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respondents can be drawn. Results also showed that the concept “leisure” was understood in 

different ways among the respondents and should have been defined. For some respondents the 

term obviously meant the time left after work and the time spent on doing domestic work while 

to others it clearly meant the time they have for themselves. Some of the respondents may have 

also included the time spent with their families in the leisure time while others did not.  

 

3.3.2 Generalizability and Representativeness 

Only a small sample size of 81 has been used. It is notable that the study has been an 

introductory guiding research that cannot be generalised nor applied for the entire tourism sector 

since, it is only a sample from one hotel chain in one country. However, the study gives a good 

starting point for a bigger research and in the future it would be interesting to expand the 

research and take along several companies from the tourism sector or do a cross-cultural study 

and compare companies from different countries in order to investigate more deeply whether it is 

possible to find similar results from different countries.   
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4 Results 

4.1 Gender Equality in Scandic Hotels in Finland  

According to the interview by the Finnish Scandic Hotel’s HR manager Mr Bigler, Scandic 

Hotels in Finland have an equity plan, which is updated two to three times per year by a so called 

“council” that consists of employee's representatives of each work unit. Among the others, the 

plan has been used to compare salary differences. According to Mr Bigler, the salary forms of 

the type of task and work description, work experience and the years worked in the company. 

Currently, all the new employees’ salary is based on the collective agreement what might affect 

that their salary is less than employees that have been working in the hotel already several years. 

By following the collective agreement and certain criterias Scandic ensures equal and fair 

payment for all of its employees. In recruitment situation Scandic values basic issues such as 

earlier experience, knowing the work and personality. Gender does not matter and men and 

women do not have separate jobs in Scandic. However, according to Mr Bigler, if some 

department is relatively female dominated and there is a man and a woman who are equally 

qualified for the job, Scandic might choose the man over woman simply because that way they 

can balance the gender difference.  

 

Scandic organises different kinds of training and education possibilities for all of its employees. 

In other words, everybody has an equal change to develop themselves and develop their careers. 

Women have an opportunity to child-care leave, which is also based on law. However, according 

to Mr Bigler connecting family life and work in hotel might be difficult. Many of the women 

returning from the maternity leave stay in the company approximately one to two years and then 

change to somewhere else and this is one of the major reasons why the company aims to support 

its employees with families in the upper management by providing them a possibility to change 

the benefit of a company car for example to the childcare or cleaning service. However, no one 

of the upper managers has used the advantage yet. 
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According to Mr Bigler 56 per cent of all the employees are women. He also stated that often 

when something needs to be developed it happens on women’s perspective since women are the 

majority. However, in the upper management only 23 per cent are women and according to the 

Mr Bigler, this is because almost all of the managers are middle-aged and when they first came 

to the company the managers in upper management were mostly men and women managers were 

uncommon.  

4.2 Results of the study  

Together of 45 respondents out of 81 answered the questionnaire making the respondent rate to 

be 55, 5 per cent. 62, 2 per cent of the respondents were female and 37, 8 per cent were male (see 

figure 2). 42, 2 per cent of the respondents were between 41-50 years. From the female 

respondents 70 per cent were from the middle, - and 30 per cent from the upper management 

positions. The study illustrates various differences between these respondents as well as between 

men and women as a whole. 

The Webropol programme summarised automatically all the results after the respondents had 

sent them back but at the end the results from the structured questions were analysed by using 

Excel. 

 
Figure 2 Gender of the respondents 

 

37,8% 

62,2% 

0,0% 

10,0% 

20,0% 

30,0% 

40,0% 

50,0% 

60,0% 

70,0% 

men  women 



 

 43 

The results showed that men and women had similar educational background (see figure 3). 46 

per cent of the male respondents and 44 per cent of female respondents had Bachelor degree or 

higher education. However, according to the findings 23 per cent per cent of the female 

respondents working within upper management had a higher degree comparing with women in 

middle management where no one had a higher degree. 31 per cent of the women in upper 

management and 41 per cent of the women in middle management had a Bachelor degree (see 

figure 4). In the category “other” respondents mentioned for example educational programmes 

offered by employee.   

 
 
Figure 3 Education of the respondents 
 
 
 
 
 
 
 
 
 
 
 
 

 

4% 

25% 

13% 

38% 

8% 

13% 

2% 

34% 

5% 

37% 

7% 

15% 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% 

Comprehensive school 

Upper secondary school 

Vocational school 

Polytechnic (bachelor) 

Higher education 

Other 

men  
women 



 

 44 

 
Figure 4 Education among female respondents  
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Figure 5 Percentages of the respondents reporting to be married, men and women 
 

 
Figure 6 Percentages of the respondents reporting to be married, men and women in middle 
and upper management 
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among women 1, 9. Among female respondents 63, 2 per cent women working in the middle 

management and 37, 5 per cent of those working in the upper management reported to have 

children (see figure 8). The average age among men’s children was 14, 9 years and among 

women’s children it was 12, 1 year. When compararing the average age of children among 

women in upper and middle management the results show that among upper management the 

average age was 17, 4 years and among middle management it was 11, 1 year.  

