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Abstract 

Previous research has underlined gendered labour issues and provided recommendations for 

organisations to advance gender equality within the tourism and hospitality sector. Yet, little is 

known about how academic research has been translated into actual practice by tourism 

organisations. The study provides a pragmatic systematic review to compare tourism academic and 

grey literature from NGOs and large public tourism companies, with an aim of identifying gaps 

between academia and industry, and between rhetoric and practice. The analyses of 102 academic 

and 122 grey literature revealed that both types of literature lack focus on the cultural and individual 

dimensions of gendering process while explicitly focus on the organising system and developed 

economies. The review highlights insufficient details of company report and calls for developing 

concrete regulation or standard to measure and report gender equality practice in tourism. This 

review contributes to knowledge by charting the development of academic research in real-life 

situations to achieve equitable and sustainable workplace for both women and men in tourism. 

Keywords: Gender equality, tourism, reporting, systematic review, pragmatism, women employment 

1 Introduction 

Tourism is a vital platform for women employment and entrepreneurial opportunities (Figueroa-

Domecq, Pritchard, Segovia-Pérez, Morgan, & Villacé-Molinero, 2015). Yet, tourism employment 
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depicts a mixed picture of women empowerment and exploitation (Hutchings, Moyle, Chai, 

Garofano, & Moore, 2020). Women comprise of 54% of tourism workforce however, they are under-

represented in management roles and earn 14.7% less than men (UNWTO & UN Women, 2019). 

Women are over-represented in part-time, casual and seasonal jobs and likely to experience 

exploitations and poor working conditions (Santero-Sanchez, Segovia-Pérez, Castro-Nuñez, Figueroa-

Domecq, & Talón-Ballestero, 2015). Accordingly, existing studies have recommended for tourism 

organisations such as women support systems or mentors (Remington & Kitterlin-Lynch, 2018), anti-

discrimination and harassment policies (Quintana-García, Marchante-Lara, & Benavides-Chicón, 

2018), diversity training (Madera, 2018), diversity council (Madera, 2013), and transparent 

remuneration process and report (Bakas, Costa, Breda, & Durão, 2018). Nonetheless, no systematic 

approach has been made to investigate women employment issues in tourism and how the strategic 

recommendations from scholars have been enacted in real-life situations. 

Past tourism studies suggested that gaps may exist between the rhetoric and practice for gender 

equality (Doherty, 2004; Khoo-Lattimore, Yang, & Je, 2019; Mkono, 2010). Statement culture and to 

a certain degree, femwashing have been noted in the tourism industry (Chambers, Munar, Khoo-

Lattimore, & Biran, 2017; Khoo-Lattimore et al., 2019). Statement culture is where diversity and 

equality are mainly exercised through rhetoric or slogans instead of actual practice (Chambers et al., 

2017). It also exemplifies femwashing where management practices continue to privilege the 

masculine as the authoritative norm in spite of their gender equality claim (Khoo-Lattimore et al., 

2019). Notably, the United Nations World Tourism Organisation (UNWTO), which is the leading 

international tourism organisation, pledges the United Nations Sustainable Development Goal 

(UNSDG) 5 on promoting gender equality (UNWTO, 2019). However, a recent study highlighted the 

lack of gender diversity among speakers at UNWTO events, which indicates an inconsistency in 

UNWTO’s equality rhetoric and practice (Khoo-Lattimore et al., 2019). Likewise, the organisations’ 

reports and audits on diversity have been criticised for lacking meaningful indicators to measure 

diversity performance or impacts (Grosser & Moon, 2005; Utting, 2007). 

Informed by the research gaps identified above, this study has two main aims. The first aim is to 

examine peer-reviewed journal articles to comprehend how far tourism organisational studies (TOS) 

have explored gender issues and identify any under-researched area. The second aim is to 

investigate the extent to which the priorities given by scholars differ, if any, from practitioners’. By 

comparing academic and industry literature, this work contributes to existing knowledge by 

identifying research gaps not only within academic literature but also highlighting disparities 
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between theory and reality, which might hinder the tourism industry from achieving equality. 

Guided by a pragmatic feminist perspective, this study contributes to existing knowledge by 

identifying gaps and opportunities to develop workable sustainability policies (Burritt & Schaltegger, 

2010) for gender issues in tourism organisations. Although hospitality and tourism are not 

synonymous (Keiser, 1998), they are closely related and mutually dependent on each other (Baum, 

2006). This paper used tourism as an umbrella term since tourism is a major force and directional 

mechanism in driving the hospitality industry (Ottenbacher, Harrington, & Parsa, 2009).   

2 Literature Review 

2.1 Gender in Tourism Research 

Gender is embedded in the individual, interactional and institutional levels of societies (Risman, 

2009). Thus, women and men experience differently as consumers and producers in the tourism and 

hospitality industry (Morgan & Pritchard, 2019). The norms and beliefs are (re)produced in every 

sphere of life, which in turn cement gendered societies (Wearing, 1998). In response, tourism 

studies have increasingly witnessed gender research on tourist behaviours, resident attitudes, 

managerial styles, entrepreneurship and sustainability (Figueroa-Domecq et al., 2015), largely 

focusing on similarities and differences between men and women (Calás & Smircich, 2006). 

Nevertheless, a recent systematic review of literature by Figueroa-Domecq et al. (2015) highlighted 

that studies on gender still remain marginal with little engagement of gender-aware frameworks. 

While Figueroa-Domecq et al. (2015) assessed the production and development of tourism gender 

research as a knowledge generating system, this review is specifically focused on the development 

of gender research in tourism organisations and its translation on the effective implementation of 

policies and strategies in organisations. Tourism gender research lacks the explicit support for 

qualitative and mixed methods, which are required to build inclusive views about gender issues with 

deeper understanding (Figueroa-Domecq et al., 2015). However, the methodological approach of 

TOS to discuss gendered employment issues is unknown to depict the holistic story of women 

workers. The empirical evidence on gender issues has been substantially gathered from developing 

regions such as Asia (Figueroa-Domecq et al., 2015). Still, women perform up to 80% of unpaid care 

work in Asia, which is a main barrier to develop their career in tourism (UNWTO & UN Women, 

2019). As an extension of Figueroa-Domecq et al. (2015)’s analysis, this study examines what 

methodologies TOS have employed, in which location, to discuss gendered employment issues.  

