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Background Research Questions
• Gender inequality persists: pay gap, barriers to 

advancement, harassment, and adverse psychological 
effects (Timmins, 2021; Huang et al., 2019; McKinsey, 
2021).

• Male-dominated professions like STEM exacerbate 
inequality (Chen & Soldner, 2013).

• Gender inequality at work has adverse psychological 
effects on victims that lead to PTSD, anxiety and 
depression, and even psycho-somatic disorders (Akter, 
2019; Yasmin & Jabeen, 2017).

• The hotel sector shows an underrepresentation of 
women at senior levels. 

RQ1: What types of gender inequality do women in 
hotels face in terms of career progression, and how does 
this psychologically impact them?
RQ2: What coping strategies do women in male-
dominated professions deploy to endure and overcome 
gender inequality?
RQ3: What organisational policy interventions and 
support mechanisms for women are needed in male-
dominated professions to fix the “broken rung”?

Stage 1. Document Analysis
• Systematic review of publicly available 

documents from 16 major hotel 
companies related to gender equality 
policies and initiatives.

• Documents analyzed include annual 
reports, diversity statements, EDI 
policies, and program descriptions.

• Qualitative template analysis to identify 
key themes in what companies say 
about gender equality in leadership, 
policies, partinerships, etc.

Stage 2. Semi-Structured 
Interviews

• Semi-structured interviews with 24 
women who have advanced to senior 
leadership roles.

• Explore experiences with inequality, 
impacts, and coping strategies.

Stage 3. Semi-Strutured 
Interviews

• Semi-structured interviews with 24 
women unable to advance.

• Explore obstacles faced and support 
needed.

Stage 4. Consolidation

• Compare findings of S2 and S3 and 
contrasted with the literature, and 
specific recommendations for three 
research questions.

Stage 1 Findings

Leadership
- Corporate diversity 
council 

•- Executive board women 
representation

•- Board of directors 
women representation

•- Gender Parity targets

External 
Engagement
- Advocacy organisation   
partner

- Women suppliers

- Women hotel owners

- Hospitality sector 
networks

Policies & Benefits
- Statement for equal career 
opportunities

- Zero tolerance for 
harassment

- EDI policy and women

- Family & Leave policy

Support for women
- Women support groups

- Pay equity, benefit equity

- Equity in career 
progression

- Women mentoring

- Women conference & 
seminars 

Conclusion & Further

• Women’s Business Enterprise National Council 
(Marriott)

• 54% of managers and executives (Hilton)
• 29& female board of directors (Radisson)
• Our 2025 goals: 50% of women management roles 

(Caesars Entertainment)

• Billie Jean King Leadership Initiative (Caesars 
Entertainment)

• HeForShe (Accor)
• “Women Own the Room” (Wyndham)
• AccorHotels and Huazhu finalize their strategic 

alliance

• “Provide... equitable environment for all and 
opportunties for underrepresented groups” (Sands)

• D&I Program: Harassment and anti-discrimination 
policies (Wynn)

• “...flexible work arrangements... for women with 
caring responsibilities” (Wyndham)

• Lean In (IHG)
• “...provides fair and competitive salaries, dividends 

and equity incentives... to all employees” (Huazhu)
• Step Forward Program (BW)
• Women’s Health Seminars (Pan Pacific International)

Overall, first stage analysis suggests support lags 
behind stated commitments to gender equality for 
hotel chains. But women’s experiences promise a 
path forward. There is still very little scientific 
understanding of female employees’ coping strategies 
in male-dominated professions. 

The findings of Stage 1 are useful in identifying what the 
industry does but also in what it does not do and will form 
a good foundation for the interviews that will follow in the 
next stages to gauge the difference between corporate talk 
and actual practice. 

 

( Preliminary findings of the Stage 1)

“BROKEN RUNG”
The biggest obstacle women face on the path to senior leadership is at 
the first step up to manager (Huang et al., 2019)

( Scan the QR Code for high-resolution images and references ) 