 

 
Figure 7 Percentages of the respondents reporting to have children 
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Figure 8 Percentages of the female respondents reporting to have children 
 

Men in upper management have worked as an employee and as a middle manager average of five 

years and as an upper manager average of 14 years. Among women the same figures were ten 
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figure 9). This shows clearly that among the respondents men had advanced almost twice as fast 

as women in their career in spite of the similar educational background and years of work 

experience. 
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Figure 9 Average amount of years that women and men currently working in the upper 
management have been working as an employee, a middle manager and as upper manager  
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Figure 10 Average amounts of hours spent per week on work, domestic work and leisure time, 
men and women in middle and upper management 
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Figure 11 Willingness to advance, men and women 
 

 
Figure 12 Willingness to advance among female respondents 
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sector all with 14 per cent. None of the male respondents answered gender, company or superior 

being an obstacle for doing career while ten per cent of the female respondents named gender 

and seven per cent company or superior being one of the main obstacle in career. Among women 

the most commonly mentioned obstacle was lack of opportunities in the sector with 24 per cent. 

After this, most common obstacles for women were family with 17 per cent, the need of 

changing locality with 14 per cent and age with ten per cent (see figure 13).   

 
 

 
Figure 13 Obstacles for doing career, men and women 
 

38 per cent of the female respondents working in upper management mentioned the main 

obstacle for doing career to be lack of opportunities in the sector. Other obstacles mentioned by 

women in upper management were family, gender, lack of education, company/superior and age 

with 13 per cent. Among female respondents working in middle management was not found to 

be any major obstacles, but family, locality, and lack of opportunities in the sector were all 

mentioned equally with 19 per cent. One tenth of the female respondents working in the middle 

management reported lack of motivation and willingness to be one of the main obstacles for 

doing career (see figure 14). 
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Figure 14 Main obstacles for doing career among female respondents 
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Figure 15 Work networks, men and women 
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Figure 16 Mentoring,  men and women 
 

 
 
Figure 17 Mentoring, men and women in middle and upper management 
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5 Analysis 
 

The first research question was how the link between career developments and gender emerges 

in tourism sector. Like Kotiranta, et al. (2007) states, Finland is equal country, except at the top 

of the business world. Majority of the employees at the Scandic Hotels are women but however, 

only 23 per cent of the hotel managers are female. Tourism sector do not differ from any other 

sector based on career development or gender differences but in fact the differences between 

careers and genders are stronger and more visible mainly because tourism is such a female 

dominated sector.  

 

More typical for tourism sector is that there are rather limited amount of possibilities to advance 

in the career. Especially, the possibilities to advance in the hotel sector are somewhat limited 

since; the market in Finland is quite small and it has been concentrated on bigger cities. In fact, 

according to the findings, the most common obstacles for doing career were the need of changing 

the locality, age, family and lack of possibilities in the sector. Women in middle management 

mentioned the need of changing locality to be an obstacle while none of the women working in 

upper management mentioned it. This finding especially shows the weakness in tourism sector 

that in order to advance in the tourism sector, mobility is essential and inevitable. Therefore 

having a family can be a restrainer when making a career since, with the family moving is 

always more complicated. Tourism sector is also known from the fact that it employs a lot of 

young women and the average of age is getting younger and younger making some of the 

employees to think that age is becoming disadvantage for them. Women considered family and 

lack of possibilities to be much more common obstacles than men. Interesting was that family 

was more commonly stated obstacle among women than men: even though men had more 

families than women. Since one tenth of the female respondents also named gender being one of 

the main obstacle for the doing career, it can be said that gender affects the career development 

also in tourism sector.  

 

The second research question asked; are there any differences in career development between 

women in top positions and women in middle positions? If so, which? The previous paragraph 

mentioned already some of the findings but basically the empirical findings showed that there are 
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differences in career development between women in middle and upper management. Results 

showed that education has an important role in women’s careers since, women working in the 

upper management had generally higher education than women working in the middle 

management. Noticeable was that no one of the women in the middle management had a higher 

education, while more than a one fifth of the women in the upper management had one. In spite 

of the fact that education seems to have a correlation with women’s career development, only 5 

per cent of the women in the middle management mentioned lack of education being one of the 

main obstacles for doing career. The results show that the importance of education and its 

relation to the career advancement has not been completely understood.  

 

There was a small difference between women working in middle and upper management when 

asking whether gender is considered to be one of the main obstacles in career. Gender was 

mentioned to be one of the main obstacles among every tenth women in middle management 

comparing to the 13 per cent of the women in upper management. This difference can partly be 

explained by the fact that it is considerably more difficult for women to advance from middle to 

upper management than from employee level to middle management. The reason behind this is 

that the class ceiling is not considered to be a problem until its existent is experienced.  