Three broad waves of feminist theories have shaped the understanding of gender issues in tourism: 

liberal feminism, standpoint feminism and post-structural feminism (Pritchard, 2014). This paper 
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observes how these feminist theories are conceptualised within organisational policies and 

strategies for gender equality. Liberal feminism focuses on women’s legal rights (Pritchard, 2014), 

which somewhat relates to the structural aspect of gender policies in tourism organisations. The 

structural policies include the visible and invisible objectives, rules and procedures that an 

organisation adopts to achieve gender equality (EIGE, 2019). Standpoint feminism acknowledges 

gendered power relations with different standpoints such as class (Marxist feminism) where women 

have been exploited in the capitalist patriarchy (Luxton, 2014). This relates to the provision of 

material conditions by organisations to emancipate women workers from subordination (Duffy, 

Kline, Mowatt, & Chancellor, 2015), such as by flexible parental leave (Choi & Kim, 2012). Post-

structural feminism identifies the cultural workings of gender power relations by deconstructing 

masculinised language or practice (Pritchard, 2014). This relates to cultural practice of organisations 

to impact attitudes and beliefs of people about gender equality (Wallace, 1998) through diversity 

training (Madera, 2018). 

Tourism scholars also used the concept glass ceiling to explain gender inequalities in organisations. 

The glass ceiling metaphor has been widely used to represent the invisible barriers that keep women 

and minorities from rising above certain level of positions (Jackson, 2001). However, glass ceiling is 

criticised for being too simplistic to explain discrimination such as horizontal segregation (Carvalho, 

Costa, Lykke, & Torres, 2019) where workers are distributed with certain occupations based on their 

gender. Other studies recognised gender as a product of power relations and criticised that 

organisations allow for masculinity to be implicitly reproduced as the norm in the management 

(Carvalho et al., 2019). The acknowledgement of oppression as a central feature of power politics is 

critical to propel tourism towards hopeful and sustainable workplaces (Pritchard & Morgan, 2013). 

Hopeful tourism is a transformative perspective and strives for the transformation of seeing and 

doing for sustainable tourism (Pritchard & Morgan, 2013). From the perspective of hopeful tourism, 

sustainable workplace requires the examination of multiple enquiries, and power relations entwined 

in the structure of gender and other classes for justice to build actionable approach (Pritchard & 

Morgan, 2013). Thus, this paper focus on the analysis of gendering process by Acker (1990) in 

tourism organisations where there is a need to translate the gender awareness into practical 

solutions and systematic change for gender equality (Morgan & Pritchard, 2019).  

2.2 Gendering Processes in Tourism Workplaces 

The hierarchy of organisations is believed to have gendering character where male power is 

(re)produced and women take more submissive roles than men (Carvalho et al., 2019). Acker (1990) 
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have elucidated this proverbial existence of gendering process, which this study will utilise to 

capture how organisational processes and practices have reinforced gender inequality in tourism 

organisations. Gendering refers to the progression of socialisation according to the dominant gender 

norms (EIGE, 2019). It recognises gender differences as dynamic processes rather than static 

phenomena (Morgan & Knights, 1991) . Gendering process not only constructs masculinity and 

femininity in a specific time and place, but also intersects with class, power and privilege (Creese, 

1996). Organisations have a gendering character since gender is implicated in many forms and levels 

such as control, action, (dis)advantage, identity, and emotions (Acker, 1990). Therefore, the 

identification of gendering process is important as it recognises how (in)equalities are created 

(in)visibly and how organisations play a role in gendering through practice (Carvalho et al., 2019). 

Acker (1990) suggested four aspects of gendering process: organising system, organisation culture, 

interactions on the job, and gendered identities. The organising system is where the construction of 

gendered division occurs, for example, wage distribution, divisions of labour (horizontal segregation) 

and power distribution (vertical segregation) (Acker, 1990). The organisation culture refers to the 

construction of symbols and images that express, reinforce or occasionally oppose those divisions of 

gender (Acker, 1990), including implicit gender bias (Carvalho et al., 2019). Job interactions indicate 

all social patterns that enact dominance and submission for example, gender differences during 

conversation in terms of interruptions, turn taking, and topic setting (Acker, 1990). Gendered 

identities refer to the gendered components of individual identities including consciousness of 

gender, choice of language-use and presentation of self as a gendered member (Acker, 1990). The 

identification of how gendering process is conceptualised in tourism research is necessary to 

delineate what practices and processes have reinforced inequalities in organisations.  

2.3 Implementation Gap for Gender Equality 

The link between gendered employment and tourism was explicitly highlighted when UNWTO 

pledges UNSDG 5 gender equality through multiple reports (UNWTO & UN Women, 2011, 2019). In 

response, large tourism organisations have promoted gender equality as a corporate goal, published 

gender pay gap reports, and included women empowerment in annual and sustainability reports 

(Accor Hotels, 2017; American Airlines Group, 2019; Marriott International, 2020). Considering the 

reports are referred to as ‘business cards’ (Daub, 2007) which seek reputation and moral legitimacy, 

few studies examined how proactively tourism organisations investigate gendered employment 

issues; where they focus on; and how they justify their activities to various stakeholders who 

demand the information and statements on gender issues through reports. The gap between 

disclosure and performance might suggest that the impression of stakeholders are potentially 



6 
 

managed through the selective and positive disclosure (Milne, Tregidga, & Walton, 2009). 

Considering large public companies do not see gender equality as a priority often (Grosser & Moon, 

2008; PWC, 2017), it is critical to examine the relationship between the attitude of organisations and 

approaches to investigate gender issues. The recent reports highlight the widespread variations of 

inequality status according to geographical location (UNWTO & UN Women, 2019; World Economic 

Forum, 2020). While informality is a major trend across the regions including Europe, the essential 

tourism training is not available for African women and the individual awareness about gender 

equality needs to be increased in Asia and Pacific region (UNWTO & UN Women, 2019). Though the 

simple provision of equality initiatives does not guarantee the expected outcome due to the 

different state of law, labour market and participatory culture among male workers (Doherty, 2004), 

no systematic approach was conducted to examine how effectively tourism organisations respond to 

gender issues according to the geographical variation.  

Informed by the identified research gaps and aims, this study has five research questions: (1) How 

far have TOS explored gender issues? (2) How are gendering processes conceptualised in tourism? 

(3) How are gender issues discussed in relation to geographical location? (4) What methods are 

employed to investigate gender issues in tourism? (5) How are strategic recommendations by TOS 

enacted in the tourism industry? 

3 Methodology 

3.1 Pragmatic Systematic Quantitative Literature Review 

The study adopts a pragmatic systematic quantitative literature review as its methodology. The 

systematic quantitative literature review (SQLR) is instrumental in providing an exhaustive 

understanding of the subject of investigation (Pickering & Byrne, 2014). By mapping the boundaries 

of the existing literature, it identifies where little research has been done and where new research is 

needed (Petticrew & Roberts, 2008); it is especially useful to examine the effectiveness of a policy, 

intervention, or service (Petticrew & Roberts, 2008). A pragmatic approach, guided by the 

philosophy of action, involves understanding practical problems and contributes to develop 

solutions in organisational settings (Susman, 1983). Therefore, a pragmatic SQLR allows the 

identification of under-researched area as well as an understanding of practical problems or gaps to 

address issues of gender equalities. Figure 1 illustrates the review process of this multi-phase 

pragmatic SQLR developed by the authors. The review consisted of two phases: (1) peer-reviewed 

articles, (2) grey literature from public companies (PCs) and NGOs in tourism. Both pragmatism and 

feminism privilege to eliminate oppressions, elaborate various perspectives, and reach workable 
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solutions (Rumens & Kelemen, 2010). This pragmatic feminist review can relate to hopeful tourism 

with the change of perspectives (Pritchard & Morgan, 2013) through combining different sources of 

data to offer a realistic approach to solve gender issues in tourism. A content analysis was conducted 

where particular items such as gendering process, geographical location, methods and strategic 

recommendations were coded, combined and abstracted into themes (Yang, Khoo-Lattimore, & 

Arcodia, 2017). Content analysis finds a theme based on the frequency of word occurrence, which 

enables both qualitative and quantitative analysis of data (Vaismoradi, Turunen, & Bondas, 2013). 

