh, & Yee (2011) mentioned that compa
at the same time they are simply igneri

workforce like career advancement

Although, dedication, good cort
equal to a man, but the “luck mains stronger to the male domain side. Women today
are facing numerous pfgblem
(DaviDson, & Bl

the levels of

ork which leads to lack in development in their careers
e survey data of the (Yousuf, 2014) also added that that that

ob satisfaction influences in their marital, parental and managerial
ually hired for a non-managerial post and mostly hired as hostess,
and labourer(Roberts, 2013). They are mostly noticeable in guest relations’
and hu esource departments. Managerial positions are taken by them in housekeeping,
considering them as a female forte (Sabarwal, Sinha, &Buvinic, 2011). Though the
managing post is a pride post, but the tension in women’s work life and higher level of stress
level e women are not being able to fulfil the demand on their jobs and clasp under pressure.
(Burgess, 2003).also adding that stress brings a crash of failure which invites more stress

making it evil cycle, resulting in a falling performance.
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The other problem faced by the women in hospitality is humiliation. They have to go
through various humiliations a lack respects from the management while performing the low
paid jobs/ This is especially happens with the housekeeping staff. This humiliation propelled
the poor performance level. Moreover, the under performance by the women employees leads
to down fall of self-esteem and job satisfaction (Church, and Frost, 2004).

One of the common problems faced by married women is the higher amo

stress (Potter, &Banyard, 2011). It has been observed that most of the
difficult to handle their personal and professional life. Their respo

such a way that they cannot escape it without any stress compared

Another problems faced by:

women find it difficult:

igree that their efficiency at work could be more if they can get full
me. The work pressure affects personal life too and the symptoms can

The poor working conditions and pathetic attitude of the management in the hotels makes the
working conditions worst for the women. Klein, H. J., &Delery, J. E. (2012) mentioned in his
report that women face much more problems in housekeeping job. While hotel workers are
hurt physically, the rate of getting hurt is 25% that too only in women workers. He stated that
around 91% of women have suffered work-related pains and injuries(.While sexual assault is

Page 7 of 15




rareas he found that invasive of harassment is unsafe during the working conditions for the
women who work in this industry.. Katz, and Tanzi, (2013) also added that the managements
act as stone and silent. Management usually giving the guest as highest priority instead of

women employees. Thus, this will become tough for the women to raise their voice and ask

for their safety and a secure workplace (

women in hospitality sector is mainly on the account of

dearth of experience in hotel industry.). Therefore, som

understand the concern. Addressi

women employees to develop th

ome forward, share their stories make other people aware too.

uld not be tolerated. Launching a campaign is always a better

depends on how you act on it ((Quesenberry, &Trauth ( 2012) also pointed that problem of
male dominance should be shared with the management and asking for equal treatment
same as the male employees). Women must explain the management the issues they are
facing with men dominance. They must share how they have been treated unequally during

promotions, payments and rewards (Klein, &Delery, 2012). If an employee is married, she
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has to make sure that she keeps her priorities straight and tell the management that workload
is unacceptable and it is hard to manage your professional and domestic life together. This
will result in making others understand your work table and how work is allotted (Adib, and
Guerrier, 2003).

Quesenberry, &Trauth (2012) added that many women pointed tha are having the concerns

Inequality is on both the sides of the workplace wg{g@ ffect on the health/ safety of
women at work. European Risk Observatory ining the specific challenges in
terms of health and safety posed by<dhe m sive integration of women in the labour
market”. There research included is younger, middle aged and older women too.

They also included how women lack > growth of service sector, harassment, diversified

(Church, and Frost, 2004).

The next problem addressed should be communication. With the lack of communication
goals women face misunderstanding among guest and management. This problem can be

related to countless reasons, including the pattern, notions and bias. Miscommunications can
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be developed only when there is lack of understanding which leads to negativity in the

organization (Nga, and Pine, 2003).

While employers may choose women in some instances for their “feminine” appeal and lure
their customers, the women labour also face embarrassment and teasing from the customers

sometimes and the employers may ignore these issues considering the importance of the

Their psyche is
developed accordingly and they do not feel secure at t ey have feeling of
insecurity, they are not likely to perform in accordance ential. It is renowned
that the biggest source of working knowledge stak e a triumphant hospitality
environment is through the staff workers. B

" nformation goes unrewarded by
the management which results in al g way. This is the major problem which
needs to be addressed, but intently he human resources department to address

and handle (Sparrowe, and lvers

Few employers intently fe their job, or do not understand what decision to be

ven tasks which results in workload, stress and mental

workers is a duty of the management but very few ask them for help and if not, the staff

member chooses to simply stay quiet (Kattara, 2005).
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Conclusion
We live in an era where women are doing wonders in every field and the

Moreover, women face a lot of challenges working in the industry and i great deal
of effort from the employers to solve their problems. Women hospitality
industry generally faces those problems and challenges whigh are essable by the

employers to a large extent.

Evidently, occupation segregation lies to a the hospitality industry. While
women are mainly associated with
feminine characteristics. The emplo
all fair and square so that wo

treated. Governments also n

family life (Chant,1997). The career advancement issues can be mitigated by augmentation in

access of women in various professional courses through special quota system and special
institutes will address the problem of lower education among women. The more women must
be deployed in various functional areas of large hospitality establishments. The diversity

issues in gender can also be addressed by organizing the business meetings, where women
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will also be giving the chance of participation and arranging the social gathering, where every

individual will have the chance of express their views.

The effective culture of the HCT, ie, the operation environment and working should always
be supportive for the women employees. This should be free from “macho “ and * male

dominated” culture which ensures the women to work safely in the organization and

rewarding in the same way as other are receiving within the organizational f k. The
current concluded that poor performance of the women in HCTs is mainl account
poor training programs and job orientation training. The tourism re barely
concentrating towards training. Therefore, HCTs must provide adeq 0 women as

The investment on the part of training to women workf he human capital of

the company.
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