 

The third research question tried to find an answer for the following question: does women’s 

career development differ from men’s career development? The empirical results indicate that 

there are differences between genders in career development. The results showed that men had 

advanced in their career considerably faster –in fact nearly twice as fast as women, in spite of the 

similar educational background and approximately the same amount of years of working 

experience. This supports the literature that although there are no differences in education or in 

earlier work experience everything leads to the fact that the whole process of selection, 

recruitment and promotion needs renovation. According to the interview, the current corporate 

practices aim to guarantee the equal treatment in the Scandic Hotels and the current low number 

of women in upper management is residue from the earlier situation when only men were 

promoted as hotel managers. According to the interview, Scandic is now aiming to hire equally 

men and women into the top management and provide them equal possibilities to advance in 

their careers.  
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Men were almost two times more often married and had children than their female colleagues. 

When comparing only upper management the difference between genders was even bigger; in 

upper management 91 per cent of men and only 38 per cent of women were married. When 

comparing women in middle and upper management it was noticed that less than 40 per cent of 

the women in upper management had children, while over 60 per cent of the women in the 

middle management reported to have one or more children. This supports the literature, which 

states that it is rather common that female managers are single and childless and that 

childlessness among women in management is double compared to their male counter partners. It 

is therefore evident that the family and family commitments affect much more to women’s career 

development than men’s.  

  

According to the results, a little more men than women have had a mentor in some point of their 

career. More than a half of the men working in the upper management have had a mentor but no 

one in the middle management have had one. Between women, the situation was the opposite but 

not as radical. One fifth of the women working in the upper management have had a mentor 

comparing 26 per cent of the females the middle management. Altogether, only less than one 

third of the respondents have had a mentor. This can be a sign of the fact that mentoring itself 

has not yet been adopted in the Finnish working culture - or that its importance has not been fully 

understood. However, according to literature mentoring helps employees to achieve benefits 

from their networks and organisations. The results showed that the respondents, who have had a 

mentor, found it useful and felt that having a mentor had advanced their career development. 

Respondents felt that mentors have given them support, made them see things from another 

perspective and created new possibilities.  

 

Among the respondents women had a somewhat more work networks than their male colleagues.  

Most of the respondents had work networks with both men and women or with the same gender. 

No one of the respondents had work networks only with the opposite gender, which supports the 

fact that people mostly have work networks with the people similar to themselves. Altogether 76, 

5 per cent of the female in middle management reported to have work networks comparing 87, 5 

per cent of the women in upper management. The results show that networking is crucial for 
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career success and especially it has a high importance to both men’s and women’s career 

advancement to higher and upper levels.  
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6 Conclusion   
 

The study examined the factors and differences in career development in tourism sector and the 

ways to enhance women’s career development. The study indicated several links between career 

development and gender in the tourism sector. Tourism sector was found to be gendered. It 

employs a lot of women but only few of them have an opportunity to advance in the top 

management positions. In other words, it is a sign that a glass ceiling exists also in tourism 

sector. Career development was also found to be challenging because of the limited opportunities 

in the sector.   

 

There are various reasons for differences in career development. These reasons can be divided in 

external and internal factors. External factors are factors that do not depend on person itself or 

his or her own choices, such as attitudes towards women and female managers or unequal 

company culture. Internal factors instead are factors that can be said to depend on the person 

itself and on the choices he or she makes. Examples of these are for example person’s own 

willingness to advance and motivation. Nonetheless, it is not always easy to categorize these 

factors whether they should be classified in external or internal. Family is one of the good 

examples. The empirical results showed that family affects more for women’s than men’s career 

development making women to choose between career and family –consciously or not. Having a 

family however, should not slow nor affect negatively on women’s career development.  It is 

partly the society as well as companies that make it difficult to have both and there is need for 

change. Women cannot break the glass ceiling only by themselves. Companies have a big 

responsibility here since even in spite of the same level of education and same amount of earlier 

work experience men still advance faster in their careers than women. This difference cannot be 

explained by the internal reasons and therefore is a visible example of the inequality between 

genders. As long as this problem exists, looses tourism sector talented employees and managers. 

 

The study indicated several differences in career development between women in middle and 

upper management. One of the main differences was education that can be considered as an 

important factor determining women’s career development. Other differences were found to be 
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families including children since, women working in middle management were married and had 

families more often than their colleagues working in upper management.   

 

Work in tourism sector consists to a great extent from a shift work. However, the higher one gets 

in his or her career, the more regular the working hours normally get. One of the major problems 

with Scandic Hotels were that a lot of women returning from the maternity leave change the job 

quickly because it is difficult to have a shift work and a family at the same time. This partly 

because the society’s structure which seems to be designed mainly for people working daytime. 

For instance, public kinder gardens offer childcare only at daytime.  However, also companies 

could try to renovate their procedures in order to keep their employees, which again could 

provide them competitive advantage. Every time a company looses an employee, it also looses 

some knowledge. It is also expensive for a company to train a new employee from the beginning.    

 

6.1 Limitations of the study 

It is not always possible to consider all the aspects and the study has tried to give an 

understanding about a career development and gender differences within tourism sectors since, 

no previous studies has been done. The study has only tried to show whether the problems are 

the same as in other sectors or businesses. The study is limited only to Scandic hotels in Finland 

with a relatively small sample size and that is why it cannot be know whether the results would 

be the same in every hotel chain.   
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