The patterns of themes, which include overlapping themes between academic and grey literature 

were first quantified by the first author, and then cross-checked by all three authors to identify any 

gaps between academic and grey literature. 

 

Figure 1 The process of pragmatic systematic literature review  

Phase 1 identified how prior TOS investigated gender issues in terms of themes, geographical 

locations, research methods, types of gendering process that (re)create inequality, and 

recommendations for advancing gender equality. Phase 2 focused on how gender equality was 

articulated and implemented by NGOs and PCs to compare with the academic finding. It is a 

systematic review of ‘grey literature’ that includes the unpublished research and report, such as by 

government, academia, and business (Benzies, Premji, Hayden, & Serrett, 2006). Many critics 

suggest excluding grey literature due to the heterogeneity quality (Conn, Valentine, Cooper, & Rantz, 
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2003). However, not all non-peer-reviewed journals are of poor quality and not all published 

journals are of high quality (Conn et al., 2003). Reviewing the reports is an important aid for 

advancing the equality agenda and improving human resource management (Kingsmill, 2001). Also, 

the reports from NGOs and PCs are valuable sources because the producers are the major actors of 

advancing equal opportunities for women (Grosser & Moon, 2005). NGOs play a critical role in 

creating gender equality regulation influencing companies (Grosser & Moon, 2005), engaging 

communities and national agendas (DeJaeghere & Wiger, 2013). PCs increasingly include gender 

equality agenda in corporate social responsibility (CSR) (Grosser, 2009). CSR refers to a company’s 

responsiveness of financial, social, and environmental outcome (Hughes & Scheyvens, 2018), which 

entails the impact assessment and reporting (Grosser, 2009). Many business leaders consider CSR as 

a priority in terms of its considerable publicity (Porter & Kramer, 2006) and in the implementation of 

UNSDGs (Schönherr, Findler, & Martinuzzi, 2017). Therefore, reports from PCs and NGOs are useful 

to capture to how gender equality is enacted at organisational level in tourism.  

3.1.1 Phase One: SQLR of Peer-reviewed Articles 

To identify academic journals, the search terms {(“hospitality” OR “tour*”) AND (“organisation*” OR 

“corporate*” OR “company*”) AND (“gender” OR “woman” OR “women” OR “female*” OR 

“divers*”)} were utilised in Scopus database. Scopus was selected because of its comprehensive 

coverage of tourism and hospitality journals (Yang et al., 2017). The search was limited to titles, 

keywords and abstracts and the results were constrained to peer-reviewed articles and book 

chapters published in English regardless of years. The initial search of Scopus resulted in 464 peer-

reviewed articles. However, a total of 487 articles were reviewed including additional 23 articles 

identified from Phase 2. Articles were excluded based on the relevance to the subject of 

investigation, which is gender issues in TOS. For example, sport management journals appeared in 

the results when “tour*” was referred to “tournament” while theatre and movie journals were 

captured when “tour*” was referred to “touring” theatre groups or movie stars; these journals were 

excluded. Articles focused on geographical, cultural, biological and environmental diversity in 

tourism were also excluded. Some articles mentioned “women” or “female*” only with reference to 

population ratio or economic activities without further analysis from the gender perspective. Others 

mentioned “gender” with reference to workforce diversity, however, they focused on other types of 

diversity such as age or disability instead of gender. As the aim of review was to investigate 

gendered employment issues in TOS, gender studies on consumption or tourist behaviour were 

discarded. “organisation*”, “company” or “corporate” were mentioned in these studies but only to 

highlight the research purpose, background or significance. After removing articles that are not 
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available, 102 articles were identified as eligible for the synthesis. Figure 2 shows the Preferred 

Reporting Items for Systematic reviews and Meta-Analyses (PRISMA) flowchart adapted from 

Moher, Liberati, Tetzlaff, and Altman (2009), which illustrates the flow of information through the 

different stages of SQLR with peer-reviewed TOS.  

 

Figure 2 PRISMA Flowchart of SQLR with TOS for gender issues  

Note: *Please see the section 2.1.2.1 

 

 

            

      

*Records from Phase 2 
(n=23 (2 from BASE, 21 from Google) 
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(n=487) 
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3.1.2 Phase Two: SQLR of Grey Literature 

The principle feature of systematic review is rule-based searching when collecting materials (Adams 

et al., 2017). However, there is no specific guideline for systematic review of grey literature across 

disciplines (Godin, Stapleton, Kirkpatrick, Hanning, & Leatherdale, 2015; Mahood, Van Eerd, & Irvin, 

2014). It is challenging for the researchers to locate a wide range of data (e.g., industry reports, 

policy documents etc.) in databases where the vast amount of information exist (Godin et al., 2015). 

Therefore, a grey literature search plan has been developed for this paper based on Godin et al. 

(2015), which designed to improve the quality of large-scale review on guidelines of school-based 

breakfast programs in Canada. The grey literature was located through grey literature databases, 

Google search engine, and targeted websites to ensure a robust, transparent and replicable search 

process (Godin et al., 2015). Figure 3 is the documenting of each search process, which includes the 

types of documents (NGOs or PCs) and the number of inclusion and exclusion with reasons to 

ensures the compliance with systematic review reporting (Godin et al., 2015). 

3.1.2.1 Databases 

The search terms “gender” AND “tourism” were utilised in grey literature databases, including Eldis, 

Open Grey, and Bielefeld Academic Search Engine (BASE) (London South Bank University, 2019). The 

results from each database were exported into an Excel spreadsheet and the title of all searches 

were reviewed to remove duplicates. The databases only located NGOs’ documents. Eldis generated 

12 documents nevertheless, ten out of 12 documents were about sex trafficking and only two 

documents were relevant. Open Grey identified seven documents, but none were relevant. The 

outcome from BASE yielded 63 documents, which was the most extensive result among the grey 

literature databases. Three out of 63 articles were removed for duplication and 44 articles were also 

removed as they focused on tourism consumption. Additionally, two documents were moved to 

Phase 1 as they were working papers to share ideas between scholars but have subsequently been 

published as peer-reviewed articles. One more document in Turkish was discarded due to the 

language limitation of the researchers. A total of 15 documents were collected from grey literature 

databases. 

3.1.2.2 Google Search Engine 

The search of grey literature was complemented by Google search engine. The search terms 

“gender” AND “tourism” AND “report” OR “policy” were used and resulted in 70,800,000 results. 

Considering the volume of results, the researchers followed a Google search process suggested by 

Furgal, Garvin, and Jardine (2010). To capture the most relevant sources, Furgal et al. (2010) 
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recommend including the first 200 hits for grey literature review. After 200, each consecutive source 

should be considered for relevance until 25 unrelated hits are found consecutively (Furgal et al., 

2010). In this study, most of the first 200 hits were news articles, blogs, and the government 

documents for tourism development planning or statistical report of international and domestic 

travellers. A total of 94 potentially relevant articles were found of which 73 were published by NGOs 

and 21 were peer-reviewed articles. Five out of 73 documents overlapped with the result from BASE 

and were removed. Thirty-one out of 68 documents were removed for not relating to the research 

topic and 21 journal articles were moved to Phase 1 at the screening stage. Google search resulted 

in 37 NGOs-publications for synthesis. 

3.1.2.3 Targeted Websites 

3.1.2.3.1 NGOs in Tourism 

The third strategy was identifying and browsing targeted websites of NGOs and PCs to collect 

relevant documents. A list of 10 tourism-related international NGOs was identified from the first and 

second strategies (see Appendix A). The NGOs’ websites were manually searched with the key terms 

“tourism” AND “gender” OR “women” OR “female” resulting in 18 potentially relevant documents. 

Seven out of 18 documents were excluded because they overlapped with the Google search results 

while another eight out of 11 were discarded for not relating to the review topic. Only three 

documents were included from targeted NGOs’ websites.  

3.1.2.3.2 Public Companies in Tourism 

Forbes’ Global 2000 List – The World’s Largest Public Companies was used to shortlist the renowned 

publicly owned companies in tourism. According to UNWTO & ILO (2014, p. 19) the “tourism 

characteristic industry” is wide-ranging that includes 12 subsectors ranging from railway transport to 

food and beverage services. Some of the service products such as food and beverage involve 

substantial sales purchased by non-visitors (UNWTO & ILO, 2014). On the contrary, the demand of 

airlines and hotels significantly comes from the visitors compared to food and beverage or transport 

services (Keith & Ioannides, 1998). Therefore, in this study, the websites of 10 hotels and 22 airlines 

(see Appendix B) listed in Forbes’ Global 2000 List were reviewed as it is not possible to obtain data 

from all 12 subsectors in tourism.  

The 32 PCs’ websites were manually searched using key terms “gender” or “equality” and “report” 

to locate documents on gender equality policy or empowerment strategy for women. A total of 96 

documents were identified as potentially relevant, including codes of conduct (24), gender pay gap 

reports (12), annual reports (29), CSR reports (24), sexual harassment prevention and retaliation 
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policy (2), women empowerment initiative reports (2), and diversity and inclusion policy reports (3). 

A code of conduct is an essential ethics guideline for organisations and also works as an external 

announcement of corporate value (ECI, 2019) such as gender equality policy for fair employee 

recruitment and management. Gender pay gap reports show PCs’ acknowledgement and 

commitments to achieve gender equality through the disclosure of wage distribution. Annual reports 

were browsed since they may disclose information of the gender representation of board members 

and employees. Each document was screened and 28 out of 96 documents were excluded for not 

having information or assessment about gender equality: nine codes of conduct, 14 annual reports, 

five CSR reports. One more annual report in French was discarded due to the language limitation of 

the researchers. The search in targeted PCs’ websites resulted in 67 documents. The grey literature 

search strategies located a total of 122 documents: 55 NGOs and 67 PCs-documents.
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Figure 3 A flowchart of SQLR with grey literature
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4 Findings 

4.1 Gender Issues in TOS 

The first aim of this review was to analyse gender issues in TOS to identify the extent of research and 

any under-researched area. Table 1 summarises the research topics and issues covered in 102 

articles with different gender focus. The three categories of gender foci in Table 1 were adapted 

from Yang et al.’s (2017) systematic literature review of gender and risk in tourism. The reviewed 

literature consisted of 54 women-focused, 33 gender-focused and 15 gender-as-variable studies. 

Table 1 Research themes and sub-topics by different gender foci 

Research themes and sub-topics 
Women-focused 

studies 
Gender-

focused studies 

Gender-as-
variable 
studies 

No. % No.  % No. % 
Human resource management 11 8% 4 3% 3 2% 

Recruitment 8 6% 1 1% 1 1% 
Retention 2 1%     
Strategic human resource 
management 1 1%     
Turnover   2 1%   
Training and development   1 1% 2 1% 

Employee perception and behaviour 16 11% 20 14% 8 6% 
Job satisfaction and 
commitment 8 6% 12 9% 5 4% 
Performance outcome 4 3% 4 3% 2 1% 
Emotional management 2 1%     
Future employee expectation 1 1% 1 1%   
Career advancement 1 1%     
Organisational citizenship   2 1% 1 1% 
Employee wellbeing   1 1%   

Other managerial practice 8 6% 3 2% 2 1% 
Diversity management 4 3% 2 1% 1 1% 
Marketing 2 1%   1 1% 
Leadership style 1 1% 1 1%   
Total quality management 1 1%     

Gender discrimination 35 25% 0 0% 0 0% 
Vertical segregation 8 6%     
Implicit bias and rule 8 6%     
Gender pay gap 5 4%     
Horizontal segregation 5 4%     
Sexual Harassment 3 2%     
Discriminative culture 3 2%     
Work-life balance 2 1%     
Gendered identity 1 1%     

Business ethics 10 7% 10 7% 4 3% 
Sustainable development 5 4% 4 3% 2 1% 
Corporate governance and CSR 5 4% 6 4% 2 1% 

Theories 6 4% 0 0% 0 0% 
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*Total   86 61% 37 26% 17 12% 

Note: * The total number exceeds the number of studies since a study may explore multiple concepts. 

Five research themes were identified through the content analysis of TOS with different gender foci. 

While gender is embedded in all themes, gender discrimination as a theme encompasses studies 

that bring the issue of gender to the forefront. Women-focused studies dominated the majority of 

TOS and exclusively emphasised discriminatory experiences in tourism organisations. The studies 

predominantly investigated job segregation (González-Serrano, Villacé-Molinero, Talón-Ballestero, & 

Fuente-Cabrero, 2018), implicit gender bias and rule (Carvalho et al., 2019), and gender pay gap 

(Bakas et al., 2018), which negatively impacted women’s career in tourism. Gender-focused studies 

investigated employee perception and behaviour such as job satisfaction, commitment (Petrović, 

Jovanović, Marković, Armenski, & Marković, 2014) and CSR performance outcome (Rosa & Bernini, 

2018) from a gender perspective rather than focusing on women per se. Gender-as-variable studies 

used gender as a variable without further analysis from a gender perspective (Yang et al., 2017). 

These studies mainly focused on employee’s job satisfaction (Appiah, 2019; Jung & Yoon, 2015). 

According to the cursory literature review and research aims, both academic and grey literature 

were analysed to see to what extent gender issues were investigated: how gendering process were 

investigated; from where; with what approach; and whether strategic recommendations given by 

scholars differ from practitioners. 

4.2 Comparative Analyses of TOS, NGOs and PCs 

The second aim of the review was to compare TOS with grey literature to ascertain the alignment 

between academic research and practitioners’ foci. The findings are presented in three categories: 

TOS (n=102), NGOs (n=55) and PCs (n=67). NGO publications were distinguished from those 

published by PCs. While the former focused on gender-specific issues, the latter generally included 

gender equality a part of CSR projects. Differentiating NGOs and PCs is important as it allows a 

deeper understanding of how gender issues were explored and differed from academic research 

respectively. All three literature types are compared across gendering process, geographical 

location, methodological approach, and strategic recommendations for promoting gender equality. 
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4.2.1 Gendering Processes 

Table 2 Gendering processes discussed in TOS, NGOs and PCs 

Gendering process that continually recreates gender inequalities in organisations 
TOS NGOs  PCs 

No. % No. % No. % 
Organising system 27 19% 34 24% 26 19% 

Distribution of decision-making and supervisory power 8 6% 6 4% 10 7% 
Gender pay gap 5 4% 5 4% 12 9% 
Division of men and women's job 5 4% 4 3% 4 3% 
Demand of availability 4 3% 9 6%   

Explicit and implicit rules at work 3 2% 3 2%   

Part time vs full time 2 1% 7 5%   

Organisation culture 7 5% 4 3% 0 0% 
Unexamined beliefs about gender differences and ideal worker 3 2% 3 2%   

Invisible inequalities 4 3% 1 1%   

Interactions on the job 5 4% 6 4% 1 1% 
Interaction between colleagues and those at different levels of power 2 1% 1 1%   

Harassment during interaction with colleagues 3 2% 5 4% 1 1% 
Gendered identities 3 2% 0 0% 0 0% 

Individual gendered identities constructed and brought into the workplace 3 2%  0%   

*Total 57 41% 54 39% 28 20% 
 

 Note: * The total number of references exceeds the total number of documents because one document may discuss more than one gendering process



17 
 

 

Table 3 summarises findings from 22 TOS, 24 NGOs and 29 PC-publications where gendering process 

was explicitly discussed. Both academic and grey literature were analysed according to Acker’s 

(1990) gendering process in organisations, which consists of four dimensions: organising system, 

organisation culture, interactions on the job, and gendered identities. Gender pay gap (Accor Hotels, 

2017; Alba Sud, 2018; González-Serrano et al., 2018), power distribution (Bartis, 2018; Oriental Land 

Co., 2019; People 1st, 2017) and horizontal job segregation (American Airlines Group, 2019; Baum, 

2013; Perkov, Primorac, & Perkov, 2016) were commonly researched by both academic and grey 

literature. Compared to organising system that can be observable through descriptive data, little 

attention was paid to organisation culture, job interactions or identities, which are somewhat more 

invisible. To be specific, both types of literature emphasised the importance of supportive culture for 

women (Carvalho et al., 2019; Davis, Frolova, & Callahan, 2016; UN Women, 2018) however, less 

efforts were made in investigating the gendering process in organisational culture. PCs repeatedly 

highlighted their zero tolerance for any form of harassment and discrimination and yet, only one 

company disclosed how many legal complaints of sexual harassment were received and managed in 

the reports (Marriott International, 2018). 

4.2.2 Geographical Locations 

Geographical locations were analysed as gender issues and policy responses vary across countries 

(Dustin, 2006). 77% (79/102) TOS clearly identified the study contexts while 31% (18/55) NGOs and 

39% (26/67) PCs reported the specific contexts. The remaining documents were excluded from this 

analysis because they were cross-border studies with either multiple or unspecified locations. 

Overall, the geographical locations covered by TOS were wide-ranging compared to NGOs and PCs. 

Both academic and grey literature predominantly focused on European contexts. The UK and USA 

were the only two countries that were covered by all three. Spain was the most frequently 

researched by TOS while the UK was frequently studied by NGOs and PCs. Meanwhile, the focus of 

NGOs was different from that of the private sectors – the former concentrated on under-developing 

economies while the latter, on developed ones. Even in Asia and Pacific, PCs concentrated on certain 

countries, namely Japan and Australia, which are economically advanced regions (UN, 2019). PCs 

hardly examined gender issues in the Middle East and Africa. This could be related to the lack of 

requirement to report gender issues by the governments. For example, the UK requires large firms 

with more than 250 employees to report gender pay gaps since 2017 (GOV.UK, 2019). The obligatory 

report presents hourly wage pay gaps, proportions of women according to quartile pay bans, and 

bonus gaps (GOV.UK, 2019). The Workplace Gender Equality Agency in Australia also requires non-
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public sector employers with 100 or more to submit a questionnaire concerning gender equality 

each year.   

Table 3 Geographical location of literature found in TOS, NGOs and PCS 

Geographical locations 
TOS NGOs PCs 

No. % No. % No. % 
Europe 29 24% 3 2% 17 14% 

Spain 7 6%     
Greece 3 2%     
Italy 2 2%     
UK 2 2% 2 2% 17 14% 
Croatia 2 2%     
Portugal 2 2%     
Romania 2 2%     
Scotland 2 2%     
Dominican Republic 1 1%     
Finland 1 1%     
Ireland 1 1%     
Lithuania 1 1%     
Morocco 1 1%     
Norway 1 1%     
Serbia 1 1%     
Sweden   1 1%   

Asia 19 15% 5 4% 2 2% 
Taiwan 4 3%  

 
 

 
China 3 2%  

 1 1% 
Hong Kong 2 2%  

 
 

 
South Korea 2 2%  

 
 

 
Vietnam 1 1%  

 
 

 
India 1 1% 2 2%   
Iran 1 1%     
Macao 1 1%     
Malaysia 1 1%     
Sri Lanka 1 1%     
Thailand 1 1%     
Nepal 1 1% 1 1%   
Bangladesh   1 1%   
Pakistan   1 1%   
Japan     1 1% 

North America 12 10% 1 1% 1 1% 
USA 12 10% 1 1% 1 1% 
Canada     3 2% 

Latin America 1 1% 3 2% 3 2% 
Barbados 1 1%     
Mexico   2 2%   
Honduras   1 1%   
Chile     3 2% 

Middle East 5 4% 1 1% 0 0% 
Egypt 2 2%     
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Turkey 2 2%     
Cyprus 1 1%     
Saudi Arabia   1 1%   

Africa 6 5% 5 4% 0 0% 
South Africa 3 2% 1 1%   
Zimbabwe 2 2%     
Ethiopia 1 1%     
Tanzania   1 1%   
Uganda   1 1%   
Kenya   1 1%   
Zambia   1 1%   

South Pacific 7 6% 0 0% 3 2% 
Australia 5 4%   3 2% 
Fiji 1 1%     
New Zealand 1 1%     

Total 79 64% 18 15% 26 21% 

 

4.2.3 Methodological Approaches 
Table 4 summarises the research methods and approaches found in TOS, NGOs and PCs. The 

identification of methodological approach is important to have preliminary idea of how tourism 

academics and organisations understand gendered employment issues. While academic research 

used a wider range of methods in researching gender issues, quantitative approaches remained 

dominant. TOS often employed surveys to identify employees’ behaviour, job satisfaction, CSR 

performance, and the relationship between diversity climate and organisation’s performance. NGOs 

often used interview and mixed methods utilising a combination of surveys, impact assessments, 

descriptive statistics, interviews and document analyses. PCs stated that some opinions in the 

reports were collected from inside and outside stakeholders through interviews, workshops and 

surveys. While PCs claimed to be committed to gender equality, they rarely conduct primary 

research (at least not explicitly reported so) as evidenced by the publication of mainly non-primary 

data. For instance, the gender pay gap reports were published with data such as employee’s wage, 

board membership or job position, which were already available as corporate governance data. The 

lack of primary research for PCs is of concern since they can lose their opportunities to open a space 

for systematic change and improve the quality of reports to convince stakeholders who are related 

and concerned about gender issues.  
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Table 4 Research methods found in TOS, NGOs and tourism company reports 

Research methods 
TOS NGOs PCs* 

No. % No. % No. % 

Research with primary data 85 42% 28 14% 0 0% 

Quantitative methods 46 23% 2 1% 0 0% 

Survey 43 21% 1 0%   
Experimental design 2 1%     
Multi quantitative methods 1 0% 1 0%   

Qualitative methods 21 10% 12 6% 0 0% 
Interview 9 4% 4 2%   
Case study 4 2% 4 2%   
Multi qualitative methods 3 1% 1 0%   
Focus group 1 0%  0%   
Documentary analysis 1 0% 2 1%   
Ethnography 1 0%     
Observation 1 0%     
Vignette 1 0%     
Participatory action research   1 0%   

Total mixed methods 18 9% 14 7% 0 0% 
Total research with non-primary 
data 17 8% 27 13% 45 22% 

Descriptive statistics 8 4% 10 5% 12 6% 
Conceptual papers 3 1% 9 4%   
Review 6 3% 7 3%  0% 
Annual report   1 0% 14 7% 
CSR report     19 9% 

Total 102 50% 55 27% 45 22% 

Note: *45 out of 67 PC-documents reported methodological approaches. 

4.2.4 Strategic Recommendations for Gender Equality 
Table 5 shows policies or strategies for promoting gender equality found in TOS, NGOs and PCs. The 

policies or strategies were categorised into structural, material and cultural aspects. The diversity 

report requires the disclosure of minimal amount of information such as targets or performance 

data including unaccountable impacts (Adams & Harte, 1999). Therefore, the analyses focus on 

whether the documents include the minimal amount of information with statistical or narrative 

accounts. 

Overall, most recommendations from academia have been mentioned by NGOs and PCs. Not every 

academic literature proposed policies or strategies rather, they focused on the analysis of gendering 

problem or gender differences in organisational behaviour. Both academia and industry focused on 

structural policies to advance gender equality. The leadership development programme for women 

was commonly emphasised by TOS, NGOs and PCs to empower women employees. Nonetheless, 
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TOS rarely explained what kind of skills women need to advance their careers. PCs sometimes 

described the types of programme they provided for example, foreign language, marketing, 

customer service, and business management. However, few companies described who and how 

many received those trainings, and the training results. 

Likewise, promoting women to executive positions was highlighted as a strategy for gender equality 

in tourism. Nonetheless, only 6 out of 32 companies shared their current and the target number of 

women at executive roles. Among PCs who reported gender pay gaps, very few companies set 

specific targets for reducing the gap. PCs also showed their efforts in setting up events for women to 

network in the tourism industry. Yet, they did not describe the gender representation of speakers. 

The absence of a critical framework to organise events is of concern because it may raise implicit 

gender bias on the notion of meritocracy of White male experts (Khoo-Lattimore et al., 2019).  

Diversity council was highlighted by TOS (Madera, 2013) and frequently promoted by PCs to resolve 

inequality issues while engaging employees in decision-making process (Marriott International, 

2020). Diversity council serves as a resource or taskforce to mandate diversity initiatives and provide 

supports and guidance where necessary (Sippola & Smale, 2007). Nonetheless, PCs did not explain 

how the members were selected, and where and how they support equality initiative for the 

organisation. Flexible working hour was often mentioned as part of family-friendly policy for both 

women and men. Neither academia nor industry described what ‘flexibility’ is and whether all 

employees from every department can be supported given the long working-hour culture in the 

tourism industry (Zopiatis & Constanti, 2006).  

PCs utilised material resources to create family-friendly workplaces, but they also did not describe 

who and how many employees received those benefits. Few companies mentioned how many 

employees return to work after taking maternity leave, for how long they take, or whether the 

companies provide the returners care. Diversity training was specifically highlighted by TOS and 

NGOs to tackle implicit gender bias however, the receivers and results of the training was not found 

in PC-documents. Establishing partnerships with external organisations such as universities was 

frequently mentioned to reduce the horizontal segregation. Nevertheless, few PCs reported the 

number of women who received the benefits from the partnership and attained their career 

development goals. 



22 
 

 

Table 5 Policies and strategies found in TOS, NGOs and PCs regarding gender equality  

Policies and strategies 
TOS NGOs PCs 

No. % No. % No. % 
Structural 64 12% 125 23% 222 40% 

Provide leadership development programmes for women 8 1% 7 1% 19 3% 
Promote women to middle management and executive positions 6 1% 7 1% 15 3% 
Encourage full-time women workers 5 1% 1 0% 3 1% 
Involve employees in formulating diversity initiatives 4 1%   18 3% 
Establish partnership with government and NGOs to promote gender equality 4 1% 6 1% 9 2% 
Ensure diversity in recruitment 3 1% 1 0% 9 2% 
Ensure diversity of suppliers including women-owned business 3 1%   3 1% 
Report gender pay gap 2 0% 8 1% 12 2% 
Ensure board member diversity 2 0%   10 2% 
Provide networking opportunity for women 1 0% 6 1% 7 1% 
Ensure employees to be aware of policy against sexual harassment and 

discrimination 1 0% 5 1% 5 1% 

Hire gender and diversity specialist to remit the gap 1 0% 1 0% 5 1% 
Flexible working hour 1 0% 4 1% 4 1% 
Minimum wage legislation for strong protection of women than equal pay 

according to law 1 0% 2 0% 1 0% 

Address women's work safety issues and policy guideline   4 1% 1 0% 
Legalise gender equity   2 0% 15 3% 
Abide by the law of maximum working hours   1 0% 1 0% 
Abide by the law of no discrimination and equal opportunity     18 3% 
Set up conferences or events for women     8 1% 
Offer mentorship for women employees     5 1% 

Material 11 2% 35 6% 27 5% 
Provide funding opportunity for women to establish their own shop and service 6 1% 8 1% 3 1% 
Provide flexible parental and maternity leave 2 0% 7 1% 6 1% 
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Provide equal wages for equal work and experience 2 0% 10 2% 4 1% 
Provide family care such as childcare service reimbursement 1 0% 9 2% 13 2% 
Provide academic sponsorship for women employees   1 0% 1 0% 

Cultural 14 3% 30 5% 23 4% 
Provide diversity training 9 2% 8 1% 7 1% 
Establish partnership with educational institution 4 1% 9 2% 8 1% 
Create supportive organisational culture 1 0%   2 0% 
Run campaigns to increase awareness about gender equality   5 1% 4 1% 
Stop using gender stereotyped image in marketing   5 1%   

Appoint equality and diversity advocates including men   3 1% 2 0% 
*Total 89 16% 190 34% 272 49% 

Note: * The total number of references exceeds the total number of documents because one document may discuss more than one strategy 
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5 Discussions and Implications 

This study was set out to systematically review gender issues in tourism organisational studies and 

to compare academic research and industry literature with an aim to investigate if the priorities 

given by scholars differ from practitioners. The analysis of research themes shows that the majority 

of TOS are women-focused studies nevertheless, only a handful of studies and reports have explicitly 

addressed the gendering process while the importance of gender diversity at the board of directors 

or top management team was often emphasised to generate the desirable organisational outcome. 

The comparative analyses show both congruencies and incongruencies between academic and grey 

literature. The overall geographical focus of scholarly research was aligned with the industry but, 

both evidenced a lack of focus on developing economies. Both types of literature focused on the 

organising system of gendering process. Yet, other dimensions of gendering process such as, 

organisational culture, interaction between colleagues, and individual identities were paid much less 

attention. The incongruency was observed in methodological approach to explore gender issues. PCs 

did not seem to conduct any primary data collection except utilising the available corporate 

governance data such as wage and the job position of women. Most gender equality strategies 

proposed by TOS were mentioned in NGOs and PCs. Nevertheless, recommendations made by TOS 

seem to be few and lack precise advice for tourism organisations to action on. The study also 

revealed insufficient standards or details about the implementation and reporting of gender equality 

strategies among tourism organisations in comparison to the claimed commitment. 

5.1 Lack of Investigation of the Gendering Process 

The identification of gendering process enables organisations to achieve gender equality since 

gender underlies their daily practices (Carvalho et al., 2019). When peer-reviewed articles 

researched gender inequalities, they hardly examined the full dimension of gendering process in 

tourism (Carvalho et al., 2019). Both research and industry focused on organising systems to address 

gender inequality issues while less attention was paid to organisational culture, interaction with 

colleagues and individual identities. This is of concern because a gap is likely to be found in the 

knowledge and perception of people regarding diversity, which leads to an “implementation gap” 

between the policy and practice (Conley, Colgan, Creegan, McKearney, & Wright, 2007, p. 605). In 

other words, the organisational change in terms of equality and diversity policy does not necessarily 

guarantee the supportive working culture that embraces the differences (Conley et al., 2007).  

This review suggests more research about organisational culture that is intrinsically linked with the 

success of gender equality strategy (Moser & Moser, 2005) is needed. Organisational culture is a 
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system of shared symbols and meanings in which organisations are “symbolically constituted and 

reproduced through interaction” (Hood & Kober, 1994, p. 161). Organisational culture can be an 

effective tool to examine the effectiveness of policy since it is conceived as the employees’ point of 

view regarding practice (Van den Berg & Wilderom, 2004). Therefore, we need to better understand 

how management behaviours are interpreted by individual employees, especially from a feminist 

lens. The informal aspect of organisational culture can be just as important as formal policies for 

women to buy-in and take-up gender equality strategies offered by their organisations (Holt & 

Thaulow, 1996). A feminist analysis of organisational culture is a necessary process for advancing 

theories of power and inequality because organisational culture, as it stands currently, has been the 

creation and maintenance of patriarchal ideologies (Green & Cassell, 1996). The examination of 

organisational culture may unveil other invisible, unexplored gendering processes (Green & Cassell, 

1996; Moser & Moser, 2005). Qualitative methods such as in-depth group or individual interviews 

can be useful for researchers to discover the unique characteristics of the culture and devise new 

direction in organisations (Van den Berg & Wilderom, 2004). In terms of PCs, the investigation of 

inequalities is especially crucial to mainstream gender equality (EIGE, 2019). The deeper 

understanding of gendering process would help organisations to make inequalities into visible power 

relations, which opens a space for systematic change (Smircich, Holvino, & Calás, 2014). The primary 

research will improve the quality of company reporting (Thompson & Zakaria, 2004) and support 

their existing data such as gender pay gap capturing women’s perceptions and experiences in 

current organisations (Carvalho et al., 2019).  

5.2 Little Attention in Developing Economies 

In terms of the geographical location of investigation, both academic and grey literature focused on 

developed economies such as UK and USA. Europe is considered a ground-breaker in terms of 

gender equality (UNWTO & UN Women, 2019). TOS and PCs indicated that Europe appear to 

understand the importance of integrating gender equality into the tourism and hospitality industry 

(UNWTO & UN Women, 2019). A recent report suggests that policy-making actions for gender 

equality have focused on developing countries such as Nicaragua through international cooperation 

with the European Commission (UNWTO & UN Women, 2019). Nevertheless, this review emphasises 

that much more research and work are needed in emerging economies such as Latin America and 

Africa, where women often have limited access to social security, education, and quality tourism 

training compared to other regions (UNWTO & UN Women, 2019). In Asia and the Pacific regions, 

women often work in a poor environment and they may suffer harassment and violence in the 
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tourism industry (UNWTO & UN Women, 2019). Pressure is growing to acknowledge these issues 

and take action where there is most needed. 

A research partnership can increase the focus of academia and industry in developing economies. A 

partnership can produce high quality research at lower cost, with the great influence on the policy 

and execution (Costello, 2000). Although PCs denoted a partnership with other stakeholders such as 

universities, the partnership was mainly articulated through the provision of scholarship or 

leadership programmes for women with limited collaborative research that audit and improve 

gender equality performance. This is an underutilised area given that universities and public 

research centres play key roles in creating knowledge for organisational innovation (Sobaih & Jones, 

2015). Similarly, NGOs seek deeper changes in the social and economic relations providing critical 

awareness and knowledge (Stromquist, 2006). Especially for developing countries where more 

attention is needed by PCs, the collaborative research with universities and NGOs can be developed 

into sponsored research ventures which can provide job opportunities for tourism graduates 

including young women while expanding companies’ knowledge as well (Sobaih & Jones, 2015).  

5.3 Absence of Concrete Compliance for Gender Equality 

PCs showed their attempts to advance gender equality through various types of strategies. However, 

they have not ‘mainstreamed’ gender equality yet. Gender mainstreaming is a transforming process 

that moves beyond individual rights and has positive institutional actions to address the issues of 

disadvantaged group (Grosser & Moon, 2005). It is more than a simple adoption of new policies 

(Walby, 2005); it is the systematic integration of gender equality into processes and policies (Rees, 

2005). Adams and Harte (1999) suggested that successful reporting of diversity and equality practice 

should include information such as: the achievement of policies, targets, and monitoring systems. 

Although PCs identify gender equality as one of their corporate goals, most of their reports are 

missing such information in narrative and statistical accounts. Their lack of accounts regarding 

gender equality can be detected when they only disclosed gender pay gap in regions where there is 

political or legal pressure such as in the UK. The substandard reports may indicate some extent of 

femwashing practice (Khoo-Lattimore et al., 2019). 

The notion of femwashing could be rooted from the lack of precise advice from scholarly research 

and the absence of coercive regulation to report gender issues by governments or leading inter-

governmental organisation (Grosser & Moon, 2008). Although TOS encompassed structural, material 

and cultural aspects of gender equality and inclusion strategies, they lack detailed information of 
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how to conduct those policies. The comprehensive regulation to effectively implement and measure 

gender equality goal is missing; and existing analysis tool or reporting standard are not specifically 

designed for the tourism industry. UN provides organisations with the Women’s Empowerment 

Principles Gender Gap Analysis Tool (WEPs Tool). It is designed to help companies to assess gender 

equality performance, identify strengths and gaps, and guide future actions with concrete goals and 

targets (UN Global Compact, 2019). Still, the tool is a voluntary and learning platform and does not 

serve as a reporting mechanism or certification for organisations to promote gender equality goal 

(UN Global Compact, 2019). The Global Reporting Initiative (GRI) is one of the well-known 

sustainability reporting frameworks that companies use to publish CSR reports (Daizy, 2014). The set 

of GRI standards only require the organisation to include the quantitative information of diversity 

categories such as gender and age group of employees. If power or distributional issues are at the 

centre of institutional analysis, the compliance would become an important variable (Mahoney & 

Thelen, 2009). Institutional change can occur through the creation of rules or the extension of 

existing rules (Waylen, 2014). A critical and concrete reporting requirement is necessary to measure 

gender issues because ‘what gets measured gets managed’ (Grosser & Moon, 2008, p. 181).  

6 Conclusion 

Past studies explored women’s issues and provided various strategic recommendations to empower 

women in tourism organisations yet, little is known to what extent academic research was translated 

into actual practice. This is the first study to comprehensively map gender issues in TOS and 

compare academic and industry literature to identify gaps between theory and practice and 

actionable approach to create hopeful tourism workplaces. This pragmatic SQLR has its value in 

developing the holistic understanding of gendered employment issues through multiple tourism 

knowledge and offering the attainable approach such as research partnership to achieve sustainable 

workplace in tourism. The pragmatic SQLR, which compared academic and grey literature sought the 

relevance of tourism research to practice gender equality policies and strategies in real-life 

situations. The rigour of findings is achieved through the cross-checking by authors and the audit 

trail of academic and grey literature analysis through PRISMA flowcharts. Through the comparison of 

102 papers from academia and 122 documents from the industry, the review revealed a gap in 

research, and between the rhetoric and practice to promote gender equality. The analysis of TOS 

highlighted the lack of research on gendering process, attention in developing economies as well as 

the precise recommendation for organisations to implement, measure and report gender equality 

practices. Although the strategic recommendations from academia were mostly covered by grey 

literature, the study acknowledges that the simple provision of formal policies was not enough to 
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challenge the status quo. Considering the deep-rooted gendering character in organisations (Acker, 

1990), more research about organisational culture is necessary to render the power relations of 

organisation visible. Since the implementation of gender equality strategies were not always clearly 

articulated in PC-publications, more research on effective practice and the development of 

measurement are necessary to remove the notion of femwashing. A research partnership between 

the academia and private sectors is proposed to better understand the gender issues in tourism and 

to develop of meaningful indicator with narrative and statistical accounts. This collaboration will 

facilitate the mainstreaming of gender equality in the tourism industry. 

The current review assumed the structure of gender as a binary relation regardless of other 

identities, personalities or sexual preferences (Budgeon, 2014). As gender issues do not stand alone 

but often intersect with other forms of inequality such as racism, future research and practice are 

encouraged to employ an intersectional lens to facilitate a more thorough and robust exploration of 

diversity issues (Mooney, 2018). Furthermore, the review excluded government documents as the 

aim was to examine the extent of equality practice at organisational level. Accordingly, the 

investigation of gendering process was highlighted in organisations, which excludes the macro-level, 

structural causes of gender inequality. Future research can include the understanding of how 

individuals of organisations are affected by and in turn affect the structure of society (Dunn, 

Almquist, & Chafetz, 1993). The retrieval of tourism literature could be limited since keywords such 

as hospitality or women; and organization as spelt in the US were not specifically included in the 

search. Although Google search is disputed because the relevance of data is disseminated by a 

complex system of algorithms and software rather than human gatekeepers, the authors have tried 

to capture the most relevant data, including the first 200 hits and considering the relevance of each 

source until 25 unrelated hits are found, as suggested by Furgal et al. (2010).  What is missing from 

the data is an analysis of other factors that may contribute to gender issues in respective countries 

regardless of their economic advancements. This micro-level analysis could be important for country 

and state-level implementation. The study examined large public companies to gain an insight of 

how gender equality policies were enacted because they are influential in setting 

national/international standards, policies, and regulations, and impact small business (Martin, 2003). 

Future research is encouraged to include small to medium size companies where a high percentage 

of women pursuing career opportunities as entrepreneurs in tourism (UNWTO & UN Women, 2019). 

This review is exclusively based on documents published in English, which calls for a global 

knowledge platform where researchers can access and exchange relevant documents for gender 

equality regardless of language limitation. Meanwhile, future research is encouraged to review 
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related documents in other languages to achieve sustainable workplaces that promotes gender 

equality in overall economies. Despite these limitations, this is the first systematic comparative 

review to gain an insight of the translation of gender equality research in tourism organisations. This 

review highlights that gaps between the gender equality rhetoric and practice and sheds light on the 

underlying structural and cultural problems. Future directions for research and practice were 

provided to achieve an equitable, inclusive, sustainable and hopeful tourism workplace.    
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